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Abstract:This study explores the paradoxical presence of high Organizational Citizenship Behavior (OCB) among value education 

teachers, despite their experience of declining Quality of Work Life (QWL). In the field of education, especially value education, 

teachers often exhibit selfless behavior that extends beyond their contractual duties. The study aims to understand the intrinsic and 

extrinsic motivators behind this phenomenon, while identifying key factors affecting QWL and OCB. By analyzing perceptions, 

reports, and theoretical frameworks, this article sheds light on why these educators prioritize purpose over perks in their professional 

conduct. 
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Introduction  

In contemporary education systems, the Quality of Work Life (QWL) of teachers significantly influences their motivation, 

job satisfaction, and performance. However, among value education teachers, an interesting deviation is observed—high levels of 

Organizational Citizenship Behavior (OCB) despite reported low levels of QWL. This study, based on teacher perceptions, attempts 

to unpack this unique scenario. Why do value education teachers continue to exhibit voluntary and extra-role behaviors in the face 

of professional adversity? This article seeks to answer this question by exploring the intersection of intrinsic values, professional 

ethics, and spiritual motivation. 

Importance of QWL in Teaching: 

Quality of Work Life refers to the overall quality of an individual's working environment and experience in an 

organization. It includes factors that affect an employee's well-being, job satisfaction, motivation, performance, and work-life 

balance. Quality of Work Life in teaching affects not only job satisfaction and retention but also classroom effectiveness and student 

outcomes. A high QWL ensures emotional well-being, stress reduction, and balanced personal-professional life. 

Importance of OCB in Teaching: 

Organizational Citizenship Behavior (OCB) refers to the voluntary, extra-role behaviors that employees perform which are not 

part of their formal job requirements, but which support the organization and enhance the work environment. OCB, including 

behaviors like helping colleagues, being involved in institutional development, and maintaining a positive attitude, is vital in 

educational settings. Teachers demonstrating OCB create supportive environments that enhance student learning and staff 

cooperation.Typically, higher QWL leads to higher OCB. However, this linear relationship is not always applicable—especially in 

emotionally or spiritually driven professions like value education. 

Factors Affecting QWL (Walton’s Model): 

1. Adequate and fair compensation 

2. Safe and healthy working conditions 

3. Immediate opportunity to use and develop human capacities 

4. Opportunity for continued growth and security 

5. Social integration in the work organization 

6. Constitutionalism in the work organization 

7. Work and total life space 
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8. Social relevance of work life 

Dennis Organ’s 5 Dimensions of OCB: 

1. Conscientiousness 

2. Sportsmanship 

3. Altruism 

4. Courtesy 

5. Civic Virtue 

The Role of Value Education Teachers: 

Value education teachers play a crucial role in the formation of moral, ethical, and socially responsible behavior among students. 

Their role goes beyond academic instruction—they act as moral guides, helping students understand concepts such as compassion, 

honesty, non-violence, responsibility, and respect for diversity. In many institutions, especially those affiliated with religious or 

socially motivated trusts, these educators carry the added responsibility of promoting spiritual and character development among 

learners. 

These teachers often work in environments that emphasize ethical living, communal harmony, and personal discipline. Their 

instruction not only helps students develop a sense of right and wrong but also instills the values needed to contribute positively to 

society. Thus, their work significantly impacts the long-term development of responsible and ethical citizens. 

Many schools provide value-based education through either formal moral science curricula or co-curricular spiritual training. 

However, value education teachers in these institutions often receive fewer resources, lower salaries, and limited career 

progression opportunities, particularly when employed in unaided or trust-run schools. Despite this, they consistently demonstrate 

a strong commitment to their roles, which raises a significant question: Why do they maintain such high levels of Organizational 

Citizenship Behavior (OCB) even under challenging work conditions? 

Reference to the Sachar Committee Report: 

The Sachar Committee Report (2006), officially known as the Report of the Prime Minister’s High Level Committee, was 

tasked with studying the socio-economic and educational conditions of specific social groups in India. Although the report primarily 

focused on disparities faced by a particular community, its findings are also broadly relevant for understanding educational 

challenges  

The report identified that in many areas, teachers working in community-run or unaided institutions often face systemic 

barriers, including: 

 Inadequate compensation, 

 Lack of formal recognition, 

 Absence of institutional support, 

 Limited access to government schemes and professional development. 

These findings help contextualize the working conditions of many value education teachers. Although the Sachar Committee did 

not exclusively address value educators, its data is indicative of broader structural disadvantages affecting teachers working in low-

resource or socially marginalized educational environments. 

Factors Contributing to Low Quality of Work Life (QWL) 

While Quality of Work Life (QWL) is a crucial determinant of employee motivation and performance, many value education 

teachers face multiple challenges that diminish their work-life experience. These challenges affect their job satisfaction, career 

progression, mental well-being, and overall quality of life. Despite these hardships, their commitment to their responsibilities 

remains high—a paradox that this study continues to explore. 
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Major Factors Contributing to Low QWL: 

1. Low Compensation: 

Many value education teachers, particularly those working in unaided or privately managed institutions, receive salaries that are 

significantly lower than those offered in government schools. These low wages often do not match the effort, responsibility, and 

hours invested by the teachers. Moreover, salary delays and lack of standardized pay scales are common issues in such settings, 

contributing to financial insecurity and dissatisfaction. 

2. Limited Career Growth Opportunities: 

Value education is often not seen as a core academic subject in most school curriculums. As a result, teachers in this field have 

limited avenues for career advancement. Promotions, role upgrades, or transitions into administrative positions are rare, and many 

teachers spend decades in the same role with little recognition or reward. 

3. Poor Work-Life Balance: 

Teachers are frequently expected to engage in additional responsibilities such as organizing cultural or religious programs, 

counseling students, and attending weekend sessions. With little or no compensation for these extra duties, the work hours stretch 

beyond the typical school schedule. This leaves minimal time for personal or family life, leading to stress and burnout. 

4. Lack of Institutional Support: 

Value education teachers often report a lack of administrative support or recognition for their efforts. In some schools, their roles 

are viewed as secondary to academic teaching, resulting in minimal involvement in decision-making, policy discussions, or 

institutional planning. The absence of professional development programs also hampers their growth and morale. 

5. Inadequate Physical and Technological Infrastructure: 

In many schools, value education is delivered in under-equipped classrooms or without access to modern teaching aids. This limits 

the effectiveness of their pedagogy and makes it harder to engage students in meaningful discussions about ethics, behavior, and 

values. 

6. Emotional and Psychological Strain: 

Given their subject matter, value education teachers often serve as informal counselors, guiding students through personal, moral, 

and emotional challenges. Without formal training or psychological support themselves, this additional responsibility can become 

emotionally taxing, especially when coupled with low institutional appreciation. 

The Disconnection Between Effort and Environment: 

These factors together illustrate a serious mismatch between the effort value education teachers invest and the institutional and 

material rewards they receive. According to Walton's (1973) model of QWL, a fulfilling work environment includes fair 

compensation, growth opportunities, healthy conditions, social integration, and constitutional rights. In the context of many value 

education teachers in Malabar, most of these elements are either missing or underdeveloped. 

This widespread dissatisfaction in work-life conditions would typically lead to reduced performance and motivation. However, as 

explored in the following sections, value education teachers continue to display high levels of Organizational Citizenship 

Behavior (OCB)—an anomaly worth deeper investigation. 

Factors Among Value Education Teachers 

Despite the various challenges outlined in the previous section—ranging from low compensation to limited career growth—value 

education teachers in Malabar, Kerala, consistently display high levels of Organizational Citizenship Behavior (OCB). This 

behavior is not mandated by formal job requirements, but it significantly enhances the overall effectiveness and morale of 

educational institutions. 

The presence of strong OCB among these educators is both inspiring and revealing. It underscores their deep commitment to their 

roles and reflects the internal value systems that guide their conduct. As per Dennis Organ’s (1988) framework, OCB comprises 

five primary dimensions: 
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1. Conscientiousness 

Definition: Going beyond the basic requirements of the job, being punctual, diligent, and attentive to responsibilities. 

In Practice: Value education teachers often prepare lessons with great care, offer personalized support to students, and attend school 

functions without being asked. They display a strong work ethic, ensure discipline among students, and take initiative in both 

academic and co-curricular activities—even when it involves personal sacrifices. 

2. Sportsmanship 

Definition: Maintaining a positive attitude and refraining from complaining, even in challenging situations. 

In Practice: Despite the lack of financial rewards or professional recognition, these teachers rarely express dissatisfaction publicly. 

They maintain a spirit of cooperation and accept institutional shortcomings without letting it affect their performance or morale. 

This trait sustains a peaceful work environment, which is crucial in schools where conflict resolution and emotional stability are 

part of their teaching objectives. 

3. Altruism 

Definition: Voluntarily helping others with work-related problems. 

In Practice: Altruism is perhaps the most visible trait among value education teachers. They routinely assist colleagues, mentor 

students outside class hours, and often step in to provide emotional or spiritual guidance to students facing personal struggles. Their 

willingness to serve extends to organizing charity drives, leading student counseling sessions, or volunteering for school/community 

initiatives. 

4. Courtesy 

Definition: Being polite and considerate towards others to prevent interpersonal problems. 

In Practice: These teachers show remarkable interpersonal sensitivity. They resolve misunderstandings peacefully, help maintain 

staff unity, and exhibit respect toward both students and colleagues. Their communication style is grounded in empathy, reflecting 

the very values they strive to instill in students. 

5. Civic Virtue 

Definition: Active participation in the life of the organization and concern for its well-being. 

In Practice: Value education teachers take part in school-level decision-making, community outreach, and student development 

programs. They often represent the moral and ethical backbone of the institution. Their involvement in institutional affairs reflects 

their belief that the school is not just a workplace, but a space for social and spiritual growth. 

Why High OCB When QWL Factors Are Low?  

In organizational behavior studies, a strong correlation is generally observed between high Quality of Work Life (QWL) and high 

levels of Organizational Citizenship Behavior (OCB). Employees who are satisfied, well-compensated, supported, and appreciated 

are naturally more inclined to go beyond their formal responsibilities. However, in the case of value education teachers in 

Malabar, Kerala, this typical pattern does not hold true. 

Despite systemic challenges—low salaries, limited growth, and minimal recognition—these educators consistently demonstrate 

extra-role behaviors that benefit their students, colleagues, and institutions. This raises a significant and rare question in the study 

of workplace behavior: 

🔹 1. Intrinsic Motivation and Moral Commitment 

Value education teachers often view their work not just as employment, but as a moral mission. Their internal motivation is fueled 

by a personal commitment to shaping young minds and contributing to a better society. This intrinsic drive often overrides 

dissatisfaction with external conditions. 
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They see their teaching as a form of service, which is particularly significant in value education—a subject rooted in ethics, 

compassion, and responsibility. Practicing what they preach becomes a natural extension of their identity, making OCB a by-product 

of their moral integrity. 

🔹 2. Spiritual and Philosophical Worldview 

For many value education teachers, teaching is perceived as a spiritually fulfilling activity. The idea of seva (selfless service) often 

underpins their actions. This spiritual orientation leads them to find satisfaction in the act of giving, rather than in material rewards. 

They view their work as part of a larger life purpose, which aligns with their personal values and faith. As a result, their willingness 

to go the extra mile is seen as an expression of devotion—not obligation. 

3. Social Accountability and Role Modeling 

In many communities, value education teachers are seen as moral exemplars. They hold a respected social position and are expected 

to demonstrate the values they teach. This social accountability drives them to maintain a high standard of behavior, even when they 

feel professionally undervalued. 

Moreover, they are conscious that their actions deeply influence impressionable students. This responsibility fuels OCB, as they 

seek to embody principles like altruism, humility, discipline, and dedication in real-life contexts. 

4. Emotional Rewards and Non-Monetary Satisfaction 

While financial rewards may be limited, these teachers often experience high levels of emotional satisfaction from their work. 

Moments like a student learning empathy, or a young person choosing the right path due to their guidance, offer deeply fulfilling 

experiences. 

Such non-monetary forms of gratification—student respect, parental appreciation, community recognition—serve as motivators 

that sustain OCB even in difficult work conditions. 

🔹 5. Organizational Culture and Community Belonging 

In many schools, especially those rooted in traditional or religious values, the culture encourages collective responsibility, 

cooperation, and service to the institution. Teachers often feel a sense of belonging to a larger cause, which promotes teamwork, 

courtesy, and voluntary engagement in school activities. 

Seva (Selfless Service) 

For many value education teachers, their teaching is not merely a job but a divine calling. In Kerala, where a significant portion 

of the population practices various religious traditions, the belief in performing one's work as an offering to a higher power is deeply 

ingrained in the cultural and spiritual fabric of the society. 

These educators often view their role through the lens of religious fear—not fear in a negative sense, but rather the profound 

understanding that their actions align with their religious and moral responsibilities. They believe that the quality of their work and 

their dedication to teaching values is an offering to God, which will be rewarded in the afterlife. 

This belief system encourages selflessness in their roles. Even though the immediate rewards (like higher salaries or promotions) 

are lacking, their work is driven by an internal sense of duty to serve both their community and their faith. 

Satisfaction in Fulfilling the life  Purpose: 

The idea of purposeful work extends beyond the classroom for these teachers. Every lesson, every moment spent with a student, 

and every moral principle shared is seen as part of a larger spiritual mission. The sense of fulfillment they derive from their teaching 

is deeply tied to the satisfaction of serving a higher cause—one that is not measured by material success but by the spiritual and 

emotional well-being of their students. 

This intrinsic reward mechanism ensures that their high levels of OCB are not short-lived but sustained over the long term. Their 

work, even in a challenging environment, is seen as contributing to the greater good—a value deeply embedded in both their 

professional lives and their personal beliefs. 
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The Intersection of Work and Spiritual Beliefs: 

This convergence of spirituality and professionalism leads to a holistic understanding of work. For value education teachers in 

Malabar, work is not a separate entity from life’s spiritual journey. Instead, their teaching is an extension of their beliefs, deeply 

rooted in concepts of righteousness and action. 

Teachers in this sector often emphasize the importance of ethical living, teaching their students that success is not only about 

academic achievement but also about character development. In this way, they model these values in their own lives, which directly 

enhances their OCB. 

The Social and Ethical Framework: 

Beyond their religious motivations, the value education teachers also feel a strong sense of social responsibility. They believe their 

role is to act as moral guides, and their influence extends beyond their students to the community. Their role is seen as a bridge 

between cultural heritage, ethical values, and the future of the society. 

Their strong sense of social obligation ensures that despite facing external challenges, such as low QWL, they continue to exhibit 

behavior that benefits not just their institution but the broader community as well. 

An Enduring Commitment to Service Above Self: 

In conclusion, the high levels of Organizational Citizenship Behavior among value education teachers represent an exceptional case 

of purpose-driven teaching. These educators illustrate that even in environments with poor QWL, when intrinsic motivations align 

with professional goals, OCB can thrive. 

The driving forces behind their OCB are religious belief, intrinsic satisfaction, and a deep moral commitment to serve others. 

Their work is perceived as an act of devotion, making their behavior both admirable and deeply meaningful. These teachers continue 

to prioritize purpose over perks, proving that a sense of higher purpose and ethical duty can overcome challenges and lead to 

extraordinary professional behavior, irrespective of external rewards. 

when teachers are emotionally and spiritually invested in their work, they become driven by intrinsic values rather than external 

incentives. Recognizing and nurturing this intrinsic motivation could lead to a more supportive and engaging work environment, 

even in the face of less-than-ideal working conditions. 
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