


CHAPTER 1

INTRODUCTION

1.1: Background

1.1.1: Service Delivery in Public Sector Organization

Pakistan continues to be plagued by failure of public services. Whether it is health, education,
water supply and sanitation or security, successive governments have failed to provide a
reasonable standard of service delivery to the ordinary people.Previously, people blamed the
unavailability of fiscal resources for this situation but the current increase in public expenditures
has belied the claim. Although, millions more are being spent, service standards keep
deteriorating.

The reasons of these falling standards are complex and location-specific. However, experts have
been able to pinpoint three problem areas where change can lead to improvement.The first
problem with the public service delivery is that it misses the target. Contrary to most assumptions,
public services benefit the rich people (who can arrange/pay for private service also) more than the
poor. Examples of this phenomena can be found everywhere.In government hospitals, poor people
wait for hours in queues, while influential people easily approach any doctor by paying private fee.
In education, most of the scholarships available are used by children whose parents can pay for
their education. Moreover, millions of poor people are still without basic facilities like running
water sanitation and electricity while a small percentage of people enjoy it.

The second problem with service delivery is the fact that most of the money allocated to social
services never reaches the frontline service providers.Nobody can deny that ordinary teachers,
policemen and doctors in rural areas are paid meagre amounts and are not trained regularly to
upgrade their skills. Moreover, they are not provided buildings, equipment and other facilities to
do their work properly. Rural health centers are usually without medicines and schools without
boundary walls, roofs and books. Recently, the World Bank pinpointed in one of its reports that 80

per cent of social sector spending meant for poor is spent elsewhere.



Finally, poor get a lower service quality than rich. Public services, when provided to poor, are
irregular and non-dependable. Absenteeism of teachers and doctors is endemic in rural areas where
most of the poor live.Low quality water supply and sanitation services in poor neighborhoods have
resulted in spread of epidemics like hepatitis-c and electricity load shedding continues for eight to

ten hours in poor rural hinterlands while prosperous urban areas suffer for only 39 minutes.

Volunteering is generally considered an altruistic activity where an individual or group provides
services for no financial gain "to benefit another person, group or organization" (Wilson, John
(2000). Volunteers provides benefits to the society in true meaning. People contributes in one way
and another way to contribute significantly according to their needs of their society by
volunteering services such as teaching in government schools, tutoring illiterate people, therapies
and counseling of people by war effected, providing healthcare facilities, free medical camps in
remote areas and career counseling in colleges and universities (Clary et al., 1998). Volunteering
have positive benefits to the society and volunteer itself. Volunteers participate in different type of
volunteer programs in one way and another. There are many kind of volunteering sectors such as
skilled based volunteering, Virtual volunteering, Micro Volunteering, environment volunteering,
Volunteering in schools, corporate volunteering, community volunteering work and volunteering
in emergency are some sectors of volunteerism.

This research is mostly focused on community volunteering. Community volunteering focuses on
improving the local communities, standard of living of the people living in that communities.
Volunteers may have the positive benefits being serving the community. Some of the benefits
includes networking with the people, organizations and civil societies. Volunteers work with
different ethnic groups, people from different fields and background. Community volunteering
teaches you the practical implications of Leadership and it is a very practical approach to deal with
people in a professional way. It also teaches how to work in a groups and teams.

Putting all these views about the volunteerism, Farrell Johnson and Twynam (1998) suggested that
It is the responsibly of Managers that they should understand volunteer motivation along with
Volunteering experience, in order to organizational needs in the HR functions such as recruitment,
retention and daily operational activities of the volunteers. This research is focusing on Volunteer

job performance in Zakat Department. Where volunteers work for their community are selected



and elected to fulfil the needs of the most deserving beneficiaries to facilitate in healthcare facility

and financial aid in the form of Guzara allowance and MORA scholarship.

Volunteer job performance is an instrument that differentiate between volunteers and non-
volunteers and it also differentiate between volunteers that continue serving an organization and
those that unrestraint their activities. (Omoto & Snyder, 1995; Penner& Finkelstein, 1998). There
is a difference between motivating paid employees and volunteers (Volunteer Labor). Mostly
employee job performance is focused on absenteeism, tenure and productivity, while most of the
motivational studies focuses on the volunteer decision. (Cnaan&Cascio, 1999). In Zakat
Department, volunteers are treated as employees, reason is that they are registered and selected for
three years and they are provided with financial disbursement power, selection of the beneficiaries.

So here we will focus on Volunteer job performance to ensure the Zakat system more productive.

1.1.2: Background of Zakat Department

Zakat & Ushr is one of the most important pillar of Islam, which is obligatory on ever rich person
according to Islamic sharia which is also projected in the Holy Quran, Saece Hadis and Sunnah. It
dates back to the eras of Hazrat Muhammad (P.B.U.H) and Zakat rules were amendment by the
pious Khalifa’s with the passage of time. According to constitution of Pakistan (1973), it is
envisaged in the Article 31(C) which describes that there should be a proper organization of Zakat
& Ushr. In the light Article 31( C), a proper ordinance was passed by the National assembly
named as Zakat & Ushr Ordinance 1980. It was the subject matter of of federal government till
2010 and then it was devolved to the provinces after the 18th Amendment.

The collection of Zakat is on 11 assets and is a compulsory levied as it is defined by the Zakat &
Usher Ordinance 1980 in the Schedule Ist that includes Banks, companies and other financial
institutions to which state bank have given the right to deduct the Zakat & Ushr on source. All the
funds are collected by Ministry of Religious affairs as Central Zakat fund having account in State
Bank of Pakistan. Furthermore, fund is transferred from Central Zakat fund to the provinces
including FATA/GB and Capital. Furthermore, these funds are transferred to the District Zakat
Committees on population basis and from District Zakat Committees to the Local Zakat
Committees. LZCs are based on village, Dah and muhalla (Street). Zakat fund is disbursed in

educational institutes, Deeni Madaris, Vocational training institutes, Guzara allowance (financial



aid to poor people), marriage assistance to the poor women and healthcare facilities at national
level and district/ agency level. This institute includes District headquarter hospitals (DHQs),
Tehsil Headquarter (THQs), RHCs, Basic Health Units (BHUs) etc.
Zakat fund is only reserved for the poor Muslims living under the poverty line as defined by the
Zakat & Ushr Ordinance 1980 based anywhere in Pakistan. Employees working in Zakat
department are striving to make the entity a more dynamic organization and aims to reduce the
extreme poverty by investing the Zakat fund in different programs under the rule of Zakat & Ushr
defined by Islam and Zakat & Ushr Ordinance 1980. The Department contributes towards poverty
reduction through investing in the poor for both their subsistence and rehabilitation.
Function of Zakat Department
Zakat & Ushr Department performs following core functions throughout Pakistan:
1. Formatting the Zakat planning and policy for the betterment of maintaining Zakat System.
2. Zakat fund disbursement from FATA Zakat Council via District Zakat Committees to Local Zakat
Committees, educational institutions and Deeni madaris.
Maintenance of accounts
4. Arrangements for the pre and post audit through third party and audit teams.
5. Process cases for exemption from deduction of Zakat at source and issuance of exemption
certificates
6. Dealing all administrative matters of staffing
7. Constitution of FATA Zakat Council, Agency Zakat Committees and Local Zakat Committees
8. Enlistment of Deeni Madaris and Vocational Training Institutes for Zakat grants in for the

beneficiaries.

1.1.3: Zakat & Ushr Department FATA

Zakat and Ushr Ordinance, 1980 was extended to FATA in the year 2007. Subsequently, Zakat and
Ushr Department was established just after the establishment of the Department in FATA.
Secretariat FATA Zakat Council was notified and Mr. SangeMarjanMehsud, resident of South
Waziristan Agency was appointed as its chairman. In 2008, seven agencies/ FRs Zakat Committee
were established for the purpose of establishment of 500 Local Zakat Committees in FATA.

Ministry of Religious Affairs releases the fund to Zakat and Ushr Department, FATA Secretariat,
which is then provided to 7 Agencies and Frontier Regions through Agency Zakat Committee

offices and further distributed to local Zakat Committees to facilitate the beneficiaries in Guzara
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Allowance, Jahez Assistance, Education, Deeni Madaris, Healthcare and as well as Technical
Education. In order to make the Zakat and Ushr Department functional at Secretariat as well as at
Agency level, a demand for the creation of 125 posts was submitted to Finance Division through
Finance Department, FATA. However, only 12 posts were sanctioned by the Finance Division
during 2008.After the 18" amendment, the structure for Zakat Disbursement was defined as shown
in below Figure 1.1.

Figure 1.1: Zakat Distribution System
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1.1.3.1: Administration and Hierarchy of Zakat Department FATA

Zakat is administered and managed at three tiers in FATA; FATA Zakat council, Agency Zakat
committee and Local Zakat Committee(s). The FATA Zakat council is constituted at the FAT
secretariat level. In each Agency/FR, Agency Zakat & Ushr Committee is to be constituted by the



FATA Zakat Council. Local Zakat Committees are constituted in the supervision of concerned
Agency Zakat Committee.

This chapter provides formation and functions of these tiers. It also includes charge and collection
of Zakat, non-admissibility of Zakat, methods of Zakat fund distribution from federal government
to Provinces/FATA, head-wise usage ratio of Zakat funds, rates of scholarship for general
education and classification of Deeni Madaris and their scholarship rates.

1.1.3.2: FATA Zakat Council

1. Formation

The FATA Zakat & Ushr Council consists of:
o Chairman.
o Five persons who 3 of them shall be Islamic scholars.
o Two women members.
o Secretary Finance Department, FATA.
o Secretary Administration, Infrastructure & Coordination Department, FATA.
o Secretary Social Sector Department, FATA; who also works as Chief Administrator of the
Council.
o Deputy Secretary Social Sector Department, FATA who also works as Administrator of the

Council.

Figure 1.2: The Organogram of FATA Zakat Council
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2. Eligibility of Members/Chairman




The Chairman of the Council should be a permanent resident of FATA, and a former Judge of the
High Court or a retired civil servant to be nominated by the Governor of Khyber Pakhtunkhwa in
his capacity as agent to the president of Pakistan. The Chairman and members of the FATA

Council are to be:

o Muslim.
o Bona fide resident of FATA.
o Not less than 45 years old.

The Chairman or a member of Zakat Council who isn’t ex-officio member, may resign by
submitting his hand writing letter. The Chairman or a member has to continue to hold office until
his resignation is accepted by the Governor. Any vacancy in the office of Chairman or member
other than an ex officio member has to be filled by a qualified person to manage the office.

3. Functions

o Laying out Rules for administration of Zakat & Ushr.

o Issuance of policy instructions.

o Allotment of Zakat Funds to the Agencies/ FR Zakat & Ushr Committees.

o Overseeing of Zakat affairs/Issues.

1.1.3.3: Agency Zakat and Ushr Committee
In each agency/FR, Agency/FR Zakat and Ushr Committee are to be constituted by the FATA
Zakat Council.

1. Formation

The Agency Committee consists of:
o A Chairman, who shall be non-official.
o Political Agent.
o Two women not less than 45 years old.

o One non-official member from each tehsil or sub division in the agency.



Figure 1.3: The Organogram of the Agency Zakat & Ushr Committee
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Where the number of tehsil or sub division is less than 5, the number of members other than

Chairman and two women shall be raised to seven. The Agency Zakat Officer shall be the

Secretary of the Committee. The Chairman of Agency Zakat Committee shall be nominated by

FATA Zakat Council in consultation with Political Administration and members shall be

nominated by the FATA Zakat Council in consultation with Chairman.

2.

Eligibility of Members/Chairman

The Chairman and members of the Agency Zakat shall have/be:

@)

@)

©)

©)

@)

@)

©)

Passed secondary school certificate.

Good moral character.

Abiding and practicing Muslim.

Bona fide resident of the concerned Agency/ FR.
Not less than 45 years of age.

Known for financial integrity and

Not involved in any anti-social activities.

The Chairman and members of Agency Committee shall hold the office for 3 years and shall be

legible for re-appointment. In the event of delay in the constitution of new committee, Government

may ask the Agency Committee to continue for a period but it shouldn’t exceed for six months



after the expiry of its office.The Agency Committee shall hold a Committee meeting at least once
in every three months.

3. Functions

o Oversee the administrative organization of Zakat, assessment of Ushr and Atiyyat and

utilization of Zakat Fund.

o Prepare and maintain accounts of Agency Zakat Fund in prescribed manner.

o Arrange audit of the Agency Local Zakat funds.

o Any other function assigned by the Government or FATA Zakat and Ushr Council.

1.1.3.4: Local Zakat and Ushr Committee

A local Zakat and Ushr Committee shall be constituted for:
o Each revenue estate or Census Area/Block in FATA.
o Each Deh or village in FATA.

o Each ward in urban area.

1. Formation

In case of the population of a revenue estate (Census Area/ Block) Deh/village is too large, the
FATA Zakat Council may divide it into two or more localities. In case of smaller population, it can
be grouped after constitution of a local committee to cover a population of ten (10) thousands.

The Local Zakat Committee follows guidelines issued by FATA Zakat Council and Agency Zakat
Committee. Local Committee consists of 9 members, including 2 women who are not less than 45
years old and who are Muslim bona fide resident of the area and selected by the residents of the
locality.

Figure 1.4: The Organogram of the Local Zakat Committee:
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2. Selection of Members and Election of Chairman

The Agency Zakat Committee may comprise of a team of three or more persons, including at least
one officer, one Alim-e-Deen/Religious scholar and one member of the Agency Zakat Committee
to organize a gathering of adult Muslims to select 7 members having secondary school certificate,
financial integrity and not having engaged in favoritism/ nepotism.

The members of a Local Committee shall elect one of their members as the Chairman. In case of
equal number of votes, result of election is to be determined by drawing lots. Any adult resident
may appeal to the Agency Zakat Committee if aggrieved on the result of proceedings for the
selection of Chairman or member. Chairman and member shall hold office for the duration of 3
years and shall be eligible for re-selection. Chairman shall not be eligible to hold office for more
than two consecutive terms of 3 years. In event of delay, the Agency Zakat Committee may ask a
Local Committee to continue to function for a period which is not more than 6 months after the

expiry of the term of its office.

1.1.4: Good Governance & its principles

Governance refers to the manner or action of the governing state, organization etc. Governance is
the processes of governing whether undertaken by a government, market or network, whether over
a family, tribe, formal or informal organization or territory and whether through the law, norms
power or language of an organized society (Bevir, Mark 2013). Good governance is about the
processes creation and the implement of decisions according to the process developed. It’s not
about making correction of decisions but also to sort out the best possible ways for making the best
solution with in the organization. Right decision-making processes, and therefore good
governance, share several characteristics. All have a positive effect on various aspects of local
government including discussion on policies and practices, conferencing procedures, quality of
product and service, councilor and officer job decision and description, role and responsibilities
clarification and good working relationships within the organization and with the stakeholders.
There are eight major factors of good governance defined by the UNESCAP (United Nations

Economic & Social Commission for Asia and the Pacific, 2009). These factors include:

1. Follows the rule of law
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2. Effectiveness and efficiency
3. Responsiveness

4. Transparency

5. Consensus oriented

6. Participation

7. Accountability

8.

Equitable and inclusive

According to the Principles for Good Governance in the 21st Century By John Graham, Bruce
Amos, Tim Plumptre — August 2003 each principle is defined as: -

1. Rule of Law
It is the obligatory that human rights should protect the rule of law (Preamble). Every person is
equal before the law (Article 7). Every single person is fully equitable to a fair and public hearing
by an independent tribunal (Article 10) and no one shall be subject to arbitrarily arrested, detention
or exile Article 5) and according to article 17 it says no one shall be arbitrarily deprived of his
property.

2. Effectiveness and efficiency
All the processes and the result produced by the institutions should meet the result while making
the best use of resources which are available.

3. Responsiveness
All the institutions and processes try to serve all stakeholders that are involve or relate to the
organization.

4. Transparency
Transparency is built on the free flow of information, process and institutions to all the relevant
stake holders furthermore enough information should be provided to understand and monitored by
the stakeholders.

5. Consensus orientation
In the process of decision making good governance mediates differing interests to reach a broad
consensus on what is in the best interest of the groups and all the stake holders where possible on
policies and procedures.

6. Accountability
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All the decision makers whether in government, public sector or civil society, organizations are
accountable to the public as well as to institutional shake holders. The accountability is wholly
solely depending on the organizations decision whether it is internal or external.

7. Equity
All the men and woman have the opportunities to main and also improve their wellbeing.
All the above factors are highly related to any organization that might be profitable or non-
profitable organizations. These factors are highly related to the people management aspects of the
organizations, there is a few findings of the empirical as well as theoretical studies reflecting these
phenomena in practice. Hence, it is necessary to analyze and explore the contribution of Zakat
administration and management in creating good governance. This research paper also argues that
there is a gap in establishing a relationship between Zakat and Ushr Ordinance 1980 and good
governance in the Zakat department throughout Pakistan and its impact on volunteer job

performance even though both have implicit and explicit connections.

1.2: Statement of the Research Problem

Various studies have been conducted on good governance with the relation to organizational
performance and also customer satisfaction (Al Qudah 2012; Duke II &Kankpang, 2011) but
connectivity between good governance and volunteer job performance has not been thoroughly
discussed. There are many research on employee performance but very few research has been
conducted on volunteer job performance. Employee’s performance can be checked by one way or
another by increasing salaries, bonuses and incentives etc but what if dealing with volunteer based
organizations such as Zakat department and other community based organizations, where
volunteers work without salaries. In this research we want to test the factors/characteristics of good
governance, if there is good governance then what will be the impact of that good governance on
volunteer job performance in such originations? The present study will seek to investigate the
relationship between good governance and volunteer job performance in Zakat & Ushr
Department.

Zakat & Ushr Department is not only responsible for fund disbursement in different programs like
Guzara allowance, Marriage assistance, education, and healthcare but it is also responsible to
collect AttiyatSadqat, Khairat (Charity funds). It is observed that Zakat & Ushr department has
undesirable impact as public does not seem willing to get their Zakat & Ushr disbursed by the said
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department. Zakat & Ushr Ordinance 1980 have already laid down the rules and regulation and
policies about collection and distribution of Zakat & Ushr but there is credibility gap between
public and the Zakat administration.

This study is conducted to test the relationship between the factors/characteristics associated with
good governance (i.e. transparency, fairness, accountability and participation) and its impact on

volunteer job performance.

1.3: Research Questions

1. What is the impact of good governance on volunteer job performance?

2. What is impact of Transparency on volunteer job performance?

3. What is the relationship between Accountability and Volunteer job performance?
4

How Participation and volunteer job performance are related?

1.4: Research Objectives
This study is conducted keeping under consideration the following objectives:

1. To find out the impact of good governance on volunteer job performance.

2. To investigate the relationship between participation and volunteer job performance.
3. To investigate the relationship between transparency and volunteer job performance.
4

To investigate the relationship between accountability and volunteer job performance.

1.5: Significance of the study

If good governance exists in the organization it may lead to volunteer job performance, which will
bring the desired effects in the Zakat department and other volunteer based organization given
below:
1) It will build confidence between Zakat department and community.
2) Engagement of Chairman/members, Local Zakat Committee will be increasing to make
right and fair decision in selecting of deserving beneficiaries.
3) Employees will be encouraging to fulfill their responsibilities in proper way as defined by
the existing procedures.
4) 1t will help Zakat department to meet its legislative responsibilities described in Zakat &
Ushr Ordinance 1980.
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5) Participation will encourage the FATA Zakat Counsel member to make good decisions.

This research will be significant to all those departments and institutes, where volunteers is
involved, empowered and authorized such as Zakat & Usher department, non-profitable

organizations (NGOs) and Community based social work departments etc.

1.6: Hypothesis

H;: There is positive and significant impact of participation on the volunteer job performance.
H,: There is positive and significant impact of transparency on the volunteer job performance.

H;: There is positive and significant impact of accountability on the volunteer job performance.

1.7: Scheme of Study

This thesis is comprised of five chapters:

e Chapterl: Introduction: This chapter is about brief introduction of Zakat department
overall and setup and administration of Zakat Department FATA Secretariat and in
agencies. Highlight the definition of Good governance and its factors through which good
governance is measured. Furthermore problem statement, research questions, research

objectives and significance of this dissertation is discussed.

e Chapter2: Literature Review: This chapter would describe different author’s research
work about each variable of good governance i.e. participation, accountability,

transparency and volunteer job performance.

e Chapter3: ResearchMethodology: This chapter contains the information about data
sources used in this research, explanation about the variables, research methodology,

hypothesis, conceptual framework and regression model.

e Chapter4: Results and Discussion: This chapter would describe of regression results,

interpretation of the results.

e ChapterS: Conclusion and Recommendation: This chapter contains conclusion of this
dissertation, concluding remarks of this study, recommendations, future research and

limitations of this study.
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CHAPTER 2

LITERATURE REVIEW

This chapter will provide information conferring impact of good governance principles with
respect to accountability in Zakat disbursement procedures of the volunteers working under the
umbrella of Provincia FATA Zakat Council in the form Local Zakat committees, system
transparency in Zakat disbursement procedures and to identifying the deserving beneficiaries
defined by the Zakat & Ushr Ordinance 1980. Several works done in this area are shown as

below:

2.1: Participation

According to the independent commission for good governance in public services (2004) by Sir
Alan Langlands; good practice to assess the effectiveness of policy and arrangement for dialogue
with all stake holders is to evaluate the impact on decisions and to decide what improvements
may be needed. Further he added that organization should arrange systematic 360-degree’
feedback from a representative sample of stakeholders, governing bodies so that they can gain
valuable insight about the organizations in the decision making.

Pradhan (2005) reported that participation of the members is directed by collective decision-
making process and distribution of responsibilities among the members. There is collective

leadership and open discussion and interaction takes place that the members contribute their time
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in meetings, programs, money/material, membership fee etc. Gentle (2004), report based on his

experience that only physical present of people in meeting is not actual participation.

Khattak and Igbal (2013) reported that those organizations who allow employees to work in teams

resulted in an efficient overall organizational performance as compared to a non-participative

culture. It further states that organizations must necessarily involve employees in decision making

processes at every situation by assigning them authority, they should even design team based

structures and polish the abilities of the employees. Berg, Broone and Bremptt (2011) examined

that the inconsistencies in the rights of the employees in an organization and in the group

activeness will directly impact the effectiveness of an organization.

Jones and Kato (2005) found that the introduction of teams in the organization will create trust

among the employees, the employees and managers both will be goal oriented and more focus

will be on quality. Sovijanova and Chatleska (2013) recommends that companies should come up

with participative programs in order to improve the organizational performance, growth and

competitiveness in both the domestic and international markets.

Despite, comprehensive medical research finding the control of volunteers working in non-profit
organizations has been sure- the growth in the genuine importance of provide pressingly unusual
(Pearce, 1993). Part of the reason may be that we absence reliable, well-established frameworks
for understanding what drives provide activities in nonprofits, especially level of participation or
disadvantage from the organization. In this article, we present a psychological contract technique
(Rousseau, 1989) and use it to understand provide activities in non-profit organizations. This
perspective has most often been identified with understanding employee activities in for-profit
organizations, but we believe its essential elements provide key ways to understanding provide
activities as well.

This discussion is defined with research of how a lawful contract technique may connect with two
particular aspects of provide business activities that up to now have acquired little medical
attention: the quality of non-reflex participation in the organization’s activities, and psychological
disadvantage from it. These two outcomes indicate reverse propensities of volunteers to be either
extremely in the work or to take out from it and get a better price time and energy regarding the
organization. We choose to worry these particular outcomes for two main reasons. First, although
much research has focused on what delivers people to provide, far less focuses on what they do

once they are volunteers? Second, provide activities is by its features difficult to mandate;
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volunteers may choose to limit their activities, being only regular associates, or choose to make
themselves “more useful and informed” (Pearce, 1993, p. 48).

This is an important element including to the “reliability” problem that is one of the most
determining (and problematic) features of provide management (Pearce, 1993). Research working
with what chooses the level of participation would begin to complete a critical gap in our
knowledge of provide actions.

Despite the fast growth of company provide programs, there has been very little systematic
research devoted to examining the stated benefits associated with these programs (Steel, 1995). A
company provide program is identified as any formally structured company support for employees
and their loved ones who wish to provide their projects and skills in service to town (Wild, 1993).
There are numerous types of company provide programs that differ on a variety of measurements
(Solomon et al., 1991). For example, company provide programs differ in regard to the goals of the
provide activities. Some of the most commonly targeted areas are education, health and wellbeing,
ecological issues, and services for youngster’s categories and older people (Solomon et al., 1991).
Corporate volunteer’s programs also differ in regard to the quantity and type of support provided
by the company. Support for provide programs is different companies that devote a important
period of projects and resources to their provide programs, to companies that simply follow a
provide program as an advertising technique in which the company commits very little resources
to it (Steel, 1995). The type of support most frequently provided by companies devoted to
company provide programs include publicizing the community’s need for volunteers, planning
team projects, providing related funds for employees devoting a chance to provide projects,
acknowledging and providing awards or commendations for employees participating in provide
programs, acknowledging the provide projects of employees in formal job efficiency tests, and
providing employees with launch time from work (Wild, 1993).

Company provide programs provide numerous benefits of the team, as well as enhance company’s
public picture by showing social participation and commitment to the team (Caudron, 1994;
Finney, 1997; Hess et al., 2002; Laabs 1993; Burns, 1997). In addition, business provide programs
have been recognized with several of good results associated with the company’s workers. It has
been recommended that workers prefer to execute for companies that are not completely focused
on their main point here, but are also definitely involved in their team. As a result, business

provide programs are thought to help seek the services of and maintain highly certified workers
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(Caudron, 1994; Backhaus et al., 2002). Offer programs are also considered to provide workers
with the opportunity to enhance job-related skills and improve execute behavior (Wild, 1993).
Given the product variety of benefits associated with business provide programs, it is perhaps not
amazing that many nationwide and globally companies are in the process of creating or growing
their participation operating provide programs (Hess et al., 2002). Reviews of the quality of
companies in the US supporting business provide programs vary from 79 to 92 percent (Miller,
1997). Researching the market of the 1,800 greatest companies in the US said over half of the
lenders include team service as part of their company’s purpose announcement and one-third of the
companies use employee provide programs as part of their strategy to address critical business
issues (Wild, 1993).

There are at least two why you should dubious that employees participating in provide programs
will be more likely to comprehend volunteerism as an effective way of improving job-related
capabilities. First, employees who believe volunteerism results in improved job-skills may be more
likely to provide than employees who do not comprehend any results volunteerism and job
capabilities. Secondly, provide associates who initially may not comprehend any results
volunteerism and job capabilities may discover out through participation that volunteerism
provides them with to be able to develop many new job-related capabilities (Caudron, 1994).
Those employees who do not take aspect would not have the same opportunity to discover the
probability results volunteerism and job capabilities.

While volunteers may be more likely to view participation as enhancing job-related capabilities
than non-volunteers, it is not clear whether workers playing a company provide program are more
likely to understand greater benefits than workers playing a non-corporate sponsored provide
program. It would seem possible that workers inspired to participate in in a provide program by
their work company may think that the corporation’s inspiration is based on the thought the
experience will be useful for the workers. Also, since many company provide programs include
giving several workers working together as a team on a job, volunteers in company programs may
have the opportunity to learn useful job capabilities from the more experienced co-workers in the
group. Finally, employees participating in a company provide program may be more likely to be
involved in provide actions which need capabilities appropriate to their profession. That is,
workers playing a company program may be highly inspired to provide or may be specifically

registered for tasks which need their specific job capabilities. On the other hand, members in non-
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corporate provide programs may also search for out programs where they are able to utilize or
make capabilities appropriate to their professional profession. Since currently there is no evidence
to suggest participates company provide programs are more likely to make job-related capabilities
than workers playing non-corporate provide programs.

The task behavior examined in this study included business commitment and job satisfaction. Prior
studies have demonstrated execute behavior are usually beneficial in organizations that support
provide programs (Frank-Alston, 2001; Lewin, 1991). These results are usually viewed as assisting
the idea which execute behavior are better in companies that stick to a provide program because
these firms are more likely to be concerned about issues that are important to employees. These
issues might include commitment to the quality of employee work-life, enhancing the workplace,
providing opportunities for employee growth (Caudron, 1994; Laabs, 1993; Burns, 1997), and
indicating a “humanized sense of the company as a community” (Wild, 1993, p 18). According to
this perspective, employee behavior should be beneficial among all personnel in companies that
stick to a company provide program, regardless of whether the employee takes part in the provide
program.

Another possibility is that only employees enjoying the company provide program will have better
execute behavior (Stebbins, 1989). This perspective is based on the supposition that employee
volunteers will talk about common values with them execute company. Organizations with a
company provide program are usually recognized to have a curiosity about team and public issues
(Backhaus et al., 2002). It might be reasonable to expect that employees enjoying a company
provide program would also talk about the same curiosity about team and public issues. As a
result, employees enjoying company provide programs may experience a higher connection with
their employer. Thus, employees enjoying business provide program are likely to experience a
higher bond with their company through common interests and perhaps display more beneficial
execute behavior than employees who do not participate or talk about identical views.

Employees enjoying the organization provide program may also display more favorable execute
behavior than workers enjoying a non-corporate sponsored provide program. Members in the
organization sponsored provide program may be more likely to talk about the company’s
principles about the particular target of the organization provide program. For instance, workers
with strong principles on defending the environment may be more likely to provide and to feel a

greater relationship to them execute organization if the company represents a provide program that
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goals environmental issues. Employees enjoying providing applications that are not associated
with the organization provide program may talk about similar views with their organization on the
importance of volunteerism, but they may not talk about similar views with their organization
regarding the specific locations targeted by the company’s volunteer program. Hence, these people
may dedicate them provide initiatives to people concentrating on locations that are of more interest
to them. Therefore, their level of shared interest with the organization may be less and
consequently there may be less relationship to the company.

The text between worker contribution in choice and performance has been intensely examined in
the Western countries. Analysis on worker contribution has been fairly efficient in verifying useful
outcomes. These outcomes seem to have been confirmed over time and in a number of options. As
indicated by Coye and Belohlav (1995), positive outcomes have been exposed, for several various
measurements in service-oriented organizations and in manufacturing companies. Employee
contribution has been recognized to carry benefits to both people and firms. The huge benefits
gathered to those are related to their motivation or satisfaction. Anthony (1978) recommended that
offering employees the opportunity to get associated with business decision-making techniques
would help the employees achieve ego satisfaction and self-actualization, which are the higher
order needs of a personal. Employee contribution in important decision-making would also allow
individuals to have a possibility to encounter emotions of success in organizations

The benefits of worker contribution to companies include outstanding options and commitment to
options. Vroom and Jago (1988) recommended that through the contribution of employees who
have the skills places or are in possession of some appropriate information about the problem,
choice top quality would be higher than if the manager were to make the decision with a relatively
limited skill-level and information. Some of the more recent experiments in contribution include of
an investigation conducted by Erez et al. (1985) that suggested that contribution is appropriate to
performance through a greater in purpose acceptance.

While the connection between contribution as well as has been well examined in the West, there
have not been many launched analyses conducted in Malaysia that tried to explain how
contribution results performance. Zakaria and Abd.Aziz (1989) examined the effects of employee
contribution on job satisfaction and job performance of non-managerial employees in a govt
company. In another analysis, Aminah (1987) examined the consequence of participation in

decision-making methods on the citizens of the Government Area Development Authority's
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(FELDA) farming methods. These were also non-formal company associates. A essential analysis
contribution in the decision-making process was done by Lunjew (1994), who preferred to identify
essential predictors and distinguish aspects from participation among teachers of public market
companies in Malaysia.

Representative contribution is a form of employee contribution acquired by selecting or electing
employee affiliates from the different department and categories to sit on the organization board.
The process is consultative where employees choose representatives who are required to discuss
about with older management conditions issue employees (Apostolou, 2000). This group provides
employees the opportunity to be a factor to proposals before they are proven to older management
for performance. Further Evaluate and Generd (2004) shows that affiliate contribution needs that
acceptable solutions to problems be preferred through an open connection of ideas and
information.

Participative choice is an employee contribution method described as the extent to which
companies communicate with workers in developing key options for the organization (Judge and
Gennard, 2010). With regards to participative choice is to allow the organization to communicate
with workers through contribution and consequently accomplish higher job efficiency (Latham,
2010,). However, participative choice is a power-sharing effort where choice roles are allocated
between older managers and workers (Black &Gregersen 1997). In order to be effective,
participative decision developing should consist of all the workers in the company since it looks
for to solve employee’s issues and enhance choice (Locke &Schweiger, 1979) Downwards
connections from supervisors and way up problem solving communication are methods used to
notify workers of control plans, talk about organizational performance or fix specific the process
of workers (Judge and Gennard, 2005).

Management implement various techniques such as talking about of videos, company newsletters,
journals and opinions. These components allow workers to learn about changes and increase the
company. Way up problem-solving methods include team briefing, suggestions methods,
employee mind-set opinions and regular group meeting are ways to create attention for top control
to be aware of issues experienced by the employees about the company (Marchington, 1992).
According to Assess and Gennard (2005), cost-effective contribution allows workers to share

in the cost-effective achievements and problems of the company. This motivates workers to be

more devoted to the objectives and objectives of the company, major to higher job efficiency. It is
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also commonly accepted that cost-effective contribution improves the mood and enthusiasm of
workers towards the success of business objectives. By talking about in the cost-effective unable
or achievements of the company, workers become important shareholders and may even own the
company at some point (Judge and Gennard, 2005).

According to Ankarlo (1992), self-directed perform categories are multiple workers assigned
specific features and the member's group have to be completely qualified on particular skills
related to the use of the team. Self-directed categories are associated with planning, implementing
and handling all the actions that are part of a job for the group and since the team is self-directed,
there is no innovator to provide recommendations and all individuals within the team have the
same level of power (Ankarlo, 1992). Quality areas are a method of employee contribution where
the views, ideas and solutions of every group individual are examined when solving work-related
problems. Quality areas present an opportunity for workers to fix problems together. They identify,
evaluate and apply methods to cost decrease. The best top-quality areas have been known to
website, enhance efficiency, enhance employee profession development and increase job
satisfaction (Kretitner and Kinicki 2007).

Management by objective is another part of employee contribution. It symbolizes the process of
identifying and decoding the particular goals to be acquired in a company. Management by goals
also identifies the most effective and effective techniques on how to achieve each purpose.
According to Lambert, Bruce (1992), control by goals allows employees to see success of goals
one by one as they are achieved. This instills a feeling of success in employees and give them the
bravery to accomplish more goals and also increase their office. Employee involvement in control
goals gives employees a possibility to take part in setting the goals and get the most effective

method of accomplishing the objectives (Lambert, Bruce (1992).

2.2: Transparencyand Fairness

The idea of organizational transparency isn’t new, but the use of the term “transparency”
increased after the corporate scandals of the early 21st century, such as Enron, WorldCom, and
Tyco. However, the concept of transparency has not received as much academic attention as trust
and, therefore, it is a little harder to define and measure.

Grunig and Huang (2000) found from their findings that the multinational companies in China

recognized the significance of forming and holding on to a bond with the public which should not
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be confined to one public specifically. Therefore, the Multinational Companies would not spoil
their relationships with the public. Bauhr and Grimes (2012) found that the predictions behind the
transparency contain a range of assumptions that require continued investigation. It further states
that government openness may help in eliminating corruption and bring better quality of
government.

Weiss and Steiner (2006) have stated in their paper that for both the EU and the WTO, they have
shown considerable contributions towards brining transparency and making sure that it is
implemented by the international organizations.

McGee and Gavinta (2010) investigated that there is a need of making more investment in the
field of assessing and knowledge building related to transparency and accountability if they really
want to strengthen he potential of achieving their aims. Johnston (2008) suggested that good
governance, rule of law, transparency and accountability bridges gaps between state and the
citizens that should not only be backed by good intentions but by incentives and strong
institutions.

Rogers (2007) found that there are many challenges faced by Africa that require attention. These
include weak administrative structures, worn out legal systems, weak financial systems and
corruption are the core reasons why many organizations are inefficient in Siera Leone.
McGovern, Beierle, Jandl and Harrison found that transparency is essential for the global
organizational systems but they even the oppose the thought that citizens of a country should have
access to all the information and that they should know about the decisions that governments
make. The research further states that transparency increases sustainability in 5 different ways that
are; improved information, effective implementation, social change, accountability and
responsiveness to public values.

Cropanzano et al. (2007) claim that the Understanding of value is regularly recognized by
privileges that a person might encounter and the outcomes such as the following that have.
Individuals integrate to what they believe is right according to their moral and moral standpoints.
Therefore, they mean managers have the responsibility of understanding is recognized by their
workers as just. Most of the managers crash to do so and consider instead that the employees are
only interested in outcomes. Greenberg (1987) statements that it was Folger (1977) who said

workers besides replying to inequitable outcomes also reacted on unfair methods. Folger exposed,
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according to Greenberg (1987) that workers should be given possibility to affect step-by-step
options that problem them.

Livingstone et al. (1995) announce that the medial side value is about what individuals
comprehend as affordable in encounter with examining their advantages relative to advantages of
their co-workers. External value is about recognized value of one individual’s advantages relative
to advantages of others in other organizations. Rights problems because of: The long-range
advantages that workers might encounter about how the therapy is going to develop up over the
time in the company, which is associated to the management style and the economical attention of
a person’s being; Public Consideration- that results the arrogance that workers have within the
group and how employees” information are recognized and evaluated; and the Ethical Conditions
maintain employees” feelings that privileges is pretty appropriated which makes a better office and
it cuts down on risks of bad handling activities.

Moorman et al. (1993) claim that use of reasonable therapy and operations may be the key to the
marketing of Business Citizenship Activities. Equity and reasonable therapy, according to
Moorman et al. (1993), can mean commitment toward employees” work, avoiding the problems
with anybody else, telling before taking actions and staying away from stressing about the
organization. Supervisors should talk about the effects of choices and cure employees with pride,
enabling their speech to be observed which plays a role in the efficiency potential of an
organization. According to Wilson et al. (2008) to provide support quality an organization should
be targeted on choosing and choosing. The organization should contend for best people and be the
recommended company. Wilson et al. (2008) claim that support lifestyle is about giving both inner
and exterior clients good support.

Bowen et al. (1999) explain distributive fairness as something that both employees and clients
evaluate- the obtained results. Having in mind that all the staff are neglected as well and that we
people want to the regards about how much we give and how much we actually get income back
indicating that our fulfillment stage is not correlative in how much we actually get but how rights,
where we associate the information with the results, is allocated. Procedural fairness is about how
employees and clients assess the techniques that decide the results. When the results are beneficial
the fulfillment stage is increased and beneficial organization about the organization is made,
causing in greater loyalty towards the organization. Step-by-step fairness is an important key in

keeping legitimacy within the organization, according to Cropanzano et al. (2007).
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Interactional value manages how such methods are used and the reason of methods and last
outcomes. Step-by-step and interactional privileges can make unfair negative options (distributive
fairness) seem affordable, that indicates those two types of privileges can achieve distributive
privileges.

Seiders and Fruits (1998), declare that distributive privileges is about the outcomes of a choice or
an come back, while step-by-step privileges is about the process behind that result. The public
treatment during the process effects step-by-step privileges and is known as interactional
privileges. The authors declare that value is especially important for assistance organizations,
where customers rely on believe in because the assistance is intangible and hard to examine.
According to Grienberger et al. (1997) outcomes and methods work together to calculate value and
they (ibid, p. 918) declare that “people not only assess their outcomes with those of others but also
particularly causing in those outcomes”. We consider that people are also interested in ways they
get or achieve something not only as a impact, item or a assistance, itself. Skarlicki and Folger
(1997) determine step-by-step value as methods used to determine one’s outcomes. Skarlicki and
Folger (1997, p. 435) determine interactional privileges as “employees” opinions of the quality of
the public treatment acquired during the enactment of business procedures”.

We think that people would like to get affordable public treatment while the methods are executed.
Fodchuk (2007,p.30 ) indicates that distributive privileges is “ value of the way results are

13

distributed”; while step-by-step privileges is about “ value of methods used to determine
distributions”; and that public privileges is about *“ emails around distributions”, which should be
well-mannered and sensitive. We perceive that as linked techniques from begin to an end, which
all should follow the same variety of being affordable, because they impact each other, according
to our knowing. That can, for example, mean, that there should not be any difference between
distributions of the results that methods for those distributions and the results from the same
should be affordable and emails during the distributions should be just. Furthermore, Fodchuk
claims (2007, p. 41) that “prior to planning the participation, it is significant to know whether
employee’s viewpoint methods, distributions and public emails as just”. We perceive that as that
everybody wants to be fairly managed and that treatments should be just.

Muhammad et al. (2105) factor out that step-by-step privileges is about recommendations and

methods that are used to determine the results in a supply-chain connection. According to

Muhammad et al. (2015) the difference between distributive and step-by-step privileges can be
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described as results in connection with distributive privileges happen only once while methods are
more efficient and have a continual top great quality. Furthermore, Muhammad et al. (2015, p. 73)
claim that distributive privileges is like value, and that “ratios of results to facts can be like the
variety of results to details others”, and interactional privileges is about connections techniques
and come back of information being affordable in a supply-chain connection. We think that people
assess results to results others in same conditions and expect to be managed and get according to at
least some kind of regular, they viewpoint affordable and just.

Bettencourt and Darkish (1997, p. 40) review that “workplace value symbolizes employee
opinions of the “rightness” of outcomes, methods, and emails within the firm”. We think that
authors mean that employees want to see the value behind the firm’s actions. Folger and Konovsky
(1989) suggest affordable methods should indicate that the person that looks into those methods
and selects over the same factors the pleasure of the examined personal to make those options in
an appropriate way.

Those methods should treat people as completes rather than indicates where respect and issue
should be of interest in selection. Two-way connections should be recognized according to authors
Folger and Konovsky (1989) where employees should have the option to get their conversation
observed and supervisors should allow employees reviews before identifying. McFarlin and
Sweeney (1992, p. 626) taken from Folger and Konovsky (1989, p. 115) review that, for example,
“distributive privileges symbolizes the identified value of the levels of agreement employees
receive”; while “step-by-step privileges symbolizes the identified value of the indicates used to
figure out those amounts”. We perceive that announcement as that employees want to get the
agreement they are qualified for according to their attempt. Konovsky et al. (1987) review that
many options in businesses include analyzing people, which is known as performance assessment.
The authors review that distributive privileges are measured by the value of outcomes that are
acquired while step-by-step privileges is measured by methods used to make options.

In company performance fictional works, no extensive research has been taken out evaluate the
potential results of “fairness” in working conditions on employee’s activities, feelings, behavior
and to the performance. Past research has only focused on the regards of company performance
with identified privileges and equivalent privileges. The issue of value in working conditions in
companies has achieved a dangerous thought in HRM, especially for companies in Pakistan.

Equity is an important issue within an organization. When workers talk about value they are
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describing the company believe in and regard. This research devoted to evaluate the consequence
of value in working conditions (which means availability to appropriate office features, workloads,
agreement or advantages in regards to the execute done or projects done by each employee)
initially on employee’s feelings and activities i.e. bad and the good activities and consequently its
influence on overall company performance.

An employee identifying self-respect and believe in, the consequence of justness understanding
would be low, if they feel the organization does not rely on and concepts them the question of
affordable treatment improves in an organization execute atmosphere (Kickul, Gundry &Posig,
2005) Business privileges generally deals with specifications of making appropriate advantages
system, appropriate allocation of advantages, the circulation of data on the basis of which
advantages are assigned and stability in advantages dealings (Ryan, 2002)?. Rights dominates only
then when the results are assigned in the same way compared to details (Cohn, White &Sanfers,
2000) According to Sloat (1999), workers attempt to keep things in stability between their effort
and predicted return. The focus area of these research was mainly on the “fairness in financial
terms”. However, there are certain projects, which require a healthy and soothing atmosphere so
that the result could be achieved smartly. How well is an organization devoting its sources to
provide the basic office needs and features to its employees?

Body (1988) recommended that value cognitions are important, as workers who believe they are
being pretty managed will be more likely to hold positive behavior about them execute, results,
and supervisors. It has been constantly confirmed that opinions of value or privileges, affiliate to
important execute behavior and activities like OCB, earnings goals, company commitment,
employee theft, satisfaction and efficiency (CohenCharash& Spector, 2001; Colquitt et al., 2001;
Folger &Konovsky, 1989; Greenberg 1990a, 1993a; Masterson, Lewis, Goldman & Taylor, 2000;
Moorman, 1991).Employees, who are passionate about the fundamental conditions of their
company, are least interested in financial benefits. They are well satisfied and devoted to their
company. This designed a sense of believe in and commitment towards the company, and
moreover, these workers have confirmed an excellent degree of Organization Citizenship Actions.
On the other hand, workers who found working conditions not very enhanced have confirmed
certain adverse activities like excellent absenteeism, low efficiency, and excellent goals to stop.
Company condition guidelines can make sure as purposeful actions (either key or overt) by

individuals promote and protected their self-interest, sometimes at the cost of and without regard
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for the well-being of others or their organizations (Allen, Madison, Porter, Renwick, & Mayes,
1979; Andrews &Kacmar, 2001; Ferris &Kacmar, 1992; Kacmar& Baron, 1999; Kacmar& Ferris,
1991). Although government actions may be known as either good or bad centered upon on
perspective, the effects of negative government actions have destructive outcomes on individuals
and firms. Because condition guidelines are preferred for normal business executing (Ferris, Frink,
Galang, Zhou, Kacmar, & Howard, 1996b; Greenberg & Baron, 1995; Pfeffer, 1981; Pinto, 1997;
Williams & Dutton, 2000), loading their part outcomes becomes essential.

Organizational privileges (i.e., opinions of value in the workplace) has been recommended as a
possible process for managing these part outcomes of economic condition guidelines (Andrews
&Kacmar, 2001; Cavanagh, Moberg, & Velasquez, 1981; Cropanzano, Kacmar, & Bozeman,
1995; Ferris et al., 1996b; Ferris, Russ, & Fandt, 1989). In particular, the relational style of power
(Tyler & Lind, 1992) reveals that affordable methods and therapy link position of management,
and confirm an employee’s position with the administrator as a top individual of the group (Lind,
1995; Lind & Tyler, 1988; Tyler, 1989; Van den Bos, Bruins, Wilke, &Dronkert, 1999).
Furthermore, value is known as reducing indecisiveness in the weather and offering individuals a
feeling of management. People who comprehend having management in the weather are more
likely to perspective condition guidelines as opportunities rather than negative threats (Ferris et al.,
1989).

Opinions of value, therefore, should lower the part outcomes of condition guidelines because
employees encounter that their positive connection with the administrator indicates that the
administrator is efficient, prefers you about them, and will help them expertise in control.
Unfortunately, while idea indicates a mitigating effect of privileges on condition guidelines, this
rumor has yet to be empirically analyzed. The purpose of this field study, therefore, was to
improve the privileges and condition guidelines fictional works by empirically analyzing the
general rumors that value will lower the part outcomes of identified condition guidelines on key
company outcomes.

Fairness of company methods may have an effect on company commitment because methods
determine the organization’s opportunity to deal with employees fairly (McFarlin and Sweeney,
1992). Tang and SarfieldBaldwin (1996) report that if guidelines are used fairly and constantly to
all employees and if they are paid based on their efficiency and benefit, then employees will view

the evaluation process as affordable. This will cause to higher company commitment. However, if
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employees comprehend organizational procedures as unfair, they may take risky actions which
usually brings to reduced organizational commitment. Unjust methods will cause a decrease in
organizational commitment even when a employee is happy with the end result. On the other hand,
employees may be frustrated with their outcomes, yet remain devoted to a company if they
comprehend methods for their unattained outcomes in be affordable. In addition, if employees
comprehend methods as affordable, they are less likely to mistake their supervisors for the
unwanted outcomes.

There is important medical evidence to suggest that step-by-step value is positively related to
employee job fulfillment (Alexander and Ruderman, 1987; McFarlin and Sweeney, 1992,
Konovsky and Cropanzano, 1991,). More considerably, studies by Lissak, Mendes and Lind,
(1983), Alexander and Ruderman, (1987), and Tremblay and Roussel, (2001) indicate that step-by-
step value is considerably appropriate to job fulfillment and that the results are much stronger than
those of distributive value.

Tremblay and Rouseel (2001) realize that if employees comprehend methods as unfair, they may
decrease their initiatives which may take the kinds of verifying late for execute, taking long keep
and possible fed up keep which are actions appearance of excellent job dissatisfaction. Lind and
Tyler (1988) declare that if people comprehend the organization’s decision-making methods as
affordable, they are not only valuable actions toward the organization as a whole but also job
fulfillment. Schappe (1996) also realizes that employees value affordable methods which are
important aspects of their job satisfaction. Based on the above discussions and results analysis on
the results of procedural value on job fulfillment, it is possible to find out that opinions of fairness
should considerably calculate job fulfillment. It has also been formerly recommended that the use
of nonfinancial measures-based performance evaluation is likely to affect opinions of fairness in
evaluation methods and job fulfillment. Hence, the connection between the use of nonfinancial
measures-based performance evaluation and job fulfillment is likely to be indirect through
opinions of value in evaluation methods.

The past place indicates that the use of nonfinancial assess for examining employee performance
may cause to boost organisational commitment through employees’ perceptions of value in the
evaluation methods and their job satisfaction. However, the use of financial activities will not
actually cause to adverse effects. Cost-effective measures might be more useful because they may

be more objective as in contrast with nonfinancial measures. Hence, they may also cause to
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beneficial activities effects because of their detachment (Ross, 1994). Financial activities have also
been the most preferred and widely used evaluation tools because they focus on efficiency which
is the most important objective in most organizations (Kaplan and Atkinson, 1998). According to
Hopwood (1972), financial measures can also cause to beneficial employee activities such as
satisfaction because of their detachment and reduced question which add top quality to projects,

goals and provide clear path for employees.

2.3: Accountability

According to the independent commission for good governance in public services (2004) by Sir
Alan Langlands that governing bodies of public services have multiple accountabilities: 1) to the
public(citizen or community) 2) to all those who have the authority and responsibility, to hold
them to account on the public behalf. These bodies may include Parliament, minister’s regularities
and government department. Further it stated that real accountability involves relationship and
dialogues.

According to Public Services Productivity Panel said that accountability involves an agreed
process for both giving an account of your actions and being held to account; it is a systemic
approach to put the processes into operations and focus on explicit results or outcomes. Real
accountability is not only concern with reporting or discussion actions already completed but also
with engaging the stakeholders to understand and response to the decisions as the organization
plans and carries out its activities.

According to HM Treasury, 2002 describes that governing bodies that are elected by the public
have accountability relationship with the central government that is less directed and less
powerful than , for example the relationships that non departmental public bodies are linked with
central government but even elected bodies are held to accounts by central government and
regulators for some responsibilities that is why it is important for central government and
regulators to facilitate good governance in the organization they direct or hold to accountability.
UNDP (2004) suggested that there should be watchful examination of the existing policies and
those practiced may show gaps that will be enabling in to make the management strong in the
major areas. A common group of problems and solutions at the regional level will guide the

countries on individual basis to meet the key challenges. Woods, has shown in the study that
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measures taken to make the institutions transparent and showing openness for dialogues will

enhance governance, but accountability requires a 'do more' approach.

Therkildsen (2001) examined that reform efforts lead to several implications. One of them being

that lack of attention to and understanding of the ground level of the public sector. Taking into

consideration the point of accountability and efficiency, it is very important for the government to

have a good level of understanding with the groups coming from Urban, village and community

based groups.

Christensen, Jentz, Laggreid (2014) found that in Germany the focus is on benefit and structural

reforms while in Norway they go for structural reforms that includes the merging of two huge and

old country's welfare administrations. Han and Hong (2016) examined that forms of
accountability being displayed in the staffing; performance monitoring and reimbursements

ultimately and positively affect organizational performance. The paper furthers states that the

compensation accountability has a very small impact on the organizational performance but its

effect grew larger as the employees become self-governing or autonomous.

Hwang (2013) suggests that for a government organization to become more efficient and improve,

there should be an expansionary approach towards the understanding of the role of accountability

management in a performance measurement system. The paper further lays out its suggestion to

those involved in child welfare, that in order to improve the organizational performance-public

managers along with the coworkers should make sure that the caseworkers' accountability

management strategies are implemented.

Harrison, Rouse and DeVilliers (2012) Accountability and performance measurement are linked

inextricably; in fact, the interpretation of performance requires accountability as its reference.

Further, to make comparisons across organizations requires the identification of whose objectives

are being served. The primary stakeholders provide the best accountability perspective because

their goals reflect, generally, the largest section of the community.

Frink and Klimoski (1998) get in contact with liability the most essential look at preparing and
companies, yet it is the most underinvestigated and under-conceptualized part. Having a better
information of liability is important for managers implementing self-managed execute categories
because a key use of self-management is that employees execute functions usually done by
managers and are linked for how well their designs execute. With self-managed execute

categories, the main objective changes from trying to operate one’s own job well to being directly
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responsible for the unit’s performance. In some conditions, employees may take on responsibilities
usually done by managers, such as creating production programs or selecting employees. And in
other conditions, workers’ tasks may not change, but employees no a longer time period have
managers monitoring them execute and activities. In either such case, however, liability improves
because the component of control between employees and experts and/or clients is gone. Workers
themselves notice and evaluation performance. At one time, the number of responsibilities may go
up or down. Taking on tasks for formerly done by managers may mean reduce and sometimes
reduce of tasks formerly performed by the employees. Obviously, the level of identified liability
will vary, for the self-management is identified and used for each company.

Liability has been described as the level to which actions are examined by an outside constituency
who is believed to have make up and sanction capabilities that are driven by this constituency’s
outlook during them. (Ferris and others, 1997; Frink and Klimoski, 1998). A worker’s actions
could involve performance methods or outcomes. Included in this concept is the reality that others
will know how one performs in purchase to look at the performance. As FrinkandKlimoski (1998)
condition, individuals are reliant the probability for analysis and evaluation. Business techniques
such as formal verifying relationships, performance tests, workers books, and group requirements
signify cases of responsibility sources (Frink and Klimoski, 1998).

Accountability has useful business outcomes, such as performance, excellence, while. Studies have
indicated that individuals who were related to their supervisors for their performance were more
likely to be high performers, make greater excellence, and be more cautious to the needs of others
than individuals who were not linked (Fandt, 1991). Supporters have also realized that workers
often have responsibility to several constituencies (Carnevale, 1985; Frink and Klimoski, 1998;
London, uk, uk, Smither, and Adsit, 1997). The obligation need may have spun sentences, in
accordance with the constituency. A worker who seems accountable to co-workers as well as to a
administrator may find work more motivating, since opinions on his or her performance may come
from many more sources.

Frink and Klimoski (1998) point out that there are many extra outcomes that managers and co-
workers may consider when liability is enhanced. These extra outcomes are the results for
employees of high liability and consist of of very veryveryvery subjective feelings, quid pro quo

arrangements, awards, as well as ratings, to name a few. Simonson and Nye (1992) found that
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liability outcomes in the options inspired by the need to acquire useful tests and to avoid
assessment.

Accountability is a mess- and multilevel make, well-known throughout not an only group but the
lenders therein (Frink et al., 2008; Lerner &Tetlock, 1999). Responsibility is present across and
within several stages of organizations and among several components (Frink &Klimoski, 1998).
No possible company could operate without liability from audiences both inner and external (Frink
&Klimoski, 2004); thus, organizations implement accountability associated with the order to kind
and control those aspects of their business celebrities (Ferris, Mitchell, Canavan, Frink, & Hopper,
1995)— for example, accounting methods, time journey trip aware journey aware travel alert
alarm clocks, monitoring cameras, performance assessment methods, inner audits, and computer
usage monitoring.

However, just because valuable recommendations are on the books does not mean that all
employees adhere to it. Rather, most employees possibly have to develop their own level of
liability (Lewin, 1936). For many years, research that the sporadic requirements of “how aspects
are all done around here” modify the ways in which employee’s act (e.g., the Hawthorne studies;
see Roethlisberger & Dickson, 1939). Moreover, these informal requirements and goals might,
under any circumstances, effect employee activities as many or even more so than operate
recommendations of any office.

Because liability methods can be differentially regarded across people, some learners (Tetlock,
1985, 1992) have recommended a phenomenological way of liability, which allows for the type of
perceptual disturbances that can take place in such circumstances (Carnevale, 1985). Improving
this phenomenological viewpoint of liability, Frink and Klimoski Responsibility is a mess- and
multilevel develop, well-known throughout not only group but the firms therein (Frink et al., 2008;
Lerner &Tetlock, 1999). Responsibility exists across and within several stages of organizations
and among several components (Frink &Klimoski, 1998). No possible company could operate
without liability from audiences both external and inner (Frink &Klimoski, 2004); thus,
organizations implement accountability methods in a make an effort to build and management the
behavior of their business celebrities (Ferris, Mitchell, Canavan, Frink, & Hopper, 1995)— for
example, accounting methods, time journey travel alert alarm clocks, monitoring cameras,

performance assessment methods, inner audits, and computer usage monitoring.

33



However, just because helpful tips are on the books does not mean that all employees follow it.
Rather, most employees have to be able to make their own degree of liability (Lewin, 1936). For
many years, analysis that the informal requirements of “how things are done around here” change
the ways in which employee’s act (e.g., the Hawthorne studies; see Roethlisberger & Dickson,
1939). Moreover, these informal requirements and goals might, under any circumstances, effect
employee activities as much or even more so than operate recommendations of companies.
Because liability techniques can be differentially regarded across individuals, some learners
(Tetlock, 1985, 1992) have recommended a phenomenological way of liability, which allows for
the type of perceptual disturbances that can occur in such conditions (Carnevale, 1985). Improving
this phenomenological perspective of liability, Frink and Klimoski (1998) recommended a
conceptualization of liability in businesses that consider operate and the sporadic, the inner and the
external (i.e., to the individual), and the possibility and the very very subjective. The
phenomenological technique should meaningfully improve our appreciation of liability because it
is appropriate a perspective that enables you to explain the mind-set (subjective/interpretive
phenomena), in comparison with merely a situation (objective mechanisms).

The existing analysis runs on the phenomenological way of liability (Tetlock, 1985, 1992) rather
than one that focuses on rationally orchestrated and manipulated signs of liability, as might be seen
in lab test analysis (e.g., Fandt & Ferris, 1990). This focus on identified, or subjectively
experienced, liability is more useful to look at what drives activities and attitudes (Frink et al.,
2008; Lewin, 1936)

At first look, liability and company citizenship should not be appropriate. However, a
phenomenological perspective of liability opinions how individuals comprehend and build their
accountabilities (Tetlock, 1985, 1992). For employees, these opinions of liability sometimes
known as experienced liability (Frink &Klimoski, 1998), such as not only formal components of
their projects (what can be seen in their released job descriptions) but also informal components of
them perform (what is not officially needed but what employees think that they need to do, given
the factors in the workplace).

In many offices, current requirements include being valuable and well-mannered, which learners
have recommended represent some factors of OCB (Organ et al., 2006). As such, liability and
OCB are unique constructs, and the text between liability and job performance/effectiveness is a

fantastic one that should strategy research. Indeed, this all tends to increase the issue regarding
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how those who are from high levels of liability manage their office to make sure that they can get
valuable tests from others. One way to achieve valuable tests from others when being linked is to
focus on increasing process efficiency. However, individuals might also choose to participate in
citizenship activities to present or manage valuable images and so achieve company efficiency
(Ferris et al., 1997; Van Dyne, Graham, &Dienesch, 1994). Although these activities seem not to
participate in employees’ formal job details, they enhance efficient job efficiency and efficient
company features (Borman&Motowidlo, 1993).

Despite the written text of OCB to the develop of liability (Frink &Klimoski, 1998), few research
have empirically examined their relationship; moreover, the extant fictional performs has exposed
equivocal results. Particularly, enhances in liability obviously decrease OCBs (Frink et al., 1995;
Frink &Klimoski, 1998). However, useful relationships between liability and prosocial activities, a
individual but relevant develop, have also been found (Mitchell et al., 1998). Royle, Place,
Hochwarter, Perrewé, and Ferris (2005) found that for individuals loaded with job self-efficacy,
improved knowledgeable liability was associated to learn OCBs; however, for those low in job
self-efficacy, improved knowledgeable liability was associated with decreased OCBs.

We suggest the type of OCBs represents the methods of high-accountability individuals secured
useful performance tests from others. Learners in this region have recommended that going beyond
the recognized specifications of the job is necessary to achieve process performance (Katz &
Kahn, 1978; Body, 1988). Additionally, before work has indicated that the demonstration of OCBs
tends to considerably be a factor to other opinions of employee performance (Motowidlo& Van
Scotter, 1994; Orr, Sackett, & Mercer, 1989). Individuals knowledge of liability specifications
indicate a higher probability of showing OCBs, given the chance of useful and useful attributions
by third activities, such as co-workers and peers. OCBs improve working together for common
goals (Organ, 1988), of which contains looking for assistance and the help of others in identical
positions (Koys, 2001). This marketing of group cohesiveness not only increases the chance of
improved group performance but allows groups’ immediate supervisors to concentrate to
additional job tasks and specifications (Koys, 2001; Organ, 1998).

As an impact, supervisors are more likely to be beneficial and show an overall choice toward
employees who are exciting in OCBs (Allen & Rush, 1998; Body & He, 1995). Employee
likeability also contains benefits that improve beyond simple valuable attributions. How well-liked

staff is by their supervisors has a good immediate influence on performance evaluations;
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additionally, valuable views usually decrease possibly disciplinary actions toward suggested
employees (Cardy& Dobbins, 1986). This reveals that the combination of being extremely
accountable and effective in OCBs is likely to improve the potential of getting beneficial
performance tests. We suggest that employees will use OCBs to deal with overall views and so aid
in the accomplishment of valuable performance tests (Bolino, 1999; Ferris et al., 1995). In turn, it
is suggested that individual’s sensitive to liability specifications will demonstrate higher
probability of exciting in OCBs to improve the likelihood of receiving valuable attributions by
important actions.

Manz and Sim credit cards (1993) have suggested that every significant company is seriously
considering implementing self-managed execute groups. Beckham (1998) predicted that by 2000,
40 percent of U.S. employees would be working on self-directed groups. Although these
predictions may have been overly optimistic, they indicate the level of attention given to self-
management in the 1990s. HRD experts regularly act as the change suppliers engaged in the
performance of new methods to control (Harris and DeSimone, 1994), and self-managed groups
are no different (Yeatts and Hyten, 1998). Accountability is a key feature of execute on self-
managed groups (Harrell and Alpert, 1979; Manz, Mossholder, and Luthans, 1987; Waitley, 1995).
Workers on self-managed groups make options and are linked for the effects of their options. That
alteration of the level of accountability in companies usually needs extensive training when they
are used (Yeatts and Hyten, 1998).

Frink and Klimoski (1998) suggest that organizations have worldwide intuited the need for
liability despite a lack of medical evidence from the academic team. We discovered no previous
analysis that investigated linkages between liability and job satisfaction. Therefore, the purpose of
this study is to evaluate the web link between workers’ opinions of their liability to their managers
and co-workers and their job satisfaction. Moreover, we want to find out extra relationships
between liabilities, job satisfaction and believe in. First, we discuss the obligation develop and the
amount to which employees may viewpoint liability requirements to managers and/or coworkers
positively or negatively, as well as the prospective results of this view for job satisfaction. Next,
we discuss the importance of belief in for organizations and the amount to which liability

requirements may improve believe in.
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2.6: Volunteer Performance

Businesses in today’s world are not all about profitability but it’s all about market share,
sophisticated technology and the most important the expert and skilled human resource. This all
results in customer satisfaction and as a result customers’ needs to become a priority for many
organization. All organization are striving to be the best and capture the market share. For this the
big challenge is employee performance. If a company have a best human resource it will have a
competitive edge in its arrivals. Organization spend more the 50 % of budget on their employee
trainings, remuneration, benefits etc. to retain the employee and improve their skills, knowledge
and abilities. A big challenge is faced by all those organizations where dealing with volunteers.
How to measure their performance to fulfill the organization goal and objectives. Volunteers are
highly motivated as they work voluntarily and volunteerism is altruistic activity, where an
individuals, groups and organization gives services for no financial gain for the betterment of
another individual, group or organization.

Employee assisting is a topic of improving importance in offices around the world. Each year,
opinions suggest employees continue to devote tasks and effort—either on their personal time or as
section of a company initiative—to assisting (Bureau of Work Analysis, 2013). Furthermore,
opinions of company assisting programs indicate that organizations worldwide support worker
participation in non-profit actions as section of their way of company social responsibility (Basil,
Runte, Easwaramoorthy, & Barr, 2009). Indeed, opinions suggest close to 90% of organizations
now support worker assisting in some fashion (Committee Encouraging Business Philanthropy,
CECP, 2011; Points of Light Platform, 2006). Reports also indicate that the newest production of
employee’s places significant value on assisting opportunities when examining organizations
(Deloitte Growth, 2014)

In reaction to this improving attention to assisting in work out, research on worker assisting has
significantly increased—particularly in primary management and attitude sites (e.g., Caligiuri,
Mencin, & Jiang, 2013; Allow, 2012; Fitzgibbons, Willness, &Madey, 2014; Rodell, 2013). The
execute has mostly verified that worker assisting is helpful for both employees and firms. It
provides an opportunity for employees to develop up skills, improving mood and consequently
performance (Caligiuri et al.; Fitzgibbons, 2010; Rodell), and features as a source to attract and

sustain employees (Jones; Fitzgibbons et al.).
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Beyond the rising use of this topic in both research and work out, there are several additional
reasons for presenting an integrative research and discussion of this fictional works. First, there is
little definitional and efficient contract about the develop of worker assisting (e.g., Allow, 2012;
Penner, 2002; Rodell, 2013; see also Clary & Snyder, 1999; Musick& Wilson, 2008). Learners
have applied different definitional techniques, for example, examining the force in comparison to
reliability of assisting tasks (e.g., Unit, Won Car park, &Glomb, 2009; Caligiuri et al., 2013). In
addition, they have designed assisting as having different restrictions, as some students have
examined assisting particularly conducted through workplace tasks (e.g., DeVoe&Pfeffer, 2007)
and others have focused on, or at least involved, assisting after working hours (e.g.,
Mojza&Sonnentag, 2010; Rodell).

Second, research on assisting is multidisciplinary and fragmented. It is currently spread across
several areas—including company activities (e.g., Allow, 2012), attitude (Clary et al., 1998),
sociology (Musick& Wilson, 2008), marketing (e.g., Mattila& Hanks, 2013), company govt
(Sanchez-Hernandez & Gallardo-Vazquez, 2013), and non-profit control (e.g., Samuel, Hair, &
Schilling, 2013)—with little development.

Although there is a small few of assisting views, they either concentrate on a specific portion of
the assisting experience, for example, analyzing company assisting applications (Henning &
Fitzgibbons, 2013), or take a more worldwide view of assisting, for example, in the nonworking
population (Wilson, 2000). Combined, these issues—a relative deficiency of definitional oneness
and the fragmented features of current research on volunteering—present a process to continually
creating the current details in a way that provides support for upcoming research.

The purpose of our assessment is to give quality and interaction around both (a) the develop of
employee assisting and (b) its aspect in the organization. In addition to analyzing the current state
of the fictional performs, we offer frameworks that integrate current details about the develop and
its nomological system with the objective of providing a platform for research ongoing to progress.
In particular, we first assessment the various details of assisting in the fictional performs and gives
a framework to assist options about conceptualization and figure.

Next, we present an integrative determine that summarizes the current information about the
antecedents and effects of employee assisting, considering problems such as the In reply to this
increasing attention to assisting actually, analysis on employee assisting has significantly

increased—particularly in main management and attitude sites (e.g., Caligiuri, Mencin, & Jiang,
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2013; Allow, 2012; Knutson, Willness, &Madey, 2014; Rodell, 2013). The process has mostly
said employee assisting is great for both employees and companies. It provides an chance of
employees to develop abilities, improving mood and gradually performance (Caligiuri et al.;
Knutson, 2010; Rodell), and performs as an source to attract and keep employees (Jones; Knutson
et al.).

Beyond the ever ever improving use of this topic in both analysis and exercise, there are several
additional reasons for presenting an integrative analysis and discussion of this fictional performs.
First, there is little definitional and efficient contract about the develop of employee assisting (e.g.,
Allow, 2012; Penner, 2002; Rodell, 2013; see also Clary & Snyder, 1999; Musick& Wilson,
2008). Learners now implement different definitional methods, for example, examining the
durability in comparison to reliability of assisting tasks (e.g., Device, Won Car park, &Glomb,
2009; Caligiuri et al., 2013). In addition, they have developed assisting as having different
restrictions, as some students have examined assisting particularly conducted through office tasks
(e.g., DeVoe&Pfeffer, 2007) and others have focused on, or at least involved, assisting after work
hours (e.g., Mojza&Sonnentag, 2010; Rodell).

Second, analysis on assisting is multidisciplinary and fragmented. It is currently spread across
several areas—including company activities (e.g., Allow, 2012), attitude (Clary et al., 1998),
sociology (Musick& Wilson, 2008), marketing (e.g., Mattila& Hanks, 2013), company
govt(Sanchez-Hernandez & Gallardo-Vazquez, 2013), and non-profit management (e.g., Samuel,
Hair, & Schilling, 2013)—with little development.

Although there is some assisting out opinions, they either focus on a specific part of the assisting
out experience, for example, analyzing company assisting out programs (Henning & Fitzgibbons,
2013), or take a more worldwide view of assisting out, for example, in the nonworking population
(Wilson, 2000). Combined, these issues—a relative lack of definitional oneness and the
fragmented features of existing analysis on volunteering—present an activity to continually
creating the existing details in a manner that offers assistance for future analysis.

The goal of our assessment is to give quality and interaction around both (a) the develop of
employee assisting out and (b) its part in the corporation. In addition to analyzing the existing state
of the fictional performs, we offer frameworks that integrate existing details about the develop and
its nomological system with with regards to providing the groundwork for analysis ongoing to

progress. In particular, we first assess the various details of assisting out in the fictional performs
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and gives a framework to information choices about conceptualization and determine. Next, we
generate an integrative determine that summarizes the existing details about the antecedents and
effects of employee assisting out, considering issues such as the level of analysis and theoretical
opinions. Finally, we talk about recommendations for future analysis that would best provide the
growth of this fictional performs and how they fit into our integrative framework.

Research on assisting has applied a variety of details and figure methods. For example, applying a
social psychologist’s perspective, Wilson described assisting as “any activity in which period is
given easily to benefit another person, group, or organization” (2000: 215), while Penner described
it as “long-term, structured, prosocial activities that benefits unidentified people and happen within
a company setting” (2002: 448). In the company world analysis, the significance of employee
assisting has different from the “extent to which employees start and sustain contribution in
assisting activities” (Grant, 2012: 593; Lewis, 2004b) to “giving time or capabilities during a great
activity for a offer group” (Rodell, 2013: 1274).

Although these details may look the same upon first look, they vary on a variety of components—
such as the idea for challenge assisting and the believed benefits of the recipient—thereby creating
relatively low contract on how to best figure out and assess employee assisting. Moreover,
decoding employee assisting needs further issue of whether those things can be executed both
through one’s execute, as part of a company’s tasks, or outside of one’s concentrate on an
individual’s own personal time. In the following area, we build a significance of employee
assisting that is both based in current assisting analysis and features aspects unique to employees.
Defining Employee Volunteering

Musick and Wilson (2008) recommended that learners should stick to an activities way of
decoding assisting. They recommended that this tactic is best for scientific research because it
bakes an inner efficient idea and creates clear variations between the pattern of assisting and
another related pattern that we might research.

Following Rodell (2013), we stick to a activities for example is constructed from the three most
main definitional aspects of prior theorizing on assisting (Clary et al., 1998; Musick& Wilson;
Omoto & Snyder, 1995; Penner, 2002; Wilson, 2000). Thus, we figure out employee assisting as
“employed individuals offering time during a organized activity for an outside non-profit or non-

profit team or company.”
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There are three main ingredients to this. First, assisting contains offering provide team (e.g., a cpa
assisting to do taxes for a provide group), others are doing something outside of their regular work
activities (e.g., a cpa assisting on a house build). Moreover, everyone is still assisting even if their
projects breeze up being less than beneficial for the sale team (e.g., a cpa does a bad job on the
property build).

Second, assisting is a organized activity and not a natural act of assisting (Penner, 2002; Wilson,
2000). An employee who connects to clean a local street one Fun is assisting, while an employee
who helps an elderly people individual across the street on the way to the afternoon meal is not
assisting. Students have typically described that assisting contains either looking for out a chance
or a period of believedand believed about taking part in the game (Clary et al., 1998; Omoto &
Snyder, 1995).

Third, assisting out happens while some provide group or organization (e.g., non-profit or non-
profit groups; Musick& Wilson, 2008; Penner, 2002). Offer categories or information mill the
product or recipient of the volunteers’ activities. A unifying aspect of most assisting out details is
that it is a formal and community activity, where volunteers do not usually know the recipient
independently ahead of time (Omoto & Snyder, 1995; Wilson, 2000). This third factor produces
off the first two components—in purchase in to out to perform and arranged, it is nearly essential
that it occur in a more formal developing.

Other, more mentioned, components were purposely left out from this definition—two of which
are particularly appropriate to decoding employee assisting out. First is the concept of an
individual’s objective in to out. Several details recommendations non-profit goals for challenge
assisting out, for example, that assisting out is “given freely” (Wilson, 2000: 215), that it is “non-
obligatory” (Penner, 2002: 448), or done with the reason to “benefit” others (Wilson: 215).
However, learners have confirmed that ideas in to out can wide range from people fulfilling their
concepts to communicating with others to getting out of their own issues (Clary et al., 1998; Clary
& Snyder, 1999). This may be particularly so with regards to employee assisting out, as ideas
might improve to managing views with one’s administrator or trying to get recognition at perform
(e.g., Device et al., 2009). The option to eliminate objective from our significance is efficient with
Musick and Wilson (2008) and with the broader meeting in company activities to personal reasons

for activities from an activities itself (Mitchell & Daniels, 2003).

41



Another described section of assisting is whether the act can benefit the provide. A “net-cost”
significance of assisting shows that volunteers bargain more than they make the most of the skills
(Musick& Wilson, 2008). Although a few of learners have suggested this type of bargain when
decoding assisting (e.g., Clary et al., 1998; Omoto & Snyder, 1995; see also Musick& Wilson), it
is less common than the described components. This concept is not only refuted by medical
research—many volunteers acquire remarkable fulfillment and growth from the skills (e.g., Austin,
tx, tx, 1997; Clary et al.)—but also hard to analyze (Musick& Wilson; Wilson, 2000). The concept
of volunteers “sacrificing” is particularly complicated when decoding employee assisting, as many
employees provide on company time (e.g., Cavallaro, 2006; MacPhail& Bowles, 2009) and, thus,
get some way of monetary agreement.

One additional place of “muddiness” with respect to decoding employee assisting matches to the
industry in which this activity occurs—either section of one’s work industry or part-time and not
simply economical efforts (Omoto & Snyder, 1995; Wilson, 2000). The important distinction is
that assisting represents effective participation, whereas economical efforts represent a more non-
active way of support. An employee who usually spends a mid-day at a soup kitchen area is
assisting, while an employee who makes a check to support that soup kitchen area is not. In
addition, this part of significance relies upon offering time— regardless of whether that period
contains the implementing of a volunteer’s particular capabilities.

Although some volunteers implementing their details or details order to help one’s own work or
personal industry. Does it involve assisting that used people do on their own time or is it limited to
assisting through a particular company initiative? As with the other definitional components,
learners have taken various strategies to this issue. While some studies have examined
participation in business assisting tasks (e.g., Caligiuri et al., 2013; DeVoe&Pfeffer, 2007), others
have focused particularly on employees assisting on their own time (e.g., Mojza&Sonnentag,
2010; Mojza, Sonnentag, &Bornemann, 2011), and still others have taken a broader technique
protecting both of these options (e.g., Device et al., 2009; Rodell, 2013).

Each of these methods has its advantages centered upon on the research question. Therefore, we
evaluation research that has applied any of them use the following manufacturers to help make the
connection between these methods more accurate. Namely, we use the phrase employee assisting
out to seek advice from any assisting out revealed by applied people. Under this common going,

employees can take part in either company assisting out (employee assisting out conducted
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through a company initiative) or personal assisting out (employee assisting out conducted on one’s
personal time)

The various conceptual variations in decoding assisting out have confirmed in different methods to
determining the craze. Research has operationalized assisting out as anything from a dichotomous
option to provide (e.g., Davis, Mitchell, Area, Lothert, Snapp, & She, 1999; Harrison, 1995;
Penner, 2002) to the frequency of assisting out (e.g., Device et al., 2009; Brockner, Older, &
Welch, 2014; Rodell, 2013) to the length of assisting out service (e.g., Boezeman&Ellemers, 2007;
Caligiuri et al., 2013). Cost-effective explanations can be made for and against each of these
methods. However, this option should depend mostly on the research question. Analyzing the
performance of a new company assisting out system may aspect to determining careful provide,
whereas examining volunteers’ skills growth may aspect to determining either the frequency or the
length of assisting out.

It is recommended that applying a perspective generally used with work motivation (Latham
&Pinder, 2005; Pinder, 1998) can offer a useful framework to information this option. Pinder
recommended that motivation could be described in circumstances of the way, durability, and
resolution of one’s effortful activities. Given that we have described assisting out as a particular
type of effort or activities, we can use these variations to make important and genuine
operationalization options.

Following this framework, assisting out direction grabs an individual’s option to devote effort
toward a assisting out activity rather than toward another activity, such as training, getting together
with family, or working. Research of employee assisting out that focus on your selection to
register for a “day of service” at their company and analysis that assess several volunteers to
volunteers are examining the concept of assisting out direction.

In his conceptual style of assisting out, Penner noticeable this the “decision to volunteer” (2002:
460). An example of this process is Peterson’s (2004b) analysis on company career methods for
assisting out programs, where people responded to a yes/no question about whether they provided
Helping out durability grabs the amount to which or frequency with which, personal volunteers.
Most of analysis on employee assisting out has taken this process, as have a few of analysis on
assisting out in accordance.

Similar to other constructs operating activities, such as citizenship activities (K. Lee & Allen,

2002), learners looking for this way to examining employee assisting out have an interest
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comprehend the causes and effects of the size of employee contribution in provide activities. A
variety of methods have been used to examine assisting out durability, such as self-reports of the
variety of time spent assisting out (e.g., Device et al., 2009; Mojza et al., 2011; Wilson &Musick,
1997b, 1998), the detail of assisting out in different kinds of activities (e.g., Gillath, Blade,
Mikulincer, Nitzberg, Erez, & Van Ijzendoorn, 2005; Pago& Nave, 2013; Wilson &Musick,
1997a, 1997b, 1998), and scale-based activities of the quality of frequency of assisting out (e.g.,
Brockner et al., 2014; Rodell, 2013).

Despite the incident of determining assisting out durability with the wide range of your current as
well as, learners also point to issues with that technique (e.g., Cnaan&Amrofell, 1994; Hinkin,
1995; Musick& Wilson, 2008). For example, centered on on a self-report of the wide range of your
current as well as provided provides with it the soundness issues of other one-item activities, given
that balance cannot be estimated without figure duplicating (Hinkin; Kenny, 1979; Nunnally,
1978). In inclusion, this type of figure may be insecure to issues with contamination. Musick and
Wilson highlight two such concerns: that opinions of provide time may be reliant the developing
of the question (e.g., Are you ready per 7 days, 30 days, or year?) and that people vary in the
restrictions they put on the experience (e.g., Does time spent generating to the site count?). Scale-
based measures—Ilike the type of used by Brockner et al. (2014) and Rodell (2013)—seem less
insecure to these kinds of reliability issues.

Volunteering dedication grabs the sturdiness of an individual’s assisting out activity. Students who
adhere to this tactic want to the superior effect of assisting out on the provide, and the provide
group, in the long run (e.g., Boezeman&Ellemers, 2007; Caligiuri et al., 2013; Dawley, Stephens,
& Stephens, 2005). A few details, in fact, recommendations durability as an element of assisting
out (Grant, 2012; Penner, 2002).

We declare that although dedication may be a crucial part of assisting out for the provide group
getting the support (Penner), it is not a necessary portion of this is. For example, employees who
try a single “day of service” (e.g., offering at a soup kitchen or washing a highway) through their
company are still providing their time during a organized activity for a provide group and, thus,
assisting out. Indeed, some conceptualizations particularly figure out assisting out as a “discrete or
episodic” (e.g., Harrison, 1995: 372) activities rather than a continuous activity. Thus, we advise

that dedication is one choice for operationalizing employee assisting out, depending on the
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research question. For example, Caligiuri et al. analyzed “continued volunteerism” in a research of
the advantages of employee assisting out applications for provide companies.

Research on employee assisting has settled a variety of issues different from individual-level ideas
and leads to company-level program information and reputational effects (Booth et al., 2009;
Brockner et al., 2014; Caligiuri et al., 2013; Allow, 2012; Fitzgibbons et al., 2014; Rodell, 2013).
Given that these analyses includes several areas of study, lots of theoretical opinions have also
been employed, different from motivation to job design to signaling (Grant; Fitzgibbons et al.;
Rodell). In it, we present an integrative framework that summarizes the present state of this
fictional works. We walk-through this framework, starting with individual-level aspects and
building to organizational-level factors—first for the antecedents of assisting (including individual
aspects, workplace functions, and company-level factors) and then for the outcomes of assisting
(including individual outcomes, execute outcomes, company efficiency, and external perceptions).

A variety of things effect employees’ choices to offer, as well as their assisting durability and
dedication. Some of these aspects can be found in analysis on assisting normally, such as market
functions and personality features. Others, however, are unique to employees in a tasks viewpoint,
for example, aspects of one’s job design and execute viewpoint, as well as organizational-level
components and recommendations regarding assisting. In the following area, we evaluation the
present analysis on these antecedents of employee assisting, starting with individual aspects and
working up to workplace functions and company-level aspects

Individual aspects. Research on individual-level antecedents of employee assisting has produced
on a famous body of analysis from sociology, as well as personality and social attitude (Musick&
Wilson, 2008). These analyses have documented how assisting, both normally and in the business
viewpoint, is associated with four main classes of antecedents: demographics, personality features,
reasons, and recognition (depicted in Determine 2; see also Henning & Fitzgibbons, 2013). Below,
we evaluation the outcomes of these analysis, focusing our discussion on employee assisting.

The market antecedents of employee assisting most usually examined are age, sex, information,
and responsibility for children. Analysis of employees usually find that assisting enhances with age
(Cornwell & Warburton, 2014; DeVoe&Pfeffer, 2007; Lewis, 2004b; Rodell, 2013). However,
Musick and Wilson (2008) have settled that, across the complete personal life span, your choice to
provide (volunteering direction) seems to be like an benefit down U and the time frame spent

assisting (volunteering intensity) is more directly line. Verification of assisting durability by sex is
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mixed (e.g., DeVoe&Pfeffer; Houghton, Gabel, & Williams, 2009; Austin, tx, 2006; Rodell),
although research tends to show off that ladies are more likely to provide than men (Cornwell &
Warburton; DeVoe&Pfeffer; Y. J. Lee &Brudney, 2012). More constantly, higher levels to learn
are associated with higher assisting durability (Houston; Marshall & Taniguchi, 2012; Rotolo&
Wilson, 2006; Wilson &Musick, 1997b). Finally, employees with child-rearing responsibilities,
particularly for school-aged children, usually show more assisting (Cornwell & Warburton;
DeVoe&Pfeffer; Houston; Marshall & Taniguchi; Peterson).

Beyond demographics, personality features have attracted important attention among assisting
learners. Among you will examined, the one most proximal to assisting is a prosocial personality
(Penner, Fritzsche, Craiger, &Freifeld, 1995)—a two-dimensional develop made up of other-
oriented issue (prosocial concepts and feelings) and helpfulness (a actions tendency to help).
Outcomes support the concept that prosocial personality is appropriate to both assisting durability
and dedication (e.g., Finkelstein, 2009; Penner, 2002; Penner& Finkelstein, 1998).

Research conducted on appropriate topics, such as empathic problem or assuming responsibility
for others, corroborates these results (Einolf, 2008, 2010). Applying a more distal technique,
learners have also used the five-factor type of personality to analysis regarding assisting out.
Agreeableness and extraversion, in particular, have been linked to assisting out path (Carlo, Okun,
Knight, & de Guzman, 2005; Elshaug&Metzer, 2001), displaying that volunteers are likely to be
more extroverted and versatile than nonvolunteers. Yet when examined together with other
individual modifications, the Big Five features exposed no effect on assisting out durability (Erez,
Mikulineer, van Ijzendoorn, &Kroonenberg, 2008). Although these pieces of data do not have an
entirely apparent contract, they seem to indicate that an positioning toward others is an critical
facet in order to out.

Of all of case study conducted on individual-level antecedents of employee assisting out, vast
majority has focused on reasons in order to out. From the perspective of managing employees,
reasons (as in contrast to personality) may offer a more useful base for choosing and managing
employee assisting out projects in companies (Clary et al., 1998; Lewis, 2004b). Qualitative and
quantitative analysis have discovered that volunteers are often inspired by more than only one
objective, displaying problematic motivational process at your workplace (Geroy, Wright, &

Jacoby, 2000; Kiviniemi, Snyder, & Omoto, 2002; Pajo& Lee, 2011; Peloza&Hassay, 2006).
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Consequently, numerous research has applied and developed several styles to look at assisting out
reasons (e.g., Ajzen, 1991; Clary et al.; Knoke, 1988; Omoto & Snyder, 1995).

Learners have normally applied a functionalist approach—a theoretical style that indicates that
assisting out provides certain functions for individuals, which inspires assisting out activities
(Clary & Snyder, 1999). Usually, the operating perspective of assisting out distinguishes between
self-oriented and other-oriented reasons (Musick& Wilson, 2008). Self-oriented reasons focus on a
variety of prospective outcomes for the provide, such as enhanced valuable (and decreased
negative) effect and self-esteem, acquiring possibly successful new capabilities and details,
enhancing one’s career, and also public relationships (Clary et al., 1998; Omoto & Snyder, 1995).
Other-oriented reasons are engaged with helping the health and fitness of those benefitting from
non-reflex work, which has been created as an overall look of non-profit concepts (Clary et al.) or
problem for a particular individual (Omoto & Snyder).

A variety of medical studies have discovered evidence the outcomes of these reasons on assisting
out. For example, there are often convergent outcomes that other-oriented reasons are a essential
car person who owns assisting out durability in students (Carlo et al., 2005; Finkelstein, 2009), the
regular older population (Penner& Finkelstein, 1998), and employees (Brockner et al., 2014;
Pajo& Lee, 2011; Peloza&Hassay, 2006; Peloza, Hudson, &Hassay, 2009). Results for self-
oriented reasons, however, seem to be less certain. The most typical discovering is that self-
oriented reasons have little to no effect on assisting out (Carlo et al.; Finkelstein; Penner&
Finkelstein), though only one of these analyses was conducted with employees (Brockner et al.).

It is possible that self-oriented reasons may be more appropriate in a job viewpoint. Peloza et al.
(2009) found that self-oriented motives—a combination of a better job, public relationships, and
learning—increased company assisting out durability but decreased personal assisting out
durability. Furthermore, there may be reasons that are exclusive to company assisting out. For
example, Peloza and co-workers found evidence that personnel are motivated to provide because
they believe it will manage to advantage their company (Peloza&Hassay, 2006; Peloza et al.).

In addition, employees provide area as well as to look good to their administrator and manage
views on the job (Peloza&Hassay).

In addition to functionalism, other theoretical styles have been used on research regarding
employee assisting out. Harrison (1995) analyzed the rumours of structured activities (Ajzen,

1991) in a multiwave example and found assistance for the effect of moral liability on assisting out
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path. Device et al. (2009) choose yet another technique in applying Knoke’s (1988) distinction
between effective relationship with others, normative submission to help, and sensible choice.
Device and co-workers said effective relationship (operationalized as getting others) and sensible
choice (operationalized as improving job opportunities, finding powerful factors, and using
capabilities and experience) were associated with assisting out durability among volunteers.

Lastly, a compact sized wide range of research has examined how aspect recognition effects
assisting out activities. Identifying with the sale aspect is apparently inspired by prior activities
assisting out, individual concepts, along with modifications (Penner, 2002). In inclusion, a
powerful assisting out recognition is thought to result in assisting out durability and dedication
(Grube&Piliavin, 2000; Penner). The consequence of a provide aspect recognition on assisting out
is proven across research designs and circumstances (Finkelstein, 2009; L. Lee, Piliavin, & Call,
1999), and determining with a particular provide aspect for a certain charitable seems to be to be
particularly significant (Grube&Piliavin). While none of these research clearly examined assisting
out among applied individuals, Rodell (2013) found that employees with higher prosocial
recognition provided more regularly.

Several common designs can be identified across the research examined above regarding
personality, reasons, and recognition. In particular, research on these individual antecedents of
assisting out seems to be to fulfill on three common themes—other positioning, community
aspects, and self-orientation. First, whether analyzed as a way of prosocial personality (e.g.,
Finkelstein, 2009), prosocial recognition (e.g., Rodell, 2013), or assisting reasons (e.g., Brockner
et al., 2014), it seems to be that improving others’ well-being is a regular car owner of assisting
out. Second, assisting out is also mostly inspired by a community element, such as function
extraversion (e.g., Carlo et al., 2005), identified moral liability (Harrison, 1995), or an objective
for effective relationship (Booth et al., 2009). Last, self-oriented issues, such as a better job and
impact control (Peloza&Hassay, 2006), also seem to aspect into assisting out. A few researches
have clearly integrated these antecedents of assisting out into a more comprehensive image,
showing, for example, that personality features cause reasons, which expose in activities (Carlo et
al.; see also Mowen&Sujan, 2005; Penner, 2002).

Government numbers can logically respond to the disclosure of information and expected changes
in voting actions by enhancing their campaigning projects, enhancing vote-buying, using coercion,

or affecting other types of information to deal with the information regarding their quality.

48



Although less evidence on the process is available, Humphreys and Weinstein (2012) suggest it
was at play in Uganda, where they used a large area research to analyze the impact of providing
information to voters based on a particular scorecard on the performance of affiliates of
Parliament. They find that voters are knowing of the facts provided in the scorecard increase their
principles. However, the facts gradually had no influence on politicians choose shares. The
outcomes suggest people in politics can more easily obfuscate information and deflect research
away from themselves when the facts do not clearly specify the outcomes of their actions for the
services voter’s care about.

Gottlieb (2016) finds that control appear to be less clear when voters are part of a knowledge
treatment about town performance. Casey (2015) shows governmental information provided
through radio stations system causes activities to distribute technique getting a more affordable
way across places. Similar answers are found by Bidwell, Casey, and Glennerster (2015), as
described above, who documents that people in politics whose debate were videotaped and caved
places enhanced their technique projects, as measured by provides, the value of providers, and the
number of in-person visits.

Evidence that people in politics respond to information disclosure through choose buying is
provided by Knutson, Keefer, and Labonne (2015). They used an area research in which they
provided information to voters in the Malaysia about the way of life and significance of a large
features group investing system one week before a public selection. The authors expose that the
participation led to changes in voter information about this method and about essential people in
politics and that essential people in politics responded by enhancing resources focused at voters
through choose buying. But Knutson, Keefer, and Labonne (2015) find no significant effects on
turnout or voting designs. Because the facts therapies were conducted by Knutson, Keefer, and
Labonne (2015) were on a just before elections, the authors cannot show how voters and people in
politics would respond if information techniques against choose buying and information on
availability of resources to people in politics was already released at the beginning of their
electoral term and repeating throughout the term. Indeed, the authors report that their results could
be different if the participation were used previously in the electoral design when incumbents have

greater opportunity to respond by enhancing the development of group products.
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These results on choose buying in the Malaysia are according to Khemani (2015), who statements
that politician’s bargain choose buying against the development of wide group services in the
Malaysia and elsewhere.

An increase in competitive stress that was triggered by the facts techniques examined by
Fitzgibbons, Keefer, and Labonne (2015) in a clientelist developing led to government numbers
improving vote-buying, especially when they could not respond by assisting the quality of public
services. The effects enhance in choose purchasing by government numbers in respond to exposure
in the Malaysia are also according to the outcomes from Benin of the (lack of) radio’s outcomes on
citizen support for gift-giving candidates (Keefer and Khemani 2015). In the absence of
information regarding the outcomes of choosing vote-buying candidates on service submission,
exposure about other areas can lead to enhance choose purchasing by government numbers to woo
voters.

A final piece of evidence showing that government management might respond to the disclosure of
information comes from Malesky, Schuler, and Tran (2012). They evaluate the effect of a
randomized passed on of information through an online document in Vietnam, which is a setting in
which a main government party controls the nomination of candidates who experience greater
exposure. The effects suggest that the exposure participation triggered significant changes in the
main government party’s choices to nominate and spend candidates across areas.

In today’s powerful worldwide environment too often described as well-known types of unlawful
techniques and view of gradually frequent mergers, products, and downsizing, followers believe in
in their company control has become an important issue. Before control analysis that how a head
features and provides with followers during very complex time times can make the foundation for
upcoming believe in in the best (Kasper Fuehrer &Ashkanasy, 2001). Particularly, the way adverse
activities such as layoffs or downsizing activities are managed by control may directly impact
followers’ following believe in in their control (Korsgaard et al., 2002 and Tourish et al.,
2004).Having believe in in one’s head, in convert, has been connected with appropriate
performance outcomes such as satisfaction, maintenance, commitment, company citizenship
activities, and performance (Connell et al., 2003, Corbitt and Martz, 2003, Costa, 2003 and Dirks
and Ferrin, 2002).

Through the use of a mixed techniques design, these studies look into how different stages of

positivity and connections exposure, within the outlook during a downsizing occasion, impacted
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participants’ wish to be vulnerable and place believe in in the main concentrate on head and the
leader’s identified performance in working with the downsizing scenario. Particularly, these
studies respond to formerly telephone phone calls in the control fictional works and in a unique
issue launched in this book to begin empirically analyzing how authentic control described as
positivity and exposure (Avolio and Gardner, 2005, Avolio and Luthans, 2006 and Luthans and
Avolio, 2003) results key outcomes such as believe in and performance.

Used by the essential function in valuable attitude (Seligman and Csikszentmihalyi, 2000 and
Snyder and Lopez, 2002) and valuable company activities (Luthans, 2002a, Luthans, 2002b,
Nelson and Cooper, 2007 and Wright, 2003; for the newest comprehensive assessment see
Luthans& Youssef, 2007), in these studies a leader’s positivity or valuable psychological abilities
was described using the four components associated with valuable psychological financial
commitment (Luthans et al., 2007 and Luthans et al., 2007) and authentic control (Avolio and
Luthans, 2006 and Luthans and Avolio, 2003). The four components involve wish, resiliency,
beneficial viewpoint, and performance. Wish is described as a “positive motivational report that
will depend on an interactively created sensation of efficient (a) company (goal-directed energy)
and (b) tracks (planning to meet goals)” (Snyder, Irving & Anderson, 1991, p. 287). Resiliency
represents working and difference in the encounter of significant problems or risk (Masten& Reed,
2002), and has been designed to companies by Luthans (2002a, p. 702) as the “positive
psychological possibility to restoration, to ‘bounce back’ from problems, question, conflict, unable,
or even valuable change, enhancement and enhanced responsibility.”

Optimism is a surrounded, relatively continuous, and worldwide attribution regarding valuable
pursuits like purpose accomplishment, and an outside, relatively unpredictable, and particular
cause for negative activities such as not meeting a deadline (Seligman, 1998). Genuine beneficial
viewpoint has been associated with having a valuable future viewpoint, as well as developing
valuable attributions regarding activities that may be identified by less attitudes as controlling their
motivation or performance (Luthans, 2002a, and Schneider, 2001).

Performance is the idea one is capable of doing actions required to actually cope with potential
conditions (Bandura, 1997). Used on companies, Stajkovic and Luthans (1998, p. 66) figure out
effectiveness as “the indictment (or confidence) employees have about impressive to collect the
idea, perceptive resources or concerns required to actually execute particular procedure within a

given viewpoint.” These four valuable psychological abilities when combined have been
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conceptually (Luthans, Youssef et al., 2007) and empirically (Luthans, Avolio, et al., 2007) which
can represent a higher-order, main develop and can be regarded as one’s valuable psychological
resources or abilities. This main develop has been described as “an individual’s valuable
psychological condition of development that is identified by: (1) having guarantee (self-efficacy)
to take on and put in the necessary make an effort to accomplish success at complex tasks; (2)
creating an excellent recommendations (optimism) about being effective now and in the future; (3)
persevering toward goals and, when necessary, course-plotting tracks to goals (hope) to be able to
succeed; and (4) when beset by issues and issues, maintaining and moving back again and even
beyond (resilience) to acquire success” (Luthans, Youssef, et al., 2007, p. 3).

This higher-order valuable potential develop has a proper typical operate among the four
dimensions including an excellent assessment and understanding in the issue, and available and/or
potential psychological resources that can be used to acquire success through individual effort,
trying, and dedication. Empirically, it has been verified that the four dimensions have convergent
and discriminant reliability in both the valuable attitude (e.g., Dezdezbryant and Cvengros, 2004,
Carifo and Rhodes, 2002 and Magaletta and Oliver, 1999) and workplace fictional performs
(Luthans, Avolio, et al., 2007). Evidence also indicates that when combined into a main higher
part, it information for more distinction in employee efficiency and satisfaction that each of the
four individual components (Luthans, Avolio, et al., 2007).

Although there is an increasing whole body of analysis on believe in, there are still modifications
of perspective on its significance (Connell et al., 2003). This analysis will evaluate believe in by
using the regularly described significance that focuses on decoding depend upon circumstances of
a ‘willingness to be vulnerable’ in one’s relationship (Mayer et al., 1995 and Whitener et al., 1998)
with someone else depending on beneficial goals regarding that person’s activities (Rousseau,
Sitkin, Burt, &Camerer, 1998). Organic in this is that believe in comes with a wish to be faced
with and take risks with that individual (Mayer et al., 1995). This goal of believe in comes with an
requirements that the one that is being efficient is more expected and/or efficient and thus would
be expected to be described as more efficient (Rousseau et al., 1998).

One of the concern goals of the present studies to evaluate how a leader’s stage of positivity as
revealed by indicated levels of wish, resiliency, beneficial perspective, and performance are
depending on participants depend upon that head. Believe in has been formerly associated with a

leader’s identified ability, expertise, and performance (Driscoll, 1978, Mayer et al., 1995,
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McAllister, 1995 and Scott, 1980). Particularly, Mayer and co-workers (1995) described three
components of stability such as expertise, stability, and benevolence. We suggest that a pacesetter
who reveals higher levels of positivity (represented by wish, performance, beneficial perspective,
and resiliency), would be seen by others as being more certified and consequently efficient
because these components have been verified to get in contact to improve levels of performance
(Luthans, Avolio, et al., 2007).

The ability to a pacesetter to develop believe in during a downsizing event has been shown
proportionate to the identified performance of that head in effectively getting through problems
(Appelbaum et al., 1999 and Mishra et al., 1998). In the same way, since one’s expertise and
ability has been shown positively depending on believe in that individual by others (Driscoll, 1978,
Mayer et al., 1995, McAllister, 1995 and Scott, 1980), control who are viewed as as more efficient
should also be examined as being more efficient and more incredibly efficient.

Start relationships or relationships exposure has typically been regarded as an extremely important
element in effective companies (Gross, 2002, Haney, 1967, Likert, 1967, Myers et al., 1999 and
Rogers, 1987). Research on attention in relationships started with preliminary support through
early lab assessments done by Bavelas and Barrett in 1951, and more start relationships have also
been associated with higher levels of commitment, effective listening to, believe in,
supportiveness, and frankness (Rogers, 1987).

Brought into the company viewpoint, relationships attention has been defined as “message
providing and getting activities of superiors, workers, and co-workers in regards the o to process,
personal, and amazing topics” (Rogers, 1987, p. 54). Thus, relationships attention includes each
individual at all company levels being updated in to and then understanding of the facts that
appeared to others in the company. In the outlook during control research, start relationships would
include both the head and his or her followers in regard to how they return information with each
other and the high-top quality of their specific relationship.

Based on the current study, relationships attention has been positively associated with higher levels
of company success, as well as supporting to avoid or slow up the consequence of amazing
company recession (Rogers, 1987). In addition, higher levels of relationships attention has been
linked with better head and fan relationships as well as higher fan motivation (Kay &Christophel,
1995), job satisfaction (Burke and Wilcox, 1969, Klauss and Seafood, 1982, Korsgaard et al., 2002
and Weiss et al., 2002), part top quality (Klauss and Seafood, 1982 and Wilson and Malik, 1995),
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more positive professional relationships (Myers, Knox, Pawlowski, &Ropog, 1999), and believe in
and company citizenship activities (Korsgaard et al., 2002).

Discussions of exposure in authentic control lately showed up in both the study and exercise
fictional performs (Gardner et al., 2005, Gretchen, 2003 and Ilies et al., 2005). In this fictional
performs, authentic obvious control has been described as including the stage to which a person
shows a style of attention and quality in his/her actions toward others by talking about the
information required to make options, acknowledging others’ information, and revealing his/her
personal concepts, reasons, and feelings in a fashion which allows followers to more completely
assess the expertise and principles of the leader’s actions. Such control has been described as
displaying exposure in areas/functions such as selection (Avolio& Gardner, 2005).

Webster’s Terminology explains “transparency” as something which is obvious, quickly clear and
understandable, obvious, authentic and/or obvious. An extensive significance of a pacesetter and
fan exposure recommended by (Vogelgesang, 2008) needs “Interactions described as talking about
appropriate information, being available to providing and getting opinions, being forth-coming
regarding reasons and the considering behind options, and displaying placement between terms
and actions” (p. 43). Visibility has also been recommended as a illustrative develop that aftiliates
to whether or not appropriate information are made known to all your clients ( Vogelgesang&
Crossley, 2006). When a pacesetter is obvious, “followers come to know what the best concepts
and seems to be for, and that the best is aware of who they are as well. Furthermore, if such
concepts reveal high levels of congruence between the options, concepts, and desires of both ends,
the stage of believe in will deepen” (Avolio, Gardner, Walumbwa, Luthans, & May 2004, p. 811).
This exposure part of authentic control has been described by Kernis (2003) as including the costs
and trying for attention in one’s relationships with others whereby the leaders and followers
quickly discuss information about each other’s’ real feelings and concepts. By developing higher
levels of attention or exposure, the best and followers are envisioned having higher levels of
believe in in each other (Walumbwa, Avolio, Gardner, Wernsing, & Lewis, 2008).

In the present analysis, we will focus particularly on negligence head exposure and how it relates
to believe in in the head and the leader’s identified performance, as it has been most constantly
linked with the way efficient control cope with traumatic company actions such as an company
downsizing (Cascio and Wynn, 2004, Mullaney, 1989 and Tourish et al., 2004). Preliminary

evidence does assistance hypothesizing a beneficial weblink between a leader’s degree of exposure
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and believe in. Particularly, in an test analysis where Vogelgesang (2007) examined the outcomes
of splitting a psychological contract with followers, it was found that control who were initially
clearer with their followers handled greater levels of believe in following the contract violation.
Leadership in the type of displaying greater levels of connections exposure is to be relevant to
believe in and head performance during a downsizing event in two particular methods. First, such
control has been described as knowing of and executing according to excellent ethical and ethical
concepts, while displaying particular actions and actions that are according to those excellent
ethical specifications (Avolio and Luthans, 2006, Gardner et al., 2005, Kernis, 2003 and Luthans
and Avolio, 2003). This stability in comparison to actions and concepts is expected to positively
affiliate to the head being seen as more efficient (Mayer and Gavin, 2005 and Mayer et al., 1995).
Furthermore, control who are start and who self-disclose have to instill higher levels of believe in
in their followers centered on before idea and analysis (Gardner et al., 2005, Christie, 2005,
Korsgaard et al., 2002, Mayer and Gavin, 2005 and Rogers, 1987), particularly when dealing with
challenging and complex conditions (Avolio&Luthans, 2006) such as would be seen in an
company downsizing.

Second, before downsizing unreal performs has forced the need for begin and honest connections
for the following the performance of those control going through these actions (Appelbaum et al.,
1999, Cascio and Wynn, 2004, DeMeuse et al., 1994, Mullaney, 1989 and Tourish et al., 2004).
Based upon on views of past circumstances and research (Appelbaum et al., 1999 and Cascio and
Wynn, 2004), it is proven that organizations who kept employees sensible through a company
downsizing event were rated as being much more important by the individuals, or those who
remained with their particular organizations (Mullaney, 1989 and Tourish et al., 2004). It would
seem to use that those control who links more transparently regarding a downsizing event (the
viewpoint for the existing investigation), should be rated as more important.

Bobonis, Camara Fuertes, and Schwabe (forthcoming) expose that the impact of individuals
disclosure of evaluation ideas about group lawsuit in Puerto Rico focuses in places where have
greater govt opponents. Furthermore, they confirm transparency’s answers are short-lived and
occur only when evaluation disclosure happens near to a choice. They have efficient evidence that
voters use the important points to select more certified control who may perform better at your
workplace. Their research creates circumstances for appropriate, regular, and ongoing lengthy long

long-term obligations to a long-term disclosure to improve govt.
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A study from Peru shows that press can play a highly efficient part in having management
accountable. Using data from bribery details handled by VladimiroMontesinos, the security main
in Peru under Us president Fujimori, McMillan and Zoido (2004) show how government support
and acquiescence were purchased press business owners as well as from level of resistance
government numbers and most most judges. The value of press is caved the fact that the offer price
of press business owners was an order of range greater than what was paid to government numbers
and most judges. On the one hand, it shows how government numbers can function and capture
liability companies. On the other, the problem also features the special features press market
segments have that would enhance liability, given that plurality (dispersed ownership) can be a
highly efficient protection against capture. It takes just one press store to make the details public.
McMillan and Zoido (2004) discuss about how Montesinos was not able to purchase the help of
one tv path, which remained resolute and continuing to criticize the government system in Peru. It
was this path that gradually offered to the loss of life of this method by transferring documented
evidence of Montesinos’s broken methods. Prat and Stromberg (2011) believe that expert media
can be a highly effective power for achieving such plurality and submission because of the expert
objective to win audiences and keep vehicle for stability.

In places where govt participation is faulty, even when some voters are sensitive to exposure, the
net impact on govt is based on how selected govt numbers act during their period in office.
Political figures activities, in turn, is based on the bigger institutional viewpoint and what might
informally be generally known as the “size” of the impact on govt engagement—whether
sufficient voters have customized their activities to make it politically unprofitable for
management to continue with criminal activity or clientelism. In work in Sierra Leone, although
Bidwell, Casey, and Glennerster (2015) and Casey (2015) show that information available through
radio stations system helps rest social and misogynistic loyalties, neither study reveals whether
information helped improve the performance of team investing and team support submission in
comparison to resulting in govt numbers to provide more clientelist transactions.

In Benin, Keefer, and Khemani (2014a, 2014b) find that radio stations system did not lead to
greater team liability and report that it did not because it did not have a good impact on govt
participation. Schools situated in cities with greater radio stations system availability
knowledgeable no greater govt information (such as teachers or books), nor more sensitive

companies (lower trainer absenteeism), nor more effective parent-teacher companies. Homes in
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cities with better team radio stations system availability were also less likely to get free bed
coming up from the federal govt.

In sum, although the past area finds reliable evidence across a large fictional works and in a variety
of institutional circumstances that government participation is understanding of exposure, the
research on the greatest influence on govt is more restricted. Little current medical research in
developing countries was created to cope with the question of how exposure forms govt by
management during their period in office. The available evidence comes from the United Declares
and a few countries in Latina the United States, making use of wealthy time sequence data on
media and government market segments as well as on govt results. The available medical performs
in smaller countries, such as in African-American and Southern Asia, has so far been intended to
focus on short-term changes in voters’ and politicians’ actions at the time period of elections. This
situation points to an excellent journal for future try to look at how exposure, especially through
media markets that meet with government market segments, can bring about govt changes in
developing countries.

Some of the cases show that exposure may impact individual activities that prevent govt problems
in individuals market. Outcomes, such as in health and information, can improve because exposure
leads to modifying individual household activities and the executing of private market segments
that are outside of or prevent government problems in individuals market. However, losing these
problems means that they are then left the same as limitations to fulfilling the function of
individuals market in advertising those results.

For example, Banerjee et al.’s (2010) research of the participation in Native Indian that focused
exposure at team mobilization finds enhanced information results among children because team
volunteers organized helpful sessions outside individual’s school system. However, exposure had
no influence on the efficiency of school teachers on individuals pay-roll who are frequently losing
and do not inform even when present in school (Banerjee et al. 2010).8 It, therefore, did not cope
with the govt problem of trainer lack, which has been estimated to cost about $1.5 billion dollars
dollars per year (Muralidharan et al. 2014).

Therefore, even though outcomes can improve if exposure is used outside the political realm, those
improvements rely on people taking on the stress of offering group products themselves, such as
with the addition of their work and material resources, rather than on having nations responsible

for what they are paid from group resources.
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An older sequence of fictional performs (among others, Stigler 1961; Stiglitz and Weiss 1981)
looks into transparency’s part in solving problems with asymmetric information in economic and
market segments. The Southern Asian economic problems of the 90's, for example, was later
partially described by the lack of clear bookkeeping specifications and cost-effective verifying
(Kaufmann and Bellver 2005).9 Research of the function of data in helping the executing of
market segments has been prolonged beyond the cost-effective market to that to train and learning.
Andrabi, Das, and Khwaja (2015) confirm information regarding local information market
segments led to improvements in the executing of those market segments and to better information
outcomes.

However, as mentioned at the beginning of this evaluation, missing problems in the neighborhood
market means, rationally, that they are then left the same as limitations to development objectives.
Keefer and Khemani (2014a, 2015a) offer evidence and evaluation the fictional performs
displaying that information can improve private household activities that be a factor to health and
information outcomes, but with no effect on group market govt or group liability.

Other evidence is efficient with information’s effects on private actions and variations with the
lack of effect on organized team action. Lieberman, Posner, and Tsai (2014) evaluate an
participation in African-american that offered moms and dads with details about children’s
performance in schools and ideas for actions moms and dads could take to improve school quality.
They find that the useful participation did not improve parents’ participation in knowledge groups
or conventions, or the number of actions taken by authorities to improve education and studying.
However, they do review large point reviews, although not in past statistics significant, for the
information’s impact on parent or guardian projects at home to improve their children’s studying.
Using exposure to improve “last-mile” assistance submission problems Details revealed to people
by higher-tier countries can possibly produce their help in having frontline authorities accountable
for assistance submission at the last distance.

Reinikka and Svensson (2005, 2011) undertook an excellent study of such a participation by the
Assistant of state for Education in Uganda to advertise details about allows that were predicted
circulation to schools. Before this technique was done by the ministry, they gathered data that
revealed that more than 90 percent of the sources were not taking on schools. After the ministry’s
details technique, they found that schools located far better document sites acquired more

government sources from the capitation allows. Although the authors confirm details reduced
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criminal activity, the procedure had many elements, and it is difficult to determine what activated
the reduce in the water leaking. The authors’ suggested demonstration is that details launched in
the document inspired the school team to deal with local authorities to provide the school’s right.
However, several other understandings are possible, such as that the details technique offered as a
sign from higher-tier ministries to lower-level authorities that they were being monitored and
would be linked for the water leaking. The results of the treatments documented in Banerjee et al.
(2010) evaluation with those of another details participation done by Pandey et al. (2009) in
similar cities in the same part of northern Native Indian.

Pandey et al. (2009) recognize that information strategies lead in reduced absenteeism among city
public school teachers, but with average effects on improvements in mastering. A key difference
between the facts treatments across these two studies was the method of connections. Banerjee et
al. (2010) efficient participatory activities done by public group with the aim of selling local mixed
action. On the other hand, the primary forest of the facts participation in Pandey et al. (2009) was a
impressive video that was conducted at city events, produced by the researchers and carrying the
acceptance of the state Department of Knowledge rather than being possessed and used by public
group. This Department of Knowledge imprimatur shows that one reason for the primary
difference in results may be the sign from higher-tier authorities that they are monitoring local
suppliers and will back up citizen problems. This demonstration resonates with the Uganda
example described above and another result from Malaysia described below.

Banerjee et al. (2015) provide evidence from a viewpoint in which exposure is used by efficient
government management to motivate citizen participation to hold local authorities accountable.
They analyze the impact of figures sent by mail to people in Malaysia from the primary govt
letting them know about the guidelines and performing of a subsidized feed program used by local
govt authorities. They recognize that the facts increased the subsidy acquired by certified homes.
Less ineligible homes acquired subsidized feed in treatment cities, but those that continuous to
purchase subsidized feed acquired more in amount. The fact that the certified homes acquired
more, while ineligible homes in complete acquired no less, indicates that the facts reduced flow,

increasing the amount of feed allocated in the cities by 17 percent.

2.6: Theoretical Frame Work

Participation
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Transparency R —

> Volj:nteer Job
Pe

—

Accountability

Literature on good governance shows that no available verifiable studies in the connection
between good governance and volunteer job performance has been reported. However, numerous
studies have been conducted between good governance and volunteer job satisfaction. Some of the
studies are mentioned, Al- Modaydeen 2009, there will be good governance if the internal audit
team is totally independent as he surveyed 223 internal auditors taken from 13 different banks. A
valid questionnaire was provided to these 223 internal auditors. The result shows that if the
internal audit is independent it will not protect the right s of stakeholder and as well as
transparency and secrecy of the stakeholders i.e. equity deal, owners, and board of directors.
Similarly, Theofanis, Drogalas&Giovanis (2011) empirically investigated the impact of dimension
of internal control and internal audit effectiveness among 52 hotels in Greece through mailed
questionnaire. The result showed the significant positive relationship between dimension of
internal control and internal audit effectiveness. It is clear from the above empirical review that
this is no available literature linking corporate governance and its dimensions with employee job
satisfaction. How ever since employee constitute the foundation of the organization it can be
guessed that good governance will predict significantly employee job satisfaction.
Performance:the act of performing; of doing something successfully; using knowledge
asdistinguished from merely possessing it; A performance comprises an event in which generally
one group of people (the performer or performers) behave in a particular way for another group of

people.
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Efficiency: The ratio of the output to the input of any system. Economic efficiency is ageneral
term for the value assigned to a situation by some measure designed to capture the amount of
waste or "friction" or other undesirable and undesirable economic features present.

It can also be looked as a short run criterion of effectiveness that refers to the ability of the

organization to produce outputs with minimum use of inputs.
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CHAPTER 3

METHODOLOGY

3.1: Research Design

Quantitative research approach is used in the study. Furthermore, empirical type of study is used
to investigate the relationship between factors of good governance (transparency, participation

and accountability) and volunteer job performance.

Table 3.1:Variables Notations:-

Variable Definition
33 o N |
S Volunteers Job | Altruistic activity of an Individual perform a job
§ X | Performance well and according to the organizational objectives.
w3
A factor of governance, where the stakeholders
Participati (volunteers) participations in the activities and
articipation decision making in the Zakat disbursement
- procedure and management.
S
Y
S
)
S
&
s - A factor of governance, where the system is
3 ransparency transparent to the volunteers (stakeholders).
S
S-
=
Q
A factor of governance, where the volunteers are
Accountabili accountable to the stakeholders according to their
ty authority and responsibilities in which they are
empowered.
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3.2: Population of the Study

Zakat & Ushr Departments are working throughout provinces in Pakistan. We were focusing on
volunteers working under Zakat Department, FATA Secretariat so all volunteers performing
under Local Zakat Committees containing all chairmen’s and members throughout FATA
agencies/ F. Rs. In this research study Zakat & Ushr department, FATA secretariat and all the
Zakat Offices and Local Zakat Committees in agencies and F. Rs were selected as universe of the
study as researcher is working in Zakat Department FATA so it is more convenient and

accessible.

3.4: Reason for selecting Zakat & Ushr Department
Zakat & Ushr department FATA Secretariat was selected as a sample for the following reasons:

1. Zakat & Ushr department is volunteer based organization, selection and election of
volunteers is done by the community and these volunteers are registered for 3 years with
Zakat department as Chairmen’s and members of the Local Zakat Committees.

2. The researcher is already serving in Zakat & Ushr department FATA Secretariat as
Agency Zakat Officer so it is easy for him to carry out the research and have links and
communication with all agencies and FR’s offices and can get data easily.

3. It was observed that the performance of volunteers working in Zakat Department is
rapidly declining and the trust of community on volunteers working in Zakat Department
is getting poor.

4. Being a part of Zakat & Ushr department, researcher was well aware about the culture,

procedure of disbursement of Zakat funds and current practice of volunteers.

3.5: Population Size

Population of this study is extended to all LZCs in FATA/FRs, 500 LZCs are established in
FATA/FRs which the researcher will have to examine. Each Local Zakat Committee (LZC) have 8

members including Chairman so the population size is 4000.

3.6: Sample Size and Sampling procedure

The sample of 351 respondents will be selected for this study. The sample will be mainly drawn

from 4000 total population of Local Zakat Committees (LZCs) members. Sample size will be
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selected by using the sample formula proposed by Sir Ronald Aylmer Fisher as shown in diagram

below.

What margin of error can you accept (e) = 5%

What confidence level do you need = 95%
What is the population size (N) = 4000
What is the response distribution = 50%

Recommended sample size is = 351

After that proportionate sampling method will be used to make sure the equal participation of the

respondent of this study. Zakat & Ushr department, Agency Zakat Committees offices and Local

Zakat Committees that agreed to participate in the study. A sample size of 351 is further

proportionally divided on 7 Agencies and 6 Frontier Regions FRs of overall FATA. Area and

population of each agency and FRs was taken by Bureau of Statistics FATA Secretariat, as shown

below in the table 3.1.
Table 3.2:Local Zakat Committees Distribution inFATA

i TG e ke
Bajaur 94 66
Khyber 86 60
Kurram 71 50
Mohmand 53 37
North Waziristan 57 40
Orakzai 36 25
South Waziristan 68 47
FR Bannu 3 2
FR Dera Ismail Khan 6 4
FR Kohat 14 10
FR Lakki 1 1
FR Peshawar 9 6
FR Tank 4 3
Total FATA/F.Rs 500 Sample = 351
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This data is further proportionated in 7 agencies and 6 FR’s which are based on population of
FATA in each Agency and F.R. Furthermore convenient sampling is used by the help of Agency
Zakat Officers at agencies and Frontier regions guiding the volunteers about the items in the

questionaires by the help of Agency Zakat officers at Agencies and FRs.

3.7: Research Instrument

Self-administered questionnaire will be used to collect the data on the independent variables and
dependent variable in the study. Likert scale technique will be used to measure the good
governance factors, namely participation, accountability and transparency and volunteer job

performance. Questionnaire consisting 56 items.

3.8: Collection of Data

Zakat & Ushr Unit working under Directorate of Social Welfare Department, FATA Secretariat
and it sub offices in the seven Agencies and 2 offices for sic F.Rs including 500 LZCs will be
selected for data collection by the approval of Deputy Secretary (Zakat & Ushr), Social Sector
Department. All the data collected by the respondent will be kept confidential which they will

provide.
3.9: Data Analysis

The research study would employ descriptive as well as inferential statics analysis techniques.
Some of the test and analysis likely to be under taken are:

A. Reliability test: All the questionnaire adopted was tested for their reliability through
Cronbach’s Alpha. Reliability is the degree to which an assessment tool produces stable
and consistent results. Cronbach’s Alpha is a measure of internal consistency, that is how
closely related set of items are as a group. It is considered to be a measure of scale of

reliability.

B. Pearson correlation: The Pearson's connection is used to get a result at least two ongoing
aspects. The value for a Pearson's can fall between 0.00 (no correlation) and 1.00
correlation). Extra aspects such as team dimension will figure out if the written text is
crucial. Generally, correlations above 0.80 are considered pretty high. According to Evans

(1996) if the value of “r” in Pearson correlations is “.00 - .19” then the correlation between
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the two variables would be considered very weak. If the value of is between “.20-.39”, the
correlation would be weak. On the other hand, if the value of “r” is “.40-59”, the variables
will have a moderate correlation with each other. In the same way, if the value of “r” is
“.60-.79”, the correlation would be strong. Similarly, the value of “r” is “.80-1.0", it will be

named as strong correlation (Evans,1996)

. Regression Analysis: To check the effect of GG upon VJP.A regression analysis is applied

on this primary data. Having four independent variables, a multiple regression is used in
this study for determining the relationship between the dependent and independent
variables. For this purpose, Ordinary Least Squares (OLS) method is used. The results of
OLS and the interpretations are presented in the next section. SPSS “version 23” is used for

analysis.

. Conditions for Regression:Multiple linear regression analysis makes several key

assumptions:

There must be a linear relationship between the outcome variable and the independent
variables. Scatterplots can show whether there is a linear or curvilinear relationship.
Multivariate Normality—multiple regression assumes that the residuals are normally
distributed.

No Multicollinearity—multiple regression assumes that the independent variables are not
highly correlated with each other. This assumption is tested using Variance Inflation
Factor (VIF) values.

Homoscedasticity—this assumption states that the variance of error terms is similar across
the values of the independent variables. A plot of standardized residuals versus predicted
values can show whether points are equally distributed across all values of the independent

variables.
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4.1: Frequencies

Table 4.3: Age

CHAPTER 4

RESULTS AND DISCUSSION
Age Frequency Percent Valid Cumulative
Percent Percent

25 46 131 13.1 131
26 11 3.1 3.1 16.2
27 14 4 4 20.2
2° 49 14 14 34.2
29 2 0.6 0.6 34.8
30 37 105 105 45.3
31 1 0.3 0.3 456
%2 21 6 6 51.6
33 0.9 0.9 52.4
34 0.9 0.9 53.3
35 1 0.3 0.3 53.6
36 10 28 2.8 56.4
% 2 2 58.4
39 1 0.3 0.3 58.7
40 17 48 48 63.5
41 2 0.6 0.6 64.1
42 32 9.1 9.1 73.2
43 0.9 0.9 74.1
44 2 0.6 06 746
45 39 111 111 85.8
48 1 0.3 0.3 86

49 . ) , "

> 24 6.8 6.8 94.9
54 15 43 43 99.1
55 3 0.9 0.9 100

Total 351 100 100
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Figure 4.5:
Age

507 — Mean = 35.97
Stel. Dev. = 9.317
N = 351
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Interpretation:

Table 4.2 shows age of employees working in Zakat & Ushr Department, FATA. Out of these 351
respondents, 13.1% of employees were having age of 25 years, 14% were having age of 28 years,
10.5 % were having age of 30 years, 9.1 % were having age of 42 years, 11.1% were having age of

45years, 6.8 % were having age of 55 years and so on.
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Table 4.4: Education

Education
Frequency Percent Valid Percent =~ Cumulative Percent
Valid Matric 5 1.4 1.4 1.4
FSC 173 493 493 50.7
Graduate 101 28.8 28.8 79.5
Masters 69 19.7 19.7 99.1
Ms/Mphil 3 9 9 100.0
Total 351 100.0 100.0
Figure 4.6:
Education
2007 Mean = 2.69
Std. Dev. = 520
M =351
150
)
|
1]
=3
E 100
[T
50
0 T T I 1 I
.00 1.00 2.00 3.00 400 500 5.00
Education
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Interpretation:

Table 4.2 shows about the Education Level ofZakat & Ushr Department, FATA. 5 respondents
were having Matric qualification, which is equal to 1.4% of total sample size.173 respondents
were having FSC or Intermediate qualification, these 167 employees are having % of 49.3% of
total sample size. In the same way, 101 respondents were having Graduation as their academic
qualification level, which is equal to 28.8% of total sample size.69 respondents were having
Masters Qualification, these 66 employees are having % of 19.7% of total sample size. However,
only 3 respondents were having MS/Mphil Qualification out of 351 respondents which is equal to

.9% of total sample size.

Table 4.7: Population

Agencies/FRs Frequency Percentage P\e]racléi ¢ ngcl;ll?:g:
Bajaur 66 18.8 18.8 18.8
Khyber 60 171 171 35.9
Kurram 50 14.2 14.2 50.1
Mohmand 37 10.5 10.5 60.7
North Waziristan 40 11.4 11.4 72.1
Orakzai 25 71 71 79.2
South Waziristan 47 13.4 13.4 92.6
FR Bannu 2 0.6 0.6 93.2
FR Dera Ismail Khan 4 1.1 1.1 94.3
FR Kohat 11 3.1 3.1 97.4
FR Lakki 1 0.3 0.3 97.7
FR Peshawar 5 1.4 1.4 99.1
FR Tank 3 0.9 0.9 100
Total 351 100 100
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Figure 4.3:

Population
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Interpretation:

Table 4.2 shows about the Population ofZakat & Ushr Department, FATA. 66 respondents from
Bajaurfilled the questionnaire which is equal to 18.8% of total sample size of 351, 60 respondents
from Khyber Agency which is equal to 17.1%, 50 respondents from Kurram Agency which is
equal to 14.2, 37 respondents from Mohmand Agency which is equal to 10.5%, 40 respondents
from North Waziristan which is equal to 11.4%, 25 respondents from Orakzai which is equal to
7.1%, 47 respondents from South Waziristan which is equal to 13.4%, 2 respondents from FR
Bannu.6%, 4 respondents from FR Dera Ismail Khan which is equal to 1.1%, 11 respondents from
FRKohat which is equal to 3.1%, 1 respondents from FR Lakki which is equal to .3%, 5
respondents from FR Peshawar which is equal to 1.4%, 3 respondents from FR Tank which is

equal to .9 %
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4.2: Descriptive Statistics

Table 4.6: Descriptive Statistics

N Minimum Maximum Mean De\S/;[gt-ion
Participation 351 1 5 2.6087 0.82585
Transparency 351 1.5 5 3.8013 0.67866
Accountability 351 1 5 2.5992 1.04845
VJP 351 1 5 2.0859 1.14148

Valid N (list wise) 351

Interpretations:

Table 4.4 shows the descriptive Statistics values. N denotes number of respondents who filled the
questionnaire. The Minimum value for age at Zakat & Ushr Department, FATA was 25 years and
Maximum value for age is 55. The Minimum value for Education is 1 and Maximum value for
Education is 5,1 Means Matric,2 for FSC,3 for Masters,4 for MS/Mphil and 5 for PhD.

Volunteers Job Performanceminimum value is 1 while maximum value is 5 in the same
way.Participation minimum value is 1 while maximum value of 5, Transparency minimum value is

1.5 and maximum value is 5. Accountability minimum value is 1 while maximum value is 5.

72



4.3: Correlations

Table 4.7: Correlations

Variables Correlations
Participation Transparency  Accountability VJP
Participation 1
Transparency 0.009 1
Accountability 0.093 0.322%** 1
VJP 0.023 0.306** 0.604** 1
Interpretations:

Gender and age has a very week correlation which is -.009 and it has a negative relationship with
each other, similarly Gender and Education has a week correlation as well. In the same way,
Gender and Participation also has a week correlation of 150" which is significant at the 0.01 level.
However, Gender and Transparency has a moderate relationship and positive relationship with
each other. On the other hand, Gender and Accountability has a week and negative correlation and

Gender and VJP has strong and negative correlation of -.086

Participation and Transparency have a very weak correlation which is .009 on the other hand,
Participation and Accountability also have a very weak correlation which is .093 while

Participation and Volunteer Job Performance is having a very weak correlation.023.

Transparency and Accountabilityhave a very week correlation which is .009, Transparency and
Accountability have weak correlation that is .322, similarly Transparency and Volunteer Job

Performance is having a weak correlation that is .306.
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Accountability and Participationhave a very weak correlation which is .093, Accountabilityand
Transparency have weak correlation .322. However, Accountabilityand Volunteer Job

Performance have a positive and moderate correlation which is .604.

Volunteer Job Performance and Participation and is having a very weak correlation that is
.023,Volunteer Job Performance and Transparency is having a weak correlation .306.However,
Volunteer Job Performance and Accountabilityhave a positive and moderate correlation value

which is .604.

4.5 Collinearity Diagnostics

Model Collinearity Statistics
Tolerance VIF
Participation 0.991 1.009
Transparency 0.896 1.116
Accountability 0.888 1.126

a. Dependent Variable: Volunteer Job Performance

Table 4.8:Collinearity Diagnostics

The test of Multicollinearity is run to check the Collinearity in the variables included in the study.
The study if the value of VIF (Variance Inflation Factor) is more than 10 then the variables should
be dropped and less than 10 should be retained in the study. The VIF value of the variables in the
study is less than 10, so the variables have no issue of Multicollinearity. This table shows that the
independent variables are not related with each other and there is no issue of multicollinearity in

the model as the VIF value is less than 3.
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4.4: Regression Results

Table 4.9: Model Summary

Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate Durbin-Watson

1 6162 .380 374 6.31956 .989

a. Predictors: (Constant), Accountability, Participation, Transparency

b. Dependent Variable: VJP

Interpretations:

The Coefficient of determination R-Square shows that how much variation in dependent variable
is explained by independent variables. The value of R-square is .380it means that the
independentvariables that we have taken are explaining the 38% changes in Dependent variable
while the remaining 62 % changes are caused by other variables and factors which are not taken in

the study.

Table 4.10: Model Summary

Model Sum of Squares Df Mean Square F Sig.
1 Regression
8488.069 3 2829.356 70.846 .000b
Residual
13858.090 347 39.937
Total
22346.160 350

a. Dependent Variable: Volunteer Job Performance

b. Predictors: (Constant), Accountability, Participation, Transparency
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Interpretations:

F-Statistic shows the significance of the regression model used in the study. The value of F-
statistics is greater than 4 which 70.8 is and P-value is 0.00 which is less than 0.05, if the P-value
is more than 0.05 than the model will not be significant. In this research, the P value is 0.00 which

indicates that this regression model is highly significant.

Table 4.11: Regression Table

Unstandardized Coefficients S(’-c:an(fifgr.dlzted
Model oetlcients t Sig.
B Std. Error Beta
(Constant) -0.202 0.314 -0.644 0.52
Participation -0.042 0.059 -0.03 -0.711 0.478
Transparency 0.208 0.075 0.124 2.772 0.006
Accountability 0.617 0.049 0.567 12.642 0.00

a. Dependent Variable: VP

Interpretations:

In the above regression model, Volunteer Job Performance is used as a dependent variable while
Participation, Transparency, Accountabilityare the factors of Good Governance and are used as an
independentvariable. The P-value Participation of is more than 0.05. It suggests that the variable is
insignificantand it has no relationship with the Volunteer Job Performance. The P-value of
Transparency is 0.006 which is less than 0.05 which shows that Transparencyhas a positive and
significant association with Volunteer Job Performance. Similarly, the P-value of Accountability is
0.000 which is less than 0.05 which shows that Accountabilityhas a positive and significant

association with Volunteer Job Performance.

However, the coefficientof Participation is -.042 and it has a negative effect on Job Performance. It
also reveals that 1 unit change in Participation will decrease Volunteer Job Performance by 4.2
%.In the same way, the coefficientof Transparency is .208 and it has a positive effect on Job
Performance. It also reveals that lunitchange in Transparency will increase Job Performance by

20.8 %. Similarly, the coefficientof Accountability is 0.617 and it has a positive effect on Job
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Performance. It also reveals that 1unit change in Accountabilitywill increase Job Performance by
61.7 %.

4.5: Discussion

The Coefficient of determination R-Square shows that how much variation in dependent variable
is explained by independent variables. The value of R-square is .380it means that the
independentvariables that we have taken are explaining the 38% changes in Dependent variable
while the remaining 62 % changes are caused by other variables and factors which are not taken in

the study.

F-Statistic shows the significance of the regression model used in the study. The value of F-
statistics should not be more than 0.05, if the value is more than 0.05 than the model will not be
Significant. In this research, the value of F-Statistic is 0.000 which indicates that this

regressionmodel is highly significant.

In the regression model, Volunteer Job Performance is used as a dependent variable while
Participation, Transparency, Accountabilityare the factors of Good Governance and are used as an
independentvariable. The P-value Participation of is more than 0.05. It suggests that the variable is
insignificantand it has no relationship with the Volunteer Job Performance. The P-value of
Transparency is 0.006 which is less than 0.05 which shows that Transparencyhas a positive and
significant association with Volunteer Job Performance. Similarly, the P-value of Accountability is
0.000 which is less than 0.05 which shows that Accountabilityhas a positive and significant

association with Volunteer Job Performance.

However, the coefficientof Participation is -.042 and it has a negative effect on Job Performance. It
also reveals that 1 unit change in Participation will decrease Volunteer Job Performance by 4.2
%.In the same way, the coefficientof Transparency is .208 and it has a positive effect on Job
Performance. It also reveals that lunitchange in Transparency will increase Job Performance by
20.8 %. Similarly, the coefficientof Accountability is 0.617 and it has a positive effect on Job
Performance. It also reveals that 1unit change in Accountabilitywill increase Job Performance by

61.7 %.
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Participation and Transparency have a very weak correlation (r: .009 P: .865) on the other hand,
Participation and Accountability also have a very weak correlation (r: .093, P: .083) while
Participation and Volunteer Job Performance is having a very weak correlation (r: .023, P: .661)
In the same way, Transparency and Participation have a very week correlation (r: .009 P: .865),
Transparency and Accountability have weak correlation (r: .322 P: .000), similarly Transparency

and Volunteer Job Performance is having a weak correlation (r: .306, P: .000)

Accountability and Participation have a very weak correlation (r: .093, P: .083), Accountability
and Transparency have weak correlation (r: .322 P: .000) However, Accountability and Volunteer
Job Performance have a positive and moderate correlation (r: .604P: .000) Volunteer Job
Performance and Participation and is having a very weak correlation (r: .023, P: .661), Volunteer
Job Performance and Transparency is having a weak correlation (r: .306, P: .000) However,
Volunteer Job Performance and Accountability have a positive and moderate correlation (r: .604P:

.000)

The test of Multicollinearity is run to check the Collinearity in the variables included in the study.
This table shows that the independent variables are not related with each other and there is no issue

of Collinearity in the model.

Various studies have been conducted on good governance with the relation to organizational
performance and also customer satisfaction (Al Qudah 2012; Duke II &Kankpang, 2011) but
connectivity between good governance and volunteer job performance has not been thoroughly
discussed. There are many research on employee performance but very few research has been
conducted on volunteer job performance.This study is conducted to test the relationship between
the factors/characteristics associated with good governance (i.e. transparency, accountability and
participation) and its impact on volunteer job performance. The purpose of this study is to is to
find out the impact of good governance on volunteer job performance in Zakat Department of

FATA.

78



CHAPTER 5

CONCLUSION AND RECOMMENDATIONS

5.1: Conclusion

Zakat & Ushr Departments are working through out provinces in Pakistan. In this research study
Zakat & Ushr department, FATA secretariat and all the Zakat Offices and Local Zakat Committees
in agencies and F. Rs was selected as population of the study as researcher is working in Zakat
Department FATA so it is more convenient and accessible. I was focusing on volunteers working
under Zakat Department, FATA Secretariat so all volunteers performing under Local Zakat
Committees containing all chairmen’s and members throughout FATA agencies/ F. Rs was plan
will be applied as the different forums. This study is quantitative in nature, primary data
techniques are used to collect the data. The sample of 351 respondents is be selected for this study.
The sample is mainly drawn from 4000 total population of Local Zakat Committees (LZCs)

members.

The existence of a good governance system is vital for organizational progress and positive
employeebehavior. We found in this study that good governance significantly and positively
predicted Volunteer Job Performance; and the three dimensions of good governance (i.e.
Participation, Transparency and Accountability) significantly and positively predicted Volunteer
Job Performance. The establishment of agood governance system is therefore necessary to elicit
good behavior from employees. This isbecause a satisfied employee is a productive employee. So,
if a good governance system is capablefacilitating job performance, the need to create one,
maintain and improve it is a clarion call on all organizationalleaders.

This research concluded that accountability have shown the maximum role in the job performance
of volunteers as compare to transparency. Participation have no role in the contribution of
volunteer job performance so it is concluded that participation as a factor of good governance
should be removed to maximize the volunteer job performance from 38%. Other factors of good
governance should be tested as defined by United Nation of Economics and social commission for

pacific and Asia 2009.
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In other way the analysis of the research shows that participation have no role or negative impact
on volunteer job performance. It really concluded that there is no participation of the volunteers in
the decision making processes as these volunteers are the actual stakeholders who are empowered
to release fund and select the most deserving beneficiaries by Zakat and Ushr Ordinance 1980. In
other way it also concluded that if these volunteers at local zakat committees participate in
decision making it will increase the impact of Good governance on volunteer’s job performance.

Good governance as a whole have positive impact on volunteer job performance and if the
volunteer job performance increases it will definitely built trust between the community and Zakat

department which is volunteer based organization.

5.2: Recommendations

The results have shown that there is asignificant positive relationship between good governance
and Job Performance. The results indicate that byimplementation of good governance in the
organization, Job Performancecan be increased. In other words,organization management can
implement the following measures to reach this goal:

1. It is important that the Zakat & Ushr department should ensures that there is a flow of
information that aids decision-making; there is transparency and accountability to external
stakeholders and to employees throughout the department; and the integrity of financial
statements and other key information is safeguarded, it is suggested to publish all the
financial statements and other key information for public interest.

2. Zakat & Ushr department may be greatly enhanced and reengineer the planning, processes
of department related activities; committee meetings involvement of Local Zakat
Committee to give the better suggestions and recommendation which policy.

3. For accountability of Zakat fund distribution it is recommended to introduce the new ways
of financial transaction i.e. E-financial transaction such as Easy Paisa by Telenor, E-
Sahulat, Mobile Cash etc. where the beneficiaries receives the fund through transaction ID
which is more transparent and accessible to the beneficiaries of Zakat.

4. Having a clear organizational goal that can guide and Zakat & Ushr employees decisions
and actions of individuals at all levels of the organization, i.e may be FZC, DZC’s or LZC

(Volunteers) having obvious and clear duties and responsibilities of jobs so that people
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behave in accordance with their roles, trying to promote organizational roles and
transferring them to employees to build the trust of community on FATA Department.

5. Participation of volunteers (LZCs) in decision making process by FATA Zakat Counsel
should be encourage as they are the actual stakeholders that can understand the issues

related to beneficiaries of Zakat (Mustehkeen-e- Zakat).

6. Having a clear organizational goal that can guide and Zakat & Ushr employees decisions
and actions of individuals at all levels of the organization, having obvious and clear duties
and responsibilities of jobs so that people behave in accordance with their roles, trying to
promote organizational roles and transferring them to employees, adopting and
implementing decisions on the basis of an agreement with its staff, hiring people from
different styles of life for synergy of skills and organization to help the organization in
achieving its objectives, and at the end, having two-way interaction between the staff and

management for the conducted activities.

5.3 Future Research Gaps& Limitations:

Zakat department at provincial level in Pakistan work in three level i.e. Provincial/[FATA Zakat
Counsel, District/Agency Zakat Committee and local Zakat committees. In this research we
focused on volunteers and their performance in connectivity with good governance. Here
volunteers which work in the third level i.e. Local Zakat Committees. So we just test the
impact of three factors of good governance i.e. participation, transparency and accountability.
As these three factors of good governance were most suitable to be test on Volunteer job
performance out of other eight factors defined by UNESCAP (United Nations Economic &
Social Commission for Asia and the Pacific, 2009) that includes participation, consensus
oriented, accountability, transparency, responsive, effective and efficient, fairness and follows

the rule of law.

It is recommended to future researchers to test the overall 8 factors of good governance on

employee/volunteer job performance or motivation of employee or volunteers depending upon
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the organizational structure or they can test the impact of some of the factors which suits the

volunteer / employee job performance.

Same variables can be tested on another organization and compare the result with this research.
It can be comparative study. Same as this research can be tested where we have both gender as
this research is tested only on male. It can also be tested in other countries with different
demographics and cultural. So this research have wide scope depending upon organization to

organization where ever researcher can work on it.
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