Journal of Economics, Business and Management, Vol. 3, No. 3, March 2015

A Study on the Impact of Material, Social, Symbolic
Reward on OCB: Moderate Effect of the Rank

Woo Seok Choi, Jun Seok Heo, and Lee-Jeong Kim

Abstract—This study examines that reward (material, social,
symbolic) which is given to employee affects the (organizational
citizenship behavior OCB). We want to analyze the impact of
compensation concerning the OCB and the moderate effect of
the rank empirically. As a result of this study, the correlation of
variable is partially effective between salary (material
compensation), social cognition (social compensation), job
importance, job interest, job challenge and OCB. The rank
which is moderate variable affects strongly negative. In short,
strengthening reward for freshmen improves competence of the
employee and the concept of reward is more effective than other
factors. Therefore we need to introduce personnel institution
which includes broad material reward, social cognition, job
importance, job interest, job challenge to enhance the OCB and
narrow difference of the rank in service industry. After this
study, we need to select subject and collect sample within
extension scope. Also we need to diversify and specify the type
of reward.

Index Terms—OCB, material social
symbolic reward and rank.

reward, reward,

I. INTRODUCTION

In the past, organizational members and their performance
were evaluated and managed from the transactional
viewpoint of mutual exchange. The recent trend, however, is
that they are managed from the viewpoint of organizational
human resources; thus, not only non-OCB (organizational
citizenship behavior) but also OCB are recognized as
important organizational recourses.

Reference [1] argued that for an organization to continue
to survive and grow in the long term, employees should
continue to participate in the organization and should
conduct innovative and voluntary behaviors in addition to
roles allocated to individuals; they thus emphasized the
importance of OCB. This argument, based on the argument
of [2], sought to enhance the whole organizational
productivity and efficiency due to a growing importance of
organizational human resource management.

These arguments suggest that research should focus on
closely managing organizational members to induce their
OCB, by shedding the past transactional viewpoint that
workers' job satisfaction and organizational immersion can
enhance productivity and efficiency.

Reference [3] argued that if organizational members
perform only given duties, today's complicated, competitive
market situations could not be effectively overcome, and that
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it is important to continuously invest in and manage not only
non-OCB but also OCB in order to inspire organizational
close-knit and innovative behaviors.

In addition, regarding the importance of [4] defined the
meaning of OCB, and argued that OCB can help enhance
team members' interdependence and create positive team
achievements.

Furthermore, [5] argued that an effective wage system can
motivate individuals' non-OCB and OCB, which leads to
enhanced performance. In other words, reward motivates
organizational members, and has an important effect on
OCB.

Thus, first, this study examines how reward (material,
social and symbolic), provided to employees, - which was
excluded from existing OCB studies - impacts OCB, and
what sub-factors of reward have effects on OCB. Second,
rank is expected to influence the relationship between reward
and OCB. Thus, this study examines the moderating effect of
rank on the relationship between reward and OCB.

Il. THEORETICAL BACKGROUND

A. Organizational Citizenship Behavior (OCB)

OCB, not defined in organizational behavior regulations,
means employees' voluntary behavior without reward, and
can be explained in terms of a multi-dimensional concept.

Reference [6] defined the concept of OCB as: “Though not
distinctively or directly recognized by the official reward
system, but from the total viewpoint, individuals'
discretionary behavior that effectively promotes the
organization functions.” He presented five sub-variables of
OCB, namely, altruism, integrity, sportsmanship, etiquette,
and good deed. These concepts are examined as follows.

First, altruism means individuals voluntarily helping
others with their difficult work of the organization. In
addition to their duties, individuals help their colleagues, thus
enhancing and producing organizational efficiency. Second,
integrity means the minimum level of roles and behaviors
required of organizational members. Typical examples are
regular attendance and keeping time strictly. Third,
sportsmanship is a behavior aimed at avoiding grumbling and
complaints, and basic manners of being generous to each
other in the organization. Fourth, etiquette is a behavior
aimed at notifying colleagues of expected organizational
situations to prepare colleagues for such situations and to
forecast and prevent problems. Fifth, good deed means
organizational members' responsive participation in
organizational situations.

Such OCB is generally defined as similar to contextual
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performance behavior, and can be explained as “contribution
to maintaining and boosting social and psychological context
to support task performance.” Task performance is more
forced duty requirement conditions, and can be better
compensated for compared with OCB [7].

B. Connectivity of Reward and OCB

Reference [8] in his first definition of OCB, presented the
characteristics of OCB as discretionary, non-compensational,
and holistic. Later in 1997, he revised the non-compensation
of OCB as follows: “If one performs OCB, one expects less
reward than when he engages in task performance.” Thus,
many researchers studied the relationship between reward
and OCB.

Reference [9]-[11] argued that reward is an important
motivation for individuals' behavior, and that such
motivation influences job satisfaction, an antecedent, which
influences OCB. Such reward is an important factor that
induces organizational members' job satisfaction, and is a
fundamental factor that enhances organizational immersion
and motivation, thus eventually helping achieve
organizational goals.

As such, reward is the antecedent of job satisfaction,
organizational immersion, and motivation, which in turn is
the antecedent of OCB. It can be theoretically explained that
reward is an important antecedent that influences OCB.

With this theoretical explanation, [12] proved that reward
influenced OCB. [13] proved the relationship between
reward and OCB.

As such, reward is an important antecedent that
unilaterally or interactively influences OCB, and in recent
years, research on reward-OCB relationships is being
activated.

C. Types of Reward

Reference [14] defined reward as follows: “transaction
between the organization and an individual under an
employment agreement, and such transaction is mainly
economic, psychological, social, political and ethical
transaction.” Thus, in recent years, for types of reward, not
only external rewards, but also internal rewards are being
weighed.

Reference [15] segmented reward into material, symbolic,
and social rewards. Material reward was then segmented into
remuneration, welfare benefits, guarantee of status, and
working environment. Symbolic reward was segmented into
diversity, importance, autonomy, fun, and challenge of duty,
and opportunity for growth. Social reward was segmented
into members' cohesion, mutual recognition, social
recognition, boss's support, and colleagues' support.

IIl. HYPOTHESES AND RESEARCH MODEL

A. Hypotheses

This study based its hypotheses on the paper written by
[16]. However, his study targeted a police organization
which has strong characteristics such as stability of reward
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and hierarchical duties, thus probably leading to research
results different from those of research on a general
organization. Thus, hypotheses were revised as follows:

1) H1. Material reward will have positive effects on OCB.
H1.1: Salary will have positive effects on OCB

H1.2: Welfare will have positive effects on OCB

H1.3: Promotion will have positive effects on OCB
H1.4: Working environment will have positive effects
on OCB

H2. Social reward will have positive effects on OCB:
H2.1: Members acknowledgement will have positive
effects on OCB

H2.2: Social acknowledgement will have positive
effects on OCB

H3. Symbolic reward will have positive effects on OCB.
H3.1: Task variety will have positive effects on OCB
H3.2: Task significance will have positive effects on
ocCB

H3.3: Interesting of task

H4. Hierarchy will moderate the relationship between
material compensation and OCB.

H4.1: Rank will moderate the relationship between
salary and OCB

H4.2: Rank will moderate the relationship between
promotion and OCB

H4.3: Rank will moderate the relationship between
welfare and OCB

H4.4: Rank will moderate the relationship between
working environment and OCB

H5. Hierarchy will moderate the relationship between
social reward and OCB.

H5.1: Rank will moderate the relationship between
social acknowledgement and OCB

H5.2: Rank will moderate the relationship between
members acknowledgement and OCB

H6. Hierarchy will moderate the relationship between
symbolic reward and OCB.

H6.1: Rank will moderate the relationship between job
variety and OCB

H6.2: Rank will moderate the relationship between job
significance and OCB

H6.3: Rank will moderate the relationship between job
interest and OCB

H6.4: Rank will moderate the relationship between job
challenge and OCB

H6.5: Rank will moderate the relationship between
opportunity and OCB

2)

B. Research Model

With the establishment of hypotheses, this study aimed to
identify the relationship between organizational members'
OCB toward the organization or customers, and reward
which is the foundation of social exchange theory.

In addition, the influence of various types of reward and
their sub rewards on OCB was identified, and in order to
identify the hierarchical moderation effect in such
relationship between reward and OCB, a research model as
shown in Fig. 1 was created.
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TABLE I: RESULT OF HIERARCHICAL REGRESSION ANALYSES (MATERIAL REWARD - OCB)

Dependent Variable ocCB

Input Variable Model 1 Model 2 Model 3 Model 4
Stepl: Control Variable
sex 0.061(.343) 0.035(.591) 0.018(.779) 0.001(.993)
age 0.098(.259) 0.126(.167) 0.132(.133) 0.101(.257)
continuous service month 0.020(.771) 0.048(.501) 0.020(.783) 0.026(.721)
Step 2 : Independent Variable
salary 0.197(.048)** 0.077(.440) 0.845(.051)*
promotion 0.040(.617) 0.107(.171) 0.034(.907)
welfare 0.122(.209) 0.156(.099)* 0.374(.407)
working environment 0.010(.897) 0.011(.884) 0.346(.280)
Step 3 : Moderating Variables
rank -0.294(.000)*** 0.462(.168)
Step 4 : Moderating Effect
salary x<rank 1.587(.067)*
promotion xrank 153(.746)
welfare ><rank 0.484(.558)
working environment xrank 0.664(.224)
R= 0.008 0.031 0.099 0.153
ARZ2 0.008 0.023 0.068 0.055
Adjusted R= -0.008 0.000 0.067 0.106
F 0.497 1.005 3.085** 3.223***
AF 0.497 1.510 19.152%** 3.228**
Standardized coefficient (t-value) p"<0.1, p™<0.05, p""<0.01, (n=75)

TABLE Il: RESULT OF HIERARCHICAL REGRESSION ANALYSES (SOCIAL REWARD - OCB)
Dependent Variable ocCB

Input Variable Model 1 Model 2 Model 3 Model 4
Stepl: Control Variable
sex 0.061(0.343) 0.066(0.299) 0.038(0.540) 0.040(0.520)
age 0.098(0.259) 0.120(0.165) 0.158(0.060)* 0.160(0.057)*
continuous service month 0.020(0.771) 0.027(0.700) 0.013(0.848) 0.015(0.831)
Step 2 : Independent Variable
social acknowledgement 0.265(0.028)* 0.221(0.059)* 0.100(0.810)
members acknowledgement 0.144(0.228) 0.108(0.352) 0.172(0.671)
Step 3 : Moderating Variables
rank -0.275(0.000)*** 0.014(0.962)
Step 4 : Moderating Effect
social acknowledgement xrank 0.223(0.726)
members acknowledgement x<rank 0.106(0.872)
R= 0.008 0.032 0.103 0.106
ARZ2 0.008 0.025 0.070 0.003
Adjusted R= -0.008 0.010 0.078 0.074
F 0.497 1.437 4.191%** 3.347**
AF 0.497 3.299** 20.074*** 0.459

Standardized coefficient (t-value) p'<0.1, p~<0.05, p~"<0.01, (n=75)

ok
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TABLE I1l: RESULT OF HIERARCHICAL REGRESSION ANALYSES (SYMBOLIC REWARD - OCB)

Dependent Variable 0oCB
Input Variable Model 1 Model 2 Model 3 Model 4

Stepl: Control Variable
sex 0.061(0.343) 0.063(0.323) 0.040(0.517) 0.040(0.528)
age 0.098(0.259) 0.067(0.441) 0.101(0.231) 0.089(0.303)
continuous service month 0.020(0.771) 0.041(0.564) 0.018(0.797) 0.012(0.864)
Step 2 : Independent Variable
job variety 0.021(0.789) 0.045(0.552) 0.284(0.380)
job significance 0.182(0.087)* 0.154(0.131) 0.444(0.246)
job interest 0.137(0.062)* 0.173(0.015)** 0.037(0.890)
job challenge 0.198(0.080)* 0.123(0.263) 479(0.323)
opportunity of growth 0.088(0.238) 0.100(0.165) 210(0.490)
Step 3 : Moderating Variables
rank -0.301(0.000)*** 0.406(0.236)
Step 4 : Moderating Effect
job variety x<rank 0.642(0.280)
job significance ><rank 0.619(0.406)
job interest <rank 0.337(0.444)
job challenge >rank 0.718(0.432)
opportunity of growth <rank 0.198(0.693)
R= 0.008 0.042 0.118 0.130
AR=2 0.008 0.035 0.075 0.013
Adjusted R= -0.008 0.009 0.083 0.078
F 0.497 1.252 3.383** 2.480
AF 0.497 1.849 21.646** 0.713**
standardized coefficient (t-value) p’<0.1, p™<0.05, p~<0.01, (n=75)

Reward

Material Reward

Salaty

Welfare

Promotion
Working Environment
Social Reward OcB
>| (Organizational
Social Acknowledgement [ Citizenship
Members Acknowledgement Behavior)

Symbolic Reward

Rank

Job Variefy
Job Significance

Job interest
Job Challenge
Opportunity of Growth

Fig. 1. Moderate effect of rank in the relationship between materials, social,
symbolic and OCB.

All tables shows the results of hierarchical regression
analysis.

Table | shows that relationship between OCB and Material
Reward which one of Reward's sub-factor. Model 1-3 are
analysis results that control variable (stepl), Material
Reward(step2) and Rank(step3) affect OCB. Model 4
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verifies Material Reward*Rank (step4) moderation effect
about relationship between Material Reward and OCB.

Table 1l shows that relationship between OCB and Social
Reward which one of Reward's sub-factor. Model 1-3 are
analysis results that control variable (stepl), Social Reward
(step2) and Rank (step3) affect OCB. Model 4 verifies Social
Reward*Rank (step4) moderation effect about relationship
between Social Reward and OCB.

Table 11 shows that relationship between OCB and
Symbolic Reward which one of Reward's sub-factor. Model
1-3 are analysis results that control variable (stepl),
Symbolic Reward (step2) and Rank (step3) affect OCB.
Model 4 verifies Symbolic Reward*Rank (step4) moderation
effect about relationship between Symbolic Reward and
OCB.

IV. MEASURE

A. Sampling and Data Collection
300 people in the service sector were surveyed to identify

the effects of reward on OCB and rank's moderating effects.
Of the 300 answered questionnaire copies, 264 (88%) except
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erroneous 36 copies were used in the study.

264 copies were individually coded, and the data were
analyzed statistically using the SPSS WIN 18.0.

For statistical treatment, data underwent reliability and
validity analysis, and in order to identify the causation
between individual reward types and OCB, hierarchical
regression analysis was performed. Also, to prevent common
method bias, common method variance test was conducted.

B. Method

The chief aim of this article is to investigate the causal
relationship between reward (material, social, symbolic) and
OCB. We aim to confirm a moderating effect of rank. We use
regression analysis to unearth the nature of the causal
relations that we address in our study. Therefore we will
devide each causal relationship (variable of control,
independent, moderate and independent*moderate) between
reward (material, social, symbolic) and OCB. This is to be
done through statistical techniques of hierarchical regression
analysis. We aim to verify the original influence of each
variable.

C. Common Method Variance

Common method bias may occur when surveying
respondents in the same category like this study. To check
such bias, Harman's one-factor-test of independent variable,
dependant variable, and moderating variable except control
variable (demographic factor) was performed. The factor
analysis of dependent variables and moderating variables
revealed this: Each independent variables had 5, 5 and 2
factors with Eigen value of over 1, and the factor variance
was 59%~92%. Although the explanatory variance
frequency was somewhat high, single factors were not
derived, and the dependent variable OCB also had 5 factors
with Eigen value of over 1. The first factor had a variance of
75%; thus, common method bias problems were not deemed
to be serious.

V. RESULTS

A. Hierarchical Regression Analysis

To verify the individual hypotheses in detail, hierarchical
regression analysis was performed. Step 1 measured the basic
control variable demographic factors (sex, age, continuous
service month). Step 2 measured independent variables
(material reward, social reward, and symbolic reward). Step
3 measured the moderating variable rank. To measure the
interaction between the independent variables and the
moderating variable, step 4 multiplied measured individual
independent variables' sub factors by the moderating
variable's sub factors, and created and measured interactive
variables.

1) Material reward - OCB regression analysis

The relationship between the major material-reward
variable salary and the dependent variable OCB was (3-0.197,
p<0.05, thus showing an effective positive (+) relationship.
However, promotion, welfare, and working environment did
not show a significant positive relationship with OCB.

Of the sub factors of hypothesis 4 of “rank will moderate
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the relationship between material reward's sub variables and
OCB,” only the remuneration and rank interaction ((3=1.587,
p<0.1) had a significant effect.

2) Social reward-OCB regression analysis

The relationship between the major social-reward variable
social acknowledgement and the dependent variable OCB
was 3=0.265, p<0.1, thus showing an effective positive (+)
relationship. However, members acknowledgement did not
show a significant positive relationship with OCB.

Also, rank did not have a moderating effect on the
relationship between social reward and OCB.

3) Symbolic reward-OCB regression analysis

Of symbolic reward's sub factors, job significance
(13=0.182, p<0.1), job interest (f30.137, p<0.1), and job
challenge (3-0.198, p<0.1) had weak yet significant positive
(+) effect on OCB.

However, rank did not have a moderating effect on the
relationship between symbolic reward and OCB.

VI. CONCLUSION

The study examined the effects of the three types of reward
(material, symbolic and social rewards), provided to
organizational members in the service industry, on OCB.
Rank's moderating effect on these relationships was
examined to formulate detailed efficient HR management
measures.

According to the findings of this study, promoting OCB
activity were remuneration (a subfactor of material reward),
social recognition (a subfactor of social reward), and the
importance of duty, fun of duty, and challenge of duty
(subfactors of symbolic reward). Also, rank had a moderating
effect only on the relationship between remuneration and
OCB. Derived from these results were the following
implications.

First, with an increasing amount of salaries, OCB activity
increases, but this effect is reduced in higher ranks. In other
words, the HR management of boosting OCB activity
through remuneration is suited to low-ranking employees.

Second, social recognition for organizational members,
regardless of ranks, triggers OCB. This means that for many
organizational members, recognition from colleagues
promotes their performance.

Third, if a person's duty is regarded as important in the
organization, and if that duty satisfies his interest and
pioneering mindset, it will, regardless of remuneration,
trigger members' OCB.

Putting together these implications, efficient HR
management of organizational members can be conducted
through reward. However, such reward is not the matter of
selecting material, social or symbolic rewards, but should be
target-oriented. This suggests that organizational HR
management measures should not be uniform but flexible
according to organizational members' ranks. For new
employees, remuneration-focused HR management measures
are more effective; thus the organizational effective resource
OCB should be activated through remuneration for
performance. However, for managers or higher-ranking
organizational members, measures should be taken to boost
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their sense of achievement and stability, to let them recognize
the importance and fun of their jobs, and to encourage them
to take on challenges.

Herein, reward was examined as the antecedent of OCB.
However, it is not clear which is first, reward or OCB. Thus,
this point could not be clearly identified herein.

Therefore, future research should study reward as the
resulting factor of OCB. In addition to reward, other diverse
antecedents, which may have effects on OCB, as well as
moderating and mediating factors should be further studied.
Longitudinal study should be conducted to examine the
causation between early and late behaviors
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