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ABSTRACT  

 Competency means actual application of knowledge, skills, motives, attitude and temperament in 

carrying out assigned tasks. Competency mapping as such is a process of identifying key competencies 

for an organization and/ or a job and incorporate those competencies through the various processes  

(i.e. job evaluation, training, recruitment, career and succession planning) in an organization. It can be 

clearly understood that extra role behaviour which comprises of different factors such as motivation, 

leadership, vision, commitment, etc have a significant impact on the overall performance of executives 

thereby enabling them to achieve the organization set goals effectively and more efficiently and the 

ability to transform, to adapt and to innovate capabilities that are crucial to organizations' success within 

a market that is shaped by globalization, competitiveness and technological advancement. The purpose of 

this study is to examine and assess the effect of extra role behaviour dimensions on overall competency 

of executives in organizations. The research work aims at establishing the general impact of various extra 

role behaviour dimensions contributing to the overall assessment of competency. The research work 

attempts to study the causes of extra role behaviour which might have a significant impact on the 

competency of executives in an organization context. 

INTRODUCTION 

 Competency mapping is about identifying preferred behaviours and personal skills which distinguish 

excellent and outstanding performance from the average. A Competency is the combination. of 

ingredients (skills, knowledge, attributes and behaviours) that contribute to excellence."Competency is a 

combination of knowledge, skills, attitude and personality of an individual as applied to a role or job in 

the context of the present and future environment that accounts for sustained success within the 

framework of Organizational Values. "Sometimes competencies are also defined as "cluster of successful 

behaviors. "Similarly, competence is an "organizational, repeatable, learning-based and therefore non-

random ability to sustain the coordinated deployment of assets and resources enabling the firm to reach 

and defend the state of competitiveness and achieve the goals" (Freiling 2004). Hence, Organizational 

competencies are characteristics that might enable an organisation to sustain competitive success and 

therefore increase the probability for the survival of the organisation in a long- term perspective (Sanchez 
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2004). Therefore, the competence-based view states, that an organisation can be more successful, if it is 

able to use available resources more effectively and efficiently than its competitors (Freiling 2004).The 

emergence of organizational competencies might be coincidental, at the same time the multiple concepts 

that aim at developing and using competencies on purpose have been developed (Kruger and Homp 

1997; Teece et. al. 1997; Sanchez 2004). Also there is very little evidence that though it aims at 

developing and managing organisational competencies, it is noticeable Performance Management 

System in Academic Institutions that these are all conceptual and not integrated into the organizational 

and managerial structures. 

 Organizational Citizenship Behaviour is defined as behaviour that is discretionary, not directly or 

explicitly recognized by the formal reward system, and that in aggregate promotes the effective 

functioning of the organization ... the behaviour is not an enforceable requirement of the role or the job 

description ... the behaviour is a matter of personal choice (Organ 1988). A number of studies have 

demonstrated that citizenship-type behaviours are considered in performance evaluations (MacKenzie, 

Podsakoff and Fetter, 1991; Motowidlo and Van Scotter, 1994). Of greater significance are studies 

suggesting that OCB accounts for greater variance in evaluation ratings that occurs as a result of 

objective measures (Podsakoff, MacKenzie and Hui, 1993; MacKenzie, Podsakoff and fetter, 1993). 

Furthermore, acts of citizenship behaviour are found to influence whether individuals are considered for 

promotion (Park and Sim, 1989). Therefore, the evidence suggests that an individual's decision to engage 

in OCB may affect their performance rating and also whether they are considered for promotion The 

driving force behind the interest in OCB is its effect on organisational or group functioning and its 

concurrent effect on the individual. The implications of citizenship- type behaviour for effective 

organisational functioning was recognized long before the term OCB was introduced (Barnard, 1938; 

Katz and Kahn, 1978). Since then, a number of studies have examined and confirmed the link between 

OCB and organisational effectiveness. Podsakoff, Ahearne and MacKenzie, (1997) tested whether OCB 

actually improved the effectiveness of machine crews in a paper mill. They found that helping behaviour 

and sportsmanship had a significant effect on performance quantity and helping behaviour had a 

significant effect on performance quality.  

THE STUDY 

 The present study investigates the traits of the Extra role behavior or the Organizational Citizenship 

Behavior to evaluate the competency of individuals in an organization. Employee's Motivation, 

Leadership, Vision, and their Commitment towards the organization have been studied through a cross-

sectional survey of their attitude, temperament, behavior and skills. It describes the organization's work 

culture and their employee's level of competency in their respective fields. Organizational citizenship' 

behavior research attempts to discover and focus on the aspects which make the employees engage in 

Citizenship Behaviors and shows how it plays a vital role in enhancing the competency which finally 

leads to organizational growth and enhances its productivity. 
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RESEARCH OBJECTIVE 

 To study the overall extra role behavior of individuals specifically the executives in order to 

ascertain the impact on their overall competency and the level of Commitment of employees in achieving 

the organizational Goals. 

 To study the effects of extra role behaviour which comprises of different factors such as motivation, 

leadership, Vision, commitment, motives which have a significant impact on the overall performance of  

executives thereby enabling them to achieve the organization set goals more effectively and more 

efficiently and the ability to transform, to adapt and to innovate capabilities that are crucial to 

organizations' success that is shaped by globalization, Performance Management System in Academic 

Institutions competitiveness and technological advancement.  

HYPOTHESIS 

H1  -  There is a significant impact of Extra Role Behaviour on Competency of executives. 

H2 -  OCB constructs can be used in assessing the competency parameters, hence reflecting it in 

understanding of individual competencies. 

H3  -  The factors of extra role behavior and factors of competency mapping are highly correlated. 

H4 -   The extra role behavior will significantly predict the competency factors in individuals  

INSTRUMENT 

 In this study a Questionnaire was designed so as to measure the employee's perception on different 

aspects such as the technical, behavioural and managerial aspects covering the specific key parameters 

for determining the competency of executives. The instrument consists of statements evaluated on a Five 

Point Rating Scale. The five varied scale of Rating Behavior of employees were Strongly Agree, Agree, 

Strongly Disagree, Disagree, and Not sure. SPSS v14.0 was used for analysis and presentation of data. 

SAMPLE 

 A total of 121 responses were taken for analysis involving a cross section of executives and 

managers from two sectors including two traditional manufacturing units and one major multinational 

software company. 

FACTORS OF DISCUSSION 

 INDEPENDENT FACTOR (EXTRA ROLE BEHAVIOUR) 

Motivation 

Leadership  

Vision  

Accountable  
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Commitment  

Recognition 

Monitoring Compliance  

DEPENDENT FACTOR ( COMPENTENCY) 

Skills  

Knowledge  

Behavior  

Job attitude  

Motives 

FINDINGS 

Service Sector 

 Factor analysis was obtained through rotated component matrix table which uses the Varimax and 

Kaiser Normalization method. Further analysis was done to establish the factors that are dependent on 

competency factors. A correlation analysis was conducted on all variables to explore the relationship 

between variables. The bivariate correlation procedure was subject to a two tailed of statistical 

significance at two different levels highly significant (p<.01) and significant (p<.05). It examines the 

correlations among employee competencies and extra role behaviors. Thus it was used to determine the 

extent of correlation between extra role factors and competency factors. On analyzing a significant 

correlation (89.3%) between competency and extra role behaviour was observed. On performing 

regression analysis a significant dependence (79%) of extra role was observed on competency factors. 

 On inference it was found that competency is significantly dependent on Vision and Modeling. It 

can be thus stated that Vision and Modeling have a direct impact on the Competency of an individual 

(C= 0.43(g1) + 0.941 (g3) + 11.505). Also, it was observed that knowledge is directly dependent on 

modeling. Hence it may be inferred that good modeling techniques can be highly effective in the 

application of knowledge in the respective fields so as to successfully complete the assigned task 

effectively and efficiently (F1 = 0.587(g3) + 1.317). Also, it was found from the analysis that Motive is 

dependent on Recognition. Hence, it can be concluded that recognition in the work environment leads to 

good motives, thereby increasing the employee's performance (F2 = 0.945(g6) + 0.812). It was also 

observed  that Job attitude is dependent on Leadership. It may be further stated that good Leadership will 

ultimately lead to an extremely good and effective Job attitude (F3 = 0.373(g5) + 2.802). 

Manufacturing Sector 

 A significant relationship was established (79.9%) between competency and extra role behavior on 

performing the correlation analysis. Also a significant degree of dependence of extra role behavior on 

competency of an individual was ascertained (63.8%) on performing regression analysis. Performance 
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Management System in Academic Institutions. It was inferred from the analysis that Competency of an 

individual is highly dependent on the factors Commitment, Vision and Recognition of extra role 

behaviour. It can thus be stated that Commitment towards one's job with a proper vision i.e (company's 

objective, organizations goal, customer's need) and Recognition for the job done will have a holistic 

effect on the competency of an individual (C = 0.677(g1) + 0.533(g2) + 1.137(g4) + 2.741). It was also 

found out that Job attitude of an individual is highly dependent on the factors Commitment, Vision, 

Motivation and Recognition of extra role behavior. Thus from the result obtained it can be inferred that 

Job attitude is dependent on Commitment, Vision, Motivation and Recognition. All these factors will 

ultimately lead to a good attitude towards one's job thereby bringing considerable amount of change in 

performance (f1 = 0.367(g1) + 0.272(g2)- 0.398(g3) + 0.558(g4) - 0.229). It was further established that 

Knowledge of an individual is highly dependent on the factors Commitment and Motivation of extra role 

behavior. Thus, from the result obtained, it can be inferred that a high level of commitment and 

motivation have a considerable effect on the Overall Knowledge, i.e. (technical, mission, objectives, 

goals etc), thereby increasing efficiency and bringing significant rise in performance (f2 = 0.302(g1) + 

1.512(g3) +0.987). 

CONCLUSIONS 

 The study primarily concentrates on a number of components or factors of extra role behavior, 

which have a significant impact on the various competency traits in an organization, thereby increasing 

organization's effectiveness. The results so obtained on account of detailed analysis suggest that there is a 

positive correlation between Job attitude, Commitment, Vision, Motivation and Recognition of extra role 

behavior with Knowledge and Behavioral aspects of competency. The study emphasizes on the key 

issues responsible for the upliftment of the key competencies of executives in an organization. The study 

clearly indicates that the elemental competencies can be standardized, precisely differentiated and 

developed across a model in the organization, and the resultant model will make it easy to identify, 

understand, assess and study. The dependency of extra role behavior on competency is clearly seen 

through the results and the correlation between these two is very high and almost run parallel to each 

other. 
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