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ABSTRACT

This researph examined the impact of prosocial behavior on the job outcomes (work

engagement, corurterproductive work behavior & turnover inrcntions) of rcscue workers in

Khyber Pakhtunkhwa, Pakistan, with a focus on the moderating role of social and emotional

competencies. The study also developcd and validated a specific scale for measruing prosocial

behavior among rescue workers. Data was collected from a sample of 300 operational rEscue

workers for scale development and from 385 for the main study by using purposive sampling

technique. The KMO value for the constucted scale exceeded the recommended threshold (.t3

2 .60), and the Bartlet Test of Sphericity yielded a significant result (1p = 4719.252,p < .001),

indicating suitability for factor analysis. Exploratory Factor Analysis identified 23 items

reptesenting five constnrcts (Emotional, Socid, Empathetic, Helping, and Caring & Sharing).

Convergent and discriminant validity was assessed with work engagement and

counterproductive work behavior scales. Five research scales were used including prosocial

Behavior Scale for Rcscue workers (Khattal( et a1.,2022), Social and Emotional Competencies

Questionnairc(Zych et a1.,2018), Uhecht Work Engagement Scale (Schaufeli et a1.,2003),

Counterproductive Work Behavior Checklist (Spector et al., 2010) and Turnover Intention scale

@othma & Roodt, 2013). Significant positive correlation found among all subscales of
prosocial behavior (Emotional behavior, r=.LlL,p < 0.05, Social behavior, r=.lg4,p< 0.05,

Empatheticbehaviorr=.l7G,p<0.05,Helpingbehaviorr=.l19,p<0.05,caring&sharing

behavior r = .lll, p < 0.05) and work engagement of rescue workers while significant

moderati4g effect of social and emotional competency on the association of all subscales of
prosocial behavior @motional behavior, t=3.06,p <.C/|/2, Social belavior, t =2.54,p <.o1,

Empathetic behavior t = 2.49, p < .ol,Herping behavior t = 2.61,p < .009, caring & sharing

behavior t = 2.68, p < .007) and work engagement of rpscue workers. Negative correlation

among all subscales of prosocial behavior @motional behavior, r = -.190,p < 0.05, Social

behavior, r= -.228,p < 0.05, Empathetic behavior r= -.0g7,p <O.}S,Helping behavior r = -

'195,p<0.05,Caring&Shariqgbehaviorr=-.052,p<0.05)andcounterproductivework

behavior. Significant moderating effect of social and emotional competency was found on the

association of subscales of prosocial behavior (Social behavior t= -2.41, p <.01, Helping

behavior t = -2.69, p < .007) while nonsignificant moderating effect on subscales of prosocial

behavior (Emotional, Empathetic and Caring & sharing behavior) and counterproductive work

behavior of rcscue workers. Significant negative correlation was found among all subscales of
prosocial behavior(Emotional behavior, r= -.026,p< 0.0s, social behavior, r= -.060,p< 0.05,



xxi

Empathetic behavior r= -.l2E,p < 0.05, Helping behavior r = -.01l, p < 0.05, Caring & Sharing

behavior r= -.192,p < 0.05) and tunover intentions. Significant moderating effect of social and

emotional competencies was found on the association of subscales of prosocial behavior

(Empathetic behavior t = -1.97, p < .04) while nonsignificant effect on the association of

subscdes of prosocial behavior @motional, Social, Helping and Caring & sharing behavior)

tumover intentions of rescue workers. The important practical implication of the study is the

development and validation of hosocial Behavior Scale for Rescue Workers.



Chapter I

1. INTRODUCTION

1.1. Backgrcund of thc Study

Imagine yourself injued in a road traffrc accident or trapped in a house fire emergency

and you arre crying for help. There is no tained pemon or no one is ready to take risk and try to

save your life. You have a very short time; this is known as the golden moments of life. Your

golden moments are in someone another hand. If they carc you properly, they can save you life

or carE impropef they can spoil your life. It now depends upon the bystanders or your family

members and neighbours to save your lift without or with minimum risk. Someone called

ernergency rcscue service rcscue ll22 about the situation and the hazards, and a vehicle with a

trained and professional crew of rescue workers arived on the emergency spot. Do you need a

percon to provide you First Aid only? Are you in need of an empathetic and helping individual

to help and enthuse you carefully, while giving you first aid? Your answer will be definircly Ore

2d statement. Every victim of the emergency needs an empathetic, prosocial, professional and a

cooperative pennn to help and minimize their pain and griefs.

Emergency rescue senrices are contibuting to the society by saving their lives and

promoting well-being. Emcrgency rescue services are playlng a vital role in the health sector of

our country. they are providing prehospital care in all medical cases and also responding in

disaster, fire etc. In all emergency cases including accidents, cardiac arrests and fall etc, the role

of first responder is very important to provide first aid and apply techniques like

cardiopulmonary resuscitation (CPR) and defibrillation etc. These are the techniques which may

help the victim to reach hospital (Bhanji et al., 2015). Major etiologr of life threat during

accidents or trauma includes airway obstruction, uncontrolled bleeding, head injury, spinal

fraurna etc. Initially the victim has a short time previously termed golden hour currently known

is platinum ten minutes before transportation to major healthcare facillty. Transportation and

hospitalization within platinum ten minutes is only possible due to immediate r€sponse of the

fnst responders. The general public and the individuals present on the spot have also the

responsibility to call emergency service :mely. 
Calling emergency services to help the victim

immediately is the example ofprosocial behavior (Sajittrkumar & Prakash, 2016).
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In our country there are rnany government and private organizations providing

emergency sewices like Rescue ll2z,Edhi, Red Crescent, Alkhidmat Foundation, Khidmat+-

Khalq foundation and Cheapa etc, but Rescue ll22has got huge attention of society due to their

immediate, quick and professional services. Rescue ll22 has now become the leading public

sector emergency rescue service in Pddstan. Rescue 1122 responds to those all events where

human life and property are at risk. The went may be natural, man-made or caused by animals.

Today, in the era of technolory, a lot of people art unaware to enjoy this ftee of cost

govemment services. Despite of involvement in different emergencies they are also providing

fiaining opportuities to gepare youth to conhol the situation before arrival of the rescue team.

Area of the pre-hospital emergency serices are neglected in Pat<istan due to limited r€souces

till 2005 (Naseer et al., 2012).

1.2. Rescuc Scriccs in Pekistan

Emergency Rescue Service Rescue 1122, a public sector orgurization started lrr-2U04

tom Punjab under the Punjab Emergency Service Act. It was the first ever stnrctured

international standard emergency service at public sector in Pakistan. This Act was passed for

saving human life and prcperty from possible hazardous situations like road traffic accidenb,

bomb blast, fire, floods and medical emergencies ([nran et al., 2015; Waseem et al., 20ll).
Another important aspect of the said Act was to l€scue people facing threat of wild animal

attacks liLr scorpion and snalres' bites etc. Currently emergency rescue service has included

internet and infornration technolory to their service so that the people in need can be rescued

flrstly. Disticts and regions where Rescue ll22 is operational, the people of that region are

greatly satisfied and ttrey admire their timely action and immense services (Hussain & Naa

20ls).

Use of technology malre the service more approachable and feasible. Internet of Things

(IoT), emergency medical services (EMS) with e-health systems and call monitoring software

(CMS) are the examples of technolory use and it is being used by Rescue ll22 aswell to tackle

precariou situmions more effectively. To check and monitor mobilization of the vehicles,

vehicles hacking system is also operational and it is monitored and controlled from the cental

district control. To reach vistims of the elnergency in congested tenitories, punjab emergency

service has started motorbike rcscue service in all divisional disticts of prmjab. Government of
Punjab has decided to support Rescue ll22to start air ambulance sewice (Ilamdani et al., 2019;

Waseem et al., 201l).
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The province of Khyber Pakhtunkhwa is badly affec'ted by war on temor. Due to the

strategic position of Khyber Paktrtunkhwa province and having a close borderline with

Afghanistan, Iftyber Pakhtunkhwa is badly effected in this war on terror (tlassan 4 a1.,2021).

Due to the aforementioned situation an intense need was felt to start an emergency service to

decrease physical and economical harms of the inhabitanb (Imran et al., 2020). I(hyber

Pakhtuttkhwa Ernergency Service was started after the incitlence of suicidal blast at Jama

Masjid Pepal Mandi Peshawar, where the arrailable agencies failed to oyeroome the situation

and then rescue I122 Punjab was requested for help. In this incidence dozens of innocent people

were trapped under the rubbish and debris and there was no trained staffand equipment for the

evacuation of these innocent victims. At the time govemment of Klryber Pakhtunkhwa decided

to start emergency service like Resoue I122 Punjab (Ahmad et al., 2015).

1.2.1. - Ertablisbment of Rescue Sewiccr in Khyber Pekhtunkhwa

Emergency Rescue Service, Rescue ll22 Klryber Pakhtur*hwa was started in March

2010 Aom Peshawar, the capital city of l(hyber Paklrtunkhwa. Approximately 400 rEscuem

including both official staff and operational staff was recruitd and they were sent to hrnjab

Emergency Services Academy Lahore for professional haining. All the rEscuem were passed

through a specidised trainfury including medical, disaster, fire and basic military @hysical)

haining. After taking six months pmfessional fiaining from an international standard academy

the rescuers were attached to different teaching hospital for another one-month special medical

training. Every rcscue is either fire fighter or an emergency medical technician or a station

house in+harge, they are all professional with multiple skills of fire safety, medical and disaster

mitigation. After completion of one month in teaching hospitats, they were now ready for a new

and professional career as rescue workers. After accomplishment of the hospial naining these

rcscue workers werc sent to the community for mapping. The aim of this mapping was to note

dovm all prominent place of the concerned allocated area like schools, colleges, different offices

or masques' etc.

Nomination of these prominent places helped to reach the victim easily within seven

minutes. The basic factor behind the glory of rescue ll22 among all emergency services in

Paldstan is the professional training and the 7 minutes international response time to respond all

types of emergencies. After passlng out from the teaching hospital these professional rescue

workers were deputed in seven different regional emergency stations under the contol of
District Emergency Offrce (DEO). Well-equipped ambulances, Fire tenders, Disaster/ rescuer'
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vehicles and water rescue van wer€ provided to them and now they were fully equipped and

ready to respond all types ofemergencies in the concerned area.

12.2. Cunrcnt Position ofRescue Scnices in KhyberPekhtunkhwa

Initially Rescue ll22 stafied its services in the form of an emergency medical service

but later on after expansion and feeling of an intense need of a well-trained fire and disaster

services, Rescue I122 also started fire and disaster services. Currently Rescue ll22'Eproviding

services in medical, fire, disaster, collapsed sfrucfire, water rcscue, and road taffic accidents

etc. They are dealing these emergencies on daily basis (Imran et rl.,2O2O). Rescue I122 is also

fully involved in providing communrty saf*y trainings to prepare the community for the

unwanted sifirations, and to benefit from the golden hours and before arival of Ll22.In case of
any emergency from the mentioned areas, Rescue 1122 dispatches the concemed vehicle with

hained staffto caller/ victim given address (I{amdani et al., 2019).

Emergency Rescue Service is equip@ with a number of vehicles. They have different

types of emergency vehicles and they are utilising it in related emergency cases. All the rescue

vehicles are fully equipped with tained staff, the vehicles also contain wircless system for

sharing of inforrration and communication with control room. Wireless communication is

beneficial to be in contact with central conhol and can share inforrration and can demand more

vehicles and staffin case needed. Selection of words during communication with commrmity or

with their colleagues is also important. Study by @oyatzis et al.,2Lll) investigated the effects

of humanizing and dehumanizingthing and langrrage.

Every aurbulance of Emergency Rescue Service (ERS) Rescue 1122 contains two

hained emergelrcy medical technicians and one driver, while fire vehicles and disaster vehicles

having fire rpscuers (fire fighters) and dirt r€scuerc. Emergency rcscue service is providing prc-

hospial ambulatory carc to the victims of medical and related emergencies. In pakistan, before

the establishment of emergency rescue servicg there was no public or private organization

providing emergency care. There is a huge chance of permanent disability in the victims of road

taffic accidents and building collapse etc, in case such injured persons are improperly handted

by untained people. A lot of victims have become disable due to mishandling in ernergencies.

Before this service, victims of sever road uaffic accidents were mostly handled by untrained

and panic relatives and bystanders (Khattak et al.,2O2l).
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Dtrc to interest of the current government Rescue 1122 lftyber Pakhtunkhwa has rapidly

grown and the organizations is currently covering more than twenty-five districts of the

province. Rescue ll22 Khyber Pakhtunlfiwa is planning to expend the services to the whole

province in near future. An International standard academy is under constnrction at Shalcus

District lftyber. Soon Emergency Rescue Service Rescue I122 Khyber Pakhtunkhwa wilt tain

their stafffrom this academy. Cunently Crovcmment of Khyber Pakhtunkhwa has also handed

over all referral ambulances of the hospital to Rescue 1122. The govemment is also working to

merge fue brigade and civil defence services llnll22.

12.3. Debils of Rescue Stefiet e Dirtrict

Every district is led by a District Emergency Officer @asic Pay Scale-I8) supported by

multiple positions of emergency officers in BPS-17 in administration and operation. Office

assistant (BPS-16), Accountant or Account Assistant (BPS-14), storc In Charge (BPS-14) and

transport and mainEnance in charge (BPS-16) are some positions working to deal

administative affairs of a distict. Conhol Room in Charge (BPS-16) is another important

position responsible to deal issues of district control. Computer operator receives calls in case of
emergency while wireless operators communicate with the stations to dispatch emergency

vehicles to the emergency spot. Each and evety regional rcscue offrce is led by Sation House in

Charge (BPS-16) supported by Station Coordinator (BPS-14) and Shift in Charge (BPS-12).

Shift In Charge controls all shift related activities including reporting and dispatching of
vehicles with concerned staffto the emergency area with full athntion on medicine and other

equipment etc. Lead Fire Rescuers (BPS-12), Emergency Medical Technicians @PS-12), Fire

Rescuerc (BPS-I l) and Dirt Rescuem (BPS-I l) are all reportable to Shift in Charge. Other staff

in the sation include Drivers and Security Guards.

1.2.4. IDuties of Rcrcue TYorken

Rescue workers are responding to a number of unwanted scenarios where hgman

sufferings, death and danger are waiting. It is their duty to provide medical, rcscue and disaster

relarcd assistance to these people suffering or they are in situations of death and dying (Marmar

et al-,2006; Regehr et al., 2003). Rescue workers are providing seryices to the commwity 24t7

in three shifts, like morni4g evening and night They are responding to critical emergencies like

bomb blasts, road accidenb, building fire and drorming etc. Rescue Ll22 isalso providing their

services in case involvement of wild animals. Its natural, that sometimes wild animxk sntel
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urban areas and there is a chance to harm human being of this area. In such cases Re,scue 1122

try to capture the wild animals instead of killing or hamring to them, and then they release them

into their natural habitat (Rana et aI^,2020).

Researchers from past few years do agree on the phenomenon that rescue worken are

exposed and prone to develop work related physical and mental health issues. Working in such

critical situations on daily basis are also critical to their orvn health (Ahmad et al., 2015). They

are physically and mentally effected due which emergency service is considered the most

sfressful service (Halpern et al., 2009). They have a very limited time to response and provide

medical assistance in a life and death condition, where their skills are berng analysed by

bystanders and sometimes by victim's rclatives (Regehr et al., 2003). Somctimes they are

confronted with unpredictable threats like contracting disease like Corona Virus Disease

(COVID-I9) or other contagious infections from the victims. There is also a chance of physical

attack by mentally unstable, violent victims or animals sometimes. Rescue workers are frcing

different emotional demands Aom different victims in emergency situations (Sterud et al.,

20M).

1.2.5. Rescuc TYorkers arc Pmne lo llifrercnt Hazrrds

ln most cases they are direcfly involved and playing a part to rescue the victim while in

sotrle cases they are eye witness of asfial death, serious injury and violence which in turn

e)rpose them for highly strong negative emotional states including fear, anxiety, lake of
concentration, disturbed sleep and lack of attention @enedek et al.,2OO7; Donnelly et al.,

2016). One of the study on fire fighters reported high alcohot addiction suicide and divorce rate

among ftre fighters (North et aL,2002). Another research study reported that acute stressors are

responsible for some psychological conditions among emergency and fire fighten like post-

traumatic stuess disorder (Iavidi, 2012). Trauma is said to be the major cause of mortality and

morbidity in most developed and developing countries without any discrimination. Mostly these

injuries come frcm road traffrc accidenb, water drowning history of fall, burning injuries,

sexual or physical assault, violence, poisoning and war on teror etc. Trauma is responsible for

9,/o of deaths and thrcat to health gtobally (sajithkumar & prarrash, 2016).

Post-taumatic sfiess disorder is most prevailing disorder among re!rcue and fire workers

(Javidi, 2012). The same impacts of emotional instability ar€ reported in nurses and doctors in

the hospial emergency rooms. It also negatively affects psychological well-being of the rescue
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workels. Events where rescue workers are responding are mostly unpredictable and sometime

uncontollable (Razik et al., 2013). In other words, we can say that rescue workers are prone to

post haumatic stress disorder, shess and other related mental health issues. Traunatic events

where r€scue workers responding are unpredictable and sometime uncontrollable. Most of the

duty time of rescue workers constitute to deal serious victims, death and dying. Researchers

reported mild to sevcre level of after-affects among rcscue workers (Brandt et al., 1995).

Regular exposutc in situation of death and dying not only affects rescue workers emotionally

and psychologically but also affects their ability of dealing emergency situations (Froutan et al.,

2015; Koinis et al., 2015).

Workers of armed forces workurg in war zone, ambulance perconals, police, fire fighters

and rescue workers ar€ some gn ups of professionals prone to develop symptoms of post-

traumatic shess disorders. Prresence of post-traumatic stess disorder symptoms arnong r€scue

workers are directly associated with poor physical health, aggression, suicidal ideation and

reduced qualrty of life (Berger et a1.,2007; Crcamer et al., 201l; Razik et al., 2013).The more

sever they are exposed to unwanted situation like injury, the more they will experience negative

emotions and feelings (Skeffington etal.,20l7;Wild et al.,2lle

Another important issue reported by various studies (Aasa et al., 2005; Van der Ptoeg &

Kleber, 2003) is burden of work load and shift worlg which make rcscuers more vulncrablc to

develop work related negative consequences. These all mentioned consequenoes also negatively

affect psychological wellbeing of emergency rcscue workers (Frank & Ovens, 2002; Lawn et

al.,2020). Some molp factors like false alarms, pressur€ and relationship issues with spouse,

colleagues and managers due to the mentioned reasons are also adding to the existing prcssure

they have. R€gular and persistent stay of these symptoms in emergency workets leads to more

chronic oonsequeNrces like fatigue, high absenteeism, decrease in level ofjob satisfaction, high

turnover intention, decrease engagement and premature retirement in some cases (Alexander &
Klein,2001).

Besides these psychological and emotional issues, there are some physical and

occupational injuries reported by researchers. The most commonly occurring injuries by rescue

wot*erc ate cuts, bruises, butns, thermal str€ss, history of fall and respiratory injuries. Exposlre

to fire products, physical shess, being tapped and vehicles accidents are the common causes of
on duty death among ltscue and fire workers. tlatf of the above-mentioned injuries are taking

place on emergency spots. Highest number of injuries are occurring during fire, search and
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rescue emergencies (Maguire et al., 2005). Collectivel5 the nature of recue work, unprrcdictable

emergency situation, uncontrollable circumstances and daily experiencing tralrmas are the key

events behind mental, emotional and psychological injuries (Ianza et a1.,2018).

According to the report of 'Committee on the Future of Emergency Care in the US

Ilealth System" Q007), emergency medical service is the life-tlueatening and most critical

constituent of US nation's emergency and trauma care system. They are providing prehospital

transportation and heatnent to more than 16 million people rurging from mild fevers to

enonnous head injury. They are working in challenging stnessful, dangerous and mostly life-

threatening cirpumstances. They are repeating the same international standards of receiving

calls on 9ll, sending and dispatching of well-equipped emergency vehicles, tiage, patient

management and transportation of critical cases through ambulance or by air ambulance. They

are taking decisions regiarding critical patienb and application of tneatment protocols. They are

involved in the sitrution of life and death.

The basic objective of United States Emergency Management System is to direct each

and every patient to the required appropriate setting. The most important benefit of this system

is to keep the specialised trauma centes and hospitals crowd free. Emergency Management

System can play in important role in the esablishment of well-coordinated health care system

among EMS, tauma cenhes, community hospitals and teaching hospitals. kr the United Sates

9l I has become developed and advanced emergency care links all ill and injured Americans to

the quickest emergency rcsponse through orgranized tauma and medical systcm, tansport

victims b a highly advanced life-saving care within minutes. Use of advanced mcdical

equipment's like automated external defibritlators, cardiac monitors, cardiograms and pulse

oximeters and utilization ofair anrbulatroes arc some modern clicks from US EMS system.

In Pakistan due to very limited rcsources and government firnding the organization is

frcfutg tnoublesome. Rescue workers in Paldstan are individuals who are trained to respond to

cmergency situations and provide assistance in various rescue operations. Thesc professionals

play a cnrcial role in saying lives, mitigating disasters, and providing essential services during

times of crisis. Rescue workers of Pakistan if compared to rescue workers of other developed

countries, they are facing a lot of issues like economic, secuity and political crisis. There is also

cultural differences, which make Palcistani rescue workers more vulnerable to develop

psychological issues (Khattak & Qureshi, 2020). The above-mentioned factors make rescue

worker prone to get psychological issues. They are dealing considerable number of traumatic
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events in routine, which in turn deteriorate their ovm mental health and job outcomes.

Perforrrance and satisfaction in workplace are badly affected. Psychological disress is the

initial indication of burden and menal insability (Naz et aL,zOll). Depression and anxiety are

forurd most prevalent conditions in rcscue workers due to their risky job nature (Papovic, 2009;

Sim,20ll).

12.6. Psychological Disordcrr and Rescue Workcrs

According to (Yasien et al., 2016) and colleagues reported that32.60/o of rescue workers

are experiencing depressive while 45.7o/o of rescue workes anxious Aom sever to exhemely

sever level. Rescue workers in other words are hidden victims of tauma and related conditions.

Frequent exposue to occupational injuries jeopardize their socia[ emotional and psychological

well-being (Amiad & Rafique, 2013; Martela & Ryan, 2016). Persistent psychological pressgre

deteriorate cognitive and behavioural abilities (Ahmad et al., 2015; Dyr€gov et al., 1996).

Another important thing reported by (Regehr, 20(D) is that an individual having high levet of
empathy will be easily affected by stress and other mental health conditions. Rescue lL22 is

providing their services with the collaboration of healthcare, public safety, public healtlr, civil
defence, tehsil municipal adminishation and local police (Hamdani et al., 2019).

Certain .it rutio in our daily life automatically trigger our emotions to help an

individual in the diffrculty or crisis (Mikulincer & Shaver, 20lO). Sometimes individuals in

trouble are crying for help. The sifuations where someone need our help catch our attention and

it leads to emotional tiggering. We can say that emotional triggering is anything in the shape

of events, memodes and experiences either negative or positive, which sparks an intense

emotional reaction regardless of ou cunrent mood @aka, 2Ol5). Sometimes emotional

riggering leads to some disorders like post-traumatic stress disorder. The mentioned conditions

need emotion management.

According to (Scott & Myers, 2fi)5) emotion management among fire rescue service is

necessary. Emotional complexes like sleep disturbances and lack of morale to take decision in

critical circumstances. Working for a long time in such seryices demands special slcills to cope

against a wide range of robust and complex negative emotions like fear, grief, aggression, lack

of decision and powerlessness (Batq 2015). Recovery of young victims Aom horrific

emergencies, multiple victims death, burned victims and sometimes death of colleagues in

ernergencies are the extneme conditions responsible for emotional fluctuation (Atexander &
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Klein, 2001). Making decisions in enrotionally loaded situation regarding your patient life

within some precious'seconds also tied with haumatic events on daily basis have sever adverse

effecb on rescue workers orrn health and well-being (De Soir et aI.,2012; Scott & Myers,

2005).

We are experiencing a range of emotions like joy, pleasurc, happy excitement, boredom,

excitement, frustration, unease and disappointment etc. The mentioned ernotional responses

may lead to helping or sometime unhelpfirl behaviours like prosociality or aggression (Atdao et

d., 2010). This state of emotions is dependent upon individua[ their association with the

situation and their prior experience. The emotionally intelligent and competent individuals can

handle these ernotionnlly loaded situations morc effrcienfly. (Couper & Karimi, 2013) reported

that the situation may become worce when there is shortage of staff, lack of lesources,

complexity of emergency, terrorist attacks, communication issues and level of stess and

burnout. In these mentioned conditions it's diffrcult for fire rescue workers to manage ernotions

(Compas eaal.,20l7).

Rescue workerc can easily manage the emotions when there is balance between work

and home life. Rescue work is inherently complex and emotionally demanding (Gan et al.,

2015). (Lery-Gigi et al., 2016) reported that emotional flexibitity is very important for those

working in fire rcscue sewices. Emotional flexibility can save them from most of the acute

psychological conditions. Emotion regulation during and after the emergency can benefit fire

personals to save them from somc physical, emotional and behavioural issues (Webb et al.,

2012'). Better and effective emotional regulation reflects better personal characteristics like

percepion, interprctation and response to the situation (Hughes & Evans, 201s).

Again, imagine the above mentioned two scenarios, where someone calling you for help.

Perception of these situations lead to ernpathic thoughts, while these empathetic thougha pufl us

to help the cryrng people. Mostly we ar€ feeling excited while helping others but sometime we

are helping othcrs in trouble for attention seeking. Helping people in touble, obedience and

promotion of peace are some important aspects in Islam. We cannot achieve obedience through

prayers only, but we will have keep and maintain a good relarionship with other people of the

community (Ahmed et al., 2019). People living in your neighbour have rights over you. people

of your community must be treated with care passion and enthusiasm.

-
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All Muslim men and women living together are brothers and sisters. Being Muslim, we

have clear divine and prophetic instructions and directions to help others facing troubles. Some

venrcs from the Holy Quran regarding helping behavior. It is an important quality of an

individual to be prosocial. An individual can help others by donating, supporting or

volunteering in different matters of life (De Clercq et al., 2019).

1.3. Divine Instnrctions to be prcrociel and hclp Ottcrs

"Help one another in acts of piety and rightcousness. And do not assist each other in acts of
sinfulness and transgression. And be aware of Allatr. Verily, Allah is severE in punishment..

(Quran 5:2).

Helping each other in a piay and righteousness is way we can save ourselves from God

Punishment and it leads to heaven. Heaven is the ultimate goal of att Muslim,s life. Aim of our

life must be the agreeableness of Allah. Never assist and help each other's in the acts of sin and

hansgressioq because it is way leads to hell. tlell is the name of frilure and failure is seriously

painftl to all human beings, while help each other's in the acts of goodness, which directly

leads heaven.

"The believing men and believing women are allies of one another. They enjoin what is right

and forbid what is wrong and establish prayer and give charity and obey Allatr and His

Messe4ger. Allah will have mercy upon them, for Atlah is Almighty and Wise." (egran 9:71)

All men and women are brothers and sisrcrs. Brotherhood consists of benueen men and

wotn€n as brothers and sisters. Life with full interaction is possible only, when we are living in

brotherhood and esabtish a helping environment. All messengers of Allah have given the said

lesson and they spent their lift according to divinc instuction.

"When you were seeking help (of) your Lord and He answered [to] you, *Indeed, I a111 going to

reinforce you with a thousand of the Angels one after another.,, (surah Al-Anfal s:9)

The above-mentioned verse from the Holy Quran refers to an incident in the life of
Prophet Muhammad (peace be upon him) during the Battle of Badr, which took place in the

early years of Islam. Helping those in need and supporting those in dishess is a way of thanking

and praising Allah the Almighty for His blessings, and this causes the blessings of Allah the

Almighty to continue and increase, as the more blessings a peson is granted, the more people
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need his help. Therefore, if a person praises Allah the Almighty for His blessings, they will last

and, vice versa Actually, we are not living in the world only for worships but also to work on

sociality and economy. The most beloved people to Allah are one who brings most benefits to

people, and the most beloved dead to Allah is making a Muslim happy, or relieving him of

hardship, or paying off his debt, or warding off hunger from him. Most of the society need a

collectivistic approach.

1.4. Prcphet Directions Rcgarding Prmociel Behavior

Abu Hurairah (Radi Allahu) narrated that the Messenger of Allah (SAIV) said: "lVhoever

relieves a Mrslim of a burden from the burdens of the world, Allah will relieve him of a bgrden

from the burdens on the Day of Judgement. And whoever helps ease a difficulty in the worl4

Allah will grant him ease from a difficulty in the world and in the Hereafter. And whoever

coverc (the frults of) a Muslim, Allah will cover @is faults) for him h the world and the

Ilereafter. And Allah is engaged in helping the worshipper as long as the worshipper is engaged

in helping his brother" (Sahih Mrslim).

This above mention hadith rmderscores thc significance of aiding and supporting fellow

Muslims and underscores the principle of reciprocation in the rewards and blessings bestowed

by Allah upon those who assist others. Whcn we alleviatc the burdens and difficulties faced by

our fellow Muslims, safegrrard their reputation by concealing their frults, and offer them

support, we can anticipate receiving similar relief and assistance from Allah, both in this life

and in the Hereafter. The hadith sewes as an encouragement for believers to actively engage in

acts of kindness, assistance, and support, fostering unity and compassion within the Muslim

community.

The Prophet Muhammad (PBUII) says that "kindness is a marh of faith, and whoever is not

kind has no faith'(Narrated by Muslim).

Salim reported on the authority of his father that Atlatr's Messenger said: A Muslim is the

btother of a fellow-Muslim. He should neither commit oppression upon him nor ruin him, and

he who meets the need of a brcther, Allatr would meet big needs, and he who reliwed a Muslim

from hardship Allah would relieve him from the trardships to which he would be put on the Day

of Resurrection, aad he who did not expose (the follies of a Muslim) Allah would conceal his

follies on the Day ofResunection (Sahi Muslim).
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The hadith highlights the significance of brotherhood and solidarity within the Muslim

community, urging Muslims to treat one another with equity, faimess, and benerrolence. It

enjoins Muslims o refrain from oppressing or causing harm to their fellow believers, but

instead to offer assistance and support. By fulfilling the needs of fellow Muslims, alleviating

their difficulties, utd safeguarding their honor by concealing their faults, individruls can

anticipate receiving similar teatment from Allah. The hadith sewes as a reminder to Muslims

about the vital importance of unity, compassion, and the preservation of each othet's dignity and

reputation within the Muslim community.

Living in certain community and hetping one another is universal to most of the

societies. Helping of community members is not only limited to the situations of trcuble.

Helping behaviour without organizational obligation is the prosocial behaviour. prosocial

behaviour is sometime use parallel with altruism and helping behaviour. It is the voluntary

actions of someone to help and benefits others people or group of people in fioubte. These

actions include helping, rescuing giving and comforting someone (Quain et al., 2016).

According to @atson & Powell, 2003) there are different types of prosocial behaviors which are

related to different theoretical constnrcts. According to @isenberg et al., 1999) reported two

distinct types of prosocial behavior, which are Self-sacrifice (altruism) and public pro-social

behavior. They found that people in large cities are exposed and habitual to some situational and

environmental emergencies and they don't carc. Therefore \f,e can observe such type of
behaviors more prominent in rural areas @isenbery,200l).

The concept of prosocial behavior, empathy, kindness aad altuism are comprehensively

discussed in literature from the last some decades. Most of the research studies are cond.cted in

edncational settings @epow et al., 2o2l). Several experimental and longitudinal research

studies reported close and direct tink among kindnesq prosociality and wellbeing (Chancellor et

al., 2018; Nelson et al., 2016).

1.5. Thcorcticel Orientation of prcsociat Bchaviour

According to social learning theory by Skinner people learn from models acts, thus,

prosocial behavior is a social behavior which the people can learn. Most of our acts shoots from

our desires to get maximum rewards and to pay minimum costs, it is based on self-interest and

self-interest has no genetic base. According to social exchange theory people help one anothcr

when the costs arc underweight to rewards and no pure altruism is reported by social exchange
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theory (Afolabi, 2014). Therefore, prosocial behavior can be strengthened through different

activities like education, spotts and experience etc. Showing prosocial behavior in certain

unwanted situations depends on both individual characteristics and situational aspects. The

individual characteristics arp like high self-esteem while situational aspecb like number of

individuals on the spot (Milovanovid et d., 2020).

Employee need for healft and safety are two major factors necessary for the motivation

and enhancing performance in the workplace. Most of the organizations are working on it by

providing alvar€ness and attacbment with national and international organizations (Mrshtaq et

aL,2017). Rescue services need empathetic and hardworking individuals with high social and

emotional compctencg because they are dealing honific and blooded emergencies on daily

basis which are sometimes impossible for common persotr to see even (Leriy ea al.,21lg).

Therefore, individuals who have the ability to readily adjust and cope can perform more bitterly.

lVe can say that rescue workers can benefits community by showing prosocial behavioqr with
their job responsibilities. Rescue workers must have qualities to communicate effrciantly,

clinically skilfitl, feeling comfortable to work in groups and also well versed in critical thir*ing
and decision making (Alshammari et al., 20lt).

Like in the firstparagraph it is already mentioned that we must need rescue workers who

are skilful, inrclligent and competent in their work but they must be empathetic and enthusiastic

in their duty. Emergency Rescue Service Rescue ll22 is an organization providing help and

services almost in every cmergency including medical (heart attacls snake bite and respiratory

arests etc), fall, burns, fire, disasters of all types, drowning (warer rescue) cases. They are not
only working to prctect human being but they are atso working for the protection of
environment and property (Munawar & Sohail, 2ol7). They are mobilized, when they are called

to save wild life or even fire on high moutains (Amiq 20Ig; waseem et al., 20l l).

1.6. Job Outcomcs

Job outcomes in the rcscue departrrent refer to the potential carEer paths and

employment opportunities that individuals can punrue after completing relevant education and

training programs. These outcomes are influenced by factors such as the specific arca of rcscue

specialization (e.g., firefighting, search and trscue, emergency medical services), the level of
certification and experience attained, the demand for rescue professionals in the rcgion, and the

overall economic conditions. Iob outcomes of the rescue workers are different from other
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departnents because their work environment is totally different. They are responding to honific

fire, medical, and other emergencies on daily basis. Sometimes they are collecting only pieces

of human bodies like in the bomb blasts and road traffic accidents. Sometimes these conditions

negatively affect their overall performance and disturb their job outcomes (Amin, 2OlS).

Responding to emotionally loaded siuations frequently it is assumed that they will feel troubles

in engagement to their work. It is also assumcd that due to increased internal workplace stcss

they will morc counterproductive and there will be a chance of more turnover and less retention

at work.

The organization has also a transparent and clear policy for the personal safety and

health of its enrployees. They have prepared standard operating procedures for the rescue

workels to tlse personal protective equipment according to the nature of the emergency.

Usability and availability of Personal Protective Equipnent (PPE) is the utmost responsibility of
the organization to minimize risk during high attention seeking situations. They are always

working on safety first. A single rescue worker can save more than one but an untrained

bystander cannot save a single lEscue worker. The organization has also a close link with
different public sector hospials to provide free medical frcilities to the employees and their

fasrilies (lVaseem et al., 201l).

1.7. Socirl end Emotional Competcnce in Rescue lyorkcrs

Social and emotional competence plays a vital role in ensuring the well-being and

effectiveness of rescue worken. These dedicated professionals frequently find themselves in
demanding and emotionally intense situations, where their capacity to regulate their emotions

and engage in effective interpersonal interactions is of utnost importance. Social and emotional

competence refers to a set of skills, attitudes, and behaviors that enable individuals to navigate

social interactions effectively, manage their emotiorrc, and maintain positive relationships with
others' Dpes of social and emotional conrpetence include Self-awareness, emotional regulatiorl
empathy and compassioq effective communication, team worlg collaboration, Resilience and

self+are.
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1.8. Prcblem Strtement

Despite the critical role of rescue workers in responding to emergencies and providing

assistance to indiyiduals in distess, there is a lack of comprchensive understanding regarding

the impact of their prosocid behavior on job outcomes. Additionally, limited rcsearch has

explored the potential moderating role of social and emotional competence in shaping the

relationship between rescue workers' prosocial behavior and their job outcomes. Prosocial

behavior in rescue workers and emergency r€scue services in Pakistan are both newly

intnoduced areas in the social sciences research and they are less understood. The curent state

of knowledge and research pertaining to the impact of rescue workers' prosocial behavior on

their job outcomes, as well as the moderating role of social and emotional competence, is

limited. These ar€as requirc comprehensive exploration fiom various perspectives,

incorporating different variables and measures. Prosocial behavior, encompassing actions that

benefit others or society as a whole without expecting reciprocation, enoompasses behaviors

such as helping, sharing caring, and cooperating. Meanwhile, job outcomes encompass

important factors like employee wor* engagement, counterproductive work behavior, and

tumover intentions, which are specifically examined in this research study.

On the basis of reviewed literature, it was assumed to examine the impact of rescue workers

prosocial behavior on their job outcomes including both positive and negative outcomes, and

also to determine the moderating role of social and emotional competence. Addressing this

problem can help to improvc the different job outcomes of rescue workers and it may enhance

the quality and delivery of emergency rEsponse and services they are providing to the general

public in the society. Therefore, this study aims to investigate the effect of rescue workers'

prosocial behavior on their job outcomes, while enamining the moderating role of social and

emotional competence. By filling this research gap, insights can be gained to enbance the

effectiveness of rcscue workerc' interventions and support their well-being ultimately

improving emergency rcsponse systems and the overall quality of care provided to individuals

in need.
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1.9. Signifcence of the Study

The present shrdy was conducted in an organizational setting to explore the effect of

prosocial behavior on roscue workers job outcomes. A combination of both positive and

negative outcomes of the enrployees working in emergency rescue service Rescue lt22 werc

investigated. Like other communities of the world Pakistan has neglected this area of pre-

hospial emergency service due to some situdional, environmental and especially economic

issues. But this gap was filled after establishment of ernergency rescue service rescue 1122

Punjab started from historic city Lalrore (lmran et a1.,2015).

Emergency tescue sewice rescue ll22 is a government organization working for the

safety of both humanity and ecolory. All types of medical, disaster, road taffic accidents, bomb

blasb, fire and earttrquakes come under their control. They fight against flames of fire either on

vehicles, homes or on the top of morurtain. Every human in the situation of pain need help from

the fellow society members. These dying and crying soenes automatically triggers our emotions

to prepare us for fight or flight type response. We frequently observe that some of the people

readily nrshed to the incidence place to herp the individual in crises.

Earlier researchers reported high suicide rate, high turnover intentions and

countcrproductive behaviors in professional firc services. They are facing sleep issues, s6ess

disorders and intemrped decision mahrng due to responding taumatic events on daily basis.

Their field duty is full of emotional scenes. Emotions are considered barriers in the process of
decision making while working in the fietd @vans & Steptoe-Warret,2019; Scott & Myers,

2005). Parallel to the above researcher statements some time the fue/rescue workers are faced

with the state of negative emotions like powerlessness, frrstration, aggressiorg fear due to the

scenes of death and dying (De Soir ea al.,Zllz).

Sometimes they are confronted with multiple deaths and burning of victims like in
terrorist activities. It's very hard to see and tolerate these situations for a evcry individual. These

are the rEscue workerc who are responding to save those in tnoubles. They are contnolling their

own ernotions in the field but these emotions bursts others time. States of over empathy and

emotional overburden is associated with negative health consequcnces like fatigue and

psychological distress and it negatively effects their overall wellbeing (Hamilton-Westa et al.,

201 9; Miller eJ al., 2022).
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Rescue workes in Pakistan are confronted to different psychological correlates like

stess, auiety and depression due limited rE$rurces, daily witness of different haumatic events.

These psychological issues negatively effects their performance and satisfaction (Ahmad et al.,

2015). Therefore t€scue sewices are considered the most stressful services over the world

@awlowski et al., 2018). Respondi4g to such taumatic scenarios are included in their routine

work which in turn effects them negatively. They are physical and emotionally rnrlnerable to

adopt the effects of these traumatic events @ovmtree et al., 2015).

The current study is from the initial steps to explore prosociality in rescue workers, and

then their relationship to different job outcomes including work engagement, counterproductive

work behavior and turnover intentions. Another important thing while conducting this study

was the intemal working environment of anergency rescue seryice. which is totally different

from other organizations like banks and education etc. Skilled hainings, continuous professional

development courses and psychological services can play a role. Rescue workers ar€ not facing

emotional issues in the workplace only, they are also conAonted to stress outside work (Morren

et al.' 2005). Multiple job roles and shift patterns are also other contributi4g factors. They also

effect frurily and peer relationship, therefore high separation ratio is reported in firre fighters.

This stressful work environment is responsible for social and marital issues (Amin, 20lg;

Strazdins et d., 2006)

On the mentioned glound the rescue workers arc pn ne and highly vulnerable to stress

and negatively affected job outcomes. Emotionally and socially competent individuals can play

a better role as professional lEscue workers. The cunent study will help to encircle all the

above-mentioned variables to suggest some good recommendations for emergency rEscue

service. Rescue workers need psychological assessment and diagnosis on regular basis to

minimize risks of psychological disorders like acute stness, post-traumatic stress, anxiety and

depression etc. The rescue workers also need standard and modem medical, fire and warcr

rescue equipment's. use of standard and modern equipment minimizes the risk of rescue

workers life tllleas. The current study will also pave way to future researchers to work on

emergency rcscue services with other variables.
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1.10. Objectivcs of thc Study

l. To develop and validated prosocial behavior scale for rescue workes.

2. To check the relationship between rescue worlcers prosocial behavior and different job

outcomes including work engagernen! counterproductive work behavior and turnover

intention.

3. To identify the moderating mle of social and emotional competencies on rescue workers

prosocial behavior (all sub-variables) and work engagement of rescue workers.

4. To find out the moderating role of social and emotional competencies on rEscue workers

prosocial behavior (all sub.variables) and counterproductive work behavior of rescue

workers.

5. To explore the moderating role of social and emotional competencies on rescue workes

emotional behavior (all sub'variables) and turnover intention of rescue workers.

e
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l.ll. Hypotheses

Hr. There is a positive Correlation among all subscales of prosocial behavior and

employee work engagement.

IIz. There is a negative Correlation among all sub+cales ofprosocial behavior and

Counterproductive work behavior.

Hr. There is a negative Conelation among all subscales of prosocial behavior and

Turnover Intentions.

II+ Social and emotional competence moderates the association between emotional

behavior and ernployee work engagement.

II* Social and Emotional competence moderates the association of social behavior and

employee work engagement.

IIc Social and Emotiond competence has a moderating effect on the association of

Empathetic behavior and employee work engagement

Hz. Social and Emotional competence is moderating the association ofttrelping

behavior and employee work engagement.

Hr. Social and Emotional competence moderates the association of Caring & Sharing

behavior and employee work engagement.

Hr. Social and Emotional competence has a moderating effect on the association of

emotional behavior and counterproductive work behavior.

Hro. Social and Emotional competence is moderating the association of social behavior

and counterproductive work behavior.

Hrr. Social and Emotional competence has a moderating effect on the association of
empathetic behavior and counterprodustive work behavior.

Hrz. Social and Enrotional competence moderates the association of helping behavior

and counterproductive work behavior.

Hrr. Social and Emotional competence has a moderating effect on the association of

caring & sharing behavior and corurterproductive work behavior.

Hr. Social and Emotional competence has a moderating influence upon the association
of emotional behavior and rpscue workers furnover intentions.

lr
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Hrs. The impact of social behavior on rcscue workers'turnover intentions is influenced

by their level of social and ernotional oompetence.

Hrc. Social and Emotional competence is moderating the association of empathetic
behavior and rcscue workers turnover intentions.

Hrz. Social and Emotional competence has a moderating effect on the association of

helping behavior and rescue workcrs turnover intentions.

Hrr. Social and emotional competence moderates the association betrveen caring and

sharing behavior and rescue workers'fumover intentions.

q
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1.12. Delimltetions of thc Study

l. First, every rcsearch study has some limitations. Ihis research study is also not free from

limitation. Primary data for the current research was collected through self-

administercd questionnaires from a single source (the operational rcscue workers).

Thelefore, in future data from those rcscue workers working in the offrces may be

collected and analyzed.

2. Second this research is also limited in methodolory concenm. In this research, effects of

rescue workets prosocial behavior were investigated on different job outcomes

including employee work engagement, counterproductive work behavior and turnover

intentions moderated by social and emotional competence by using correlational and

crcss+ectional research desig. Cross-sectional research designs lack to investigate

cause and effect relationship among variables. In order to know cause and effect

relationstrip, experimental researches are needed to be conducted on rescue workers.

3. Third, convenient sampling was used to collect daa from the operational rcscue workers

of emergency lEscue service r€scue ll22 Distict Peshawar, Kohat, tlangu and Karak

of tr(hyber Pakhtunkhwa only. Findings of this research study may not be representative

of those r€scue workers working in different disticts of Punjab, Gilgit Baltistan, Sind

and Baluchistan. Studies may be required to check results of those rescue workers

working in other provinces and also those working in other related organizations like

Police and Armed Forces etc.

4. Fourth, data for the current rcsearch was taken from emergency rcscue service r€scue

I122 Iftyber Palchtunkhwq howwer there are some other departments also working to

tackle emergency situations like all Armed forces (Army, Nary & Air Force) police,

Fire Brigade and Civil Defense etc. Research studies are needed to be conducted on

those organizations and the resulb may be correlated.
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Chepter2

2. LITERATIIRE REVIEW

Lt this section of rcsearch, the researchers are working to build foundation for their

study. They are searching the gap between the knowledge by talcing the snap shots of earlier

researrchers. Citation from earlier researches helps us to create better connection between the

curent and other research studies.

2.1. PrcsocielBehevior

hosocial behaviour, helping behaviour and altnrism are some related tetms, which are

used frequently in social science. They all are used interchangeably. To define these terms, we

have to look very closely. Helping is not considered by some social scientists as prosocial

behaviour. Helping behaviours refers to those actions intended to improve situation of help

recipient. Prosociality is narrower as compare to helping behaviour. It refers to *an individual

voluntary behavior intended to help and benefit others and minimize aggression and antisocial

behaviour. It is the act of benefiting others not the self (Martf-Vilar et al., 2019; Penner et al.,

2005).

Prosociality is a planned or sometimes conducted actions or behaviors to help other

people without concerning with the helper's motives (Afolabi, 2Ol4).It is due to altruistic

motives, motivated by an individual's self-interest. Prosociality is taking place without

expecting somethi4g in return, but it need the involvement of assistance and attention towards

other people (Afolabi, 2013; Sajithkumu & Pral<ash,2016). Nanrally, prosociality generates

due to positive motives and experiences. Sometimes prosocial behaviors are taking place when

people consider helpurg of others as their moral duty (Aydinli et al., 2013).

The effects of prosocial behaviour may be beneficial to the society. Social responsibility

and prosociality is necessary for a social and productive life in the society which is directly

linked to satisfaction in life (Dou et a1.,2019; Eisenberger a a1.,2001; Gino et al.,20ll).

Various studies reported association among prosocial behaviour, helping comforting and

prosocial spending (Martin & Huebner, 2007i Yang et al., 2Ol7). Attention assistance or

devotion like love and loyatty without expecting somettring are prosocial activities necessary to

poduce prosocial actions.
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One of the research studies associate these qualities with religion and spirituality.

Religious people are said to be more prosocial as compared to non-religious people. Results of

this study is based on field experiment and they investigated the association of religiosity, life

satisfrction and social exclusion. According to them people with high level of life satisfaction

and petceived social exclusion are said to be prosocial to help other people (Afotabi, 2014;

Grossman & Parctt, 201l). (Einolf, 201l) examined the link of religiou values with prosocial

motivation.

Prosociality is also involved in our daily activities like donations, charity worlq

community or social sewices, working in teasrs specially in organizational setup and volunteer

participation in activities of applied research and medical trials. Research and medical trials

include the activities which are directly applicable to human beings lilce proving of vaccination

or certain newly fornulated medication (Meier, 2OO7). (Lay & Hoppmann, 2015) reported that

there are many ways where we can show prosociality. These ways ranges from small acb of
kindness to major events like helping someone in a rush to proceed them towards cashier

count€r or volunteering for an organization working for charity or just looking after someone

but there is also a chance that motivation behind prosocial behaviours may change with changes

in life and age (Sze et al., 2012).

2.1.1. Prosocislity en Automrtic prcccsi

Prosociality is an automatic behavioural prrcess while deliberate actions are related to

payoff maximizing behaviour. Prosociality related domains arE cooperation honesty and

altruism @enner et al., 2005; Rand, 2016). Self+onnol and emotional competence are

necessaty for prosocial practices. Prosocial behavious requires the knowledge of social values

and norms @a[meister a aL,2007; Tangn€y et al., 2018). Prosociality is needed for better

relation engagement in the society and it is also said to be a best tool to avoid and reliwe

rcgative feelings. Prosocial belraviour is also a significant source pleasure and happiness in life
(Sonnentag & Gruq 2012;Yanget al.,ZLl7).

According to social psychological theories there are two types of forces or motivation

behind prosocial behavioru, these altnrism and egoism. Altruistic motivation pulls us to without

expecting something. It is an individual's genuine desire, there no chance of reward in

retaliation. Empirical rcsearchers are needed to be conducted to investigate existence of pure

altruistic behaviours. Some of the researchers are binding altruism with egoism, that both are
!
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requircd for helping behaviour (Feigin et d., 2014). They don't have the ability to see someone

in houble feeling sad, guilt or anxious. They have the desire to feel good and improve their

social standard (Penner et al., 2005).

Organizational and professional obligations or job role requirements arc not included in

prosociality. If someone help due to the mentioned obligations it will be the helping behavioru.

According to another domain of the prosociatlty sometime an individual working in charity or

in some organizations working for the promotion of human well-being, it is inclgded in

prosociality, such organizations include Red Cross, 9l I and ll22 eac. The ultimate goal ofthese

organizations is to Ole promotion of human well-being in need (Martela & Ryan, ZOl6).Most of
us bave an experience of floods, major road taffic accidents, bunami, earthquake and terrorists

activities' where the above mentioned organizations are providing help to the effested

community (Frazier et al.. 2013).

Individual differences play a role as wery individual is fundamentally different ftom

others in expression of emotions, controlling emotions and willingness to come forward and

help others in touble (Batson & Powell, 2OO3). Another importang near€st and related term is

dhuism, it refers to prosocial behaviour having ultimate goal benefiting others. The most

important thing included in altnrism is that the helping individual receive social approval or it
rnay decrease the dishess of the helper, which they are feeling when seen somoone in touble or

an emergencn crying for help.

There are two t5rpes of altruistic behaviours lst pseudo-altnristic behaviour also known

as selfishly motivated and 2d altruistic behaviour also known as selflessly motivated (Batsoq

2010). These behaviouts aI€ concern with morality and egoism, which stops orpulls individuals

towards welfare of others (Carlo & Randall, 2002; Farsides, 2007). It is important to note that

altruistic behaviours must be beneficial for others, it must be voluntary in natu€ (Mall6n et al.,

2015). In other words, the ultimate goal must be to benefit others, without expectation of
external reward. Like this prosocial behaviour is also based upon selfish and selfless

motivations @ason et al., lgEl). Altnrism in psycholory is a motivational state significantly

associated with empathetic concern leads to improved others welfare without rewards or interest

(Babon, 2010). In most of the scenarios we can say that empathy leads to probable prosociality

while empathy permit us to see the world from someone others perspectives (Hewstone et al.,

20 I 2; Rodrigu ez et al., 2021).



2.12. Prorociellty in the Workplece

Prosocial behaviour in orgianizational setup is less researched and studied topic in

organizational psycholory or social sciences. In organizational setup it is conventionally

operationalized as organizational citizenship behaviour good citizenship behaviors or extra rcle

behaviors in the workplace or organizarion (Mitonga-Monga & Cilliers, 2016; Tnllals et al.,

2002). Prosocial behaviour in the workplace is associated with the phenomenon of socially

desirable behaviour. All good works which benefits someone in the organizational boundary

manifest as prosocial behavior. These actions are necessary for the creation ofcooperative and

coordinative organizational setup which leads to an inspirational organizational environment

(Axelsson & Axelsson, 2009; Clarlss ora 2014).

Prosociality in the organization is necessary for the development and long-term

sustainability of all organizations. Creation and development of such type of environment

depends upon the management and leadership. Altruistic organizational envirorunent in the

organization can be created by motivate and nurturing the employees to work for the benefits of

others (Furnham et a1.,2016; Malldn et al., 2015). We can associate these lines with the slogan

of rcscue I122 employees "Live for others" it is completely tue becaue their death is either in

road traffic accidents while on the way to save someone.

According to (Clarkson,20l4) prosociality in the organization develops and encourages

collectivism. Collectivism on other ways promotes some more prosocial behaviors.

Collectivistic approach within the organization generates altruistic leaders which in turns have

the ability to practice prosocial behaviors in the organizations. Organizational long term

sustainability is possible through the mentioned practices by the managers and leaders (Vieweg,

2018). It looks like demand of the organization or it varies culturally that employee slrould

behave prosocially because its needed. Researchers found some important consequences of
prosocial behaviour in the workplace. High prosocidity leads to improved communicatioq hlgh

job satisfaction and improved client satisfaction. These mentioned consequences are directly

linked to orginnizational development and efficiency.

On the other hand, antisocial behaviour is associated with negative consequences like

poor decision rnaking, ineffrciency, decreased job satisfaction and ineffective employee

performance. These consequences results due to conflict betrueen individual behavioural

consideration and organizational demands (Vardi & Weitr, 2003). (Mitonga-Monga & Cilliers,

\



27

2016) reported five different types of prosocial behaviors related to the workplace. These are

altruistic helping, conscientiousness, @urtesy, sportsmanship and civic virtue. Altnristic helping

is related to employee's willingness to help their co-workers it the time of facing some

challe4ges and when they are under heary workload etc.

Conscientiousness is related to high job commitments, effrciency and accuracy in the

job, while courtesy relates to the employee quality ofrespect and be careful of others'rights and

to avoid conflicts. Sportsmanship is toally concerned with making and maintenance of shong

relationship with co-workers, while civic virhre is the behavior in which the employee goes

beyond theirjob roles and they are also fully involved in voluntary activities.

2.1.3. Prosocial Boheviour versus orgenizalionel citizenship Beheviour

Prosocial behavior in the workplace is the term used for organizational citizenship

behavior. Prosociality is the act of helping others (Kjeldsen & Andersen,2ll3;Mitonga-Monga

& Cilliers, 2016). Organizational citizenship behavior in certain organization is helping

someone or willingness to cooperate someone in your organization. It is known as the non-

formal employee behavior which is performed beyond the routine duty to benefit the colleagues

or organization.

Altruistic behavior is found to be the part of orgianizational citizenship behavior.

(Chughai & 7ahr,2006) reported that enhanced organizational citizenstrip behavior leads to

low absenteeism and turnover intentions. Orgianizational citizenship behavior makes the

employees more selfdirected and goal oriented. The organizations must try to promote such

behavior because it works like a tool in the development of the organizations. Management

costs can be lower down due to helping co-employees. The organizations can save time and

lEltoulEes by utilising the organizational citizenship behavior among the employees @ixit &
Singh,2019).

Prosocial behaviour is not only beneficial to helped individual but it is also beneficial to

the person who helped by reducing stress and mood regulation of altruistic behaviour (Bulbul,

2014). Prosocial employee having characteristics of self-regulation, goal directedness, self-

motivated and they have focts on the outcomes after accomplishment of helping and benefiting

others. hosociality in someone need freedom in self-regulation which is necessary for helping

others and accomplishing the assigned tasks (Gagn6 & Deci, 2005). Highly motivated and

t
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prosocial workerc believe that work accomplishment and target achieving has for both job

requirements and benefiting others in need.

Prosocial and motivated employee love to work in grcups, their immediate conccrn is to

mahe an easy way forthose in trouble. Working in groups inroduce them o others and they are

able to gain relational knowledge. They share skills and knowledge with others to promote

better workplace environment. Sharing of skills and knowledge enhances their cognitive

abilities and fimctioning (Grant, 2007;Hu& Liden,2015).

According to (Grant, 200E) employees prosociality is a precious asset for organization

which m€ans that the employees are desirable to helprng others. Employees prosociality have a

positive impact on some job outcomes like organizational citizenship behaviours, job

satisfaction, employee performance and employee commitment but these all-positive job

outcomes are lfu*ed with supportive working environment. Without supportive work

environment the employees are unable to enjoy prosocial motivation and positive job outcomes

but there will be an increase in some negative job outcomes like turnover intention etc (Grant &
Mayer,20(D; Grant & Sumanth, 2009; Shao etal.,20l7).

Prosocial motivation is currently studied by the reseatrcherc in the field of applied or

positive psycholory due to their beneficial nature. Like prosociality is directly related to

employee performance, working corsistency, enhanced productivity and extra role activities

(Grant, Q0l2); Grant et a1.,2007). Attitudes of prosociality helps employees to perform better

in teamwork. Prosocial employees are influential for their colleagues (Abid d 81., 20lt).

Employees of prosocial attitudes are in search to finding ways to take initiative and they are

capable of creative mind (De Dreu & Nautr, 2009). They have an urge to complete the task in

time, perform better and they are highly motivated to achieve the excellency (Grant, 2008).

It now depends upon the managers and leaders to make a supportive work environment

and dwelops prosociality among their subordinates. It will provide them an opportunity to

enjoy positive and avoid negative job outcomes. Regular assessment of workplace envinrnment

will be rcquired. Development of the organization is positively linked with employees

satisfaction, commitnent and engagement (Javed & Tariq, 2015). Different factors are

responsible for prosocial motivation and positive job outcomes among employees, that include

attractive job description (duties), identical tasks, job role autonomy, interdependence,

friendship opportunities, opportunity to interact with colleagues, oooperation and coordination.

t
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These fastors will pulls the employee to help others and also participates in volunteering

activities (Grant, 2007; Shao et a1.,2017).

2.1.4. Theoricc of Pmsociel Bcheviour in TYorlrplace

Several theories are suggested to defme human prosociality (BUtbUl, 2014). Social

learning theory li*s human prosociality to human learning, values, nonns and social life

settings. According to this theory people in certain society learns from models, attitudes,

behaviour and acts of othcrs living in a community @andura & lValters, 1977). Like this

prosocial behaviour can also be learnt by the people and it can be strengthen by different

leamrng activities like formal and informal education, play and sports activities, experience and

even we can leam while setting in commrmity centes with senior citizens @andura, 2001b).

Showing prosocial behaviour in certain unwanted situations like accidenb, floods or blasts, it

depends upon both individual ctraracteristics and situational aspec6. The individual

characteristics are like high self+steem, emotional stability, social competence and highly

enthuiastic, while situdional aspects like number of individuals on the spot or number of

individuals trapped or crying for help (Milovanovid et a1.,2020).

Another commonly considered approach, while defining prosocial behaviour is the

social exchange theory. According to this theory all types of social exchanges can bc

understood with an economic utilitarian perspective (Cropanzano & Mitchell, 2005). All the

human beings helping one another in emergency or in a job havrng two motives like economic

help or help exclrange in future. A goup of people living to malce certain communiqr, and it is

very difficult to live alone. Social enchange theory suggests that individuals engage in prosocial

behavior in the workplace when they perceive that the benefits of helping outweigh the costs

(Lawler & Yoon, 19916). Employees may engage in helpful behaviors because they expect

reciprocal frvours, rewards, or recognition in retum. This theory implies that employees are

motivated to engage in prosocial behavior when they believe it will lead to positive outcomes

for themselves, such as improved rclationships, enhanced reputation, or carcer advancement

(Molm 4LL,2007).

Another theory related to prosocial behavior in the workplace is the Organizational

Support fireory. According to organizational support theory, employees are mone likely to

engage in prosocial behavior when they perceive that their organization values and supports

their well-being. When employees feel supportea Uy tneir organization through frir tneatrnent,

i
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recognition, and a positive work environment, they develop a serurc of reciprocity and are more

motivated to engage in behavion that benefit the orgianization and their colleagues (Chen et al.,

2009). Employees who perceive ahigh level of orgirnizational support ar€ more likely to engage

in acts of helping sharing knowledge, and supporting their co-workers. Norms and social

identity theory is also relarcd to prosociality in workplace (Chancellor et d., 2018). The theory

proposes that employees'prosocial bchavior in the workplace is influenced by social norms and

their identification with a particular group (Kurtessis et a1.,2017).If the organizational cultue

and norms promote and reward prosocial betravior, employees are mor€ likely to engage in such

behaviors. Additionally, when employees stuongly identi$ with their organization or

workgroup, they are more motivated to conform to the group's norns and values, including

prosocial behavior. In this context, ernployees engage in helpful actions to maintain a positive

group identity and fulfil the expectations of their (Rhoades & Eisenberger,2002).

Therefore, all the community members need involvement in certain activities that can

benefit them in fufirc and also make their life pleasurable and easy. There are some motives

behind human prosociality (Alessandri et al., 20141. Batson identifies four basic types

motivations, which pulls an individual to work prosocially. These motivations are egoism,

dtruism, collectivism and principlism. These motivation pulls someone in a combination or

alone to work prosocially @atson,201l). Prosocial motivations are those desires an individual

have, to help and influence others in trouble or need (Castanheira et al., 2016; Kjeldsen &

Andersen, 2013). Actually motivation is psychological process which directs, boost and susain

behaviours (Lattram & Pinder, 2005), while prosocial motives are related to some situational

forces which impelled us to help and work. The current study is also a tial to know about these

motives and forces which impelled the rescue workers to help beyond their job requirements.

Literature shows that prosocial and motivated employees have the capability to stay

long, enhanced performance and increase productivrty due to high level of dedication,

commihent and engagement with the orgianization. These prosocially motivated employees are

able to accept tackle negative feedback (Meglino & Korsgaar4 2004; Thompson & Bunderson,

2003). Positive job outcomes among these employees like decrease turnover intention,

eahanced performance and productivity is not limited to a single role or task (Grant et al.,

2007). One of another research study by (Grant, 2008) reported that the above mentioned job

outcomes are obtained, if it is accompanied with intinsic motivation among employees. It was

believed that incentives, rEwards, punishment and external controls are some important factors
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needd for employee motivation, decrease tumover intentioq enhanced performance and

productivity.

Motivated employecs paved their way towards the ultimate goal by rsing and glilizing

the available resources rather disliking and abhorrence from the workplace (Steers et al.,20M).

Intrinsic motivation is a persondity trait and prosocially motivated employees are always

careful to the cultural values of others, who are benefited. As a psychological phenomenon,

prosocial motivation has an ultimate goal to protect others and promote welfare of others

(Grant, 2007). The goal will be achieved, when there is stong association and coordination

among employees. This factor is not limited to organizational psychologr but it also prevalent

in social psychologt. Pr,osociality, empathy and altruistic activities are possible when there is

association and coordination among inhabitants of certain society (Aloin et a1.,2015).

2.1.5. Procociality in Emelgency Situations

tlealthcare workers or those working in emergency situations either doctors or

paramedics are reported intrinsically motivated and they are found involved in activities direcfly

relatcd to prosocial behavior like professionalism, esteem, sharing and caring @rock et al.,

2016; Das et al., 200t). Number of researchers reported the association between high level of

prosocial motivation and high quallty of care of care among healthcarc professionals

(Delfgaauw, 2007; Kolsta{ 2013; Prendergas! 2007; Sena et al., 201t).

There are number of studies on helping in emergency situations. According to (Darley &

Latan6, l96t) willingness to help and intervene in fioubled situations is higher when an

individual (bystander) is alone. If there is a large number of bystanderc, there will be less

willingness to help. If there is number of bystanders, they all are witness and aware of the

situation. Everyone will think that someone may help or intervene. This awareness is the basis

of diffision of responsibility.

All bystanders are thinking, that it is not my responsibility to work or help to tackle the

emergcncy situation, but all the bystanders arc responsible to accomplish the emergency

situation. This divides responsibility and rcduces helpfulness. Therefore, we can say rhat

number of bystanders in emergency increases, the willingness to help will be decreases. In case

of single individual, the bysanders will feel that overall responsibility of helping the person in

crises is focrsed on him or her. Diffirsion of responsibility is a cognitive judgement which

divides responsibility among all the existing bystanders. As a consequence, each individual
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member in the group feels less responsible than when alone. When there are several bystanders

present in an emergency, the responsibility of any one of the bystanders is reduced.

Diffirsion of rcsponsibility, implicit modelling of nothing has happened and fear of

embarrassment are the frctors responsible for decrease in willingness to help in group. Research

by (Twenge et al., 2fi)7) reported that people living in rural communities are found to be more

prosocial as comparc to people living in urban societies. People from rural settings are found to

be more tustworthy and more neighbourly. They consider it their responsibility to help others

in Eouble while people living in cities are not accepting this responsibility. Size of population

works as a determinant in prosociality (Aronsoq 2010). Cultural differences are also

responsible for prosociality. trdividualistic and collectivistic approaches are said to responsible

for level of prosocial behaviour (Donaldson et al., 201l).

2.1.6. Pmcocidity in Children

Prosocial behaviour is evident in children but changes in frequency are reported with

age (Eisenberg l9!2). Examples of prosocial behavior include helping, sharing cooperatiorl

coordination, comforti4g rescuing someone, donation of blood, money, volunteering and

complementing. Donation of money to charity is the example from our daily life @ason &

Powell,2ffi3; Sharifian,2008; Weinsrcin & Ryan,2010). Why someone help others? There are

three important reasons behind someone prosocial behavior. l$ the individuals help others to get

something in retum, 2nd helping others due to sympathy and moral principles, 3d prosocial

behavior that is not performed for material or social rewards but for moral values which is

known as " altruism" (Eisenberg 1992; Penner et al., 2005).

Emotions play an important role while working on prosocial behavioru. Prosocial

development contains both biological and environmental perspectives related to the origin of

emotions. Prosocial development of adolescents can be shaped positively, negatively, increased

or decreased through adults' actions. Studies on prosociallty among children suggested that

young children display a variety of prosocial behaviours in the fomr sharing things, helping

peers and friends and comforting them. These behaviours are not limited to friends and peers

but it is also for strangers without expecting reward (Warneken & Tomasello,20@). Some of

the studies on prosociality in children reported about the contribution of both parents and

children relationship and their association with prosocial behaviour among children and

adolescents (Dunn, 2013; Yoo et al., 2013).
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Some of the studies on prosocial behaviour among children also reported significant

association between playing violent video giames and prosociality (Bushman & Anderson,2009;

Carnagey et al., 2007). Role of socialization agents like parents, p0€t'!1, teachers, siHings,

society and environment in the development of prosocial behaviour is evident. Prosocial

behaviour in childhood often begins with questions of sharing and fairness. Socialization

prccesses reveal cultural differences which is responsible for an individual's prosocial

motivation (Gupta & Thapliyal, 2015).

2.1.7. Prosocial behaviour end Human Personelity

There arc a lot of factors including traits, motives and types of interests behind prosocial

motivation in some specific situations, psychological rewards and costs (Jrurg et al., 2020;

Thielmann et a1.,2020). Personality is considered an individual inner feature which help them

constucting moo4 attitude, beliefs and behaviour (Liao et a1.,2022; Righetti et al.,z0z}).

Personality tais like agreeableness and conscientiousness have close association with

adolescents prosociality. Prosocial behaviour boosts helpfulness and cooperative perfonnance in

the work place, which is closely associated with agreeableness (Amani, 2U22; Tariq & Naqvi,

2020).

According to (Gray, 2010) doing good or evil in daily life activities leading to people

sense of strength, well-being and capacity of self+ontrol. Doing good is increasing people

shength and ability of self+ontrol while doing evil increasing sense of guilt in people @olino

& Grant, 2016). The study also investigated positive effecb of prosocial behavior on people

overall behavioral measures. All benerrolent acts including prosocial spending and donations

are directly linked to high meaningful experiences, well-being and high vitality. Greater

satisfaction was forurd among people who recently donated (Aknin et al., 2013).

Most of researchers are agrce that children display some stable differences in prosocial

tcndencies. These tcndencies are relatively stable across the whole life. Research studies

reported ttnt there is a consistence and long-terrr consistency in temperament and personality in

general (Caspi et al., 2003). According to (Penner et al., 2fi)5) they found two important factors

relevant to prosocial personality. The first fastor is concemed with prosocial thoughts and

feelings including sense of responsibility urd a tendency to enjoy both cognitive and affective

sense of empathy, while second factors is related to individual's self-perception of helpfulness

(Liao et d.,2022).
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Some research studies reported significant positive relationship between cluter of

prosocial disposition and prosocial actions. These prosocial disposition include interpersonal

helping leads to volunteering to helpful behaviour (Chow et d., 2013). The helpfrrl behaviour in

the organization can frcilitate co-workers and also hetp to establish a stable workplace

environment @orman et al., 2001; Eisenberg 2002; Penner, 2002).

2.1.8. Pnosociel Bcheviour and Employce Engagement

Prosocial Behaviour among employees working in certain organization crpate highly

social and helpful environment, which in turns promotes cooperation among them and sbaring

of imporhnt inform*ion. The employees learn new skills and update their knowledge which is

impossible while working alone (Schaufeli, 2012). High prosociality generate better outcome

for both co-workers and organization. Workers with prosocial motivation have an encoumging

influence on their contemporaries. They are found creative, hardworking and always engage to

roll out better ways of helping others. Researchers have found positive association among

prosociality, engagement, work intensity and employee commifinent (Liao et al., 2013; Liao et

a1.,2022).

Importantly they are aking initiative in all challenging situations persistently and most

of the successfully completing the tasks (Granq 2OO7). According to (Bakker & Demerouti,

2007) unlimited job rcsouces are producing engaged helping emptoyees and in turn both are

required to increase overall organizational dwelopment. Researchers previously worked on

employee engagement and prosociality have reported positive relationship. Work engagement is

also positively conelated with different job resources like job froedom, job descripion, types of

skills, task identity, supervisor support and overall workplace environment (Bakker et al., 201l;

Schaufeli et al., 2009).

Prosocially motivated employees are found punctual, hard worker and they are accepting

different challenges. They are also found motivated, emotionally stable and enthusiastic to

accomplish their tasks and get targets by caring their colleagues and sharing knowledge and

skills with other team members. They are found technical and creative mind in solving differcnt

issues and problems while working in the workplace (Abid et al., 2018; Eldor, 2017;Ftazier &

Ttrpper, 2018; Shao et al., 2017). According to (Spreitzer d d., 2005) and colleagues,

prosocially motivated employees make a forward moment by sharing knowledge and skills to

benefits their team members. Due to continuous process of caring and sharing in the workplace
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their colleagues are becoming more energetic, engaged and commitrc4 their performance is

also enhanced (Cameli & Spreitzer,2009; Wallace et al., 2016).

2.1.9. Prosocial Bchaviour and Counterarcductive Work Behaviour

Counterproductive behayiour has become an issue for most organizations either private

or public. Some personality haits and human character sfiength generates positive energf which

malce an individual capable of practicing good and positive, which is helpful for both employees

and organizations. This positivity rpflccts our cognition and actions (Peterson & Seligmarl

2012).It is not only limircd to positive emotions but it also mahe an individual emotionally and

socially competent, enhance working and fuirctioning in challenging situations (Miglianico *
a1.,2020). During literature search no research study with dfuect lirrk between prosociality and

counterproductive work behaviour was found, but the related existing studies on prosociality

primarily focused on positivity and overlooking negativity. Some of the researches are also

worked on the darlc side of prosociality.

According to (Bolino & Crrant, 2016) the individual cos6 of prosocial behaviour, which

includes risks of incrcased burnout, job or role overload, imbalance in work family relationship

(M. P. kiter & C. Maslach,20l7). These all-individual costs are directly associated with

decreased productivity and profiability. The workers consider it obligatory to help others and

sacrifice for the benefits of others. Sometimes they sacrifice their personal r€sources including

physical and psychological properties like well-being stength, vigor and vitality etc (Reizer et

al., 20201. Thercforc. on the basis of the above reviewed literature counterproductive work

behaviour may tle included in the negative aspects of prosocial behaviour among employees.

Thercfore, it is suggested for the researchers to conduct rcsearchers on the direct association of

prosocial behaviours and counterproductive work behaviour.

2.l.l0. Pnococirl Behavlour end Turnover Intention

Emergency rescue sewices works like central figure of the whole health care safety

system. Shift work, role ambigurty, long dut5r hours, continuously touch with handling serious

victims and eye wihess of the death and dying situations are responsible for leaving the service.

These issues aIE not limited to rcscue sewice only but is also commonly found in all healthcare

emergeEcy professionals. To minimize turnover intention among these professionals has

become a hot issue for the managerc and leaders to find replacement of these trained and
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competent employoes. For this purpose, the managers need regular tainings to polish their

skills while working on this issue in certain organizational settings.

Knowledge, skills, expertise and abilities are lost when the well tained employees

decided to leave (Nasurdin et al., 2018; Samuel et al., 2009). It's diffrcult for the management to

know about employee turnover intention. ftroweyer, commitnent and engagement are said to be

the best predictors to know about employee intentions to leave. If the employees are committed

and engaged to their organization, there will be low chances of employees turtrover intentions

(Yasmin & Marzuki, 2015). There is limited data on the direst link of prosociality and turnover

but some of the researchers reported that prosocial behaviour has a significant influence upon

turnover intention. This influence is due to positivity and the desire to benefits others, which

pave way to achieve goals (tlazzi & Maldaon, 2OL2). Prosocial motivation and public sewice

motivation both worls as psychological resources to keep the employees in discipline, well

order, committed, engaged and ready to serve the public. It was reported that low tumover

intention was found among prosocially and intrinsically motivated (Kim, 2015; Zheng et d.,

2021).

Literature on motivation reports that employees arc not only working for earning or

individuals self-advancement, but they also works to influence others like colleagues, seniots,

juniors or family members (Grant, 2007;henget d.,2021). Few researphers focused to know

collaborative behaviour and prosociality. According to them employees engaged in

collaborative effort will be motE prosocial because their efforts and conhibutions are being

r€cognized and valued that they are collaborating and benefiting others. Helping colleagues or

others means ttrat their knowtcdge, skills and abilities are used and they are meaningful and

important for others. Keeping in mind the results ofthese studies we expect that tumover among

emergency rescue workers may be decreased if their services are recognized by their seniors

and the commgnity also (Crowtlrer et al., 20(D; Shapira-Lishchinsky & Tsemach, 2014).

2.2. Socid end Emotionel Compctence

Individuals especially employees with a high level of social and emotional competence

are known to be the asse6 of the firm/ organization. According to (Sadri, 2012), individuals

with a high lwel of social and emotional competence were found effective leaders. kaders

with high level of emotional intelligence have the profound ability to identiff, foresee and

manage emotions of their self and their employees and they also motivate dl rcam memben
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(George, 2000). Another study by (Prati a al., 2003) reported that emotional intelligence is a

positive predictor of active and effective team contact and coordination. This coordination is

also necessary for organizational productivity.

Effective team functioning is positively associated with team leaders emotional

intelligent. Leadership is a highly loaded emotional process. Leaders with high level of

emotional intelligence are said to &e emerging leaders (Cooper, 1997).In other words, team

leaders are the ideal person of the group and can bitterly work as motivator and cheerleader,

proceed collectively towards the goal. Reduction in emotional distress is the result of social and

errotional competence. According to (Boyatris et al., 2017) team work, organizational

awateness, conflict management, achievement orientation and influence are the competencies

necessary for average level performance, but the outstanding performance may need some more

advanced lwel competencies (Lyons & Schneider, 2005).

Emotional intelligence is another relevant term used by the researchets alternate to the

emotional and social competence. It has been defined is the ability and capacity of someone to

assess, identi$ and manage emotions of self and others (Serrat 2017).It is also defined by

(Emmerling & Goleman, 2005) that it is the overall abilities of an individual to recognizn and

regulates states of emotions of self and others, while one of the researcher called them the social

and personal competence which is the basic of hard work (Cherniss,2010; Tait, 2008).

According to (Oberst et d., 2009) emotional intelligence provides a base to emotional

competencies while @mmerling & Golemaq 2005) reported that emotional competencies are

not the characteristics and talents found innate but these competencies are leamed by an

individual to get outstanding performance towards the target. On the other hand, social

intelligence is used parallel to social competence. It is the capability of an individual to

understand someone, manage someone and act accordingly in the social situations (Seal et al.,

201l).

Crolernan refers that it is the interpersonal portion of emotional intelligence. Social

intelligence is composed of empathy, awareness, influence, inspiratiorU teamwork and

developing others. These arre the social competencies may be learned and improved (Depow et

aI.,202L).In other words it's the overall ability of understanding, managing all human beiqgs to

act competitively and wisely in relation to orther humans (Denham et al., 2002; Diik &
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Freedman, 2007; Oberst et al., 2009) argue that social competence is the ability to integrate our

cognition including feeling, thinking and acts to achieve social tasks.

Emotional intelligence is foud positively associated with prosocial behavior or exta

role behavior. Emotionally intelligent individuals are found motE awaFe about their emotions

while they are also found able to assess, judge others' emotions' Now it depends upon the

individual how to managie and guid their emotions to benefit others in toubles. Emotionally

intelligent individuals have the enhanced abillty of problem solving and creativity (Dixit &

singtL 2olg). Emotions and ernotional intelligence have a major influence upon all job

outcomes.

positive emotions leads to positive job outcomes like job satisfrction, employee

engagement and commitment etc, while negative emotions leads to unacceptable behaviors and

job outcomes like counterproductive work behavior and turnover intentions etc (Andr€oli &

Leftowita 200g; Prati et a1.,2003). Emotionally and socially competent employees are like an

assets for the organizations, due to their ability of handling horrific situations easily and

effectively and they can easily utilize their competencies for the development of the

organization (Boyatzis et al., 2000). Orgianizations having emotionally competent and stable

employees are reported to contnol their working outcomes more effectively and comfortably

with less anxiety and stcss. Emotional stability involves managing and regulnting emotions

efrectively to maintain a positive work envirounent and achieve professional success (Bakq

20ls).

We can say that work attitude is dependent upon emotional stability of the employees

and it's also the ernotional stability which keep rs aware about someone capability of handling

unwanted situations. Leadership is also influenced by the emotional intelligence (Dixit & Singb'

2019; Crreenidge & Coyne, z}L4).Researchers reported positive association betrveen leadership

and emotional intelligence. Emotionally intelligent individuals are said to be the good leaders.

A research shrdy conducted by (Nikolaou & Tsaousis, 2002) reported positive association

between emotional intelligence and organizational citizenstrip behavior while negative

association is reportcd betrveen ernotional intclligence and counterproductive work behavior.

According to thern the altruistic behavior is practiced more as part of the OCB in military

personals or those working for others life safety. This is due the awarcness got by an individual

to know about others' emotions and help someone in trouble. Emotionally intelligent
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individuals easily perceive the troubles and others and they offer their help immediately

(Abraham, 1999; Dixit & Singh, 2019).

2.2.1. Tlpcs of Socid and Emotionel Competence

There are ngmber of competencies like relationship skills, social awareness, self-

management, self- awareness and decision making etc (Vestad et d', 2021)' The most important

competencies which are also required in rescue services are elaborated below'

22.1.1. Sclf-Awereness itr r llezardous Situetion

Self.awareness is an individual's abillty to understand their own psychological correlirtes

which influence their behaviour (Rochag 2003). Self-awareness make an individual capable to

know about their strength and weaknesses relded to hazardous situations. Self-awareness is

responsible for improving decision maklng and self-management. Positive changes in some one

life is associated with recognition of thoughts and feelings which in turn impact their orm

behaviogr (Vestad et d., 2O2l). These. positive changes lead to new insights in making

decisions, actions and intercst. Self-awareness is necessary for all responsible decision making

and interpersonal relationship (Chow et al.' 2013).

2.2.1.2. Self-Management

The competency of Self-Management is associated with regulation and contol of enrotions,

thoughts and astions (Aldao et al., 2010). Self-Management improve working skills, manage

stess, abillty to set goals and sclfdiscipline. Self-Management competency prcpares rEscue

workers how to mamge and contnol their emotions in a horrific situations, the situations where

people are crytng and dying (Scott & Myers, 2005). Better sslf-6enagement is needed for better

performance in all emergency sihralions. Self-Management controls emotionally driven

behaviors, thoughs and feelin$ including ffig€r, fear, loneliness, anxiety and jealousy etc. Self-

Ivlanagement also guid ns to work with the available resourEes like time, enerry and money etc

rvhich make rescue workers capable reach the goal with respect and dignity (Compas et al.,

2017; Gross,20l5).

2.2.1.3. Decision Meldng in a Criticd Scenario

Decision making is the most critical and attention seekhg competency among rescue

workers. It is the ability of someone to mahe positive and constructive decision based upon
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individuals personal and social factors including cultural nonns, ethical standards, safety

oonoems and social norms (tleilman et al., 2010). It requires the rescue workers to consider the

sit,ation of different pot€ntial actions, understanding strength and weaknesses and also to take

steps like when more help is needed (Calder6n-Tena et a1.,2011). The outmost responsibility of

incidence commander is O keep eagle eye on the sitrutional hazards, while taking decision' The

prccess of decision making need full attention and consideration for a constnrctive and positive

outcome (Evans & Steptoe-Warren' 2019; Panno et al',2013)'

2.2.1.4. Sociel Awareness

This competency is associated with improving skills like how to deal others empathetically'

Awareness to deal others in different situations where the people need help. Social awareness

prepares you for a healthy relationship and inrcractions in social sffiings, which positively

impact upon your family, colleagues, goups and communig. Socid a\f,aleness is the ability to

know the pain of others in the community, it also facilitate the rescue workers to relieve pain of

the victims responded in emergency @asu & Mermillod, 20ll). social awareness provides the

ability to be well versed with the culture and also enables rescue workers to work more

efficiently and pnrfessionally beyond gender, race' age' socioeconomic, culture' class'

nationality and religiors discriminations (Rochat et al', 2012)'

22.1.5. ReletionshiP Skills

This competency is concerned with making positive relations and connestions with other

members of office or community (Jones et al., 2015). It is not only limited to connection but

also taking accormt of others' emotions in different circumstances and social interactions- These

are necessaty to maintain healthy and positive relationships. Relationship skills composed of

well listening, effective oommunication, ability to compromise, ability to consider own and

others' emotions, alvatp about thought processes, undersanding social behaviours either

appropriatc or inappropriate and dealing others empathetically in highly demanding

circgmstances. Relationship skills arc necessaty for conflict rcsolution, problem and emotion-

focused coplng (Wong & Power, 2019;Zeifuet et al., 2016).

Enrotional competence is basically composed of three components including expression

of emotions, understanding of emotions and experiencing emotions (Denham et al', 2002)'

Interacting and communicating to someon€ in social settin$, expression of emotions is very

important. Expression of emotions and communicating negztively or positively to influence and
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making relationship with others is also cnrcial (Denham et al., 2003). Understanding of

emotions is atso important in emergency r€scue senrice workers. Individuals have the ability to

understand their own and othes' emotions easily are said to mole efftcient and successful in

making relationship and dealing others in social settings. Experiencing emotions is the

recognition and regulation of emotions leads us to the defined goal (Boyatzis et al', 2000; Sy et

a1., 2006;Zsolnai & I0zsa, 2003).

Social comp€tence among adolescents and students are investigated widely and sEong

emphasis has been mad upon them in educational research. Social competence is said to be

necessary to school readiness. Students having high level of social competence are found more

successful as compared to less competent stude,nts in achieving grades (Zsolnail 2002). Social

competence is composed of social motives and social skills, which in turns stimulate an

individual and organize social behaviour.

There are number of social slcills like simple and complex social skills which are utilized

in a specific condition and we can say that these are situation-based abilities. These skills are

dependernt upon degree off social knowledge, area and society Effectiveness of the social

behaviogr is also dependent upon the effectiveness of individual's social skills. To what e:rtent

helpful the condition, more the individual will utilize appropriarc and specific shills. Social

competence in a broad selse includes abilities, skills, habits and knowledgc to act in a social

setting. It can tie the employees in a strong social relationship. It enhances our interpersonal

relations in a non-harmful way (Chow et al., 2013).

According to Rose-Krasnor's model of social competence, it is a multifactorial approach

including simplg specific and complex social, emotional and cognitive capabilities. These

factors are also accompanied by social motivation and social behaviour related to every

individual. Every step of life spin cr€afies and dwelop some mot€ specific physiological and

emotional skills. Social skilts, relationship success, peer status and fimctional goal-outcome

assessment are imporbnt factors of social competence (Zsolnai A J0zsq 2003).

Literature shows a strong relation betrveen emotional awareness and emotional

communication skills in social competeNrce. Emotions and emotional regulation have a dynamio

role in social competence. According to (tlunter et al., 2018) emotional competence is the

ability that how an individual identifies, understands, and implement emotional information

related to others that expedites effective and extraordinary performance while social
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compet€nce is the individual ability that focuses on the capacity to identify, apprehend and

practice those ernotional information related to individual self in a way that proceed to standard

and real order performance. Individual has the ability to be aware about social information

includiag empaf,hy, job description and organizational awareness, it also pncmotes effective

management of relationships in the organization'

Effective panagement of relationships includes developing othes, influenoing others,

conflict resolution, leadership skills, teamwork, working for change, cooperation and

coordination (Hunter et al., 2018). Social and emotional competencies include positive

interaction with colleagues, seniors and wen with juniors. Self-representstion positively,

errotional regulations and use of social skills in a right condition (DiPrete & Jennings, 20l2)'ln

this way, the employees will be able to differentiate social consequences in the working

environment which are related to empaftetic employee behavior, serviceoriented, and high

organizational commitment and engagement. These mentioned positive behaviors are all linlrcd

with conflict managpment, influencing otherc, inspirational leadership, hrgher cooperatiorl and

teamwork. Emotional and social competencies are closely relwant in the process of dweloping

leadership skills (Waite et al., 2015; Walter et al., 2011)'

Emotional intelligence based on overall abilities leads to emotional competence while

thesc abilities of ernotional intelligence provide the basis for emotional and social

competencies. Emotional intelligence is believed as a contributing factor to the ability neoessaty

for developing emotional and social competeNrcc (Cherniss, 2010). Therefore we can say that an

individual with a high level of ability-based emotional intelligence has the competency for

leaming and presenting emotional competence but it is not necessary to be an automatic process

(Abraham, 199\.

Literature shows a strong relationship betrveen social and emotional competencies, but

the relationship is complex and sometimes they overlaps in certain conditions (Zeidner et al.,

2114).Individual interactions in the social scttings need spccific expression of emotions. Ihe

most important thing is how an individual is communicating their negative or positive emotions

to others. It has a stong inflgence over the whole process of emotional regulation, emotional

control and communication.

Both social and emotional competencies are developed and constructed upon the

fimdamental abilities of Epotional Intelligence. Work and working itself is emotionally loaded
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process and our emotions harre direcfly influence our perception of information and association

with others (Druskat et al., 2013). Most of researchers reported positive correlation among

emotional intelligence and employee performance and leadership skills (C6t6 & Miners,2006;

Di et al., 2D22;F-mmetling & Croleman, 2005).

Emotional intelligence is not only limited to work but also deterrrined in home

(Chapman & Hayslip, 2005; Ciarrochi & Scotl 2006; Fineme2Ct0+'1. According to (Hopkins

& Bilimoria, 2m8) ernotional intelligence is the combination of emotional and social

competence. Cognitive and affective abilities are the subparts of emotional intelligence'

Competency in someone is a measurable ability which create level of discrimination in their

performauce of a given job or rcle, in certain culture/organization. These capabilities are not

only measurable but are learned (Araujo & Taylor, 2012)'

Contrary to emotional competence, social competence is a permanent and ever+hanging

system composed of social abilities. These abilities are utilised in situations and events which

triggers emotions and social skills @oyaZis et al., 2017; Zsolnai & J0zsa, 2003)' The sooial

abilities system contains the simple and complex abilities and sub abilities related to social

knowledge. Social competence enables someone to engage in suitable and demanding social

behaviorn Social competence is the overall effectiveness in social and emotional interaction.

Association between social and emotional compctence is complex and unclear. Some rccent

rpsearches assumed that emotional competence is necessary for the development of social

competcnce more specifically in childhood (tlopkins & Bilimoria, 2008; Zsolnai,2002;Zsolnai

&1trea,2003).

Like emotional competence, social competence is also the combination of three

important components including sendurg an affective message, receiving an affective message

and experiencing affectively in the ourr€Nrt situation. Furthermore, each component is furtlrer

subdivided into four abilities like identificatioq awareness, management and regUlation and

working within smial context. These abilities are dependent and can polished with experience

@oyatzis etaL,2002;Dreyfus, 200E; Zsolnai & J0zsa, 2003).

2.2.2. Genilcr Differcnces in Socirl and Emotional Compctencies

Currenfly a huge focus of researchers is on the role of gender in regard to different

variables. Tlrerre are a lot of facors in the workplace which makes a considerable difference

betrreen roles of female and male leaders but there are also some lEsearchers which reported no
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difference (Anwar et al.,20ll). Factors responsible for gender differences related to social,

emotional competence and overall leadership skills include decision mahing, utilization of

powers, conflict resolutiorl team work. In the mentioned conditions females' leaders are found

more competent than male. Literature shows that feNnale leaders have better understanding and

use of their skills as compare.d to their male colleagues (llopkins & Bilimoria, 2008;

Rutherford, 2001).

Females are found more competent when they were assessed for skills, performance'

emotional and social competencies. Women are reported to have more strength and less

shortcomings when compared to their male counterparts. Considerable body of literature reporE

female ate moIE socially and emotionally compet€nt then male @oyatzis 4 aL,2002; Brackett

et al., 2006; Mandell & Pherwani, 2003). Actually, there is a difference betYveen effective and

successful leaders. Successful leaders are those lucky leaders, which are promoted quickly

while on the other hand effective leaders has the quality to keep their employees happy,

satisfied and productive.

Effective leaders have the skills to malre the workplace, a place ofjoy and pleasure not a

place of stess. Leaders are classified on the basis of behaviour patterns. A lot of research

studies reported a positive association between emotional and socid intelligence competencies

and job performance among different organizations like sales pemons and call centre agenE'

Researchers suggested that those employees eoriched with emotional and social intelligence

competencies will perform considerably better in the workplace (Dulewicz et al., 2005; Higgs,

2004; \Mong et a1.,2004).

2.23. Socid and Emotionel Competencies in Rescue lYor*crs

Responding to hazardous and honific emergencies on daily basis, as a result sleep

disturbances, symptoms of acute stness disorder, post-taumatic stress disorders and pressured

decision malcing are some of the emotional complications faced by fire and rcscue workers.

r#orking in these emotionally loaded circumstances the rescue services persoml are required to

have skills of emotion managsment like conhol over increased heart rate, tachycardia' self-

doubting thoughts and sweating etc (Mulligan & Scherer, 2012; Scott & Myers, 2005)'

Emotions either negative or positive are considered a bariers in effective decision

making in the workplace especially in a situation of increased attention (Evans & Steptoe-

Warren, 21lg). While working in emergency r€scue services crying of dying victims, burned
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victims, multiple deaths, powerlessness, fear, horror and aggfessions are the situations

responsible fortiggering emotions (De soir eta].,zolz).Ihose emotions forcefully conholled

at the incident spots may disturb the rescue workerc in the station afterwards' Therefore

emotions must be contolled in acceptable way to minimize their aftereffects (Scott & Myers,

2005). Acute sfiess reactions, post-traumatic stess and related issues are commonly reported

after responding to a blooded incidence. The more sever€ the incidence, there will be more

seyer€ emotional reactiors on the rcscue workers health (Khattak, 2Qlq' Manging your

emotions properly and acceptably can pfepare you for long lasting physical and psychological

health (Htrang et al., 2010).

Some situational factors are responsible for emotional complications like shortage of

shift stafi, slrortage of related equipment's and medications, complexlty of incident type'

commrmication issues, relrtionship issues, control of uncooperative bystanders and involvement

of terrorist goups etc (Couper & Karimi, zll3).Issues outside working place are also important

like rmbalanced work home environmen! physical fitness and shortage of time for social life

like frmily and friends are predictors of disfirbed psychological health. Shift rotation has a

significant effect upon relationship and worker's health (Gan et al', 2015; Morren et al" 2005;

Strazdins et al., 2006). Literature of the earlier rcsearches denoted that working in emergency

rescue and fire services is highly complex and emotionally demanding (Evans & Steptoe-

Warren,20L9).

It is recognized globally that social interaction to work in a team has significant effects

on the efficiency of healthcare professionals and patient care workers in the hospital or

prehospital services. Optimal health outcomes may be obtained, when they work collectively in

a certain s€ffilng. High quality of patient carc may be disturbed due to oommunication issues,

lack of accepting responsibility and lack of trust over the professionalism of colleagues

(Leonard & Frankel, 201l; Liebe et al., 2019; Muller-Juge et al" 2014)'

Rescue workers must have the abitity and competence to mobilize, inspire and guide one

another both in a team and individually. They may be loaded with the qualrty of influential and

inspirational leadership to help those in touble (Mitonga-Monga & Cilliers, 2016). By using the

quahty of empathy, they can manage diverse and life-threatening circumstances easily and

effectively. The rescue workers will be able to develop a special plan before starting operation

and will act upon the plane, but they mut be adoptable to change their plan according to the

changing patterns of unwanted and honific circumstances during the emergency' The r€scue
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workers will try to find out different ways of saving the whole commuity including humans'

animats and even forests by keeping in mind their own safety @oyatzis et al', 2017)'

The incident ootrunander workhg on ernergenoy spot can ute inspirational leadership

skills to motivate and stimulate their staff to work as team and act upon the plan for the

attainment of collective goal. Emotional self+ontrol and adoptability are the two important

competencies for rescue workers which enabled them suppress and control their own feelings

and ernotions to adjust tlremselves in honific and blooded emergencies (Boyatzis d' al''2017;

Frye& Wearing20ll).

2.3. Job Outcomes

Job outcome is someone entering developing, advancing or retaining in his job' These

are the comequcnoes employees are enjoying after entering to certain jobs' They may be

positive or negative @iener et al.,2OO2). Positive job outcomes are like job satisfaction' work

eNrgAgemeot and commitment etc, while negative job outcome are like turnover intentiotU

absenteeism and counterproductive work behaviour etc. it may be divided on the basis of

outcome duration like short term job outcomes and long term job outcomes or role type of the

outcome (van Diik & Bronm, 2006). Ihere are many frctoIs responsible to effects iob

outcomes including personality 6.ai6, optimism, happiness, waf,mth, opcrmess, negroticism and

lwel of psychological correlates (Khanna et rl.,2OL7). Other researchers found association of

different job ogtcomes like job satisfaction, benefits, job level, fiirnover intentions'

organizational commitment and job performance etc @iener eta,^,2002)-

2.4. lYor*,Engagemcnt

Work engagement and organizational citizenship beharriour got more attention in social

sciences, especially in organizational psychologr (Macey et al., 201l). Work engagement is the

employee,s positive, enjoyable, work-related attitude, and behavior that is characterized by

strength, enthusiasm, and preoccupation. Work engagement is the composition of vrgor,

dedication and absorption. Vigor is the high lwel of energr the employee e:rperiencing within

the workplace. This €nergy provides force and shength to invest the effort and work with

consistency even in diffrcult circumstances which leads to mental or emotional resilience at

work.
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Dedication is the fully involvement of employees in their work and they are enjoying

sense of enthusiasm, inspiration and significance. They are relishing the challenging situations

and are feeling pride over their work. The last component of engagement is the absorption'

which is the focus and full attention of the employees in their work to get benefits and increase

prodnctivity of the organization (Amano 5J-al.,z}2l). The term employee engagement is related

to an employee contibution, overall satisfrction and level of enthusiasm for their work'

E4ployee engagement is linked to organizational performance (Ilarter et d., 2@2\

These researchets established an expressive association betrveen engagement and business

outcome like prodrrctivity, profitability, customer satisfrction and level of tutnover intention'

According (Sals, 2006) engagement is multidimensional in natulE, work engagement and

organizational engagement. Employee or work engAgement is excepional and quite unique

composed of employee's cog[itive, emotional and behavioual mcchanisms' These components

are inimitable to individual role and performance while organizational e|rgagement is the

employee performing the role as a member of certain organization. Employees with a high lwel

of engagement wilt feel energetic, enthusiastic, stron& satisfied, and committed during work

and they are found completely immersed in their work (Schaufeli et al., 20021. Most of the

orgianizations r€ports that higtrly engaged employees are integral to customer satisfrctiotU

improved overall performance, job satisfrction and develop quality of service to superior level'

To establish an enjoyable engagement among employees is a challenging task for the

organization specially in health care sector (Tufte, 2013)'

Some of the researchers reported some important factors like proper utilization of

organizational rpsources including autonomy, social support and ernployee involvement in

decisions related to different organizational matters @rown & cregan, 2008). Attention has

been shifted from theory to practical and the responsible has been come uIDn the shoulders of

managerq that how they are developing engagement among employees of the organization' Job

Demands-Resource model explains that WOrk engagement is generated from the balance

between job demands and available rcsouces. Job demands includes workloa4 targets,

deadlines, duty timfurgp, duty shiffs etc while available resources include supervisors supporq

co-workers support, rcwards, decision makin& effective communication etc (Schaufeli &

Baklcer,2004).

Some of the research studies reported work engagement works as predictor of workers

performance, which is indeed tied with workers health condition. Improvement in the level of
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work engagement is positively associated with workers hedth promotion' Engaged ernployees

always feel safe and secure (A4ano et aL,2020; Shimazu et a1.,2012). Researchers in social

sciences are working on the psychological importance of engagement in the work place' They

are also interesrcd to investigate their association with othcr variables (Rich et d., 2010).

2.4.1. Eng;qement Works likc Assessment Tool

ln other words, we can say that lwel of engagement is the assessment of employee' To

what extent the employee is using and utilising their skills and knowledge. Highly engaged

employee will use their knowledge and skills to the extent. Engaged employees are found more

willing to put flexible use of their skills and efforts for the development of the organization'

High lwel of employee engagement denotes higfu level of employee involvement in their work

(Loclsrood, 2007).Another study by (Frank et al., 20(N) reported that employee engagernent is

the positive emotional attachment to their working organization. It is an individual success in

terrrs of satisfrction in work. satisfied employees are found motivated with less turnoYer

intention and high well-being. Job characteristics and organizational support are reported the

antecedenB of work engagement (Van den Berg et al., 2013). Indeed workers having high work

engagement feels themselves energetic and r€ady to face challenging professional

circumstances (Albrech, 20 1 l ).

2.4.2. 'Iyprx of Employee YYork Engegement

Employee work engagement is an individual job outcome varies from person to person and

organization to organization. Higfiy engaged employees are willing to work till to the extent for

the development of organization. Employee wort engagement is categorized into cognitive,

emotiond and physicd engagement.

2.4.2.L Cognitivc Engagement

This involves to what extent the employees' thinking, attention and focus on the given and

accomplishment of tasks assigned to them. Highly engaged employees are ready to accept

challenges and they are rarely distracted by little distraction at work. It is the overall belief of

the employees about the organization and value given to the organization and organizational

mattcrs (Castellano et al., 2019). One of researcher tied cognitive engagement with different

talent-based programs. Through these training prcgams the employees have an opportunity to
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discover and polish their skills, knowledge competencies and the potential of sharing

knowledge.

The process of development will influence their cognitive attachment with work or

organization. They will mahe the employees able to identify issues and their solution'

Furthermore cognitive engagement is also formed when ttrere is perceived organizational

support (Fachrunnisa et a1.,2022). Perceived organizational support has a signifioant effect over

positive actions of the employees which is necessary for employee well-being, emotional

strength, self-erraluation and passion. These positive actions and behaviour arE necessaty for the

employees to invest their abilities and skills for the developrnent of the organiziliot (Rlpades

& Eisenberger, 2W2).

Organizations of employee's supportive environment has fewer cofltmon issues of

counterproductive work behaviours and turnover intentions' The employees feel more

confident, when there is a support Aom seniors and colleagues' Steps for workers welfare'

appreciations and recognition of work, care for employee need are the frctors required for

generation of employee self+onfidence, self-efftcacy and self-esteem. These frctors fi[ther

make the employees mone engsged and satisfied (Rhoades & Eisurberger, 2N2). Cognitive

engagement breeds cognitive abilities in employee like problem solving skills, critical thinlcing

abilities, evaluation skills and searching alternative solutions to problem solving (tluelid, 2018;

Lindqvist & VestnarU 2011).

2.4.22. Emotiond Engagcment

This involves their own feelings and behaviors of involvement at work. It is the 'here' and

.now, experience of the employees having, while they are busy in their work. lVhen employees

of a certain organization associate their feelinEs positively with the organization, they are said

to be emotionally and physically e4gaged with the organization. Positive association means

positive rcsponse. According to (Reina et al., 2018) and colleagues there is a significant

association among managers supportive behaviour, employee emotional engagement and

employee turnover intention. Ttrey found that emotional engogement is a potent psychological

tEsource in retaining workers in their job. It provides an opportunity in the employees to feel

individually connected to the work or orgrnizarion which is positively associated with employee

retention and productivity. It is the overall feelings of employees either positive or negative

about his seniors, juniors and colleagues (Chukwuma et al., 2019)'
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Negative emotions have also a significant effect on employee and organization'

Employees emotionally engaged are not only working for a salary oheck at the end of day or

month or promotion or compensation, but they have fsslings, thinking and actions regrding

their work or orgianization. Tlrese positive feeling and actions of the employees lead to goal

achievenrent in an effective and effrcient way. Feeling of being valued and confident

collectively cmpower employecs to be good decision makers in critical sifiration with full

enthusiasm and courage (ArianL 2013; Chukwuma et al', 2019)'

2.4.2.3. Phpical Engagement

It is related to those practical steps tahen by the employees for both individuals and

organizational development (Knight et al., 2Ol7). Participation in voluntary activities like

training and seminars etc are the examples of physical engagement (Simpson' 2009)' Work

engagement is a state needs active and positive menAlly and physically present individuals'

therefore highly engaged employees are said to physically and psychologically engaged' They

are always thinking and doing some good deeds and will t,y to avoid bad deeds' These

errployees will be always creative (Dul et al., 2011; Serrat 2017)'

2.4.3. Frctorr Influenelng Work Engegoment

work engagement is a job outcome which may be created among employees of the

organization. Creafion of engagement among employees positively influence employees attitude

and behaviour (Kim & Ausar, 2Ol8). Researchers identified 26key drivers relevant to employee

engagement. Some important from the list include extrilarating and challenging work' career

progrcss, taining and development opporhmities' exceptional colleagues, compensation'

supportive supervision and management, recogpition of services, respect and appreciation'

Below arc some specific faptors relarcdto emPloyee engagement reported by (Vazirani'2007)'

24.3.1. The WottPlace

The workplace itself play a key role in employee work engagement' Supportive work

environment leads to high work engagement. The work environment include some physical and

some technical frcto$ like attitude and behaviour of colleagues, seniors, juniors and work-home

relationships while technical factors include use of technolory at workplace etc (Briner, 2000)'

Work environment is the overall climate where the workers are working (Hanaysha' 2016).

Factors that affect work environment include seatin& electricity, internet, llghting system'

G
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office layou! equipmurt's layout and storage, work place design and workplace tempefatu€'

These mentioned frctors influence employee performance whioh fi[ther effecb job satisfrction'

cornmitment and engagement. supportive work environment and prolonged stay are linlced with

workplace (Anasi, 2020; Yusliza et al., 2020)'

Conductive and attactive work environment has positive impacts on employee job

satisfrction and it generates committe4 motivated and engaged employees' Work engagement

is related to employee physical and emotional prcsence when and where they are working'

Level of engagernent is associated with their job area and job role' High level of engAgement is

necessary for the generation of positive enerry and identification (Macey & schneider, 200E)'

According to (Nienaber & }[artins, 2020) cornmitnrent influence ernployee engagement in

cemain organizations. Researchers found strong association among workplace environment

commitnent and employee performance (Danish eta].,2ll3;Dul et al', 201l; Hanaysha' 2016)'

2.4.32. Efiective Communication System

suitable communication plays a key role in development of organization. Topdown

communication and open-door policies arc nccessary for every developing organization

policies related to decision making must be the combination of both leaders and subordinates'

vierupoints. Every e6ployee has the right to be heard during pohcy maldng and decision

making. Crood communication with employees is helpful in comprehending their role and it is

also helpful to contribute their services to the organization. Good comrrunication also

encourages the eurployees to share their issues (Clampttt,2005)'

Good communication among employees shares good information about any development

in the organization. Effective communication keeps the ernployees familiar with the upcoming

variation and change within the organization. Every organization needs to clearly establish and

properly communicate their job descriptions, job demands and goals with the employees' Ihe

employee should also be given proper time for preparation while achieving the goals' They

must define their rules and regulations and highlight their priorities. It will help the employees

to focus on achiwing their goals and complae their 
'asLs 

assigned to them. Anotlrcr importance

of the effective communication is that the employees may obtain proper feedback on their

performance from the high-ups, which is necessary for engagement and commitment and

improvement.
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All the employees expect support and recognition of their work. Regular feedback and

recognition of work act like an incentive and pulls employees attention and concentation to

improve their job (Cattermole et al., 2013). Regular recognition and feedback are positively

associated with better performance. Effective communication provides an opportunity to share

feelings which stnengthen and builds confidence among the employees and their associations.

Effective communication provides accesses and connect workers with their nnnagers or

supervisors (Welclu 201 1).

2.4.3.3. Rerverds rnd Recognition System

Services recognition and reward arc necessary for employee motivation. Employees must

need benefits and compensation for engagement and commitment. Regular promotion or

increase in salary is the recognition of employees services and achievement by the organization

(Teofisto, 2009). According to (Cooper-Thomas et al., 2018) and colleagues evety organization

need proper payment system to attract employee to work and stay. All the organizations must

have a well+stablished attractive monthly salary system.

Some organizations are also paying bonuses and other payment options like honorarig

allowances including daily allowance and ransport allowance etc. Benefits ad compemsations

are positively associaH with employee work engagemeirt. Pay system and other compensations

should be attractive and reliable with terrrs, conditions, academic. experience and relerrant

demographic. To increase employee engagement, the organizilion must have the ability to

benefit and compensate the employees (Mottaz, 1999)

2.4.3.4. Career llwelopment Prugr:ems

Learning is a continuou process and it is not limited to the classroom only. All the

employees in the organizations need regular tutoring and trainings to develop their skills and

cope with the new technologies. Career development is like software updating. Softruare of

certain computer prcgnms are updated to become able to work with the new demands of the

users. Traininp help the organizations to dwelop skills of new and existing employees and

make them compatible and acquire the required skills and knowledge while working on certain

position.

Before starting certain trainings for employees, the organizations also share the aim and

purpose of the Eaining and expected results. The organizations are always trymg to engage in
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trainings, which looks profiable, beneficial and have long term impacts. The main objective of

the said trainings is to increase employee contribution in task accomplishment and goal

achievement. The manage$ or supervisom must need to design developmenal tasks

(Altehrebah et al., 2019). These tasks are designed according to their designation and job

description. The employees' developmenal tasks are linked with job satisfrction, which in turns

leads to engagement. In such position the employce is doing and getting more from the same

work. Researchers reported strong association engagement, fiaining and development.

The employees are found more engaged and committed when they realised that the

managers or leaders are working on employee development and facilitation. These employees

have the high level of personal effectiveness. All the employees need to know about their

purpose and mission within the organizrion, when they are aware about the purpose they will

try to find out different possible ways for service acceleration and dwelopment (Luthans &

Peterson,2002).

Employee high level of engagement is associated with new skills, new knowledge and

utilization of inner potential. Highly engaged organizations are investing on their employees,

which is necessary for high productivity. Performance appraisal by the supervisors is necessary

to develop employee personal competencies. Employee engagement may also be enhanced

through frir pcrformance assessment techniques and procedures. Organization having proven

history of using fair performance appraisal tecbniques generates engaged and committed

employees (Altebrebatr et al., 2019).

2.4.3.5. Pcsonelity of the Empbyees

Employee personalrty may also influence level of employee work engagement. For

example, two individuals are recruited at a samc time in a single organization. One of them is

feeling happy, committed and engaged while the 2d one is feeling bore and low level of

engagcment. Both of the employces have different level of engagement. Highly engaged

individuals are found hard working committed with low level of counterproductive work

behaviour and turnover intention (Judeh, 2021). There are limited empirical research studies on

the association of work engagement and personality.

Earlier literature reported that employees with different personality haits are motivated

by different activates which weakens or stnengthen their rEsponse, depends upon situation and

available rcsoulrces (Bandura, 200La; Wan & Inceoglu, 2012). Another researchers reported that
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personality traits are responsible for motivation, engagernent and commitment even employees

with different personality tais may evaluate the same scenario differently (Liao et al" 2013)'

Another study on the relationship of big five personallty traits and employee work engagement

found significant association among two personality traits including agreeableness and openncss

to experience and work engagement. openness to experience was found significant predictor of

work engagement due to rapid variation of cuncnt working life.

Those employees who are ready to adopt immediately with the situations were found

more engaged. Individuals with personality tait of agreeableness are found to work in peaceful

situation and they hcve the ability to solve the conflicts. Ernployees of this trait are fouud

positive and motivated; they arc always in search of the conflict resolution and peace' Indeed

they are fognd more engsged because they save the energt and utilise it to use in a positive area

(Ongore,20L4).

Highly engaged employees will always fry to accomplish tasks within the time and will

always try hafd for goal achievement. According to (Geldenhuys et al., 2014), there are three

important oomponen6 of engagernent including vigour, dedication and absorption These three

components are closely tied with employee physica[ ernotional and cognitive aspects. Vigour

and vitality impelled an individual to live for a purpose. They are energetic and enthusiastic and

they love challenging life. ltreir life is full of energy, passionate, working wholcheartedly, and

they hate working half-heartedly (Abid et al., 2018; Geldenhuys etal.,20l4).

Highly engagsd employees are utilising their skills by using the available resources and

prepan4g their self for anticipate consequenoes. This quallty putls them away from stress,

pressut€, apdety and other psyctrological conditions. Majority of the research studies have

concltrded that there is a betrueen-pemon apprcach, showing that there are differences in the

level of work engagement between people related to working conditions, individual differences,

and their behavioral approaches @akker, 21l4).Howwer, some of the researrhers also reported

that work engagement also varies within an individual depend upon the sitrution' time, and type

of work. The main rEason behind the importance of engagement is that it is a very good factor

to predict important consequences of employee, tean, and organization due to their strong

commitment and enthusiasm to emphasize theirwork.

It is obvious from the earlier literature that engaged employees will perform well to help

the organizations in achieving their goals (Christian et a1.,2011). According to @efiou et al.,
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2012) they reported on daily, weekly and episodic engagement, such types of engagement is

concemed with daily working activities and it is the levels of vigor' dedication' and absorption

on that day which depends upon time, type of worlg and other related cirsumstances' Non

flexible duty hours, lnsupportive colleagues, insufficient rEsourccs and supervisory support 3re

found dangerou to workers work engagement. The current pandemic situation of corona virus

Disease (COVID-I9) has created more issucs for employees like lack of frceto-face supervisor

instnrctions and suprport, which arc necessaly for achieving targets and increase in productivity'

such type of pandemics also dehriorate heatr conditions of the employee, which is directly

assooiated to perfomrance and productivity (Amano etd,2021)'

2.4.4. Work Engegemcnt Among Rescue Wor*crs

Arured forres, Rescue services and police are included to be the part of rescue workerc

because they are all involved to saye people and evacuate them from an emergency sPot to a

safe area. They arc working in terrorist attacks, diflerent accidents, fue and disasters but they

found motivated and engaged in their job while saving the people on high risks on daily basis

(Shakespeare-Finch, 2011; Sinval et al., 2018; Stassen et al., 2013)' Rescue workers are prone

to different physical emotional and psychological disorders due to frequent exposure to horrific

epergencies and disasters. They need special attention from their organizations to polish their

coping skills (eueiros et al., 2013; Rabjohn, 2013). Due to the mentioned circuurstances these

professionals can develop chronic job stress which sometimes leads to burnout (Iksavouni et

aL,20l6;Krclq 2016).

Some of the researchers from the field of organizational psycholory have worked on the

association of burnout and work engagement. Improveurent in employee work engagement

lower down or prevent bumout (M. Leiter & C. Maslach' 2017; Leon et al', 2015) (Schaufeli et

NL,2ozo).It is obviors 6ad imFortant that work engagement is a significant psychological

rEsource for rescue workers is it may Protect them from developing negAtive emotiond or

psychological health issues lilce anxiety, stress, mood disorders, sleep related issues, fatigue,

tauma and burnout or presenteeism @grton etat.,2}l|;Kumar, 2011; Ray et al., 2013; Setti &

Argentero, 2014).

2.5. CounterprcductivelYor"hBehaviols

Counterproductive work behaviors are those acts by the ernployees cauing harnr to their

colleagues, subordinates, or organization in thc form of bullying employees, theft' breakfury the
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organizational property or damaging the important records of the organization, etc. Such types

of acts or behaviors may occur one at one time or therc is also the possibility that these

behaviors can go instantaneously together (Fagbohungbe etal.,20l2). It is intentional acb and

it's dso unacceptable behaviour that has a probability to be harmful to the organization or the

employees of the organization. Time misusg rse of psychoactive or prohibited drugs use,

destnrction of organizational or employees personal property, misuse of information and other

rEsources etc (Roopa et al., 2016).

Counterproductive work behaviors are those activities that are contmry to organizational

welfares and goals. lVithdrawal behavior, production deviancy, theft, and abuse are coultrlon

examples of counterproductive work behavior. Some of the workers use production deviance

behavior as a stratery, in case of insecure work environment the employees may show deviant

behavior and they may be involved in counterproductive work behaviors which are not good for

the organization. Most of the time there is a loss of productivity and failure to gain

organizational goals in case the employees of certain organizations are involved in

counterproductive work behavior (Zatroor et al., 2019).

Couterproductive work behaviors are deliberate and unacceptable behaviors of the

employees which negatively effects the employees, administration and the overall organization.

Intensity varies from lifile theft to misue of information. Their lwel varies from interpersonal

to organizational (Fox et al., 2001). Stressful working situations are reported responsible for

workplacc unwanted and unacceptable behaviors. A study by @cnnett & Robinso4 2000)

identified foru types of CWBs including leaving the workplace before timing, stealing of

sometlring from workplace, involvement of politics include nepotism, favouritism and blaming

others while personal aggression include verbal and physical abuse or harassment etc.

Counterproductive work behavior is directly associated with level of stness. Sters

generates negative feelings and these negative feelings leads to negative actions which is most

unacceptable to the authority of the organization. Mostly these unacceptable and unexpected

behaviors or actions are noted in new inductees because they are new to the environment and

they don't have awareness about adjrstment skills. Sometimes these behaviors ar€ noted among

incompetent and urukilled employees, when they are failed consistently in a completion of the

assigned tasks. Role conflict and role uncertainty are the other factors which leads the

employees towards counterproductive work behavior practices in the workplace (Fox et al.,

2007).



2.5.1. Interpersonal }Yorkplece Aggrcssion and CIYBs

Counterproductive work behaviour is the outcome of interpersonal workplace

aggression, which is the major negatively existed actions of the employees in the organization.

This negative organizational occurrence has a chance to impact employees either verbally or

physical, direct or indirect aggression. Interpersonal wor$lace aggression effects both ability

and skills of the employees and minimize the occurrence of achieving the targets. It is not only

results counterproductive work behaviour but also generate sweral negative oryanizational

outcomes like high absenteeism, low productivi$ and high turnover intention etc (Dupr€ et al.,

2014).

Increase in workplace aggression leads to increase in job searching behaviour to get rid

from the aggression frcing in the workplace. In most of the cases these behaviours are

damaging to others or to organization because sometimes the victim is unable to tolerate or

adjust to the aggression or aggressive behaviour. Long terrr exposue to this behaviour is also

hamful to organizational reputation and deterioration in quality of work. In case of infrequent

aggressive episode or aggressive supervision, most of the employees adjust and bear the

infrequent aggression, they also stay and wait for a positive change but in case of frequent and

regular aggression or aggressive supervision they prefer to quit thejob and search for alternative

(I{ahn etal.,2007l.

Couterproductive work beharriour is not limited to employees of the organization but it
is also related to the organization itself. Counterproductive work behavior among employees of
the organization is dysfunctional behaviour. Counterproductive work behavior effects almost all

the related factors including social, emotionat, economical and psychologrcal (Tahir d d.,

2018). Dysfunctional behaviorus lead to violation in organizational norms which rcsults sever

loss in productivrty and profiability. These behaviours in employees have costly consequences

and huge losses for the organization. The aforementioned behaviours are also responsible for

creation of stress among employees which interpersonal organizational rclationship.

Employees with those behaviours in organization are found low in self-esteem, lack of
confidence, physically and mentally under+ompromised and they also lack organizational

citizenship behaviour (Ayub et al., 2o2l). In some extreme cases of aggressive behaviours

among employees, they are found highly engage in turnover intention and altemative job search

behaviours. They are trying to search altemarc job opportunities to escape from the aggressive,
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unsupportive and stressful workplace. [n some cases, if the mentioned behaviours are found in

leaders or managen, their immediate effect is reported among their subordinates because they

don't have another way balance their frusration except the subordinates. Like the above-

mentioned scenarios most of the subordinarcs becomes vulnerable and leads to be the victims.

Due to these practices' quality of worlg productivity and profiability are affected and the

employees also start search for alternate jobs and rcsouces.

Researchers reported that leaving the organization is the most employees response in

case of aggressive supervision particularly (Bakq 2015). Researchers reported two types of
practices in the organization. ls is the persistent and continuou aggressive supervision and use

of aggression which leads to turn over the cunent job, in the 2d case therc are inegular and

infrequent episodes of aggressive behaviours in the 2d case most of the employees are found

uengaged in alternative job search behaviours. Sometimes use of low level aggression either

verbal or physical are beneficial to increase productivity, profitability and it is also necessary to

malre a disciplinary workplace environment (B*4 2015; Dupr6 etaL,20l4).

2-5.2. counterproductivc wor* Behaviour versus neviant Bchaviour

Counterproductive work behaviour often used interchangeably with deviant behaviour

has become a hot issue for both business executives and academicians due to its costly and

disrupting consequences. A behaviour is said to be deviant if it has the probability to daqage or

harm someone being member or colleague or the whole organization. Deviant behaviour may

include individual or collective behaviour. Employees are found involved in counterproductive

work behaviour, when they are intentionally perfomring some acts in order to harm their

colleagues or they intend to harm or darnage property of the organization (Shatrinuzzaman et al.,

2017). Due to these consequences behind CWBs eyery organization is trying to minimize and

balance the workplace environment (Penney & spector, 2005; yang & Diefendofi zoog).

Counterproductive work behavior is inrcntional, purposeful and not accidental. The

behaviour is repeated deliberately to damage propefty or decrease productivity and profitability

of the organization. Sometimes the behaviour is repeated for attention seeking and acceptance

of some demands (Spector et al., 20lO). Most of the organizations are using the adoptive

seftings wherc they are facirg multiplicities of behaviours where costly and damaging

consequences are expected. These consequences are sometimes limited 16 smployees

individually but mostly to the organizationas whole.
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Counterproductive work behavior at individuals' levels related to employees only

include ferocity, vocal manipulatio& stabbing and annoyance etc while CWBs at organizational

level include long hours bredq holidays without any reasons, cyberloafing stealing someffring

fi,om office or employees, sabotage and misuse or damage of employees or organizational

property. Implementation of prcper policies of justice are necessary to reduce CIVBs arnong

employees. Thc organizations may aware and tain the employees to enhance abilities and skills

related to organizational citizenship behaviour (Chang & Smithikrai, 2010). Organizational

citizenship behaviour and counterproductive work behaviours are two active fonns of

behaviours have both positive and negative impacts. Counterproductive work behavior harms

while organizational citirenship behavior helps employoes or organizations. Researchers from

organizational psychologt sector studied both the bebaviours conceptually and empirically

(Dineen et a1.,2006).

Counterproductive work behavior either individuals or organizational level both are very

damaging impacts on organizations. They negatively impact the organization throueh decrease

in poductivity, profitability, increased maintenance cosb due to damaged property, decreased

mental or psychological satisfaction among employees and poor organizationat image among

the circle. Over 50 billion dollars are estimated costs of scam, robbery and comrption

committed by the workforces in different organizations (Dineen et al., 2006).

I\tlanagers and leaders of the organizations need clear understanding and awareness of
the issue which is deteriorating the whole scenario (LasisiOlukayode et al., 2014; pclin &

Funda,2013). Employees verbal, physical and menal behaviorus need attention of the leaders.

Sometimes the behaviours are helpfirl and beneficial while sometimes they are harmful to the

organization like CWBs etc (Hiriyappa, 2008). These turmful behaviours are hrmed differently

by different scholars like anger, workplace violence, reyenge, intimidation, ernotional

vindictiveness, st€eling, sabotage, rudeness and dispute. It is obvious that the mentioned all

deviant be,haviours have negative impacts, due to which they are collectively called

counterproductive work behaviours (Ambrose et a1.,2002; Barling et al.. 2009; Kelloway et al.,

2010).

2.5.3. Typcs of Counteraruductivc lyork bchaviour

In the context of rescue workers, CIVB caa have serious consequences as it may impede

their ability 3o perform effectively in emergency situations and jeopardize the safety of both the
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r€scuers and the people they are trying to help. Researchers have categorised counterproductive

work behaviors into five broad types due to ib broad dimensionality (Bruursema et al., 201l).

Most of the rcsearchers categorised counterproductive work behavior differenfly. Some of them

arc agrce to include sexual harassment while some of them are not agree (Gruys & Sacke$

2003). Here we discussed the most common types of CWBs related to workplace environment.

2.5.3.1. Abusc egainst othels:

It's consisting of acts including verbal, physical and psychologically harmful behaviours

related to other colleagues or subordinates in the organization. It ranges from mild to severe

lcvel, from just ignoring someone to pushing and hitting. Furthermore, abuse is divided into sex

types including physical, sexual, verbaUemotiona[ psychological, economic and cultural.

Examples of this behaviour include threats, rgnoring others and disapproving comments.

flarassment or workplace abue is reported from certain organization but the frequency is

greater against women. There is a chance of more abuse or harassment but mostly it is not

reported and are concealed or adjusted (Gale et al., 2019). Workplace abuse is responsible for

some psychological disorders like sleep related issues, anxiet5r, strcss, depression and post-

taumatic stress disorders. In some cases the victims experience only minor symptoms but in

some cascs the victims expericnce morE sEverc symptoms accompanied with other serious

conditions (Nabe-Nielsen et a1.,2016; Nielsen & Einarsen, 2012).

2.5.3 2. Prcduction deviancc:

This type of behaviour consists of intentionally performing job tasks ineffectively.

Intentional deviation from the duty or negligence in sandard of working or responsibilities or

doing something irrelevant during the duty time (Dunlop &I*e,2OM). Example of production

deviance include working slowly, when there is a deadline to complete a target. According to

(Omar et al., 201l), conceptually there is high overlap behveen workplace deviance and

employee aggression at workplace because both of the behavioum are composed of hostile

intentions and motives but some researchers identified difference between the constructs.

Employees who are abused by seniors are found involved in workptace deviant behaviour.

There are some other factors behind employees deviant behavior including both situational and

environmental circumstances (Dunlop & Lee, 2004; Tepper et al., 2001).
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2.5.33. Sebotage:

This type of behaviour includes damaging or destroying someone or organizational

property. It is an inrcntional and purposeful behaviour of the employees to hamr or damage the

organization or organizational policies, rules and regulations thmugh sedition, annihilatiorl

disruption and obstnrction. The employees are involved to loss or decrease productivity and

profitability of the organization (Chowdhury & G&tler, 2015). Sabotage is one of the diverse

forms of counterpoductive work behavior studied in organizational psycholory. Employees

aggression, frustation at workplace, some personality traits, emotions and the workplace iself

can contribute to employee sabotage behaviour (Greenberg, 201l). Employees sabotage

behaviour can occus mostly in events tike political drives, wa$, touflmments. games or

organizational activities lilce seminars or conferences etc (Serenko, 2020). Sabotage activities

are considered undesirable and punishable in certain situations. These activities need proper and

careful covering and solution (Umana & Okafor, 2Ol9).

2.5.3.4. Incivility

The derviant behaviour of low intensity including rude and discourteous behaviours like

taking credits for others worlg flaming colleagues through nasty emails or voice mail, leaving

office before completion of time and sprcading rumoum about organization among colleagues

(Pearson & Porath, 2005). Most of the orginnizations are facing the issue of incivility today. One

of the survey in govemment sector reported thatTlyoof all the employees had some expe,rience

of practicing incivility in past five years (Cortina et al., 2fi)l). Individuals who are recipient of
the incivility are found in psychological distress, low lwel ofjob satisfaction and sometime lead

to tumover. The organizations ibelf pay some costs from the practices of incivility. The most

important is the diffrculty to attract good employees. Reputation of the organizationamong their

competitors is also disturbed (Aquino et al., 2001).

2.5.3.5. lYorkplace Violcnce/Aggrcssion

Aggression in a limit is normal but sometimes it become an issue. Researchers reported

tttat unaddressed and unresolved forms of incivility leads to mor€ severt type of knovm is

workplace violence (Pearson & Porath, 2005). According to the data sharcd by The National

Institut€ for Occupational Safety and Health (NIOSH) that approximately eighteen thousand

people in a week arc suffered from violence or aggression by someone at the workplace.

Workplace violence leads to a number of consequences like harming psychological well-being
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of unployees, lower engagement and commitment and it last high tumover intention (LeBlanc

& Kelloway ,2002).Intensity of the sonsequ€nces vary Aom victim to victim (Barling et al"

200e).

2.5.3.6. Serual Haressment

Unwelcome and unwanted sexual advances, request for sexuat favours and other verbal

or physical conduct of se:rual ndurc comes under the headtng of sexual harassment' One of the

sunyey on female workers reported thil,Z4o/obelieve that they are sexually harassed while 58%

reported potentially trarassing behaviour (Ilies et al., 2003)' Men are also sexually harassed'

u.s. Equal Employment oprporhrniu commission's (EEOC) reported that 15'4% men

employees werc sexually harassed in 2006 which is increased to ll.60/o lm2007 (EEOC, 2000)'

Victims of sextual harassment reported several negative outcomes like decrease self-esteem,

anxiety, s6ess, low job satisfaction, decrease work engAgement and commitment, absenteeism'

lower performance and intent to leave the organization @owling & Beehr, 2006)' Costly legal

actions are also the outcome of sexual harassment both for individual and organizations

(Zugelder et al., 2006).

2.5.3.7. Withdrewel:

This type of behaviour include restricts time spent working to less than what is the

requirement of the organization. Most of the employees are involved in this behaviour' There

arc many forms of employee withdrawal behaviour including falce illness, taking unnecessary

breaks, absenteeism, late arrival and leaving offrce early. Employee withdrawal is also

considered a form of avoidance or escape behavioru which oocurs frequent in certain

organizations (Spector et al., 2006).

2.5.3.t. Theft:

Taldng of someone property like money, documents or something belongs to group

mernbers (colleagues) or organization. Employee theft behaviour vary Aom minor to major or

serious including talcing offrce supplies to home and embezlement etc. researchers reported

that theft is a widespread issue of most of the organization. Research study by (Bennett &

Robinson,2000) reportedthfr.T|o/oof employees are taking organizational asscts home at least

one occasion. With the monetary losses the employee theft causes major disruption for
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managprs or leaders which in turn leads to decrease in morale and firther damage to

organizational reputation (Grossman' 2003)'

Horseplay is another tlpe of counterproductive work behavior addcd by (Bruursema et

al., 2ol l), this type of behaviolr consists of playing games or engaging in some other activities

leads to tEsoulce wasting. Games dlring duty hours are played for firn and are considered

interesting which spoils the precious duty hours, harm the organization or customers'

Cognterproductive work behavior stops and inhibits the employees to get the organizational

objectives and goals (Spector et al.' 2006). People respond to aggression based upon their

personallty and co,ping abilities.

Strong personality and abilities to cope and manage the stressful situatiors is an asset of

the employees. Some personality traits like narcissism and agreeableness etc boosts deviant

behaviours. Other factors responsible for CIVBs in the employees are ambiguous job

descriptiorq lack of job security, lake of motivation, low self-esteern, injustice, unbalanced

policies, poor control system, lack of future opportunities, shessful work environment, lack of

performance appraisal system, lack of performanoe recognition, age related factors, high level

of job stress and some demographic frctors are also found associated with CWBs'

Counrcrproductive work behavior is associated with productivity, profitabillty, high turnover

and high workplace sEess among employees. Negativity in workplace leads to lack of energy'

confidence, enthusiasm and optimism. Counterproductive work behavior can be re'placed by

organizational citizenship behavior, to increasc productivity, profitability and energize then to

achieve the organizational goals (Aftab & Javed 2012;Fatima et al', 2012).

2.5.4. Cruscr ofCounterpruductive VYorkBchaviour

As a leader or manager, the outmost responsibility is the correct evaluation and diagnose

the root of the issue. Mosfly it is done through discussion with the individuals involved and

their colleagucs and correct observation of the employee behaviour. The main purpose of the

assessment and diagnose is the appropriate course of action may be taken. Counterproductive

work behavior in the organizations are mostly handled by making appropriate rules, regulations

and policies with a suiable mechanism that's initially punitive but researchers reported that

these practices are not always effective at reducing CWBs (Sackett et a1.,2006). It is important

to know why employees are engaged in CWBs.



2.5.4.1. Poor Intcr?ersonel Rcletionships

Good relationship among employees of the organization is an asset. Positive

interpersonal relationship works like a powerfrrl tool in organizational productivity and

profiability. Interpersonal conflict an organizational context is associated with number of

counterproductive work behaviors like disruption, aggressive behaviour, anger, robbery,

witMrawal, production deviance and abuse against others (Hershcovis et a1.,20073 Spector et

a1.,2006).

2.5.4.2. Torlc Leedcrrhip

Poor or "nsupportive supervisors are like poison for the employees. The employees will

feel insecure while working with unsupportive supervisors. Such type of behaviours is harrrfirl

for the promotion of employee performance and it leads to some undesirable employee

behaviours. Currently this is known is toxic leadership and management hcause they effect

employee around them negatively (Golduran, 2006). These leaders are also involved in sending

mixed messages, changes directions frequently and hesitate in decision making. They cannot

make dccision till the last possible moment (Appelbaum & Roy-Girand, 2OO7). The toxic

leaders are in search of completion of short-terrr goals instead of longterrr. They don't care

about employee's health and wealth. They arc rcsponsible of employee's high level of despair,

st€ss, anger, decrease in morale, deprived communication and directions. Toxic leaders make

the workplace a hell for employees (Brett & Stoh, 2003).

2.5.4.3. Unsupportive Co-workers

Incivility, bullying and disruption by the co-workers also leads to counterproductive

work behaviors. One of the research reported that3}Yo of workers have experienced bullying

from their fellows (Rayner & Keashly, 2005). Incivility has become an issue for the

organizations today. Uncivil and disruptive co-workels compel other employees to be involved

in C\ilBs. Incivility leads to withdrawal, aggressive behaviour, robbery, frke illness and

decrease in productivity and profrtability (Aquino et al., 2001t Penney & Spector, 2005). Co-

workers also creates issues of performance and productivity which in turn deteriorate the whole

organizational environment. These minor issues sometimes lead to blunders and become a

challenge for the managers.
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2.5.4.4. Iniustice

Leader's fairness is a good quallty and is associated with a number of positive

consequenc€s including increase in morale and motivation, increase in performance and

productivity and overall effectiveness (cropanzano eta1.,2007; Rupp & cropanzano'2002}

Fairness and justice in the organization is also responsible to enhance positive attitudes towards

leaders or supervisors. organizational justice also generate tolerance among employees to

accept positive and constructive criticism but on the other hand organizational injustice is also

responsible to promote counterproductive work behaviors and other negative job otttcomes

among employees. Tlpes of organizational justice include distributive jtstice, procedural justice

and interactional justice (Leung ct al., 2001)'

2.5.4.5. Dissetishction in Job

Job satisfaction is the employees positive and pleasurable attitudes towards their job

regarding pay, dgties, tasks, promotion, opportunities and behaviours of the seniors and juniors

(Khattak & eur€shi, 2O2O). Researchers worked on job dissatisfaction r€portd that it is

associated with differeirt types of cwBs like thcft, absentceisnr, tardiness, frequent brealss and

production deviance. Job dissatisfrction is the potential cause of CWBs (ltrershcovis et al',

2007;Lutet al., 2003; Spector et al., 2fi)6). The leaders mrlst need to work on the assessment

and diagnoses of those issues and factors which are directly lfurked to employee dissatisfaction'

The assessment will help the ernployers to easily contol the issues and they will also help to

sealch long staylng employees. Job dissatisfrction is the result of not only single issue, but is

due to multiple factor including both individual and organizational, situational and

environmental etc (Ray et d., 2013).

2.5.4.6. Situationel Conscqucnces

Situational oonsequenoes yary from firm to firm and from individual to individual'

Likewise employee performance issues come due to lack of skills hainingS (Grote & Grote'

2006). hability of employees may generate Agstation and when the employee is unable to

attain goal, the frgstration may lead to aggressive behaviour. o[re of the meta-analytic study

reported that in organization the existed situational constaints may include resourEes limitation'

lack of persistent skills trainh& which malse the employees able to cope with future demands

(tlershcovis et al., 2OO7). Some other rpsearphes are also existed on these constraints'

According to them employees who becomes frusfiated with the mentioned factors in certain
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organization are found involved in counterproductive work behaviors practices like sabotage,

aggressive behaviour, resentment, robbery, withdrawal behaviour and production deviance

(Spector et al., 2006).

2.5.4.7. lVorkpbce Climrte

Workplace environment or climate ibelf is very important for those working in it either

wor*ets or leaders. Workplace establishes some physical and behavioural nonns. tilorkplace

climate pr€pares the employees to tolerate particular behaviours, implement rules, regulations,

organizational policies and skills nainings (Williams d d., 1999). Sexual harassment and

violation tom ethics, rules and regulations are the significant predictors of counterproductive

work behaviors (Greenberg,2002). Punitive actions are needed again* those found involved in

harassing behaviours. In case of ignoring these behaviours in the workplace leads to more

serious consequences. Workplace incivility can be controlled, when there are clear policies and

Standing Operating Procedures to treat all seniors and juniors with respect and dignity. Certain

organizations have SOPs of conduct like oattr talcing are signing of contacts which include each

and everything regarding duty hours and job descripions etc (Pearson & Porath, 2005).

According to (Hitlan & Noel, 2fi)9) some personality traib, ostracism and job place

exclusion are thc predictors of counterproductivc work behaviours. Organizational C\il8s. is

positively associated with high level of supervisor exclusion while colleagues' exclusion is also

positively associated with interpersonal CWBs. Conflict among employees, supervisor and

leaders are responsible for creation of depression, low self-esteem, decreased jo satisfaction,

decreased work engagement, decreased commitment, increased CIVBs and increased turnover

intention. (Bruusema eaal.,2lll) found association between job monotony and various CWBs

constnrcts including sabotage, theft, withdrawal, production deviance and abuse against others.

Job boredom or job monotony is associated with some other unwanted variables like

dissatisfaction, reduction in workplace effectiveness, turnover and unclear job duties. Job

description play a significant role in the generation of CWBs. Clear, suppottive and relevant job

duties are the remedies and pacemakers to minimize CWBs. For instance, we can alce example

of some welldeveloped organization which have clear and supportive policies. Researchers

found different conflicts and stressors responsible for employees CWBs perceived

organizational injustice, organizational constaints, interpersonal conflicts and employees
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bullying are important factors creating CWBs among employees. It is due to interpersond

deviance among the employees.

The interpersonal deviance is generated due to misconduct targets or blaming others for

the failure. Some of the employees believed it entitlement with and are exploited. These

employees need to misbehave in such ways that looks beneficial to them. On the other hand,

organizational deviance is directly related to the organization itself. Deviance in the

organization leads to deviance in productivity and profitability. Deviance in the organization or

workplace is articulated as lack of interest and long-time absenteeism. Some of the researchers

from the field of organization psycholory suggested as withdraw behaviour. These deviant or

withdrawn types of behaviorus in the organization pull out the employees both physically and

emotionally. Both types of mentioned interpersonal and organizational deviant behaviours are

the momentou predictors of counterproductive work behaviour and turnover intentions among

employees. Higher the job satisfaction, there will be less chances of CWBs (Anjum & parteq

2013).

2.5.5. Fector:s Influcncing Counterproductivc UyorkBehaviour

Interpersonal workplace aggressive behaviour is said to be major factors responsible for

establishment of both verbal and physical abusive wor*place environment. Tlrc aggressive

behaviour may be as result of personality traits, gurder, culture or may be due organizational

factors (Albert & Moskowitz, 2014; Arnold et al.,2Lll; Kauras & Preston, Z}2l).Researchers

repomed that aggression in the workplace intends to harrr another pe$on (colleagues, seniors or

juniors) which in turn harm the organization. This type of behaviour is like an examination for

both managers and leaders (Anderson & Bushrnan, 2N2). These all behaviours are connected

with deviant behaviours like request for long break, absentness, decrease productivrty,

counterproductive work behaviour and tumover intention (omar et al., 201l).

Another important factor is the personality of the individgal involved in
counterproductive work behaviors. The aggressive r€sporxrcs are based on their personality

strength and abilities 1s tnanag€ unwantd situations successfully (Michael & Crispen, 21jp1).

Counrcrproductive work behaviors is associated with high turnover intention, lack of energf,

lack of enthusiasrn and overall negative workplace environment (Dtrnlop & Lee, 2OO4). On the

basis of the literature the researchers suggested all the organizations to work on those
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components of counterproductive work behaviors where they can improve and reduce CWBs.

These results are possible to be achieved ifthe organization having an assessment system.

2.6. Turnwer Intention

Almost wery well+stablished organization will try to minimize employee turnover

intention to increase organizational perfomrance and productivity. Most of the organizations are

successful to found ways of decreasi4g turnover intention. Employees of such organizations are

found satisfied, committed and engaged to their work which in turn prolong employees stay in

the organization. Searph of skille4 punctual and hard workets employees is a hant task. Not

only organizations itself, employment agencies are facing issues regardrng high levcl of
employee turnover. They need to recruit young and educated individruls to make a strong

workforce with minimum intention to quit.

The leaders and managers must know to establish a clear balance among employee

rights, job demands, obligations, job entitlement, privacy, rules regulations and standard

operating procedures made by the organization time to time. Managers and employees also must

not forget to create a balance betwcen work and family cnvironment. The employees expect

better career where the firm care about the employees as well as their family and employee have

a better opportunity to work for both family and organizational enhancement and development

(Thwala etal.,20l2).

2.6.1. Tumovcrlntention e Multistage proccss

TUrnover Inrcntion is the employee's conscious, car',efu|, and deliberate wilfulness to

leave their working organization. Employee tumover is a complex prccess and it is composed of
several stages. It is the willingness to search other jobs in other organizations. Ttynover

intention is a multifactorial process and it is not only limited to a single reason only (Takase,

2010). In other words, the turnover intention is the emptoyee's willingness to lift the existing

job and search for a new job. Most of the employees are leaving their existing jobs for career

advancement, higher salaries, chances ofpromotions, and overall satisfaction.

Sometimes the employees quit their oristing jobs when they have an offer from another

organizatioq such type of practices are mosfly in skilled and technical workers or high-level

nranagers (Munawar & Sohail, 2017). Turnover is an issue currently faced by many well-

developed organizations which have become a sevqr danger to the survival of these
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organizatiotut. Some of the researchers are agree that menagers and good leaders can decrcase

tumover intention in employees. Turnover among employees in many organizations is a serious

issue and sometimes it becomes threar for the existence of the organization. Every organization

should be equipped with some leaders to take steps for the identification and solution of the

issues related to employee's tumoyer intention. Another research study on hotel employees

reported that they leave their jobs when they got offer from more attractive hotel (Yang et al.,

2012).

Turnover intention in organization is tinked with ambiguous job roles, prolonged duty

hourE, high lwel ofjob stess and decreased job satisfaction. Hearry work load or burden ofjob

is the major frctor affects employees turnover intention (Coeuee & De Villiers, 2010;

McCaughey d, a1.,2013). lVhen there is heary work load, then employees will feel stressful

which directs them towards annoyance, and€ty, sadness and worry in the workplace. Regular

exposulE to work stess boosts physical conditions including cardiovascular, respiratory,

Psychological and psychosomatic conditions (Jou 2013; Peter Angerer, 2015). Researchers

reported that high self-esteem and high level of emotional inteltigence reduces turnover

intention. Emotionally intelligent employees are found competent in emotionally loaded

conditions because they are fully aware about their strength and weaknesses and they have the

ability to control states of negative emotions. Organizational psychologists and researchers

found negative relationship between tumover intention and emotional intelligence among

employees i.e. emotionally intelligent employees show less turnover intention (Krishnakumar,

2008; Sy et al., 2006).

2.6.2. Fector:s Influencing Tumover Intentions

Managers and organizations are in search to find out some predictors to minimize

tumover and work to retain the employees for a long time. Continuors and recruitment after

short time is also spoils both finance and time.

2.6.2.1. Compensetion end Fringe BcnefiE

According to (Shahzad et al., 2ffiE) there is a positive association between reward

practices and performance among university teachers in Pahistan. It is obvious that employee

expect a productive compensation system in regard to their skills, knowledge and experience.

Compensation and benefits have a strong impact upon turnover intention among employees.

Compensation and benefit include all types of payments, allowances, seryices recognition,
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bonuses, commissions, earned leayes, flexible and relax working hous, rewards, pensions, life

insurance and all types of echo trainingB. Compensation components were found important for

employee motivation and retention among Chinees sample.

Allocation of compensation for employees need special attention (Chiu et al., 2002;

Nadeem, 2010). Another research study reported that pay and job enrichment policies are

positively associated with overall job satisfaction and turn have negative impact upon employee

firmover intentions (Long & Peruma[ 2014). Fringe benefits, skills development, continuous

reward and overall growttr are frctors positively linked to job satisfaction. and they are also

found negatively associated to employees turnover intention (Lobburi, 2olz).

2.6.2.2. Skills Treiningr

Every organization need continuous skills development taining to increase productivity

and achieve the organizational goals easily (Sal & Raja, 2016). Therefore, we can say that

taining has become very important for the development of any modern organization. Today in

the era of hig[ competency, suwival of the organization is possible only on working through

developed shategies and knowledge sharing exercises. The retention of their position among the

competitors is due to having a dedicate4 highly developed and enhanced training programmes

which nurtures and strengthen their employees' compctencies. Regular tainings are like a

backbone for achieving high prodrrctivrty and profitability (Nadeem, 2010; Sal & Rujr. 2016).

Emergency Rescue services, law enforcement agencies and security agencies need

special attention to anange regular trainings to enhance employee's skills. fire above-

mentioned services are also contonted with rescue operation, responding emergencies, crowd

control and public mrnagement. In case of untrained and unskilled professional, there is a

chance of more injuries, deaths and more damages to public properties. Importance of training

has become more vital in law enforcement agencies to be one step ahead fiom the criminals,

then they will be able to prevent crimes and having better understanding to managc (Lynton &

Pareelt, 201l). Regular trainings make the officials to be skilftl and capable to cope with new

and unwanted situations (Salas etal.,20l2).

2.6.2.3. Recognition end Performance Manegement

Service and performance t€cognition and management is important for the achiwement

of organizational goals. Success and failure are a continuous parallel process. performance
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management programs are strictly linlrcd to philosophy of goal achievement and the

responsibility of operation implementation (Abdullatr et L1.,2012). Every organization has their

own method to gather data about employee performance and recognition of the employee

sewices but it is important to note that this information must also be shared with employees to

aware them about their weaknesses and stength. Sharing of these information is also necessary

for enhancing employee performance (Abdullah et al., 201 l; Thwala et al.,2or2).

Performance management system is not only limited to the employees, but it also impacts

upon the orgianizational sewices, products or the whole organization. Lack of performance

appraisal system in the organization has a significant impast upon job satisfaction, employee

motivation, engagernent, counterproductive work behaviour and turnover intentions. When

there is no recognition and performance appraisal system in the organizations, the employees

will feel less motivate4 committed and engaged and therc will be morc chances to search new

job and leave the current job. In the mentioned circumstances the employees may leads towards

deviant behavior. Leadership skills and ernployees' percepions are also the factors responsible

for tumover intentions. Employee service recognition and performance appraisal system vary

fiom organization to organization (Abdullah et al.,2lll; Zimmerman & Damold,2OOg).

2.6.2.4. Professionet Dwelopmcnt

Professional development in the organization is a dynamic prccess necessary for the

achievement of individual or organizational goals. Professional development is equally

important for all managem, leaderc, employees and even the organization. The leaders and

manageE must consider it their responsibility to aware and motivate atl the subordinates to

assess their career regularly and also get and share information about their work necessary for

the development of organization (Chen et al., zOMl. For professional development the

organization must have clear SOPs, rules and regulation to minimize ambiguity. Before start

working on certain projects, the feasibility r€ports and initial information mwt be shared with

all the contributors regarding interpersonal support, asscssment, attention, tutoring haining and

overall development.

The utnrost responsibility of the organization is to provide an opportunity to enhance

ernployees' skills and develop them professionally. Professional carcer dwelopment is only

possible when both employees and organization are on singte mission and goal. provision of
more opportunities and working for professional development will increase job satisfaction and
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decrcase tumover intention (Chang a aL,2007). Another research study by (Muliawan et al.,

2009) on US Information Systern Auditors reported that professional development in the

workplace relevant to carEer progression has a significant impact upon turnover intention. The

researcher recommended some protocols for the firms work regularly for career advanceinent

by creating more and more opportunities to lower down turnover intention. Professional c,areer

development is a planned, well organized and forrral determination necessary for both the

employees and organizations to achieve a balanced environment which in tums increases

employee retention and decreases turnover intention. Regulu opportunities of professional

development also have a positive impact on job satisfaction, work engagement and

organizational commitment (Lips-Wiersnra & tlall, 2007).

2.G2.5. Interaer:sonet Relrtionship

Employees good and positive interpersonal relationship is vital for organizational

development and increase profitability and productivity. Enrployees attitude and behaviour may

be influenced by organizational policies and collectively the employee's hihaviour can also

become a pacemaker for implementation or variation in certain organization4l policies.

According to (Eisenberger et al., 2001) high obligation and increased loyalty among employees

of those organizations supporting and encouraging their worlcforce. Another research reported a

direct association between supervisor supportive behaviorn and employee turnover intention. It
is obvious that in case difficulties during worlg the supervisors are the only hope to solve, but in

case of unsupportive supervisors the employee will fecl their-self for the loss (Newman et al.,

20t2).

Subordinates' interpersonal relationstrip is necessary for the maintenance of stnong and

healthy relationship between employees and management in the workplace. Healthy

relationship between employees and management is key to increased productivity. job

satisfactiorl motivation, enthusiasm and self+steem, which paved way towards achieving

targcts or goals. Employee and employer relationship is a hot rpsearch area for organizational

psychologists. When there is a good relationship within the organization, the managers will not

spoil their energy in conducting inquiries and malcing disciplinary actions. In contemporary era

most of the organizations are working to provide counselling services and not punishing the

employees.
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Organizations arc getting value due to recognition of engaged, satisfie( committed and

enthusiastic employees. Values of these organizations wilt be not only limit€d to poductivity

and profiability but also in terms of customer satisfaction, employee rctention and long term

stakeholders value (Cook, 2008). Another study by (Greenbaum et al., 2015) rcported

supelisor's hypocrisy is directly associated with subordinates turnover intention. Employees

friendly policies can decrease the expectation of employee turnover. Another researcher

suggested a strong association among unsupportive work environment, poor leadership stiills of
manageN and employee turnover. Unsupportive working condition for employees and poor

leadership quality in the leaders are the important factors of employee and employer

relationship which is mostly ends on employee turnover. In case of unsupportive workplace and

incompetent leaders or supervisors, the employee will feel unsafe and they will search and join

other organization (Long & Perumal, 2Ol4).

2.5.3. Tumover Intention in Emergcncy Selviccs

High recruiment problems and high turnover in emergency medical sewices are

reported by @rown a al., 2003). Sensitive job nature of emergency services needs stong

medically and psychologically fit individuals. The US government are spending three billion

dollars annually on the development of emergency medical services (Chapman et al., 2009).

Researchers reported that insuffrcient amotmt of pay and benefits is the cause of high tumover

intention among emergency medical technicians while they also identified that burnout during

job and workplace is the main cause among emergency medical technicians, turnover or job

leaving.

Good working conditions and regulff job status can motivate emergency medical

technicians to enjoy their job. Most of the emergency paramedics are enjoying their work

instead of reporting shess in the workplace and long duty hous. Money was found the top

prionty of satisfaction in job. Overloaded working hours, limited benefits and low pay are the

important factors oftumover among emergency workeis (Brown et al., 2003).

U.S Fir€ administration identified some factors related to tumover and retention of
emergcncy management service professionals in the job, which includes insuffrcient emotional

support after responding to a horrific emergency, family commitnents, fear of infection

spreading interpersonal conflicts, excessive and regular tainings. Perceived patient abrse is

also a contibuting frctor (Patterson et al., 2005). Job stress is negatively correlated with job
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satisfaction, productivity and positively correlated with absenteeism counterproductive work

behaviour and turnover intention (Khattak etatl.,202l).

Emergency Management System occupational factors like multiple job roles and

ambiguous job description arc also found to be the potent souroe of job stress. High level of

stess among rescue workels is linked to victim handling activities, responding to horrific

situations and challenging working schedules of shifts. Regular exposure and proneness to the

mentioned circumstances makes them wlnerable to catch some physical and psychological

disorders very easily. These factors affects t€scue workers attiMe and management of
rclationship with other colleagues and senios, which in turn leads to high turnover intention

(Flanagan & Flanagan, 2002; Patterson et al., 2005).
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2.7. Concepturl Framc lVork of the Rcsearth
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study I

3. METIIODOLOGY

This section of the research project coven all the practical and experimental work

including data collection, data compilation, data entry and data analysis. The chapter also

contains information about populatioq sample, instnrments and all the software used for

analysis. The cunent research is composed of two research studies i.e., dwelopment and

validation of "Prosocial Behaviour Scale for Rescue Workets" (StudyJ) and the main study

Gtudy-tr). Most of the ttsearchers argue that people help one another due to some extrinsic or

intrinsic reward like an individrul help another penon and expects something the beneficiary

will return in futur€ (Lauri & Calleja, 2019). This chapter of the current research is composed

the whole process including all steps of scale development starting from objectives, population

and samples till discussion.

3.1.1. Rcseerch Design

This quantitative rcsearch study is based on cross-sectional and correlational research

designs. Quantitative rcsearches arc less time consuming and cost effective. Benefit of the

crcss-sectional design is that we can accommodate participants of different age goups and in

the cunent research we have participans from different age groups but the minimwr is 25

ycars.

3.1.2. Objectivcs

To develop a culturally specific scale for measuring Prosociality in rescue workers, to

validate its factorial shrcture, validity. and reliability.

3.1.3. Populetion

Population is the entire group of that a researcher is interested to select sample from it.

A well{eftred population is composed of too many individual samples and a well-chosen

sample must contains all the clraracteristics of the population. It is necessary for the researches

to define their research population before selecting rcsearch participants (Barreiro & Atbandoa

2001). All the operational employees of Emergency Rescue Service, Rescue 1122 Klryber

Pakhtunkhwa including Emergency Medical Technicians (EMT) and Fire Rescuers (FR) is the

population for the current study.
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3.1.4. Semple

Sample for the cunent rcsearch study was selected through purposive sampling

technique. Sample was selected from four adjacent disticts of Khyber Pakhtunkhwa including

Peshawar, Kohat, tlangu and Karak. The sample was consisted of 300 rescue workers working

on different positions of Emergency Medical Technician (n=180 o/o) aad Fire Rescuers (n=120

%). Rescue workers responding to emergenoies (working in the fiel( also known as operational

IEscue workers) were selected to participate in the study. Minimum age limit of the participanb

was 25 yean (minimum age for recruitnent in ERS Rescue ll22), qualification ranges from

intermedime to MPhil and professional diploma like an associate engineer, health technolory,

and diploma in information technolory. Socioeconomic background of almost all the employees

was same due to salary range. Participants for the pr€sent sfirdy were selected from four

adjacent disticb including Peshawar, Kohat, Hangu and Karak.

Table I
Details ofpopulation and sample (N=300)

All Operation Rescue lVorkers (EMT and FR)

Districts

Peshawar

Kohat

Hangu

Karal(

Population Sample

EMT (n)% FR (n)o/o EMT (n)o/o FR (a)%

t93 37.40 t02

48 9.30 34

40 7.75 28

50 9.6t 27

4 14.66

28 9.33

19 6.33

t8 6.00

34.00

l1.33

9.33

9.00

102

38

23

22

t9.76

7.36

4.45

4.26

The above table I indicates information's regarding population and sample. At
population of district Peshawar was composed of 193 EMTs and 109 F& from which 102

EMTs afi 4 FR were selec"ted for participation in the study. Population of Distict Kohat was

composed of 48 EMTs and 38 F& from which 38 EMTs and 32 ER were selected. IIangu

distict has 40 EMTs and 2t F& from which 23 EMTs and2l FR were selected. District has 50

EMTs and3zFR from which 22EMTsand lt FR were selected for fmal study.

3.1.5. Opentionrl Definitions of the Vrrirbles

The operational definitions are required to know about all the techniques and procedures

a researrcher is using for the measur€ment of all those variables under investigation in the

research project



3.1.5.1. Prusocid Bchevior

Prosocial behavior refers to voluntary actions and behaviors performed by rescue

workers that are intended to benefit others, particularly individuals or cornmunities affected by

emergencies, disasters, or traumatic evenb. Prosocial behavior is an individual voluntary

rEspolutc intended to help or benefits other either individual or grrups (Eisenberg, lgg2).

3.1.5.2. Work Engagement

Employee work engagement refers to the level of emotional, cognitive, and behavioral

involvement and investnent that rescue workers exhibit in their work. It is characterized by a

positive and fulfilling state of mind, where workers are highly motivated, dedicated" and

enthusiastic about their roles and responsibilities in the context of rescue work (Schaufeli et al.,

2002).

3.1.5.3. Counterlruductive yyork Behavior

Counterproductive work behavior in rescue workers refers to intentional actions or

behaviors that undermine the effectiveness, productivity, or safety of the rescue work

environment and are detrimental to the overall goals and mission of the r€scue organization

(Fagbohungbe et al., Z0l2).

3.1.6. Instnrmen8

3.1.7. Demognrphic Data Shect

A demographic data sheet is a tool used to collect basic information about individuals or
groups. lt typically includes questions about age, gender, education, occupatioq income, and

other relevant demographic factors. Demographic information's including name (optional), age,

gender, socioeconomic status, education, marital status, numbcr of children, family status, any

chronic physical and mental disorder, working distict, duty shi& and duration of sewice wete

obtained through the demographic datasheet.

3.1.8. Utrecht lVork Engagement Scale

The Utrecht Work Engagernent Scale was developed by Schaufeti & Bakker originally
the scale is composed of 24 items. Urdu version of the scale is also available but English
version of the scale was used in the current research (e.g., l. At my job, I feel strong and



79

vigorous. 2.lam immersed in my work). The short version of the scale is consisting of 9 items,

IEsporurcs range from never (0) to always (6), I for almost never, 2 for rarely, 3 for sometimes,

4 for often and 5 for very often. The scale coverc three domains of engagement including vigor,

dedication, and absorption. Cronbach's Alpha for TIWES-9 is 0.93 (Schaufeli et al., 2003).

3.1.9. Countcrptoductive Work bchavior Chccklist

The counterproductive behavior checklist was developed by Spector and their colleagues

in 2006. The checklist has several versions like 45, 32, and l0 items covering five domains of
abuse, production deviance, sabotage, the& and witMrawal. In the cutrent study, we will use

the short fomr of the checklist composed of l0 items (e.g.l. Purposely wasted your employer's

materialVsupplies. 2. Came to work late without permission). Resporses on the scale are from

never (l) to every day (5), 2 for once or twice, 3 for once or twice in a month and 4 for once or

twice in a week. The alpha coeffrcient ofthe whole checklist is 0.90 (Spector et al., 2010).

3.1.10. Prcsociel Behavior Scale for Reccue Workers

Scale dwelopment is a systematic pocess aimed at creating and validating a

measur€ment tool, such as a scale or questionnaire, to effectively evaluate a specific concept or

construct. These scales are widely utitized in various fields like social sciences, psycholory,

marketing, and other research disciplines to collect data and quantiry relevant variables. Factor

analysis was used for the scale development. It a widely used statistical procedure in

psychometic research and scale derrelopment. IB primary purpose is to uncover the hidden

structure within a set of observed variables or items. By identifiing latent frctors, it aims to

discern the underlying pattems in the data. DurfuB scale dwelopment, factor analysis assists in

assessing how items cluster together and whether they effectively measur€ the intended

construct. This method allows researchen to rpfine thc scale and ensup it accurately capturcs

the desired traits. This scale was developed in multiple steps. Steps of scale development are

elaborated in proper order and details below.

3.I.10.f. $ep I: Identification of rcteted constnrcts

Identification of related construcB is a crucial step in research and scale development

Initial step sf fhis study was consisting of identification of related theories and constructs. To

identify related constructs, it is important to esablish a welldefined concepual framework for
your research or study. This involves clearly outlining the main constuct of interest and
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identi$ing its key components or dimensions (Morgado etal.,20l7). By doing so, you lay the

groundwork for recognizing and exploring constnrcb that are connected to your main constnrct.

It was done by searching and reading relevant literature and existing scales. Different data bases

like psych info, ResearchGate, SciHub, Academia" Publons and google scholars were searched

for relevant recent research articles. An extensive review was performed to find the existing

literaturre to identi$ relevant theories, models, and studies that pertain to your construct of
interest. It was analysed that how previous researcherc have defined and operationalized similarr

constucts. Relevant terminologies, concepfiral frameworks, and measurement methods

anployed in the literature were identified (Boateng et al., 20lg).

3J.f0.2. Step II: Generetion of item pool

The generation of an item pool for scale development is a targeted process with the goal

of creating a collection of items that effectively measure a specific construct or psychological

variable. Creating a comprehensive item pool that encompasses various aspects or dimensions

of the construct is required. Diverse approaches may be employed such as brainstorming,

gathering expert opinions, or examining existing scales that assess similar constructs. The

process need to generate a wide range of items that effectively capture the firll scope and

intricacies of the construct (Morgado et al., 2Ol7). After searching and reading relevant

literature, an initial items pool was ganerated. Items related to all constructs of prosociality

were added. To check suiability of the items commitrce approach was adopted. A committee

comprises of three psychologr subject experts (having PhD degree in Psychologr and teaching

experience), which werc rcquested to check general layout of the items and the overall scale.

Suggestions of the committee were carefully considered. Thirty items were finaliz;;;- in the

initial step, which are used for analysis. The generated items were specially devised according

to the rescue services environment and the scenarios they a.e responding. Response categories

were made in the light of reviewed literature and existing scales according to the natgre of
lescue workers' job. All the items were positively worded. No negative or r€ve115e worded item

was included due to researchers miscoding, careless responding and error of measurement in

data coding and analysis (sauro & Lewis, 201l; sonderen et al., 2013).

Language of the generated items was p.nglish 
because participants of the current study

werc educated 2d the other insfuments were also in English language. Ihe items were also

checked from Englistr expert for possible linguistic or grammar mistakes. Due to suitability and

widely using factors five-point Likert scale was selecbd for rating and response recording
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@ikerq 1932). The five-point Likeft scale provide an opporhrnity to the participants to select

level of agreement from the five rating choices and 2d they produce reliable resulb (Boone &

Boone, 2012). Response categories were selected like I for never true, 2 for occasionally true, 3

for sometimes true, 4 for often tue and 5 for always tnre. I is for lowest response and 5 for

highest rcsponse. High scores on the scale denotes high prosociality/prosocial behaviour among

rEscue workers while low score on scale denotes low level of prosociality/prosocial behaviour

among rescue workers. Name of the scale was suggested as "Prosocial Behaviour Scale for

Rescue Workers".

3.1.10.3. Step III: Finet Selcction of the ltemr for Data Collection

The final selection of items in scale development involves carefulty choosing the

specific items or statements that will be included in the scale to measuE the constnrct of
interest. After the initial screening, the remaining items undergo a rigorous evaluation process

using statistical techniques and psychometic properties. These techniques, including factor

'nalysis, reliability analysis, and item-total correlations, will be used to identifi items that

demonsfrate strong associations with the construct being measued and exhibit good internal

consistency (Morgado et d.,2017). Ttuough these evalutions, the items that best align with the

intended puryose of the scale and e:rhibit robust measur€ment properties will be selected for

inclusion in the final vetsion ofthe scale. In this step all the suggestions of the expert committee

were applied. All double barrel overlapping redundant and misleading items were replaced or

deleted (tlassan et a1.,2021). Some of the itenrs were merged or rcphrased. Those items were

finalized which were completely relevant to prosociality and emergenry rcscue service

workplace. The process of finalization of items was performed under the guidelines of a
supervisor and subject expert commiffee. Twenty-five items were finalized for daa collection

and initid factors, reliability, convergent and discriminate validity testing.

3.1.10.4. Step IV: Drte Collectlon

Data collection is the systematic process of gathering information or data from diverse

sounces for the purpose sf anrlysis, research, decision-malcing, or other objectives. It entails the

organized and methodical collection, recording, and arrangement of data in a stuctured format

and it is applied after final selection of the items (Eashan et al., 1999). This step comprises of
data collection on the Prosocial Behaviour Scale for Rescue Workers along with the other two

scales required for validation analysis. Three hundred and fifty files including three
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questionnair€s, Prosocial Behaviour Scale for Rescue Workers along with copies of Utrecht

lVork Engagement Scale and Counterproductive Work Behaviour Checklist werc dishibuted in

four adjacent districb Peshawar, Kohat, I{angu and Karah. Three hundred and nine

questionnaires each werc received back with r€spoilrc rate of 88.2t%. some incomplete

questionnaires were also removed and three hundred fully filled questionnaires were selected

for daa enty. The basic aim of this study was to devise an indigenous scale named as

"Prosocial Behaviour Scale for Rescue Wor*ers,'.

3.1.10.5. Step V: Empiricel Arsesrment of thc Newly devised Scale

The empirical analysis of items in a newly developed scale entails the exaurination and

assessment of the scale items to establish their reliabillty and validity. Main purpose of this step

is to evaluate the reliabitity and validity of the items in measuring the constnrct that the scale

intends t'o assess and to ensurE that ttrey consistantly and accurately measure the intended

constnrct. This procedure aims to ascertain the accuracy and consistency of the items in

measuring the intended construct. This step helps to establish the tnrstwor0riness and usefulness

of the scale for research or practical applications (tlassan a al., 2021). All the questionnaires

werc thoroughly checked. Three hundred questionnaires eac[ which were complete from all

aspecb and demographics were selected for final analysis. Data from these questionnaires was

put into sPSS data sheet. SPSS version 24wasused to analyse the data.

3.1.10.5. Stcp YI: Analyris end Results

The analysis of items in a newly developed scale involves examining and evaluating the

individual ircms within the scale to assess their quality, relevancg and effectiveness in

measuring the intended construct through different statistical techniques (Boateng et al., 20lg).

This step of the cu[ent research study was completely based upon item finalization for the scale

"Ptos@ial Behaviour Scale for Rescue Workers" checking, testing and establishment of
psychometric properties. Data collected was subjected to different statistical analyses including

frequency distribution, exploratory factor analysis, descriptive statistics, reliability check and

conelrtion for establishment of convergent and discriminate validity. Alpha reliability
coefficient was computed to esablish internal consistency reliability of the scale.
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3.1.11. Proccdure

In the initial stage it was decided to select adjacent districts for daa collection, which

were Peshawar, Kohat I{angu and IGrah. Written permission was taken fiom all concerned

station officers for data collection. The researcher approached those rcscue station personally.

Information about strift timing and strength of saff were also taken from station offrcers to

make the visits more fruitful and convenient. Every station officer was informed telephonically

before visiting the offrce. Instnrctions were given in groups. It was due to time saving and

minimize the risk of missing and mishandling of emergencies. All of the participants were made

aware about nature and imporance of the study. lVritten inforrred consent was taken from all

the participants. Objectives of this research were discrssed openly in front of rescue workers

and they were also informed that participation in this research will be on voluntarily and

willingly basis. All the related queries of the respondent during data collection process were

welcomed and answered by the researcher on the spot. To keep their interest and anachment the

researcher was present on the spot with little bit of refireshment like tea and cold drfutks. They

were also informed to leave the study any time, whenever they want. They were also free to

leave in case ofernergency call from their area.

AII the participants were ensured about confidentiality of the information except for

rcsearch use or publication in futue. After brief introduction and collective instuctions to the

participants, Prosocial Behaviour Scale for Rescue Workers (PBS-RW). Utrecht Work

Engagement Scale and Counterproductive Work behavior Checklist werc given. They were

requested to rEad all the items carefully and respond on that category very relwant to them.

They were also requested not to over unite, tear-out and don't leave any item blar*. After

returning the questionnaires, the researcher thanlcd all the staffand station officer in particular

for coordination and cooperation. After completion of the required number of fully filled
questionnaires, data was entered into SPSS data sheet for analysis. SPSS version 24 was used

for analysis. Different analysis techniques like descriptive statistics, exploratory factor analysis

and correlation werc run. Prosocial Behaviour scale was found reliable, valid to use on those

individuals working in emergency situations including disaster handlfuE; road haffrc accidents,

armed activities and fire issues etc.
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3.1.12. Dete Anelysis end Resullr

Erhblirhmcnt of Fectoriel Stnrcturc of Prosociel Bohaviour Scde for Rescue lVorlrers

For the establishment of factorial structure of Prosocial Behaviour Scale for Rescue

Workers and to check different construcb an exploratory Factor Analysis was run (Fabrigar et

al., 1999). Principal Component analysis was computed through variman rotation by assuming

factor independence contributing to this scde. trkiser-MeyerOlkin measure of sampling

adequacy was found .83 (above the rccommended value of .60 (Kaiser,1974). Bartlett's test of

sphericity was also found significmtt Ot = 47L9.252, p < .001). Five frctors are suggested and

extacted by the scree plot and all the remaining items having loading less than .50 (i.e.,60%

variance) on their respective fac'tors, were deleted (item 06 and item 20). The final factor

loadings obtained from rotated frctor solution are summarized with their respective loadings in

table 2. Five frctors were finalized including emotional social, empathetic, helping and caring

& Sharing. Ihese five factors solution contributed 60.9/o of the variance having total items

(retained). Each of the factor was given a suitable title according to the theory and studied

literature. Factor wise explanation of all the five constructs (subscales) are given below.

3.1.12.1. Fector I: Emotionel Bchavior

Subscale of Emotional is composed of 6 items ll, 12, 14, 15, 16 and 17. Items of the

subscale emotional explained l7.97Yo of variance. This subscale is particularly associated with

emotional shength and stability of those workurg in emergencies and are involved to save and

r€scue people in trouble. This is emotional strength which keeps the r€scue workers responding

to the situations of crying and dying without any hesitation. High scolE on this subscale

suggests high emotional stability and stength while low scor€ on this subscale suggests

decreased emotional shength. Reliability coeffrcient of tlre subscale was 0.92 (Cronbach's c).

An example item includes "Emotionally sable individuals can do better help". It is assumed

that emotionally stable individuals are morc competent rcscuc workers.

3.1.12.2. Fector II: Sociel Bchavior

Ihe second subscale of this newly developed scale is "Social" comprises of 5 items 2, 3,

4,7 and 10. This subscale explained l2.9lo/o of variance. It is associated with the overall social

competence of the rcscue wodrers. Social competence is the ability of an individual o control

their emotions and work in the shessful and honific condition. This is social competence which
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keeps rescue workets doing their best in front hundreds of bystanders. High score on this

subscale suggests high social competence while low score is associated to low social

competence. Reliability coefficient of the subscale was 0.88 (Cronbach's c). An exanrple ircm

includes'My job is very close to social responsibility'.

3.f .n3. Frctor trI: Empethctic Bchevior

The third subscale is titled as "Empathetic" composed of 5 items l, 9, 13, 19 and 25. It

explained 12,42o/o of variance. Ircms of this subscale are associated with empathy in rescue

workes. It was assumed that the rcscue workers must be empathetic beyond their job

requiremenb. This is empathy which pulls rescue workers to help people in need beyond

relation, race, gender and religion. High soores on this scale denotes high empathy while low

score suggests low level of empathy. Reliability coefficient of the subscale was 0.88

(Cronbach's a). An example item includes "I get deep satisfaction after responding to a horrific

emergency".

3.1.12.4. Frctor IV: Hclping Bchavior

The fourth subscale titled as "Helping" composed of 3 items 5, 8 and 18 which

explained 9.670/o of variance. This subscate is associated with the helping behaviour of the

rEscue workers. Rescue workers are help beyond any discrimination. They don't ask about race,

culture or religion. High score on this subscale suggests high level of helpfutness while low

score is for low helpfulness. Reliability coeffrcient of the subscale was 0.91 (Cronbach,s c). An

example item includes "I help the people beyond rerigious discrimination".

3J.f2.5. Fector V: Crring & Sherlng Behevior

The fifttr and last subscale known as'€aring and Sharing" is composed of 4 items 21,

22, 23 atd 24 which explained 7.95% of variance. This subscale is associated with the caring

and sharing quality of the rescue workers. They not only the community but they are also help

their colleagues and share knowledge with them to prepare them for unwanted emergency

situations. High score on the scale suggests high caring and sharing ability while low score is

for low caring and sharing abitity. Reliability coeffrcient of the subscale was 0.27 (Cronbach,s

q).An example item includes "I immediately note my friend's discomfort',.
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Teblc 2.

Frequency & Percentage of Puticipnts Demogrqhic Vuiables 1N:300)

Demographic

Age

Category

Duty Dlstrict

Duty Shift

Socioeconomic Stetru

Quelificetion

Itflrdtrl Strtut

25-29

30-34

35-39

EMT

FR

Pesbawar

Ituhat

Hangu

Ikak

Morning

Evening

Night

Average

Hish

Masrcr& above

Bachelor

Inrcrmediate/

Diploma

Single

Manied

Divorced

109

l4l

50

l8l

ll9

146

70

44

40

ll6

125

59

269

3l

74

103

Professional 123

t25

t73

2

36.30

47.00

16.70

60.30

39.70

48.70

23.30

14.00

13.30

38.70

4t.70

t9.70

89.70

10.30

24.70

34.30

41.00

41.70

s7.70

.70

EMT= Emergency Medical Technician, fR= fire Rescuers

Table 2 composed of frequency and percentage of all the demographic variables including age,
d-esignation, duty distict duty shift, socioeconomic status, qua*rcation and marital status of all
the participants.
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Table 3.

Factor Structtre for PSBS'RW (N: 300)

Loadings
iltemrecorr:EmotionalBchevior

l6

t7

l5

11

t2

t4

@fthoseintnouble .899

.879

.879

.ts5

.796

.797

I don't feel sexual afihaction while working with female victims.

I am always feeling discomfort, when I missed an emergency'

High motivated individuals arc mor€ fit for rescue job'

Emotionally stable individuals can do better help'

I immediat€ly put myself in the shoes of those crylng for help'

Frctor II: Sociel Behavior Loedings

M

07

l0

03

02

I-aro p.e-sem myself for voluntary activities' .908

.826

.845

.795

.767

hosociality is necessary among all rescue workers'

My job is very close to socid responsibility'

I always try to console those who called rescue workers for help.

I am always empathetic with those introuble.

Fector III: Empathetic Behavior Loadings

l9

09

l3

0l

25

i am-atways tying for the better care of those in touble' .866

.851

.8M

.754

.752

My ego goes down, when I reached on the spot of emergency'

socially oompetent individuals can easily contol the situations.

I get deep satisfrction after responding to a horrific emergency'

I am always tying to save prcpcrty of victims.

Factor IV: IlelPing Behevior Loadings

08

05

IE

I am always available to help those in trouble. .905

.896

.890

I help the people beyond religious discrimination.

I try to help others beyond my job 1fu1ings.

Factor V: Caring & Shering Bchevior Loadings

vt

22

2L

23

i-am not waiting my turn, when someone called for help' .781

.776

.743

.705

I immediately note my ftiend's discomfort.

I also help my tiends ani colleagues in the offtce.

I am always available to share knowledge and skills with colleagues.

componcnt analysis:
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Table 4: To test the dimensionality of the scale exploratory factor analysis was done by

obtaining principal component solution. Varimax rotation was used. Extraction of the items was

based on eigenvalues and final scree plot. Five factors with loading more than .50 were

identified by the SPSS including Emotional, social, empathctic, helping and caring & sharing.

Factor loadfurys on subscale emotional ranging from 0.744 to 0.900. For social factor toadings

ranges from 0.683 to 0.933. factor loadingt on subscale empathetic ranges from 0.675 to 0.897.

For helping the loadings ranges from 0.t62 to 0.894 while on the subscale caring and sharing

the loadings ranges from 0.591 to 0.745. The five factors accounted variance of ll.97yo,

lz.glyo, l2.Ao/o, 9.67 Yo and 7 .95o/o.
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Scree Plot

ComponamNumbrr

Flgurc 3. Scree plot showing the factor stnrcture of the Prosocial Behaviour Scale for Rescue

Workers

Scrcr Plot
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Teble 5:

Conelation among Prosuial Beluviour Scale for Rescue Workcrs (IotO, Work engagement

and Counterprductive Work Behaviour (N:300)

Variables SDM

hosocial Behaviour (Total) 96.7 14.65

lVork Engagement 41.0 7.74

Counterproductive Work 13.5 2.97

Behaviour

0.86

0.93

0.90

The above table 06 indicates association among all tlrc three variables. Association between

hosocial Behaviour (Total) and Work Engagement was found positive (0.58) while negative

association was found between Prosocial Behaviour (Toa) and Counterproductive Behaviotu (.

0.42) and there was also negative correlation (-0.26) between work engagement and

counterproductive work behavior.
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Confi mretory Factor Anelpis

FIGURE 4: cFA model ofProsocial Behavior scale for Rescue workers.
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Table 5:

Go&tess-of-lit indices for Pros rcial Belwyior Scale for Re scue lYorkers

Goodncrr.of-fit irdicc! *df RMSEA RMR SRMR CFI

hoqociet Bchrvior Scrlc for 546.15 220 0.070 0.074 0.052 0.927 .865

Rcrcuc workcrr

Standardizcd toot mcalr squarE r€sidual, CFI: Comparative fit indcx. GFI: Cioodness of fit index.

Confirmatory frctor analysis was perfomred on a set of 23 items that were extracted and

retafurcd from an exploratory factor analysis resulting in five factors. The goodness-of-fit

statistics were obtained to evaluate the fit of the model for these five factors and23 items. The

results, presented in Table 7, indicated that dl the values fell within excellent and acceptable

ranges. The above table 07 indicates values of goodness-of-fit indices for Prosocial Behavior

Scale for Rescue Workers. All the above-mentioned values were in the normal range. The chi-

squar€ value was found to be significant at the 0.001 level, with a value of 546.150 for 220

degrees of freedom (df). Although the chi+quare test is sensitive to sample size and can be

influenced by large sample sizes. The recommended range for the chi-square ratio (XZdf) is

generally l-2 or2-3, indicating a good model fit. In this case, the ratio was 546J50n2L,which

suggests that the model fit was acceptable. The Root Mean Square Error of Approximation

(RMSEA) value was 0.070, which is below the rccommended threshold of 0.0t for good model

fit. Additionally, the values of the Root Mean Square Residual (RMR) and Standardized Root

Mean Square Residual (SRMR) were within an acceptable range. Typically, values below 0.0E

are considered indicative of a good model fit. The Comparative Fit Index (CFD and Goodness-

of-Fit Index (GFD both exceeded 0.90, indicating a good model fit. Generally, a CFI and GFI

value above 0.90 is considered acceptable.
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3.1.13. Discussion of Study I

For the validation of the newly developed scale, it was hypothesized thu prosocial

behaviour of the rescue workers is positively associated with work engagement. Results of the

curent study confirmed the hypothesis and prosociality was positively associated with rescue

workers work engagement. No research with these variables was found in the emergency retrcue

services domain however to shrdy the association befireen these two variables, it was important

because engaged employees are reported to be more committed, poductive and satisfied (Aml4

2018). The current study explored this association. All those rescue workers who scored high on

prosocial behaviour scale also scored high on Utrecht pr6fll F.ngagement Scale. Earlier studies

suggested that prosocial teirdency may work as an indicator of work sngagement (Abid et al.,

2018). Theoretically and empirically prosocial behaviour is associated with a number of

positive life outcomes including cognitive, social, emotional and psychological (Alessandri et

al., 2014; Carrizales et al., 2019). Earlier Literature reported association among prosocial

behaviours and different psychological constructs like caring, sharing helping feeling social and

emotional. All these constructs are relarcd to actions (Caprara et al., 2005; Padilla-Walker &

Carlo, 2015). While the second hypothesis states that there is a negative association between

prosocial behaviour and counterproductive work behaviour among tcscue workerc. Results of

the current study also proved that prosocial behaviors are negatively correlated with

counterproductive work behaviour among rqrcue workers. No relevant study was found during

literature search which have studied these variables in the same sampling but relevaut studies

with different variables and different sample were considered. The second hypothesis also

establish the discriminarc validity ofthe scale.

To develop a scale, the process starts by clearly defining the construct through literanrre

teview and theoretical frameworks. Generation of a pool of clear and concise items that cover

different dimensions of the construct is required @oateng et al., 2018). Seeking expert opinions

to assess content validity, ensuring the items adeqrutely r€present the construct Items with the

highest content validity, removing redundancies are selected. Assessment of the scale's

reliability by examining its intenral consistency, typically using techniques like Cronbach's

alpha (Carpenter, 2018). A reliable scale should demonstrate high internal consistency. These

steps ensuE a welldefined construct, relevant item pool, content validity, and reliable

measu€ment for the intended construct (Morgado et al.,ZLl7).
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After carrying EFA the newly validated scale has explored five sub domains of the

prosocial behaviour among rescue workers. Literature seaneh, review and previous working

experience in rpscue department suggests that there uE some factors through which some ofthe

IEscue workers arc working hard and both the workers and clients are satisfied. Most of the

prosocial behaviours measurcment scales are designed for adolescents (Corell-Garcia et al.,

2019), while this scale is designed to measure prosocial behaviours of those adults working in

emergency situations.

The most important sub domain of prosocial behaviour is "Emotional". Individuals

working in rescue services need to be emotionally shong because they are responding to

situations which are yery diffrcult for a common pemon to see (Calder6n-Tena et al., 20ll).

They are directly the wihesses of death and dying situations (Gdrtrer et al., 2019). Prolong

expostlrc to these honific situations leads to physical, psychological and emotional issues.

Rcscue workcts are using different emotional regulations strategies to cope with the situations.

Emotionally and socially competent individuals can help people in touble more efficiently

(Bonanno & Burton, 2013; Donnelly et al., 2016; Grrffrer et al., 2019). Emotional sclf-contol is

an important quallty of those working in emergency situations. It is their ability to overwhelm

personal feelings and emotional responses related to the event (Boyauis et al., 2017).

Another important sub domain ofprosocial behaviour is the "social'. It is also important

like emotional. Socially competent individuals are found to be more engaged to their work

(Schaufeli & Bakker, 2004). Rescue workers who have the ability to bear the pressure of societ5r

and bystanders on the spot of emergency are said to be socially competent. It is a type of social

skills, attitudes and knowledge which keeps an individual rcady for immediate adaptation and

preparation accordingly in the situations they are facing by taking social perspectives (Jones &

I(ahn, 2017). This constnrct include relationship with co-workers, victims and relatives of the

victims. Self-identification, belongingness and interest in work with co-workers etc. are the

related sub frctors. Another important phenomenon is making decisions in the emergency.

Decision mahing is also tied with understurding and expressing emotions, social awareness and

intellectual ability, ability to communicate and skills to plane immediately (Tipton & Golden,

201l).

Empathy is the third sub.domain of posocial behavior scale. It is ability of someone to

be awarc regiarding others feelings and emotions which is most critical to those working in

emergency situations (Depow *a1.,2021; Hoftrag 2008). The rescue workers must be able to
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immediately understand feelings and emotions of those crying for help, attentive to relerrant

cues, rcading and understanding of these cues and then planning how to respond the situation in

a way of minimum harm (Borry & ltrendenon, 2020).

Another important subdomain is the helping behaviour of rcscue workers. Cooperation,

coordination and effective communication is necessaty for rcscue workers working on the

emergency spot (Yanay et al., 2011). Secure relationships, coordination and collaboration with

teammates leads to effective coping strategies (Luthar et al., 2015). These competencies become

more important while working in groups or teams. Helping behaviour is not limited to the

victims only but it also includes respect of their senior offrcers, incident commanders etc.

coordination and collaboration is a type of ability and skill which keep the tcscue workers

motivated towards a common goal of responding and accomplishment of emergency without or

less physical or economical public harm (Gamberini et al., 2015;Li & Xie. 2017).

Canng and sharing is the next sub{omain of prosocial behaviotu of rescue workers.

Caring of victims and co-workers and sharing of knowledge, skills and personal protective

equipment's with the co-workers is also needed while responding emergencies (Brandt et al.,

1995). Caring and sharing may also be coded is relationship skills in future rpsearthes

(Uzerman 4 a1.,2013). This behaviour may be utilized by senior rescue workers while working

with junior teammates. The researchers have also worked to know the effects of prosociality

and their implications for the welfare of animals (Rault, 2019).
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Chepter3
3. METHODOLOGY (Main Study)

This ourrent research composed of independent, dependent and moderating variables.

This research is done in two steps. Step I was development and validation of an indigenous

questionnaire for the measurernent of rescue workers prosocial behaviour titled as Prosocial

Behaviour Scale for Rescue Workers while step II is the main study where we have identified

association/ correlation and the moderating effect of moderators on the association of

independent and dependent variables. Emergency Rescue Service Rescue ll22 Khyber

Pdrhtunkhwa was the target organlzfrion This government organization contains both

operational (respondiag to emergencies) and offrcial (working in offrces and control rooms)

employees. Our target population for this study was all the operational employees because ou

main concern is related to those working and handling emcrgency situations like disaster, road

traffic accidents, bomb blast and participating in different law in order situations etc.

This chapter contains detaild discrssion regarding research strategies, techniques and

those methods utilized by ttre researcher in this research. This chapter is specially to answer

those questions dcveloping during foundation of the research. Population, sample, sampling

techniques, methods and procedure of data collectioq ethical guidelines and instuments for

data collections are the subheadings of this chapter. Importance of this chapter is obvious

because it guides the researchers towards selection of appropriate techniques, daa collection

tools and sAtistical tests. It needs special care and attention from the researchers to find suitable

answers for the research questions.

3.2.1. Rescanch Design

It is the prccess of planning, collectin& analysing and interpreting data. It is the overall

framework of methods and techniqu€E necessary for the completion of a research study. It must

be in line with the objectives of the study and type of the analysis either qualitative or

quantitative. It allows the investigators to make their research methods in line with subject

matters. Mostly the research desrgn is the composition of data collection, measurement and

analysis (Bloomfield & Fisher, 2019). This quantitative research shrdy is based on cr)ss-

sectional and correlational research designs. Quantitative tpsearches are less time consuming

and cost effective. Benefit of the cross+ectional desrgn is that we can accommodate participants
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of different age grcups and in the current research we have participants from different age

goups but the minimum is 25 years.

32.2. Locetion of the Current Study

This research was carried out in different rescue stations of four adjacent districts

including Peshawar, Kohat, tlangu and Karak. Inhabitants of these districb are enjoying free

international level rescue services with response time of seven minutes.

3.2.3. Popuhtion

Population is composed of all those people, evenb or things in which the researcher is

interested to study. Population including people, things and events is based upon the common

characteristics (Sekaran, 2003). All operational employees of Emergency Rescue Semice,

Rescue I122 Khyber Paklrtur*hwa is the population for the cunent study. It includes all those

lEscue workers which are bound to respond emergencies, wheneyer called by someone help.

Examples are emergency medical technicians (EMT) and Fire Rescuers (FR) etc.

3.2.4. Semple

Probability and non-probability sampling techniques ar€ recommended and widely 1r5ed

in researches condtrcted by social scientisb (Sekaran, 2003). The sample for this curretrt

research comprised of 385 r€scue workers from the emergency rescue service rescue 1122

Khyber Pakhtunlfiwa. The sample size was calculated through an online sample size calculator

and through the formula developed by (Mills & Gay, 2019). The sample was selectcd through

purposive sampling technique. This technique is used due to the purpose and circumstances of
the study. Rescue workers responding to emergencies (also known as operational rescue

workers) were selec'ted to participate in the shrdy. Minimum age limit of the participants was

from 25 years (minimum age for recruirnent), qualification of the participants ranges from

int€rmediste to MPhil and professional diploma like an associate engineer, health technolory,

and diploma in information technolory. Participants for the present study were selected from

the adjacent districts like Peshawar, tlangu Kohat, Karah, Bannu, etc until we reached 3g5.

3.2.4.1. Inclusion Critcrie

Only male operational r€scue workers having minimum age of 25 years, having at least

12 years of academic,/pnofessional education were included to pafticipate. No upper age limit
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was specifid due to different service duration but minimum age was specified 25 years due to

minimum age-related criteria of recruitnent in rescue service.

3.2.4 2. Erchuion Criterir

In the scope of this study, certain groups of individuals werc excluded from

participatio4 specifically female r€scue workers. offrce workes, and those with less than 12

years of formal education, srch as security guards and drivers. The exclusion of female rcscue

workers was based on their limid representation in the overall population, as well as their

restricted availability within specific districts and positions, primarily as emergency medical

technicians (EMTs) and computer operators (COs). This exclusionary approach was

implemented to ensup a mote focused examination of the targeted population and to minimize

potential confounding factors that could arise from the inclusion of these specific groups.

3.2.5. Opentional Definitions of the Variables

The significance of operational definition in research cannot be overstated. Operational

definitions are rcquired by the rcsearchers to report the way how the researcher will investigate

or work out on all those variables of the study which are under consideration. Main purpose of
the operational definitions are to bring clarity and consistency to the study by precisely defining

the variables or concepts being studied. It provides a clear, specific, and measuable explanation

of how these variables will be observed, measured, and manipulated throughout the research

prccess.

3.2.5.f. Prucociet Bchavior

Prosocial behavior refers to volunary actions and behaviors performed by rescue

workers that are intended to benefit othos, particularly individuals or communities affected by

emergencies, disasters, or traumatic wents. Prosocial behavior is an individuat voluntary

responlle intended to help or benefits other either individual or goups without expecting

something in retum @isenberg, lgg?).

32.5.2. Soci.l and Emotionrl compctence

Social and emotional competence refers to the ability of rescue workers to understand"

nEnage, and effectively navigate their own emotions and the emotions of others, while

demonstrating positive interpersonal skills and maintaining professional relationships within the
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context of their rcscue work. Social competence is the ability to recognize, comprehend, and

utilize emotional information, while emotional competence emphasizes the capacity to identiff,

understand, and apply emotional information (Zychet al., 2018).

32.53. WorkEngegemcnt

Employee work engagement refers to the level of emotional, cognitive, and behavioral

involvement and investment that rescue workes exhibit in their work. It is characterized by a

positive and firlfilling state of mind, where workers are hrghly motivated, dedicated, and

enthusiastic about their roles and responsibilities in the context of rescue work. Work

engagement is the employee's positivg enjoyable, and enthusiastic behavior that demonstrates

strength, satisfaction, and a stnong focus on work-relarcd activities (Schaufeli et al., 2003).

3.2.5.4. Counteraruductive TYork Behevior

Counterproductive work behavior in rescue workels rcfers to intentional actions or

behaviors that undennine the effectiveness, productivity, or safety of the rescue work

environment and are detimental to the overall goals and mission of the rescue organization

(Fagbohungbe et al., 2012).

3.2.5.5. Tumover Intention

Turnover intention in rtscue workers refers to the employee's subjective evaluation and

intention to voluntarily leave their position or organization within the rescue field" indicating a

potential desire for alternative caruer opportunities or a change in work environment (Takase,

2010).

3.2.6. Methods ofDate Collection

Valid and reliable instruments werc rsed for data collection and quantitative data

analysis. Request through email was sent to authors of these scales for permission to use the

scales and provide a copy with manual. All those cooperated and permitted the researcher by

providing soft copies of the scales. Overall, five scales were needed in which one of them was

dweloped and validated by the researcher in study I. All these five scales accompanied with

demographic daa sheet and individual consent form, werc attached to make a single booklet

All the booklets were distributed by the rcseatcher personally. The researcher present himself

during the entire data collection process to answer queries of the participants on the spot.
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32.7. Instrrments

3.2.7.1. Demogrrphic Drtr Shcet

Demographic information including naure (optional), age, gender, socioeconomic stahs,

education, marital status, number of children, family stahrs, number of siblings, birth order, any

chronic physical and mental disorder, working district, duty shift, and duration of service were

obained through the demographic datasheet.

3.2.7.2. Pmaocirl Bchevior Sceto forRcscue lYorlren

Prosocial behaviour scale for rescue workers was developed in the initial step or study I.

the scale is comprised of 23 items with no r€verse scoring item. Response categories of the

scale ranges from l-5. I for never true, 2 for occasionally tue, 3 for sometimes true, 4 for often

true and 5 for always tnre. I is for lowest rcsponse and 5 for highest rcsponse. Reliability

coefficient of the scale (overall) is 0.86 while rcliability coeffrcient for sub scale emotional is

0.92, Social is O.tt, Empathetic is 0.t8, Helping is 0.91, caring and sharing ls 0.77. High scores

on the scale denotes high prosociality/prosocial behaviour among rescue workers while low

scolE on scale denotes low level of prosociality/prosocial behaviour among rcscue workers

(Khattak, Bhati & Wazir, 2022).

3.2.7.3. Soclrl and Emotional Competencies Questionnaire (SEC-Q) (Permission taken to

use the scale)

Ihe social and emotional competencies questionnaire (SEC-Q) was developed by Zych,

et d (201t). The scale is composed of 16 items with a five-point Likert Scale ranging fiom I

'strongly disagree" to 5 "stongly agree", 2 for somewhat disagree, 3 for neither agr€e nor

disagree and 4 for somewhat ag;ree (e.g., l. I know how to label my emotions. 2. I have good

relationships with my classmates or workmates). The reliability coefficient of young adults was

0.87 and for adolescents was 0.80 (Zych et al., 20lB)

3.2.7.4. Utrccht }York Engrgcment Scele

The Utrecht Work Engagement Scale was developed by Schaufeli & Bakker. Originally

the scale is composed of Z items (e.g., l. At my job. I feel strong and vigorous. 2. I am

immersed in my work). The scale is also available in translated Urdu version but in the current

study English version of the scale was used. The short version of the scale is corsisting of 9
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items, responses range fi:om never (0) to always (6) I for almost never, 2 for rarely, 3 for

sometimes, 4 for often and 5 for very often. The scale coyen three domains of engagement

including vigor, dedication, and absorption. Cronbach's Alpha for UWES-9 is 0.93 (Schauftli et

al.,2003).

3.2.7.5. Counterlmductive lYodr bchavior Checklbt (Permission taken to use the scale).

The counterproductive work behavior checklist was developed by Spector and their

colleagues in 2006. The checklist has several versions like 45, 32, and l0 items covering five

domains of abuse, production deviance, sabotage, theft, and withdrawal. In the current study,

we rsed short form of the checklist composed of l0 items (e.g.,I. Purposely rvasted your

employer's materialVsupplies. 2. Came to work late without permission). Responses on the

scale are fiom never (l) to every day (5) 2 for once or twice, 3 for once or twice in a month, 4

for once or twice in a week. The alpha coefficient of the whole checklist is 0.90 (Spector et al.,

2010).

32.7.6. Tumover Intendon Scrle (Permission tdren to use the scale).

Turnover Intention scale is composed of 15 items. It is developed by Roodt n 2OM,

having both short and long versions. Short version ofthe scale (used in the current research)

was validated in20l3 havurg six items (e.g., how often have you considered leaving your job?)

Responses of the scale are recorded through five-point Likert ranges from never (0) to always

(5). The alpha coefficient of the six items scale is 0.80 @othma & Roodt, 2013).

3.2.t. Quanlitative date Anrlysis Techriques

All the numerical data collected by the researchers need analysis through different

quantities techniques. The main advantages of the quantities analysis include accuracy, less

biased ad detailed explanation while the disadvantages include restriction of information and

dependable on t)?e of questions. The researchers are using quantitative data analysis to gather

information abor* the difference or association between the groups, association and relationship

between variables and to test the hypothesis. Quantitative analysis may be descriptive or

inferential in nature (Meyer et al., 2005). Data was collected through valid and reliable scales

and after that was added to SPSS (Version 24) dilasheet. Appropriate procedures were adopted

for data analysis. Descriptive and inferential statistics wete used. Descripive statistics includes
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frequencies, percentage, mean and standard deviation were analyzed while in inferential

statistics and moderation analysis etc. were performed (Perosanz & llayes, 2021).

3.2.9. Ethical Considenetions

Almost in all types of research studies the researcher must be adhere to some codes of

conduc6 before starting data collection. These codes are made for the safety of living b"ing.,

protects their rights, enhancing validity of the research and also to maintain scientific integrity

of the research. Ethics in research insures voluntary, inforrred and safe participation of the

participants in the research (Fisher & Anustrko, 2008).

Ethical approval for the cunent research study was attained from the Ethical Review

Board of the International Islamic University Islamabad Pakistan and written permission was

taken from all concemed station officers of Emergency Rescue Service. Rescue 1122 Iftyber

Pakhtunkhwa from where the data was intended to be collected. Before actual data collectiorl

informed consent from all the participants was talcen with proper instuctions.
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3.2.f0. Pnoccdure

After taking written permission from concerned Station Officers for data collection the

researcher approached those rescue station personally. Information about shift timing and

strength of staff were taken from station offrcers. Station offrcers were also informed

telephonically before visiting their station. Instnrctions were given collectively to save time and

minimize the risk of missing an emergency. After awar€ness regardrng naturt, importance and

objectives of the study, written inforrred consent was taken from station offrcers and

participants. Objectives of this research were discrused openly and queries of the respondent

before, during and after process of data collection were arswerpd by the researcher to keep them

confidence and attach their interest in the study. They were also informed to leave the study, if

they are called for emergency duty. All the rcscue workers were ensuned about confidentiality

ofthe data except for publication.

After brief introduction and collective instructions booklets containing Prosocial

Behavioru Scale for Rescue Workers (PBS-RW), Social and Emotional Competencies

Questionnaire (SEC-Q), Utrecht Work Engagement Scale, Counterpoductive lVork behavior

Checklist and Turnover lntention Scale were distributed among the participants. Participants

were also kept confident about daa sharing with their departnrent officials. Data will be lrcpt

full confidential and will be not shared even with station officers and will be only used for

rcsearch purpose. The whole process of daa collection and instruction was accomplished during

working shifts of the rcscue workers with no time limit due to their sensitive and restrictive job

descriptions.
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Chepter4
4. RESIILTS

Table 7:

Details ofpopulation ard sample of the main study (N:355)

All Operational Rescue Workers (EIVIT and FR)

Disticts Population Sample

Peshawar

Kohat

Ilangu

Karak

EMT (n)o/o FR

193 32.82 1r9

50 8.50 42

48 8.16 33

55 9.35 38

(n)o/o EMT

30.90 130

10.90 4t

8.57 33

9.87 38

FR (nf/o

u t6.62

34 t.83

27 7.01

28 7.27

(nf/o

22.10

6.97

5.61

6.46

EMT: Emcrgency Ivledical Technician, FR: Fire Rescuer

The above table 8 contains information regarding population and sample. The

population of district Peshawar was composed of 193 EMTs and 109 FB from which 130

EMTs and 64 FR were selec"ted for participation in the study. Population of District Kohat was

comprises of 50 EMTs and 4l F& from which 42 EMTs and 34 FR were selected. Population

of llangu district has 48 EMTs and 33 F& from which 33 EMTs and 27 FR were selected.

District lGrak has 55 EMTs and 38 FR from which 3E EMTs and 2E FR were selected for final

study.
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Table t.

Frequency otd Percentage of Poticipants Demographic Yoiables (N=385)

!
Demogrqhic Larcl %

Age

Category

Duty Distict

Duty Shift

Socioeconomic Statu

Qualification

Marital Status

25-29

30-34

?5-39

EMT

FR

Peshawar

Kohat

I{angu

Karak

Moming

Evening

Night

Hish

Average

Low

Master & above

Bachelor

Interrrediate/

Diploma

Single

Married

Divorced

t54

159

72

235

150

t82

u
62

57

139

t66

80

46

326

13

107

t36

Professional 142

156

227

2

40.00

4r.30

18.70

6r.00

39.00

47.30

21.80

16.10

14.80

36.10

43.10

20.t0

11.90

84.t0

3.40

27.80

35.30

36.90

40.50

59.0

.50

EMF Emergensy Medical Technician, FR= Fir€ REscuEr

Table 9 composed of frequency and percentage of all the demographic variables- including age,

designation, iuty distict, duty shift, iocioeconomic status, qualifrcation and marital status of all

the research participants.
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Correletion Anelystr

Tablc 9

ConcldonMotrb

II/ (EB, SB, EB, HB, CSB) Dy W) Q{:385)

No Variables T 4 s 6

I Ernotional Behavior

2 Social Beharrior 0.16+t

3 Enrpathetic Behavior 0.20t+ 0.14*r

4 Helping Behavior O.25lt 0.l5tt 0'21+*

5 Caring & Sharing 0.0t 0.10* 0'33++ 0'19r*

Behavior

6 Work Engage,ment 0.11* 0.1t** 0'17*t 0'1lr* 0'l1r

Note: rp<.05. **p <.01, r**p<.001

The above table 09 shows correlation among all five independent variables and work

engagement as dependent variables. Significant positive conelation is reported among all five

independent variables and work engagemsnt as (DV).
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Teble l0

Correhtion Mfrix

IV (EB, SB, EB. HB, CSB) DIt (CWs) (N:385)

No Variables 4

I Emotional Behavior

2 Social Behavior

3 Empathetic Behavior

4 Helping Behavior

5 Caring & Sharing

Behavior

o.ru*.

0.20+r

0.25*r

0.0r

-.19r*

o.ro**

0.15++

0.10+

-.22ti

0.21*+

0.33*+

-.08

0.19+*

-.19+* -.056 Counterproductive

WorkBehavior

fF.05, *tp <.01,

The above table lO shows conelation among all five independent variables and

counterproductive work behavior as dependent variables. Significant negative correlation

(emotionat, social and helping behavior) while insignificant negativc association (empathetic

and caring & sharing behavior) is reported with counrcrproductive work behavior as (DD.
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Table 11

Concblion Mffib

IV (EB, SB, EB. HB, CSB) Dtl (IOII) (N:385)

23456

I EmotionalBehavior

2 Social Behavior 0.16+r

3 Empathetic Behavior 0.20tt 0.l4rr

4 Helping Behavior 0.25r' 0.15t+ 0.21t+

5 Caring & Sharing 0.08 0.10i 0.33+t 0'l9r+

Behavior

6 Turnover Intentions -.02 -.06 '.12+ -.01 -'19*

Note: rp<.05, .*p <.01, r+rp<.fi)l

The above table 1l shows corelation among all five independent variables and turnover

intentions as dependent variables. Significant negative correlation (empathetic, and caring &

straring beharrior) while insignifrcant negative association (emotional, social and helping

behavior) is reported with turnover intentions as (DV).
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Moderation Anelysis

Teble 12

Model Swmty

The above analysis shows overall fitness of the model (F 7.25, p < .01) such that social and

emotional competency (MD moderates' ernotional behavior (IV) and employee work

engagement (DV) in rrcscue workers. The correlation (R = .23) among emotional behavior,

social snd emotional competsncy and employee work eogagement. Emotional behavior and

social and emotional competency aocounts fot S. o/oof variance in employee work engagement.
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Teble 13

Coeficients andMderation (W: EB, Ml/: SEC & DY: LIWES)

Model SEB LLCI ULCI

Constant

Emotional Behavior

Socid & Emotional Competence (SEC)

EB X SEC

3.90 .07

.16 .07

.30 .13

.43 .t4

57.63 .00

2.23 .03

2.31 .02

3.06 .02

3.78

.02

.05

.16

4.04

.30

.57

.71

Analysis in the above table No, 13 shows that rescue workers emotional behaviors significantly

(, (3g) = 2.23, p < .03) affect employee work engagement; and socid and emotional

competency also significantly (r (381) = 2.31, p < .02) atrects employee work engagement' The

interastion betrreen emotional behavior and social and emotional competency was dso

significant (, (381) = 3.06, p< .02) indicating a moderating effect (B > 0, lies between 16 A' -71

CD of social and emotional competency on emotional bebavior and employee work

engagement.
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Table 14

Mdel Swtmty

1.73 9.51 381.00

The above analysis shows overall fitness of the mode | (F 9 .51 , p < .0000) such that social and

emotional competency (Ir[V) modcrates' social behavior (IV) and employee work engagemeirt

(DV) in rEscue workers. The correlation (R = .26) among social behavior, socid and emotional

competency and employee work engagement. Social behavior and social and emotional

competency aocounts for 6.9o/oof vriance in employee work engagement.



tt4

Table 15

Coefiicients andMderation(IV: SB, MI/: SEC & DV: UWhS)

Model SE LLCI ULCI

Constant

Social Behavior

Socid & Emotional Competence (SEC)

sB x sBc

3.91 .07 58.36 .00

3.62 .03

2.95 .03

2.54 .01

.25

.3t

.35

.07

.13

.13

3.78

.11

.t2

.08

4.05

.39

.il

.63

Analysis in the above table No, 15 shows that rescue workers social behavior significantly (t

(3g1) = 3.62, p < .003) affect ernployee work engagement; and social and emotional

competency also significantly (r (381) = 2.95,p < .03) affects employee work engagement' The

interaction between social behavior and social and emotional competency was also significant (l

(381) = 2.54,p< .01) indicating amoderating effect @ > 0, lies betrreen .08 & .63 CI) of social

and emotional competency on social behavior and employee work engagement.
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1.75 7.77 381.00

The above analysis shows overall fitness of the model(F 7.77, p < .0000) such that social and

emotional competency (MV) moderates' empathetic behavior (IV) and cmployee work

engagement (DV) in rescue workers. The correlation (R = .24) among empathetic behavior,

social and emotional competency and employee work GngSgement. Empathetic behavior and

social and emotional competency accounts fot 5.7o/o of variance in employee work engagernent.
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Tablc 17

Coeficients and Moderation (IV: EB, MY: SEC, DV: TIWES)

LLq ULCI

Constant

Empathetic Behavior

Social & Emotional Competence (SEC)

EB X SEC

3.88 .06

.26 .07

.33 .13

.32 .12

56.34

3.48

2.49

2.49

3.7s

.u

.07

.06

4.02

.4t

.60

.57

.00

.05

.01

.01

Analysis in the above tablc No, l7 shows that rcscue workers empathetic behavior sigpificantly

(, (3Sl) = 3.48, p < .05) affect employee work engagement; and social and emotional

competency also significantly 0 (381) = 2.49,p < .01) afrects employee work engagement' The

interaction bettveen errpathetic behavior and social and emotional Gompetenoy was also

significant (t (381) = 2.49, p< .01) indicating a moderating effect (B > 0, lies between '06 & '57

CI) of social and emotional competency on empathetic behavior and employee work

engagement.
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Teble lt
Model Swmry

RNtnEF47il2p
.n .050 1.77 6.10 3.00 381.00 -02

The above analysis shows overall fitness of the model (F 6.70, p < .02) such that social and

emotional competency (Ir[\I) modcrates helping behavior (I\D ad employee work engagement

(DU in rcscue workers. The correlation E = .22) among helping behavior, social and

emotional compctency and employee work engagem€nt. Helping behavior and social and

emotional competency acoounts for S.Woof variance in employee work engagement.
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Teble 19

Coeficients andModeration (W: HB. Ml/: SEC, DY: TIWES)

Model SE LLCI ULCI

Constant

Helping Behavior

Social & Emotional Competence (SEC) .35 .13

3.91 .06

.15 .07

57.60

2.t4

2.67

2.61

3.77

.01

.09

.09

4.04

.29

.6t

.68

.00

.03

.07

.0!)HB X SEC .39 .15

Analysis in the above table No, 19 shows that rescue workers hclping behavior significantly (t

(381) = 2.14,p< .03) affect employee work €Nrgagement; and sooial and emotional competency

also significantly (r (381) = 2.67, p < .07) alfecb employee work engagemelrt. The interaction

betrreen helping behavior and social and emotional compctency was also significant (f (3tl) =

2.61, p < .00g) indicating a moderating effect @ > 0, lies betrreen .09 & '68 CI) of social and

emotional competency on helping behavior and employee wort engagement.
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Table20

ModelSwnmry

381.00

The above analysis shows overall fitness of the model (F 6.52,P < .03) srrch that social and

emotional competency (IW\I) moderates caring & sharing behavior (IV) and employee work

engagement (DU in rescue workers. The correlation (R = .21) among caring & sharing

behavior, social and emotional competency and employee work engagernent. Caring & sharing

behavior and social and emotional competeNrcy accounts for 4.8%o of variance in employee work

engagement.

1.77
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Table 21

Coeffrcients and Mderation (IY: CSB, MI/:SEC. DY= WES)

BSE LLCI T'LCI
Model

Constant

Caring & Sharing Behavior

Social & Emotional Competence (SEC) .47 .13

3.90 .06

.t2 .06

57.46

1.93

3.40

2.68

3.77

-.02

.19

.09

4.M

.24

.74

.61

.00

.05

.07

.07csBx sEc .35 .13

Analysis in the above tablc No, 21 shows that rescuc workets caring & sharing behavior

significanfly (, (3El) = 1.93, p < .05) affect employee work engagement; and social and

emotional competency also significantly (, (3Sl) = 3.40, p < .07) affects employee work

engagement. The interac'tion between caring & straring behavior and social and emotional

competency was also significant (, (381) =2.68,p< .07) indicating a moderating effect (B > 0,

lies between .1;9 & .61 CI) of social and emotional competency on caring & sharing behavior

and employee work engagement.
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The above analysis shows overall fitness of the model (F 7.02,P < .01) such that social and

emotional competegcy (I\IIV) moderates' emotional behavior (ID and cotmterproductive work

behavior (DV) in r€scrrc workers. Tlrc correlation (R = .22) amongemotional behavior, social

and emotional competency and counterproductivc work behavior. Emotional behavior and

social and e6otional competency accounts for 5.2o/o of variance in counterproductive work

behavior.
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Teble 23

Coefftcients and Mderation (IY:EB, MY: SEC, DY= CWBs)

Model SE LLCI ULCI

Constant

Emotional Behavior

l.3l

-.06

.01

.01

.02

.02

.00

.01

.01

.5

1.28

-.09

.01

-.07

t.34

-.03

.12

.04

92.09

-3.97

2.54

-.59

Social & Emotional Competence (SEC) -07

EB X SBC -.01

Analysis in the above table No, 23 shows that rescue workers emotional behavior has

significanfly (, (381) = -3.97, p < .01) negative a^ffect on counterproductive work behavior; and

social and emotional competeucy also significantly (, (381) = 2.54, p < .01) affecb

counterproductive work behavior. The interaction between emotional behavior and social and

emotional competency was not significant (, (381) = '-59, P < .5) indicating no moderating

effect @ < 0, lies betrveen -.07 &.04 CD of social and emotional competency on emotional

behavior and counterproductive behavior-
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381.00

The above analysis shows overall fitness of the model (F 10.91, p < .00ffi) such that social

and emotional competency (It[V) moderates' social behavior (IV) and counterprodwtive work

behavior (Dv) in rescue workers. The correlation (R = .28) among social behavior, social and

emotional competency and counterproductive work behavior. Rescue workers social behavior

and social and emotional competency accounts for 1.9o/oof variance in counterproductive work

behavior.

10.9r



t24

Table 25

Coefftcients andMderotion (Il/: SB, Ml/: SEC, DV: CWBs)

Model SE LLCI ULCI

Constant

Social Behavior

Socid & Emotional Competence (SEC)

sB x sBc

1.31

-.06

.06

-.07

93.s4

4.56

2.23

-2.4t

.00

.00

.02

.01

1.28

-.09

.07

-.12

1.34

-.04

.tl
-.01

.01

.01

.02

.03

Analysis in the above table No, 25 shows that rescue workers social behavior has significantly (t

(381) = 4.97,p <.00) negative affect on counterprodustive work behavior; and social and

emotional competency also significanfly (f (3tl) = 2.23, p < .02) affects counterproductive

work behavior. The interaction between social behavior and social and emotional competency

was also significant (, (381) = -2.41,p < .01) indicating moderating effect (B > 0, lies between -

.12 & -.01 CI) of social and emotional competency on social behavior and cotmterproductive

behavior.
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The above analysis shows overall fitness of the model (F 7.02,P < .01) such that social and

emotional competency (IrrI\I) moderatcs' empathetic behavior (IV) and counterproductive work

behavior (Dv) in rescue workers. The correlation (R = .17) among empathetic behavior, social

and emotional compctency and counterproductive work behavior. Empathetic behavior and

social and emotional competency accounts for 2.9 % of variance in counterproductive work

behavior.
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Ttbla2T

Coeftcients and Mderaion (IY:EB, MI/:SEC, DY:CWBs)

Model SE LLCI ULCI

Constant

Empathetic Behavior

1.31 .01

-.04 .01

89.49

-2.46

2.48

-1.10

.00

.01

.01

.26

1.28

-.07

.01

-.08

1.34

-.00t

.12

.02

Social & F.motional Competence (SEC) -07 .03

EB X SEC -.03 .02

Analysis in the above table No, 27 shows that rescue workers cmpathetic behavior has

significanfly (, (3u) = 4.46, p < .01) negative affect on counterproductive work behavior; and

social and cmotional competency also significantly (r (381) = 2.48, P < .01) affects

counterpoductive work behavior. The interaction between empafrhetic behavior and social and

emotional competency was not significant (, (381) = -1.10, P < -26) indicating no moderating

effect (B < 0, lies between -.08 & .02 CI) of social and ernotional competency on empathetic

behavior and counterproductive behavior.
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9.6r 3.00 381.00

The above analysis shows overall fitness of the model (F 9.61, P < .00) such that social and

emotional competency (MV) moderates helping behavior (I9 and counterproductive work

behavior (DV) in rescue workers. The correlation (R = .26) among helping behavior, social and

emotional competency and couterproductive work behavior. Helping behavior and social and

emotional competency accounts fot 7 Voof variance in counterproductive work behavior.



128

Table 29

Coeficients and Moderation (IV: HB. MV: SEC, DY= CWBs)

Model SE LLCI T'LCI

Constant

llelping Behavior

Social & Emotional Competence (SEC) .06

HB X SBC

1.31

-.05

.01

.01

.03

.03

93.12

-3.t9

2.53

-2.69

.00

.01

.01

.07

1.28

-.08

.01

-.14

1.34

-.02

.12

-.02-.0E

Analysis in the above table No, 29 shows that rescue workers Helping behavior have

significanfly (, (3Sl) = 4.97, p < .01) negative affeot on couterproductive work behavior; and

social and eurotional competency also sigificanfly (r (381) = 2.53, p < .01) affects

counterproductive work behavior. The interaction between hetping behavior and soc'ial and

emotional competency was also significant (f (381) : -2.69, p < .07) indicatiag moderating

effect (B > 0, lies between -.14 & -.02 cD of social and emotional competency on helping

behavior and counterproductive behavior.
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Trble30

The above uralysis shows overall fitness of the model (F 7.02,P < .01) such that social and

emotional Gomp€tency (MV) moderates caring & slmring behavior (IV) and cormterproductive

work behavior (DD in rescue workers. The correlation (R = .12) among caring & sharing

behavior, social and emotional compctency and counterproductive work behavior. Caring &

sharing behavior and social and emotional competency accounts for 1'5 % of variance in

counterproductive work behavior.
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Teble 31

Coeftcients ondMderation (IY: CSB, MY: SEC, DY: CWBs)

Model TJLCISE LLCI

Constant

Caring & Sharing Behavior

Social & Emotional Competence (SEC) .05 .02

cB x sBc

1.31 .01

.01 .01

90.30

.91

t.97

-.34

.00

.35

.04

.73

t.28

-.01

.03

-.06

1.34

.03

.11

.04.02-.09

Analysis in the above table No, 3l shows that rescue workers caring & sharing behavior have

insignificant (, (381) = .90, P < .35) effect on counterproductive work behavior; while social

and emotional competency significanfly (, (3S1) = 1.97, p < .03) affecb counterproductive work

behavior. The interaction between caring & sharing behavior and social and emotional

competency was not significant (f (381) = ..34,P < .73) indicating no moderating effect @ < 0,

lies between -.06 & .04 cI) of social and emotional competency on caring & sharing behavior

and counterproductive behavior.
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Table 32

381.00

The above analysis shows overall fitness of the model (F = .94, p < -M) such that social and

emotional competency (I[\I) moderates' emotional behavior (IV) and turnover intentions (DV)

in rescue workers. The correlation (R = .08) among emotional behavior, socid and emotional

competency and turnover intentions. Emotional behavior and social and emotional competency

accotmb for .7 Yoofvariance in turnover intentions.

.94
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Table 33

Coeffrcients and Mderation (I\/:EB, MI/: SEC, DV: TOIs)

SE LLCI ULCI
Model

Constant

Emotional Behavior

Social & Emotional Competence (SEC) -.09

-.03

3.22

-.01

101.4

-.44

-r.47

-.46

.00

.65

.14

.il

3.16

-.08

-.2t

-.16

3.29

.05

.03

.10

.03

.03

.06

.05EB X SEC

Analysis in the above table No, 33 shows that rescue workers emotional behavior has

insignificant (, (381) - -.!,!,, p < .65) negative afrect on turnover intentions; and social and

emotional compete,ncy also insignificanfly (, (381) = '1.47, P < .14) affects tumover intentions'

The interaction between emotional behavior and social and enrotional competency was also

insignificant (, (381) = -.46,p < .@)indicating no moderating effect (B < 0, lies between '.16 &

.10 CD of social and emotional competency on emotional behavior and turnover intentions.
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Trble 34

.10 1.37 381.00

The above analysis shows overall fitness of the model (F l'37, p < '02) such that social and

emotional competency (I\[V) moderates' social behavior ([v) and tumover intentions (Du in

r€scue workers. The correlation (R = .10) among social behavior, social and emotional

competency and turnover intentions. Rescue workers social behavior and social and emotional

competency accounts for I o/oof variance in turnover intentions.

.010



t34

Teble35

Coefiicients and Moderation (II/:SB, MY: SEC, DV: TOIs)

SE LLCI ULCI
Model

Constant

Social Behavior

Social & Emotional Competence (SEC) -'09 '06

-.M .06

3.22 .03

-.04 .03

101.7

-1.15

-1.58

-.54

.00

.25

.ll

.58

3.16

-.10

-.22

-.16

3.28

.03

.02

.09
sB x sBc

Analysis in the above table No, 35 shows that rescue workers social behavior has insignificant (t

(3g1) = -1.15, p < .25) negative affect on turnover intentions; and social and emotional

competency also insig.ificanfly (, (381) = -1.58, P < .ll) affects turnover intentions' The

interaction between emotional behavior and social and emotional competency was also

insignificant (, (381) = -.54, p< .58) indicating no moderating effect @ < 0, lies between -'16 &

.0g CI) of social and emotional competency on social behavior and turnover intentions.
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.013.81.17
381.00

The above analysis shows overall fitness of the model (F 3.81,P <'01) such that social and

emotional competency (MV) moderates' empathetic behavior (Iv) and h[nover intentions (DV)

in rescue workers. The correlation (R = .17) among empathetic behavior, social and emotional

competency and tumover intentions. Empathetic behavior and social and emotional competency

accounts for2.9 % ofvariance in firmover intentions'
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Table3T

Coefiicients and Mderation (IY = EB, MV: SEC, DV: TOIs)

Model SEB LLCI ULCI

Constant 3.23

Empathetic Behavior -.09

Social & Emotional Competence (SEC) -.08

EB X SEC -.1 I

.03

.03

.06

.05

lot.0s .00

-2.il .08

-1.34 .r7

-t.97 .04

3.17 3.30

-1.16 -.02

-.21 .04

-.23 -.003

Analysis in the above table No, 37 shows that rescue workers empathetic behavior has

significant (, (3El) = -Z.il,p < .08) negative affect on turnover intentions; while social and

emotional competency insignificantly (t (381) = -1.34, p < .17) affects firrnover intentions. The

interastion between emotional behavior and social and emotional competency was reported

significant (, (381) = -1.97, p < .M) indicating moderating effect (B > 0, lies between -.23 & -

.003 CI) of social and emotional competency on empathetic behavior and tumover intentions.
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381.00

The above analysis shows overall fitness of the model (F 3.83,P < .05) such that social and

emotional competency (tvI\I) moderates helping behavior (w) and turnover intentions (Dv) in

rEscue workers. The correlation (R = .08) among rcscue workers helping behavior' social and

emotional competcncy and fi[nover intentions. Helping behavior and social and emotional

competency accounts for .60/o of variance in fi[nover intentions.

.83
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Teblc 39

Coefiicients and Mderation (IV = HB, MIl: SEC' DY: TOIs)

SE LLCI ULCI
Model

Constant 5'z' .03

.03

.06

.07.07

101.4

-.15

-1.55

.11

.00

.87

.11

.91

3.16

-.07

-.21

-.13

3.28

.06

.02

.t4

Ilelping Behavior -'05

Social & Ernotional Competence (SEC) -'09

HB X SEC

Analysis in the above table No, 39 shows that rescue workers helping behavior have

insignificant (, (381) = -.15, p < .87) negative afrect on turnover intentions; and social and

emotional competency also insigDificantly (, (381) = '1.56, P < .l l) affects turnover intentions'

The interaction befireen emotional behavior and social and emotional competency was also

insigniflcant (, (381) = ..ll,P< .91) indicating no moderating effect (B < 0, lies between ..13 &

.14 CI) of social and emotional competency on helping behavior and turnover intentions'
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3.00 381.00

The above analysis shows overall fitness of the model (^F 5.86, p < -OG) such that socid and

emotional competency (M!D moderates caring & sharing behavior (M and turnover intentions

(DU in rEscue workes. Tlre contlation (R = .2l)among caring & sharing behavior, social and

emotional compet€Nrcy and turnover intentions. Caring & sharing behavior and social and

emotional competency accounts fot 4.4 % ofvariance in firmover intentions'
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Table 41

Coefiicients and Mderation (IV: CB, MI/: SEC' DV = TOIs)

SE LLCI ULCI
Model

Constant

Canng & Sharing Behavior

Social & Emotional Competence (SEC) -'10

3.22

-r.10

103.3

-3.72

-1.59

-.90

.00

.02

.11

.36

3.16

-.16

-.22

-.17

3.28

-.05

.02

.06

.03

.02

.06

.06-.05csB x sEc

Analysis in the above table No, 41 shows that rescue workers caring & sharing behavior have

significant (, (3gl) = -3.72, p < .25) negative affect on turnover intentions; while social and

emotional competeNlcy has insignificanfly (r (381) = '1.59, p < 'l l) alfects ttrnover intentions'

The interaction between caring & sharing behavior and social and emotional competency was

also insignificant (r (3sl) = -.90, p < .36) indicating no moderating effect @ < 0, lies between -

.17 & .06 CI) of social and emotional competency on caring & sharing behavior and turnover

intentions.
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Chepter 5

5.1. Discursion

This chapter contains detailed discussion on resulb and findings of this cunent research.

This study was conducted on emergency r€scue service, r€scue ll22 Klryber Palchtunkhwa

Pakistan with the aim to investigate the association betvyeen prosocial behavior of rescue

workers and different job outcomes with moderating effects of social and emotional

competencies. Operational rescue workerc including emergency medical technicians (EMT$

and fire rcscuen (ER) were selected as sample. The study contains five variables including one

independent variable (Prosocial behavior of rcscue workers), three dependent including

employee work engagement, counterproductive work behavior and turnover intentions. Social

and emotional competencies was used as moderating variable.

For the evaluation of results of the curent rcsearch study with earlier research studies, a

thorough search was carried out. Different research databases were checked, sMied and

conducted including academiq ResearchGate, Sci hub, Publons, Psych abshact etc. No stgdy

was found with the same variables even in different sector/ organizations. Most of the research

studies relarcd to prosocial behavior (IV) were found on children and adolescents while most of

the studies were found with the term organizational citizenship behavior (Adamu et d.,2021;

Carlo et d.,2UD7; Gupta & Thapliyal,2015). No research study was found with social and

emotional competence as moderating variable while mostly were found with the term emotional

intelligence.

It was hypothesized that dl five subscales of rpscue workers prosocial behavior scale

including emotional behavior, social, empathetic behavior, helping behavior and caring &

sharing behavior are positively associated with rescue workers work engagement. To support

these hlpotheses, Yarious analysis was done to obtained empirical evidences. All subdomains

of rescue workers prosocial behavior were found positively correlated with rescue workerc work

engagement. Rescue wor*ers who scored high score on emotional behavior, social behavior,

empathetic behavror, helping behavior and caring & sharing behavior also scored hrgh on

employee work engagement scale (UWES). The connection between the emotional behavior of
rescue workers and tlreir level of work engagcment is inticate and diverse. Emotional behavior

encompasses the way emotions are expressed and managed, encompassing both positive and

negative emotions (Kemeny et a1.,2012). Work engagement, on the other hand, refers to the
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extent of dedicatioq enthusiasm, and absorption that individuals extribit towards their work

Emotional labor is a comrnon aspect of rcscue work, where rcscue workers are required to

regulate and display their emotions while performing their duties (G{rtner et aL,20l9). The

way they effectively manage and express their emotions can significantly influence their level

of work engagement. Engaging in high levels of emotional labor, such as continuously

suppressing negative emotions, can result in emotional exhaustion and reduced work

engagem€nt (Itfitoz & Kaleta, 2016). Conversely, when rescue workers are able to genuinely

express positive eutotions, it can enhance their lwel of work engagement. Emotionally and

socially stable (Calder6n-Tena et al., 201l) and shong individuals are found to be more

successful in the workplace while empathetic behavior is an important and necessar5r for the

development of interpersonal association with colleagues (Munawar etal.,zoz3).

Positive social behavior, such as engaging in supportive interactions, demonstating

cooperation, and fostering teamwork, plays a crucial role in creating a favorable work

envircnment for tesctrc workers (Gulati et a1.,2012). This conducive atrnospherc, in turn, has

the potential to enhance their work engagement. When rescue workers perceive that their

colleagues, supewisots, and organizational culture value and support them, they are more likely

to experience heightened levels of engagement in their work (Schaufeli & Bakker, ZOO4).

Nurturing supportive social relationships can provide emotional assistancg crEate

avenues for personal and professional growttr, and foster a sense of belonging, all of which are

vital factors in promoting work engagement (Baklrer et al.,20ll). For instance, when rescue

workets receive constructive feedbach acknowledgment for their contributions, ild
opportunities for skill enhancement it positively influences their engagement levels.

Furthermore, it is important to recognize that social behavior also has a significant impact on

the overall social climarc within a rEscuc team or organization (Bakker & Demerouti, zooT).

Positive social behavior, such as demonstrating empathy, fostering open communication, and

promoting collabordion, can connibute to the cultivation of robust social connections, trust, and

cooperation among team members. These elements, in turn, create a supportive and harmonious

work environment that is conducive to fostering work engagement among rescue workers. By
promoting positive social behavior, organizations can encourage a sense of unity and teamwork,

thereby enhancing the level sf6ngegernent experienced by rescue workers (Schaufeli & Bakk€r,

2004).

The association between rescue workers'empathetic behavior and work engagement is an

important aspect to consider when examining their job performance and well-being (Rainq

2022)' Empathaic behavior among rescuc workers has been found to have a strong association
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with higher levels ofjob satisfaction and motivation (Duarte et al., 2016). When rcscue workers

possess the ability to understand and emotionally connect with the individuals they are assistin&

it h8s a profound impact on their sense of fulfillment and purpose in their work (Dal Santo et al.,

2014). This, in turq leads to increased levels of cngagsment. One of the key benefits of

demonstrating empathy is the provision of emotional support to those in dishess. When rescue

workers cxtend empathy towards others, they not only help the individuals in need but also

enhance their ovm well-being (Kim et aL,2022). By wirressing the positive impact of their

actions on others' lives, rescue worlcers experience a heightened sense of meaning and

engagement in their work (Cao & Chen, 2019).

Rescue workers find deep satisfaction and a sense of purpose when they engage in

helping others. Their intinsic motivation and dedication to their profession drive them to make

a positive impact on people's lives during emergencies or crises (Cerasoli et a1.,2014). The act

of assisting others is inherently rewarding and fulfilling for these workers, as it aligns with their

corc values and aspirations (Velotti & Murphy, 2020). Witressing the difference, they make in

someone's life boosts their motivation and brings them immense satisfaction. Active

participation in helping behavior significantly enhances their overall job satisfaction (Malokani

et al-,2022). Being able to contribute to the well-being and safety of others provides a profound

sense of personal fulfillment and gratification in their work (God6 et al., 2019). By utilizing

their skills, knowledge. and expertise to aid those in need, rescue workers experience a

heightened sense of competence and mastery in their roles, frrrther deepening their e4gagement

and commitment to their profession (Ktnste,20l l).

Numercus rcsearch studies have provided compelling evidence for a positive link

between the caring and sharing conduct of rescue workers and their lwel of engagement in their

work (Sahs, 2022). These investigations have specifically focused on professions like

ftrefighrcn, paramedics, and disaster rcsponse teams. Across multiple studies, consistent

findings have revealed favorable associations between caring and sharing behavior and work

engagement. By practicing acts of care and sharing rcscue workers establish an environment

that promotes support and appreciation from their colleagues, victims and victims' families

ultimately leading to feelings of value and rcspect (Chunchu et al., 2012). This supportive

atmosphere, charactedzed by tearnwork and social support, nurtures a sense of belonging and

fosters positive relationships, thereby enhancing work engagement (Steinheider et al.,zOZO).

Additionally, caring and sharing behavior arp often intertwined with positive emotions like

compassion, empathy, and gratitude (schmutr et al., 2ols). Actively engoging in these
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behaviors can contribute to the emotional well-being of rescue ryorkers, effectively mitigating

shess and burnout and ultimately augmenting their overall work engagement.

Rescue workers with high prosocial behavior are assuned to be more engaged and

commified to their orpnization (Bolino & Grant, 2016). These established results are found in

line with results of study conducted by (Abid et al., 2018). They also reported a positive

association between prosocial motivation and employee work engagement. Engaged and

committed employees are found with high performance. High prosociality leads to high

performance in a workplace (Banrch et al.,20M). I{elping attitude of the employees leads to a

supportive environment in the workplace that in turn encourages support, caring, sharing and

helping (Abid et a1.,2018; Eldor, 201q. Rescue workers prosocial behaviors are those actions

taken by rcscue workers for the welfare of those victims, they responded in the emergency. It is

not only limited to the victims of emergency but these are also the acts they are doing in the

offrce with colleagues by sharing personal protective equipment's etc., denoted as caring and

sharing in the newly validated scale. Prosocial behavior at the workplace includes helping the

new inductees, working for work-life balance and working to produce morc energy for the

organization through different actions and it may utilized, when the individual is found

emotionally and socially competent (Freidlin & Litnnan0vadto,2020). These individuals are

found interpersonally mote involved in prosocial activities (Chow et d., 2013).

System of reward and recognitio4 employees empowennent and bond of association

betrreen employees and leaders are the key determinants for an organization to produce

engaged employees (Osborne & I{ammoud, 2017). This balance is possible when there is

positive and supportive comrnunication betrveen employees and the leaders. Positive and

effective communication betrveen employees and leaders an play a key role in production of

engaged employees for the orgianization (Welch, 2012). Level of the organization is developing

due to these activities (Unsworth et al., 2021; Zettle\ 2022). Emergency rescue service ll22 is

the orgianization working for safe community free of cost, that's why rescue workers are fully

involved in all t1ryes of events including man-made or naturals. Rescue llzzhas become largest

humanitarian organization of Pakistan (Hussain & Naa 2015). Engagement generates enerry in

employees altemate to vrgor, an important factor of engagement. This enerry leads to

organizational citizenship behavior (prosocial behavior), it is a supportive and positive

emotional state necessary for the enhancement of OCB and decrease in lwel of

Counterproductive behavior (Ariani, 2013; Sackett et a1.,2006).

It was hypothesized that there is negative association among all subscales of rcscue

workers prosocial behavior and cowrterproductive work behavior among rescue workers.
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Different analysis was canied out to get empirical evidences regarding the mentioned

relationship. All subscales of rescue workers prosocial behavior were found negatively

correlated with corurterproductive work behavior among rcscue workers. Rescue workers wtro

scored hrgh on any suh'domain of prosocial behavior scale for rescue workers, scored low on

counterproductive work behavior. Rescue workers with high level of emotional, social,

empathetic, helping and caring & sharing behaviors were found less or uninvolved in those

actions to turm the organization. Resulb of the study proved this hypothesis, which was

accepted.

Rescue workers often experience high lwels of stness due to the demanding and

emotionally challengfurg nafire oftheir work (Ashtranasy & Daus, 2OO2).This chronic job stress

and burnout can elevate the chances ofengaging in counterproductive work behavior, such as

conflicb with colleagues, absenteeism, or withdrawal from work responsibilities. The

experience of emotional exhaustion, which is a component of burnout, can diminish self+ontrol

and increase negative emotional reactions, thus potentially contibuting to counterpoductive

work behavior (Ito & Brotheridge, 2003). Furthermorc, lcscue workers frequently enc,ounter

dishessing situations where they are exposed to the emotional states of victims or witnesses.

Research suggests that emotional contagion, the phenomenon where one person,s emotions

influence and spread to others, can occur in high-stess environments (Nikolaou & Tsaousis,

2002} If rescue workers are unable to effectively manage and regulate their ovm emotions,

there is a possibility of unintentionally tansmitting negative emotions to their colleagues,

thereby potentially increasing the likelihood of counterproductive work behavior (Bolton et al.,

20t2).

The association between rescue workers' social behavior and counterproductive work

engagement can vary depending on various factors and individual differences. Rescue workers

who demonstrate positive social behaviors, such as being supportive, cooperative, and

respecffirl towards their colleagues, arc less likely to experience counterproductive work

engagement (Prati et al.,z0ll). Iilhen individuats feel a sense of social support and camaraderie

in their workplace, they tend to have higher job satisfaction, lower levels of burnout, and a

reduced inclindion to engage in behaviors that hinder productivity (Ariani, 2OL3). On the other

hand, rescue workers who display negative social behaviors, such as workplace incivility,

interpersonal conflict, or aggression, are more prone to experiencing counterproductive work

behavior @abon & Powell, 2oo3). Negative social inrcractions can cr€ate a toxic work

environment, leading to increased stt€ss, decreased job satisfaction, and a higher likelihood of
engaging in counterproductive work behaviors as a way to cope or in response to perceived
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unfairness (Fatima et d.,2012). It is crucial to recognizn tl:mit the organizational context and

culture significantly influence the relationship between social behavior and counterproductive

work engagement (tlafi& et d., 2012). When an organization promotes teamwork, open

communication, and supportive relationships among rescue workers, it fosters positive social

behavior and reduces the likelihood of counterproductive work engagement (Tsai, 2021).

Consistently engaging in rcscue empathetic behavior can lead to emotional exhaustion,

particularly when employees arE frequently exposed to others'distress and their own needs are

neglected (Wang et aL,202l). This emotional exhaustion can conhibute to a higher likelihood

of engaging in counterproductive work behaviors as a way of coping or self-preservation (yoo

& Cho, 2013). The relationship between rcscue empathetic behavior and counterproductive

work behavior is also influenced by individual differences, such as personality haits. For

insance, individuals with high levels of empathy and a strong sense ofjustice are often morc

motivated to assist others and less inclined to exhibit counterpoductive work behavior (Miles et

al.,2002).

Rescue workers often face high-stress situations, dcaling with traumatic incidents and

emotional demands. Over time, this can lead o burnout and compassion fatigue, where workers

become emotionally drained and stnrggle to sustain their helping behavior (Cocker & Joss,

2016). Consequently, they may resort to counterproductive work behavior as a way to cope or

due to their depleted emotional r€sources (Ariani, 2Ll3).The organizational setting also plays a

vital role in shaping employee behavior. When rescue workers perceive a supportive work

environment that values and acknowledges their helping behavior, they are more inclined to

engage in helpful actions and less likely to exhibit counterproductive work behavior (Bolton et

al', 2012). Conversely, if the organization lacks support systems or faces organizational

challenges, it may exacerbate the risk of burnout and increase the likelihood of
counterproductive work behavior among rescue workers (Fida et al.. 2015).

The social orchange theory offers a theoretical perspective that can shed light on the

connection between caring and sharing behavior and counterproductive work behavior (Cook et

al', 2013). According to this theory, individuals engage in social interactions with an

expectation of reciprocity and positive outcomes. When rescue workers demonstate caring and

sharing behavior, it establishes a favorable social exchange environment where colleagues feel

valued and supported. Consequently, this positive social exchange resulting from caring and

sharing behavior may have the potential to reduce counterproductive work behavior (yu et al.,

2019)' When individuals perceive that their need for support and assistance is me! they are

more inclined to reciprocate positively and engage in behavion that benefit the organization. As
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a rcsult, the lilcelihood of engaging in counterproductive work behavior decreases (Cropanzano

& Mitchell, 2005). Furthermore, caring and sharing behavior among rescue workers can

cultivate a sense of camaraderie, tnrst, and teamwork. When individruls feel a sense of

belonging and identi& with their colleagues, they are more likely to adhere to the organization's

nonns and values (Bennett et a1.,2012). This sense of cohesion acts as a protective factor

againsl counterproductive work behavior by fostering a collective focus on achieving

organizational goals and maintaining a positive work environment (Ali & Johl, 2OZO).

Some of the research studies have used the term organizational citizenship behavior

instead of prosocial behavior. Both the variables studied are staying on the opposite polls. For

an instance, an individual prosocial or involved in OCB wilt be less harmfirl to the organization.

Similarly, it is quite clear from the definitions of both one is prosocial while the other is

antisocial @arson & Powell, 2003). Before empirical analysis it was presumed that there will be

negative association between prosocial behavior of rescue workers and counterproductive work

behavior. Results of the research were in line with research study conducted by (Dalal, 2005).

The research reportcd modestly negative association between organizational citizenship

behavior and counterproductive work behavior, resulrc of this study were verified on 16721

research participants.

According to (Judge et al., 2006), it was reported that association between employee

deviant behavior and perceptions of workplace environment and hrghly engaged employees are

said to be more positive and less counterproductive (Ariani, 2013; Den Idartog & Belschalq

2012). OCB and CIVBs are known to be different constucb and an individual may be engaged

in either oCB or CWBs. Results of our cument research are found parallel with studies of
@alal, 2005) and (Kelloway et al., 2010), they reportcd negative association betneen the two

constructs. Highly prosocial or those r€scue workers involved in organizational citizen behavior

will score less on counterproductive behavior scale and tlrey will be less harmful to the

organization Such type of rescue workers can benefit and develop and emergency sewice.

Hypothesis was formulated and expected about the negative relationship between rpscue

workers prosocial behavior (all subscales) and turnover intentions among rescue workers.

Different analysis was performed to get empirical evidences regardiag the mentioned

relationship. Prosocial behavior was found negatively correlated with tumover intentions among

r€scue worlrers. Employees scored hrgh on prosocial scale scorcd low on turnoyer inrcntions

scale' Results were found in tine with the studies conducted by (Chen et al., 2004; yin et al.,
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2018). Accordi4g to Yin and colleagrres' altruism is the important factor of OCB which is

directly related to the involvement of employees to help each other's in trouble during working

hours. Employees with alnuistic behaviors are found likely to stay in the organization.

Rescue workets who find grcater job satisfaction generally demonstrate more positive

emotional behavior, including empathy, compassion, and resilience (Cao & CherU ZO2l). Given

the demanding natu€ of rescue work, which often involves encountering taumatic situations

and high stress levels, emotional exhaustion can oocur. When rcscue workers experience

emotional extraustion, they may display negative emotional behaviors, such as initability,

withdrawal, or burnout (tlalpern et al.,20ll). This exhaustion can contribute to an increased

desire to leave the iob, as workers seek relief from the emotional strain (Miller d, al., 2017,).

organizations that prioritize the well-being of rcscue workers, provide adequate resources, offer

opportunities for debriefing, and foster a positive work environment are morc likely to

encourage positive emotional behavior and reduce turnover intentions (Ducharme eta1.,2007).

The behavior of rcscue workerc in their social interactions with colleagues, supervisors,

and subordinates can have a significant influence on their ovemll job satisfaction (Ducharme &
Martin, 2000). Positive social interactions, effective tearnwork, and a supportive work

environment are generally associated with higher levels of job satisfaction among rEscue

workers. When rescue workers experience job satisfactiorL they are less lilrely to contemplate

Ieaving the organization, leading to reduced turnover intentions (Renn et al., 2013).

Additionally, the level of support provided by the organization to rcscue workerc plays a crucial

role in impacting tlreir turnover intentions (Perryer et al., 2010). Organizational support

encompasses various factors such as allocation of resoutces, provision of training opportunities,

recognition of achievememts, and promotion of work-life balance (Visser et a1.,2016). When

rescue workers perceive that their organization provides them with substantial support, it tends

to have a positive impact on their job satisfaction and commitment to the organization,

consequently reducing their intention to leave the organization (yang et al., 201l).

Creating a (Jang et d.,2017)for rescue workes can contribute to higher job satisfaction

levels and reduce turnover inrcntions . Recognizing and addressing the demanding natrue of
their work by providing adequate support systems can hetp mitigate burnout and emotional

exhaustion, enabling rescue workers to maintain their helping behavior and comrnitrrent to their
roles (Nikolaou & Tsaousis, 2002). Promoti4g a culture of helping and support within the

workplace can have a significant impact on the job satisfaction levels of rcscue workers (yu-
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Ping et a1.,2020). When these workes are engaged in supportive actions, such as offering

assistance to their colleagues or providing aid to victims, it fosters a sense of fulfillnent and

Purpose in their work. Consequently, this sense of fulfillment can reduce their intentions to

leave the job, as they are more likely to feel content and committed to their role (Ong et al.,

2019). The continuous exposur€ to such stressful situations, without adequate support systems

in place, can result in burnout and emotional exhaustion among rescue workers. These factors

not only have a negative impact on their ability to provide effective help but also increase their

intentions to leave the job as they seek relief from the overwhelnring emotional toll (Xiong &
Wera2020).

Empathy plays a crucial role in the behavior of rescue workers, as they often come

across individuals who have gone through traumatic events or find themselves in disressing

situations (Regehr et al., 2002). When rescue workerc exhibit empathetic behavior, it can

significantly improve their effectiyeness in providing support and contribute to positive

outcomes for those they assist. The relationship between enrpathetic behavior and turnover

intemions is multifaceted (Wibowo & Paramita, 2022). On one hand, demonstrating empathy

and compassion towards those in need can be personally rewarding and satisfiing for rescue

workem, as they witness the positive impact they have on people's lives. This sense of purpose

and fulfillment can lead to higher job satisfaction and reduce the likelihood of turnover (Jang *
aL, 2017). Moreover, when rescue workers feel valued and recognized for their empathetic

effotts, it strengthens their dedication to their roles and organizations (Xiong & Wen, 2ozo).

When individuals perceive that they have a network of coworkers who genuinely care

about their well-being and are ready to assist them during challenging times, they are more

likely to experience reduced levels of stess and high level of job dissatisfaction (Khattak &
Qureshi, 2o2o).This social support acts as a protective shield against employee tunrover. When

employees art immersed in a positive work environment where their colleagues and supervisors

consistently demonstrate caring and sharing behavior, they are more likely to feel valued"

supported and engaged (Judeh, 2o2l). Consequently, thefu intentions to leave the organization

are diminished since they are less inclined to seek alternatives in an organization that promotes

a culture of compassion and support (cropanzano & Mitchefl, 2005).

Prosocial behavior of the employees leads to high level of engagement and commitnent
while positive and supportive work environment and high organizational commitnent leads to
low turnover intention on (Masud & Daud, zolg).It is a very cornmon issue of the orgianization
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while dealing workers of different agendas, behaviors and targets (Puangroykeaw & Nishide,

2015). Intention to leave a job is problematic for both organization and the employee.

Organization is at a risk of losing skilful, committed and alented employees while the

employees are at a risk of suffering from financial or economic crises due to lose job (Saraih et

a1.,2017). Employees with high level of organizational citizenship behavior are found willing to

perform extra-roll activities for thc development of the organization without any expectation of

reward are also found less involved in the activities of leaving the organization. Those

employees working to benefit their friends and colleagues in a workplace without expecting

some extra benefits in return aware of the organizational norms and culture and they are found

highly satisfied in the job and they have no intention to leave the job. Ihis above explanation

has been talcen from the P-O Fit theory (Cable & DeRue, 2002). PO frt is the compatibility of

both people and the entire organizations (Sekiguchi, ZOOT).

It was hypothesized that social and emotional competency can change the association

among all subscales of prosocial behavior and work engagement among rescue workers.

Different analysis was performed to get empirical evidences regarding the mentioned

relationship. Moderating effect of social and emotional competence was found on the

relationship of all subscales of rcscue workers prosocial behavior and work engagernent of
rEscue workerc. Results of the current study shows that the association of prosocial behavior

and work enzuement of rcscue workers is significantly moderated by social and emotional

competencies. Iilhich indicates that social and emotional competence (moderating variabte) has

no significant effect upon the association of independent variable (Prosocial behavior) and

dependent (work engagement).

Previously no empirical research with the same variable "social and emotional

competence will work as moderator between prosocial behavior and employee work

engagement however sMies on emotional intelligence as moderator were reported for

reference. hevious literature reported that emotional intelligence works like tool of relationship

building in the organization which in tum regularcs engagement and commiunent among the

employees. High level of employee engagement and commitment leads to increased

organizational productivity. Emotionally intelligent employees are found morc prosocial or

involved in organizational citizenship behavior @ixit & Singtr, 2}lg). Rescue workers who

scored high on prosocial behavior scale also scored high on work engagement scale. From

results of the curent study, it is clear that the rcscue workers who are highly involved in
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prosocial activities love to stay and work for the development of their organization. While on

the other hand those who are not interested to take part in exha role activities are also prone to

be engaged in unacceptable working behavior and tumover intentions. Rescue workers involved

in prosocial activities are needed for the organization because they have the ability to handle all

sorts of horrific emergencies E keep themselves relax and calm. They have the ability to

change the unwanted and critical situation more effrciently. They are capable of managing their

own and victim's emotions easily.

It was hypothesized that social and emotional competencies can change the association

amoqg all subscales of prosocial behavior and counterproductive work behavior of the rescue

workers. Different analysis was carried out to get empirical evidences regarding the mentioned

relationship. Significant moderating effect of social and emotional competency was found on

the association of subscales of prosocial behavior and counterproductive work behavior of
rescue workers. No earlier research study was found with all the mentioned variables however a

research on the moderating influence of emotional intelligence on organizational citizenship

behavior and counterproductive work behavior by @ixit & Singh 2019) was consulted. Results

of the current research indicates the significant moderating effect of social and emotional

competence on the association of rescue workers social behavior and rcscue workerc helping

behavior while nonsignificant moderating effects of emotional and social competence on the

association of tescue workers emotional behavior, rescue workers empathetic behavior and

r€scue worken caring & sharhg behavior with counterproductive work behavior.

Results of our cunent study are in contrast with the study conducted by (Dixit & Singh,

2019). According to them, emotional intelligence has a significant influence on the association

of organizational citizenship behavior and counterproductive work behavior. Work of rcscue

workers is totally under the influence of emotions. It effects both organizational citizenship

behavior and all job outcomes. Emotionally inrclfigent employees will be more involved in
orgianizational citizenstrip behavior practices (Jung & Yoon, 2012 L*& Alle4 ZOO2). Severat

research studies reported positive impact of emotional inrclligence organizational citizenship

behavior and negative association with counterproductive behavior of the employees in the

workplace. Emotional intclligence is the regulator of oCB while stness regulates emotional

exhaustion leading to counterproductive work behavior @olino et al., 2013; Ikralug, 2012;

7-tnnget a1.,2016).
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Another research study by (Dixit & Singh, 2019) reported the importance of emotional

intelligence in the workplace. Increase in emotional intelligence produces organizational

citizenship behavior among employees which is more profitable for the organization and its dso

necessaty for the development of the organizations. Development and success of the

organization is dependent upon the extra roles of the employees they are playing in the

organizations. Employees emotionally intclligent and engaged in organizational citizcnship

behaviors are found more committed and less involved in counterproductive work behaviors

(Cohen, 2016; Dixit & Singh, 2019). Employees who have the ability to understand the

emotions of self and others are found helping and empathic towards others and they are found

less involved while taking r€venge and blame others for their ovm unacceptable actions.

According to (IGalid et al., 2009) employees with the good quality of setf-management have

also the capability to easily conhol ttreir feelings which keeps them away misbehaving or

abusing other employees. Emotionally intelligent employees arc found less involved in

uacceptable actions while emotionally incompetent employees arc found more engaged in

unacceptable actions in the workplace.

It was hypothesized that social and emotional competence can change the association

among all subscales of prosocial behavior and turnover intentions among rescue workels.

Different analysis was perfomred to get empirical evidences regarding the mentioned

relationship. Significant moderating effect of social and emotional competencies was found on

the association of subscales of prosocial behavior and turnover intentions of rescue workers.

Previously no empirical research with the same variable "social and emotional competence will

work as moderator between prosocial behavior and turnover intentions among rescue workers,'.

Results of the current study reports that association of rescue workers empathetic behavior and

tumover intentions was significantly moderated by social and emotional competence while

nonsignificant moderating effect of social and emotionat competence on the association of
tescue workers emotional behavior, social behavior, helping behavior and caring & sharing

behavior and furnover intentions. Those rescue workers who are emotionally and socially stable

having helping attitude and always care about colleagues and victims and also straring their

personal protective equipment and knowledge will have fewer turnover intentions.

According to (Ifeyinwa & Onodugo,2O2O), enrployees rvith hrgh level of OCts practices

have thc abilitl' to asscss and judgr' the scL'narios inrmediately anrl crcate an opportunity to

enhance thc trust and intcgrity of thcir organizations. It is also direcrly involvcd in the reduction
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of turnot'er intentions and employcc absentecism and incrcases !'nlployce moralc, engagement

and commitment also rcsponsible of intra and interpcrsonal rclationship and pr'rsonal

del'elopntent. The mentioned positive job outcomes can be achievecl by utihsing imaginative.

itrnovative and practical abilities. OCts is not only limited to organizational outconres lrowever

it is also inlluencc upon individual outcornes like asscssmcnt of employccs Jrcrformance,

maliing decisiors in crisis, nranagcmcnt of rervard and punishment systcm etc lPodsakoffet al.,

2000).

Individuals change their jobs to find better and good match where they have chance to

enhance their skills and abilities and the job mut also firlfil their interest in case of contrast the

situations force the employees towards turnover (Ifeyinwa & Onodugo, 2O2O). Employees

turnover is like a menace ttut has ovenrhelmed some organizations and poses a seriou threat to

the economy of labour market. The influence of employee turnover needs special focrs from the

administration to discuss as special agenda and develop remodifications. Despite of these all

practices the problem of employee turnover still exists in a more seriors form in certain

organizations. Researchers reported that good sportsmanship of administrators is associated to

the enhancement of employee morale and in turn lower dorm employee turnover (Meyer et al.,

2004; Podsakoff & MacKenzie, 1997; Rubel & Kee 2015). Altnristic behavior among

employees may be encouraged to reduce the issue of enrployee tumover becarse of significant

influence of OCB practices upon employee turnover. Employees altnristic behaviors promotes

employees good relationship and social interaction which is necessary to obained the desired

ourcomes (Ifeyinwa & Onodugo, 2020).
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3.2. Conclusion

Based on the two-phased rcsearch stu$r, several conclusions can be drawn. Firsfly, the

Prosocial Behavior Scale for Rescue Workers was successfully developed and validated,

comprising five subscales encompassing emotional behavior, social behavior, empathetic

behavior, helping behavior, and caring & sharing behavior. This indicates the existence of

diverse forms of prosocial behaviors among rescue workers. Secondly, the study examined

positive job outcomes (specifically work engagement) and negative job outcomes

(counterproductive work behavior and turnover intention) among rescue workers. The findingp

revealed a significant positive association betrueen prosocial behavior and work engagement,

suggesting that higher levels of prosocial behaviors correspond to increased work engagement

amo4g r€scue workers. Furthermore, a negative relationship was obsewed between prosocial

behavior and both counterpoductive work behavior and turnover intentiono indicating that

greater prosocial behavior is linked to lower levels of counterproductive work behavior and

tumover intention in this population. However, it is important to note that the study identified a

moderating effect of social and emotional competence on the relationship between prosocial

behavior (across all subscales) and certain job outcomes. These fipdings underscore the

importance of cultivating prosocial behavior among rescue workers as a means to enhance

positive job outcomes and mitigate negative job behaviors.
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5.3. Contribution of the Currcnt Research

This research sody makes a significant contibution to the scientific community by

introducing a novel research model that combines independent, moderatin& and dependent

variables in a unique way. Previous studies have not examined the relationship between rcscue

workers'prosocial behavior, work engagement, counterproductive work behavior, and tumover

intentions. Additionally, the study investigates the moderating effects of social and emotional

competence on these associations, which has not been explored before. Furthermore, the

research raises awareness of the distinct job description and job environment of rescue workers,

highlighting the need for context-specific understandfurg. The findings of this study have

implications for improving the well-being and effectiveness of rcscue workers and provide

valuable insights for organizations and policymalcers.

5.3.1. contribution through developmcnt and vrlidation of ncw scale

This research shrdy made a significant contribution to the scientific community by

developing and validating a new scale specifically tailored for pakistani rescrrc workerc. While

existi4g instnrments related to the variables under investigation were mostly focused on

children and adolescents, this study recognized the need for a tool that could accurately assess

the experiences and challenges faced by rcscue workers in the context of horrific and bloody

emergencies they encounter on a daily basis. The researchers conducted the development and

validation process on a sample from the emergency rescue service Rescue ll22 Khyber
Pakhtunkhwa' a goup fully engaged in these demanding situations. The findings revealed that

the instrument exhibited high reliability, with values exceeding the reference range for both t1e

overall scale and its individtul subscales. This research not only fills a gap in the existing

literature but also provides a valuable r€soupe for future studies and interventions aimed at

understanding and supporting the well-being oftpscue workers in similar contexts.

5.3.2. contribution for thc emerEcncy nescue sorrice Rescue 1122

The current research has significant implications for the role of rescue workers in
dealing with vistims in a prosocial manner. It recognizes that victims not only require physical

heafinent but also benefit geatly from compassionate words and emotional supporg which
r€scue worlcers are capable of providing. By engagmg in prosocial actions, such as offering
encouragement and moral support, lescue workers can positively contibute to the recovery and

enthusiasm of the victims. Furthermore, this research highlighb the incluion of divine and
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prophetic instnrctions that emphasize the importance of hetping others selflessly, without

expecting anything in retum. By promoting awareness of these principles, the research

encourages rescue workerc to extend aid to those in distress dtruistically. Additionally, the

study offers valuable and reliable information on various variables, prompting organizations to

prioritize the recruitment of individuals who possess social and emotional competencies. These

competencies directly conhibute to the development and effectiveness of organizations, as

emotionally and socially compet€nt rescue workers can work more efficiently within a team,

ultimately strivlng towards achieving collective goals.
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5.4. Suggcstions rnd f,'uture Dircctions

h futurc the researches may extend to collect data by using alternate sources of data

collection from rescrc offtcers and investigates the results. The researchers are requestcd to

attempt other research desigrrs to explore cause and effect relationship betrueen these variables.

In ftture the researcherc are requested to malce these findings authentic by conducting

researches on the same variables in other countries having emergency r€scue services. Working

environment of ERS rescue ll22 in Palcistan is may be totally different from other European,

non-European or Asian counties (Malik et al., 2015).

In futurc the researcherc may collect daa by uing probability sampling technique from

all provinces of Pakistan to make the results more generalized. The researphers may atso add

some mor€ independent and moderating variables to investigate including job satisfaction,

resilience and organizational commifinent or some other variables related to organizational

behavior or workplace @imrose & Heame, 20lz; tiaag, 2016). It is suggested that the

researchers may conduct studies on computer operators to check their findings and association

with the operational rescue workers.
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5.5. Intcruention Plane

Based on the research findings, a concise intervention plan can be developed to benefit

rcscue workers. The proposed intervention plan may include the following programs.

5.5.1. Tnining end llwelopment pmgrams

Implemenation of training programs focused on enhancing social and emotional

competencies of rescue workerc. This can include workshops, seminars, and interactive sessions

aimed at improving communication skills, empathy, emotional intelligence, and conflict

resolution abilities. Provide taining on prosocial behavior and the importance of compassion

and emotional support in dealing with victims. This can help rescue workets understand the

impact of their actions and encourage them to engage in prosocial behaviors. Establish

mentoring or coaching programs where experienced rescue workers can provide guidance and

support to newer or less experienced colleagues. This can help enhance social and emotional

competence by fostering a sense of belonging providing opportunities for learning and

promoting personal growth.

5.5.2. Support Systems lyithin the Oryanizadon

Establishment of supportive systems within the organization to promote well-being and

resilience among rEscue workers. This can include regular ssrrnseling sessions, peer support

$ouPs, and access to mental health professionals. Provide resources and tools to help rcscue

workers cope with the challenges they face, such as stress management techniques, self-care

strategies, and resoupes for dealing with traumatic experiences.

5.5.3. Contert-Spccific Guidclines

Develop context-specific guidetines and protocols for r€scue wor*ers, taking into

account the distinct job descripion and job environment they face. These guidelines should

address the unique challenges and situations encountered by rescue workers and provide clear

instructions on how to handle them effectively and compassionately. Teach rcscue workers

effective strategies for managing their emotions in high+tress situations. This may include

techniques such as deep breathing exercises, mindfulness, visualization, and cognitive

reframing. Encourage regular self-care practices to help thern recharge and maintain emotional

well-being.

5.5.4. Recognition end Apprrciation

Establish a culture of recognition and appreciation within the organization to

acknowledge the efforts and achievements of rpscue workers. This can include rewards, public

recognition, and opportunities for career advancement based on performance and dedication.
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5.5.5. Continued Rcscerch and Evduetion

Encourage firther rcsearch and evaluation in the field of rcscue workers' well-being

prosocial behavior, work engagement counterproductive work behavior, and tumover

intentions. This will help identiS new strategies and interventions to firther support rcscue

workers and improve their overall effectiveness and satisfaction.

5.5.6. Promote lYork-Life Balance

Emphasize the importance of workJife balance and self-care. Provide flexible work

arrangemenB, enoourage breaks, and promote healthy coping strategies. Support their personal

well-being to prevurt burnout and promote overall job satisfaction.

By implementing this intervention plan, organizations can promote the well-being and

effectiveness of rescue workets, enhance their social and emotional competencies, and crpate a

supportive and compassionate work environment.
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APPENDICES

AppendirA

To,

The Disfict Emergency Officer
ERS, Rescue ll22 KPK
DistrictKohat

Subjecfi Letter of Pernrission for Date Collection
Respected sir/madam,

This letter is a written request to collect data from the operational rescue workers working under
your supervision. I anr Alamzeb PhD Psycholory Scholar working under the supervision of Ih
Mazlar Iqbal Bhati (Assistant Professor), Faculty of Social Sciences, Dept. of psycholory
Intemational Islamic University Islamaba4 pakistan.

ThiS TESEATCh iS CNtitICd *EFFECTS 
OF RESCUE WORKERS PROS(rcIAL BEHAVIOR

oN THEIR JoB ourcoMES: MODERATING ROLE oF socIAL ANI)
EMOTIONAL COMPETENCE".
The collected data will be fully confidential and cannot shared. The said data will be used for
accomplishment of PhD research andpublication only.
We would be happy if you acccpt our rcquest and grant us permission for data collection. We
assured you not to disturb operational activities of the staff. Oblectives, aims and natgre of
research will bc explaincd in pre data collection meeting.
In case of any query, you can contact on the researcher mobile or email.
Sincerely,

Alamzeb (Rcsearcher)

PhD Psycholory Scholar
Dept of Psychology

Intemational Islamic University, Islamabad pakistan

cell # )qB3 63322t9t, +923 I 45 t97 ot7
Email: masoomalam20 I 6@gmail.com

Dn llfiazhar Iqbel Bhati (Supervisor)
Dept of Psycholory
Intemational Islamic University, Islamabad paldstan
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Appendir B

To,

The Station House in Charge

ERS, Rescue I122 KPK
District Peshawar

Subjecft Lettcr of Pemission for Dete Collection
Respected sir/madam,

This letter is a written request to collect daa from the operational rescue workers working under
your supervision. I am Alamzeb PhD Psychologr Scholar working under the supervision of Dr
Nlazlaar Iqbal Bhati 

_(Assistant Professor), Faculty of Social Sciences, Depr.;f psychologr
International Islamic University Islamaba4 pahistan.

This research is entitled *Ex'FEcTs oF REscuE woRKERst pRos(rcIAL BEHAVIOR
oN THEIR JoB ourcoMES: MODERATING ROLE oF socrAL ANn
EMOTIONAL COMPETENCE".
The collecM data will be fully confidential and cannot shared. The said data will be used for
accomplishment of PhD research and publication only.
We would be happy if you acoept our request and grant us permission for data collection. We
assured you not to disturb operational activities of the staff. Ob.lectives, aims and nature of
rcsearch will be explained in pre data collection meeting.
In case of any guery, you can contact on the researcher mobile or email.
Sincerely,

Alrmzeb (Reseercher)

PhD Psycholory Scholar
Dept ofPsycholory
International Islamic University, Islamabad pakistan

cell # +9233 63322t9t, +923 I 45 t97 ot7
Email: masoonralanr20 I 6,ifgmail.com

Dn Mazhar Iqbal Bhati (Supervisor)
Dept ofPsycholory
International Islauric University, Islamabad pakistan

"--'\t*-'
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AppendirC

PARTICIPANTS INDIVIDUALS CONSENT FORM
Assalam+- Aleikum,

I am Alamzeb PhD Psychologr Scholar working under the supervision of Dr Mazhar

Iqbal Bhati (Assistant Professor), Faculty of Social Sciences, Dept. of Psycholory International

Islamic University Islamabad, Pakistan.

This research is entitled *EFFECTS OF RESCUE WORKERS PROS(rcIAL BEIIAVIOR

ON THEIR JOB OUTCOMES: MODERATING ROLE OF SOCIAL AIrID

EMOTIONAL COMPETENCE". All of the data will be kept confidential and you can leave

daa collection process anytime. Ihe collected data will be used for research and may be for

publication only. Please tick in front of responses Yes orNo in below statements.

l. I am agree to participarc in this research on voluntary basis. 
. yes il

2. I am agree to participate in this research on voluntary basis andwill never.l.rT 
3y--

paymenuexpenses. ..y:i - -

3. I am agree with the researcher to use this data for publication. Yes No

No

Any Additional Information you want to Share

4. I am fully entitled to leave whenever I want. : Yes

Signaturc of the Perticipents ............. Date.

Signature of the Researcher ................ Drte
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AppendirD

Demogrephic Dete shcet

Name (Optional):

Gender

Age.

Marital status.

Numberof Kids.

Spouse Profession... House wife.......... Onjob.

Designation.

Scale (BPS/SPS.

Nature of Job.

Duty Distict.

Duty Station

Current Duty Shift

Any Chronic Disorder

Any Psychological Disorder

Currenfly feeling any symptoms

Type of Emergency which you cannot forget.

fuiy Additional Inforrration you lVant to Slrare
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Appendir E

Initial Lirt of Items

Pmsociel Behevior Scele for Rescue Workers

s.

No
Items Never

true

I

Occasionally

tnre

2

Sometimes

true

3

Often
true

4

Always

true

5

01 I get deep satisfrction after responding to a

horrific emersencv.

02 I am alwavs emoathetic with those in trouble.

03 I always try to console those who called

rescue workers for help.

04 I don't feel sexual attraction while working

with female victims.

05 I help the people beyond religiors
discrimination.

06 I relentlessly seek inventive ways to protect

the orooertv of victims.

07 Prosociality is necessary among dl rescue

workers.

OE I also present myself for voluntanr activities.

09 My ego goes down, when I reached on the

sDot of emerqency.

l0 Strong sense of duty compels me to offer
support to the victims during rescue

onerations.

ll High motivated individuals are more fit for
rescue iob.

t2 Emotionally stable individuals can do better

helo.

l3 Socially competent individuals can easily

control the situations.

l4 Mv iob is very close to social responsibilitv.

15 I readily volunteer for additional shifo or
tasks to €nsuE the well-being of thosc

affected.

t6 I immediatelv sot feelinss of those in trouble.

t7 I am always available to help others in touble.

l8 I frequently malre extra efforts to assist those

in need durins emersency situations.

l9 I am always trying for the better care of those

in trouble.

20 I share my Personal protectiye equipment with
mv fiiendV colleasues. if thev need.

2t I also help my friends and colleagues in the

office.

22 I immediately note my friend's discomfort.

23 I am always available to share knowledge and

skills with colleasues.
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24 I immediately put myself in the shoes ofthose
cryins for help.

25 My job is IBADAT in other words

26 Those rEscuerc with strong emotional stability
provide superior assistance and support to
victims.

27 I trv to helo others bevond mv iob timins.
28 I am not waiting my turn, when someone

called for helo.

29 I am always feeling discomfort, when I miss
an ernergencv.

30 I am always trying to save Eoperty of victims.
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Appendix F

Items List Appnoved by the Committee

Prrsoclel Bchevior Scele forRcscue Worlrers

s.

No

Items Never

true

I

Occasionally

true

2

Sometimes

true

3

Often

true

4

Always

true

5

0l I get deep satisfrction after

responding to a honific
emergency.

02 I am always empathetic with
those in houble.

03 I always try to console those

who called rescue workers for
help.

04 I don't feel sexual attaction
while working with female

victims.

05 I help the people beyond
religious discrimination.

06 My job is IBADAT in other
words

07 Prosociality is necessary among
all rescue workers.

0t I also present myself for
voluntary activities.

09 My ego goes dow4 whenl
reached on the spot of
emergency.

l0 My job is very close to social
responsibiliB.

ll High motivated individuals are

more fit for rescue iob.
t2 Emotionally stable individuals

can do better helo.

l3 Socially competent individuals
can easily control the situations.

t4 I try to help others beyond my
iob timine.

l5 I am not waiting my turn, when
someone called for helo.

l6 I immediately got feelings of
those in trouble.

t7 I am always available to help
others in touble.

l8 I immediately put myself in the
shoes ofthose cryinq for help.

t9 I am always trying for the better
care of those in houble.
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20 I share my Personal protective

equipment with my friends/
colleasues. if thev need.

2t I also help my friends and

colleasues in the office.
1'' I immediately note my friend's

discomfort.

23 I am always available to share

knowledge and skills with
colleasues.

24 I am always feeling discomfor!
when I miss an emerqency.

25 I am always tryrqg to save

Drorrefi of victims.

l( '.i.r: !t.rr 1...t r

rr+3
r rra'

{t,1., i'd /,
"H_*.. i' *ap*

L, _:---l
Or, $rL,:

LrC*r ?-r.
lrrLrltaaallrl tt-rruc -,. .'vtt rtnarr.t
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Appendir G

Final Venion of the Scelc (Pnosocial Behevior Scale for Rcscue }Yorkcrs)

s.

No
Items Never

true

I

Occasionally

true

2

Sometimes

true

3

Often

true

4

Always

true

5
I I get deep satisfaction after responding to a

honific emersencv.

2 I am always empathetic with those in
trouble.

3 I always try to console those who called
r€scue workers for help.

4 I also prcsent myself for vohurtary activities.
5 I help the people beyond religious

discrimination.

6 Prosociality is necessary among all rescue
workers.

7 I am always available to help others in
trouble.

8 My ego goes down, when I reached on the
spot of emergency.

9 _!4tt-Lob is very close to social responsibilitv.
l0 High motivated individtuls are more fit for

rescuejob.

ll Emotionally stable individuals can do better
help.

t2 Socially competent individuals can easily
control the situations.

l3 I immediately put myself in the shoes oT
those crying for help.

t4 I am always feeling discomfort, when I miss
an emelgency.

l5 I immediately got feelings of those in
trouble.

l6 I don't feel sexual attraction while working
with female victims.

t7 I try to help those in trouble beyond my job
timings.

18 I am always trying for the better care of
those in tnouble.

l9 I also help my friends and colleagues in the
office.

20 Iimmediatelynffi
2t I am always available to share knovrledge

and skills with colleagues.

22 I am not waiting my tum, when sorneone
called for help.

23 I am always trying to save property of-
victims.
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AppendirH
The Sociel end Emotionel Compctence Questionnaine (SEC-Q)

Read the following sentenccs and answer indicating to what degree you are in agreement with

each one ofthem using the following scale:

S.No Sentences Strongly

Disagree

I

Somewhat

disagree

2

Neither

agrce nor
Disagree

3

Somewhat

ag[ee

4

Strongly

agr€e

5
I Iknowhowto labelmy

emotions.

2 I am awarc of the thoughts

that influence my emotions.

3 I differentiate one emotion
ftom another.

4 I know how my emotions
influence what I do.

5 I know how to motivate

myself.

6 I have my goals clear.

7 I pursue my objectives despite
the difficulties.

t I know what people expect

from others.

9 I pay attention to the needs of
others.

l0 I usually know how to help
others who need that.

lt I have good relationships with
my classmates or workmahs.

t2 I usually listen in an active
way.

t3 I offer help to those who need
me.

t4 I make decisions analyzing
carefully possible

consequen9es.

r5 I usually consider the
advantages and disadvantages

of each option before I make
decisions.

t6 I do not make decisions

carelessly.
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Appendix I

Utrecht IYork Engagement Scele (ITWES)

The following 9 statements are about how you feel at work. Please read each statement carefully
and decide if you wer feel this way about yourjob. If you have never had this feeling, cross the
'0'(zero) in the space after the statement. If you have had this feeling, indicate how often you
feel it by crossing the number (from I to 6) that best describes how frequently you feel that
way.

At my work, I feel bursting with energr.

.At my job, I feel stong and vigorous.

I am enthusiastic about my job.

4. My job inspires me.

When I get up in the morning, I feel like going to work.

I feel happy when I am working intensely.

t am proud of the work that I do.

I asr immersed in my work.

I get canied away when I'm working.

l.

7

3.

5.

6.

7.

8.

9.

@ Schaufeli & Baklrcr (2003). The Utecht Work Engagement Scale is free for use for non-
commercial scientific rcsearch. Commercial and/or non-scientific use is prohibited, unless
previons written permission is granted by the authols.

0

Never

Almost

NEYGT

I
A few times

a ycar or less

Rarely

2

Once a

month or less

Sometimes

3

A few times a

month

Often

4

Once a week

Very often

5

A fewtimes
a week

Always

6

Every

day
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AppendirJ

Short Version of the Countcrpruductive Work Bchaviour Checklist (CWB-C)

Short form was first used in Spector, P. E., Bauer, J. A., & Fox, S. (2010). Measruement

aftifacts in the assessment of counterproductive work beharrior and organizational citizenship

behavior: Do we know what we think we know?"Iournal of Applied Psycltologt, 95(4),781-

790.

doi: hnp://dx.doi.org/l 0. I 037 h0019477

CWB-C is copyrig[t 2001 Paul E. Spector and Suzy For All rights reserved.

How often heve you done each of the following

things on your prescnt job?

c)

a)

z

c)o

E
o
G)()

o

E
o
E
(t)
o

'o
oo

o

J.
C'
c)I
!)n
,
o
o()

o

il'r6€
e'()

trl

I Purposely wasted your employer's materials/supplies I 2 3 4 5

,,
Comolained about insicnificant thinss at work I

,,
3 4 5

? Told people outside the job what a lousy place you

work for
I 7 3 4 5

4 Came to work late without oermission I 2 3 4 5

5 Stayed home from work and said you were sick
when you weren't

I 2 3 4 5

6 Insulted someone about their iob performance I 1 3 4 5

7 Made fim of someone's personal life I 2 3 4 5

8 Iemoned someone at work I 2 3 4 5

9 Started an arsument with someone at work I ) 3 4 5

l0 Insulted or made firn of someone at work I 2 3 4 5
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Appendir K

Tumover Intension Scale (TIS)

Copyright @ 2004, G. Roodt

The following section aims to ascertain the extent to which you intend to stay at the

organisation.

Please read each question and indicate your r€spome using the scale provided for each question:

DURING THE PAST 9 MONTHS.....

How often have you considered

leaving yourjob? Nwer

l---2--3--4----
5 Alwap

2

How satisfring is yourjob in

fulfilling your personal needs?
Very

setirfying

| ----2-----3 ---4-----
5

Totrlly
dirratirSing

3 How often are you frustrated when

not given the opportunity at work

to achieve your personal work-

related eoals?

Norer
t---2---3--4-----

5 Atwryr

4
How often do you dream about

getting another job that will better

suit your personal needs?
Never

r---2------3--4-----
5 Atweyr

5 How likely are you to accept

anotherjob at the same

compensation level should it be

offered to vou?

Hrghly
unlikcly

l ----2-----3 --4------
5

Highty
lilclV

6

How often do you look forward to

anotherday atwork? Alrryr
| ----2------3 --4-----

5 Ncvcr
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Appendir L

GOIYENNDIEI{T DEGNEE GOII.EGE NAGAN
DIATNIGT I,UNf,AX TETIEf, PATETUI TEWA

SDone fro:092@11666,

@muiL gDtba gnn@. gutfl i[. com

Dated:29h May,2023

CERTIFICATE OF PROOFREN)ING

This document certifies that the manuscript listed below has been proofread for appropriate

English language usage, grammar, punctuation, and spelling by the undersigned.

Author: Mr. Alamzeb

Reg #: 70-FSS/PIIDPSY/F-I I
Title: Effect of Rescue Workers Prosocial Behaviour on Their Job Outcomes: Moderating role

of Social and Emotional Competence

Mfiaruoud TahirAnim
MPhil in zulish Literature

kcturer in English

Government Degree College

Bagaru Distict Kurram.

Email : I ahirarli um53.Irr;hotmai l.cum
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IMERNATIONAL ISLAIIIC UNIVE R.SITY ISLAMABAD (PAKISTAN)

FACULTY OF SOCIAL SCIENCES

DEPARTMEITT OF PSYCEOIIrcY
+9251-9019902

No. HU-FSS/PSY/DPEC/-29"1- tf.. *., ''f -'!=

Aftunzeb (PhD Scholar)

Department of Psycholory,

International Islamic University, Islanrabad

Oct 04,2021

REFERENCE: ..

Moderatine Role of Sochl and Emoliond Compctence"

'l'hank you for the application with anached documents on 29'h Sep. 2021 for submitting a

request frrr the above+nertioned title research to thc committee (DPEC) for approval.

On behalf of the conrmittee. I arn pleased to contirm a favourable ethical opinion for the

above research on the basis described in the application form and supportin-e, documens. The

tbvourable opinion is given that you cornply rviflr the stipulation set out in the committee

mandate.

'Ihe Iis of documents rwiewed and approved by the comminee is as follows:

l. Application form

2. Infonned consent

3. Infounation slrcet

With the committee's best wishes tbr the sucoess of this research article.

Yours Sincerely

.=ltH]ry--'
Sr,?Ifttr.fft r lh hul llt rll il
Acting Chailffin Department ol' Psychology

Conveuer of Department ofPsycholory IIUI Ethics Committee (DPEC)

""

t.

I t 1., I "
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Author's Pemission to use Socid and Enotionel Compctencics Questionnairc

Alam Zrb <alamzeb-l 1 22@yahoo.com>

To:izych@uco.es

Fri Nov 13, 2020 at 1C2E AM

t am Alam Zeb Khattak PhD Psychology Scholar at Dept. of Psychology lnternational lslamic Universi$

lshmabad. i am interested to uie youiicale the Social and Emotional Competenoes Questionnaire

(SEC-O) in my PhD research. my iesearcfr pailicipants are rescuets of Emergency Resqle Service

Rescue-1122kpf pafistan. Therefore. rt is humbly requested to plz allow me to use the scale and also

provide me a copy of your scale plz. proper citation will be given where neoessary'

Regards
Alam Zeb (Psychologist)

PhD (Psychology) Scholar llU lslamabad

PGD Criminology
Lec{urer Psychology,

Dept of Education & PsychologY

Kohat University of Science & Technology ltuhat. Pakistan.

+923146197017

ts b.le Zych <irych@uco.es>

To:Alam Zeb

Sat Dec 5,2020 at 12:04 AM

DearAhm,

Thank you for your mossags. t am very happy to glve you petmission to use our scale. Pleaee find all

the details in the attachment.

best regards,

lzabela

lzabeh Zych, PhD

Associate Prc&ssor
Depaltment of Psychology

Unlversidad de C6doba
Spam

Twiter: @lz,abr;/e,Zyen
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Author's Permission to use Turnover Intentions Scele

Alam Zeb <alamzeb-l 1 22@yahoo.com>

To:grcodt@uj.ac.za

Wd, Sep 9,2020rt2:15 PM

HiProfessor
iam Alam Zeb Khattak PhD Sctrolar at lnternational lslamic University lslamabad Pakistan. I am

interested to use your scale Turnover lntention in my research. Therefore, its humbly requested to plz

grant me permission and share a soft copy of the questionnaire. your cooperation is senously needed

and it wittbe highly appreciated. propercitatton willbe given where neoessary.

waiting for positive response

Regards

Alam Zeb (Psychologist)

PhD (Psychology) Scholar llU lshmabad
PGD Criminology

Lecturer Psycttology. ri

Dept of Education & Psychology

Kohat Universfly of Scence & Technology Kohat, Pakistan.

+92-3145197017

roodtg8@gmail.com

To:Alam Zeb'

Thu, Sep 10,2On at 12:52 PM

DearAlam

you are welcome to use the TIS for your research. For this purpose please find the TIS-15 attached for

your convenience. This TlS.$ (verslLn 4) conssts of the first six items highJrghted.in yellotl. You may

lrse any one of these two versions. The TtS is based on the Theory oJ Planned Behaviour.

The oniy two conditions for using the TIS are that it may nol be used for commercial purposes and

seconainat it should be properly referenced as (Roodt, zO(N) as in the article by Bothma & Roodt

(2013) in the SA Journalof Human Resource Management (open access).

It is easy to score the T156. Merely add the item scores to get atotalscore. The mrdpoint of the scale

is 18 (3ir 6). tf the total score is belor 18 then the it indicates a desire to etay. lf the- q9re.9 are.above

10 it indicaies a desire to leave the organisatpn. The mnimum a person can get is 6 (6 x 1) and the

macmum is 30 (5 x 6). No ilem s@res need to be reflected (reverse scored).

It is recommenOia tnit you conduc{ a CFA on the ilem soorcs to assess the dtmensionality of the scale.

We found that respondents wfth a matric (grade

12) tertrary schoof qualfication tend to undlrstand the items beiler and oonsequently an unrdtmenstonal

fac{or structure is obtaned.

lf you wish to translate the TtS rn a locallanguage, you are welcome to do so. lt is recommended that a

language otpert is used in the translate'back translate method.

lwish you all the best with your research!

Best regards
ProfGeil Roodt

Shor odginal message

Ths ematland atlcontents are subject to the following dsclaimer:

http.zdrsclam et.i1.ac za


