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ABSTRACT

This study hypothesizes that peace of mind significantly predicts organizational
citizenship behavior and that the relationship of peace of mind to organizational
citizenship behavior through the mediating effect of loving-kindness is significant. To
support the hypotheses, questionnaires were given to 147 meditators at Young Buddhists
Association of Thailand in Bangkok. Peace of mind was defined as an internal state of
peace and harmony, which can be cultivated by meditation practice. By practicing
meditation for a period of time, meditators will have peace of mind and loving-kindness.
Loving-kindness was defined as the state where person behaves well to others such as
wishing someone well or being friendly to others. Organizational Citizenship Behavior
(OCB) was defined as the extra work-related behaviors that go beyond duties such as
working extra time or being punctual without expecting rewards. Regression analysis
with the bootstrapping was used to test the hypotheses. Results supported the hypotheses:
peace of mind predicted OCB, and the relationship of peace of mind to OCB through the
mediation of loving-kindness was significant. Meditation practice seems to engender in
the practitioner peace of mind and loving kindness that are related to OCB. Results seem

to support the usefulness of meditation practice in organizations.
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CHAPTER 1

INTRODUCTION

1. Research Background

The theory of organizational citizenship behavior (OCB) focuses on the kind of
conditions that an effective organization should have or the kinds of behaviors the
employees should engage in to help the organization to achieve its goal. Organ (1988),
the father of OCB said that even though the perfect organization never exists, but every
organization members can help their organizational to reach objectives by performing
their role behavior. Hence, the gap of formal organization systems may fill up by this
extra-behavior as well as the realization of employees’ role objectives.

Organ (1988) defined organizational citizenship behavior (OCB) as an individual
behavior that was discretionary, not directly or explicitly recognized by the formal
reward system, and that in the aggregate promoted the effective functioning of the
organization. Organ proposed a 5-factor OCB model consisting of altruism, courtesy,
conscientiousness, civic virtue, and sportsmanship. Altruism or helping behavior
indicates an individual’s desire to provide assistance to members of the organization who
encounter specific difficulties in their professional activities (Paille, 2009). Courtesy
refers to such behaviors toward co-workers, whose work could be affected by one’s own
decisions, consultation, passing along information, advance notice, reminders etc.
(Organ, 1988). Conscientiousness refers to the qualities of being neat, punctual, careful,

self-disciplined, and reliable (Singh & Singh, 2009). Civic virtue is characterized by



behaviors that indicate the employee’s deep concerns and active interest in the life of the
organization (Law, Wong, & Chen, 2005). Organ (1990) defines sportsmanship as a
person’s desire not to complain when experiencing the inevitable inconveniences and
abuses encountered in exercising a professional activity.

There have been numerous studies on OCB in the past quarter of century; it is
considered one of the more demanding issues in the field of organizational behavior
(Podsakoff, Whiting, Podsakoff, & Blume, 2009). OCB make important contributions to
the variance in organizational effectiveness, although helping behavior tended to have
more systematic effects than either sportsmanship or civic virtue (Podsakoff &
Mackenzie, 1997). Some empirical studies found that when people were in a state of
positive emotion, such as joy and happiness, they were more likely to proceed with
altruistic behavior (Smith, Organ, & Near, 1983). There was evidence that by practicing
meditation, one could cultivate loving kindness that promotes one’s altruism (Kristeller &
Johnson, 2005). It seems that “altruistic (other-regarding)” links loving kindness to the
five dimensions of OCB (altruism, courtesy, conscientiousness, civic virtue and
sportsmanship). Although the various perspectives of OCB research definitely have
widen our knowledge on OCB, peace of mind or meditation as antecedents of OCB have
yet to be examined.

Vipassana meditation is one of the most ancient and diffused types of meditative
practices belonging to the pole of mindfulness (Chiesa, 2010). Wrye (2006) explains that
in vipassana meditation, a Southeast Asian Theravada system of mindfulness technique

that is intended to lead to an experience of the emptiness of self, attention is drawn to the



breath and to every object of consciousness without preference or selection. Until
recently meditation is considered an esoteric subject unrelated to mainstream or
psychological therapies (Goldmeier & Mears, 2010). A balanced attentiveness may
enable long-term meditators to enhance mindfulness of the present moment, while
simultaneously becoming much less fearful and ultimately free to openly express their
most objective, innate instincts of selfless compassion (Austin, 2012).

In United States, vipassana or mindfulness meditation has been practiced to a
continuously increasing degree (Marques, 2012). Many companies have already
implemented mindfulness training programs in their workplace, including Apple, Dell,
Ford, GE, Google, IBM, Nike, 3M, Toyota and Yahoo (Boyce, 2009; Duerr, 2004;
Hovanesian, 2003). Also in Thailand, on every Friday in a company called CP ALL
there will be a meditation period after a sermon of a Buddhist monk for its staff members
and clients : by being attendance at the session they expect to have a positive effects on
their job performance (CPALL, 2014). In a study by Alexander et al. (2007) to assess the
effects of the transcendental meditation (TM), results show that employees who learned
TM had reduced physiological arousal, decreased trait anxiety, job tension, insomnia and
fatigue, improved general health and enhanced employee effectiveness, job satisfaction
and relationships between work and personal. Overall, the objective of these programs
was to reduced stress and increase well-being among staff. Mindfulness also gains
traction in leadership development and leadership coaching. Lee (2012) stated that the

ability to lead of many successful executives was related to the impact of mindfulness.



Nirvana is the ultimate goal of Buddhism; it’s the peaceful state of mind that
doesn’t moved by a negative life events that occurred throughout one’s lives (Mitchell,
2002). Buddhist meditation can help the practitioners to find peace, tranquility, and
happiness (Somboonsilp, Laoankha, & Paengsoi, 2012). According to Lee, Lin et al.,
(2012) peace of mind or inner peace refers to a state of being mentally and spiritually at
peace; the fundamental concerns of Buddhism are to identify the inner causes of suffering
and to embrace the possibility of freedom from suffering and characterized by the
affective states of internal peace and harmony.

Buddhism encourages everyone to develop loving-kindness (metta), along with
compassion (karuna), sympathetic joy (mutita), and equanimity (upeka). Loving kindness
(metta) refers to the act of seriously taking care of others, by feeling a sense of altruistic
connection with them, and wishing them happiness. Compassion (karuna) refers to a
sensing of the negative feelings and suffering of another person and treating such
sorrowful states as if they were one’s own personal suffering. Sympathetic Joy (mudita)
is seen as the appreciation of the joy of others without jealousy. Equanimity (upeka) is
the detachment from both cravings and aversions (Pace, 2013).

There have been a limited number of research studies on the role of peace of
mind and loving kindness, and there does not seem to be any research that directly links
both of them to OCB. The research that came close was about virtuousness and
organization; Cameron (2004) found a significant relationship between virtuousness and

both perceived and objective measures of organizational performance.



This study speculated that vipassana meditation’s positive effects in a work
setting might be manifested in organizational citizenship behavior (OCB), and that
organizational members who took part in vipassana meditation practice would experience
the positive effects of a sense of peace of mind and loving kindness that would be related
to OCB. This study is relevant in that it would provide support for Buddhist theory on
the supremacy of the mind that states that the mind is the masters of al deeds; that the
mind is supreme; and that all deeds are achieved by the mind (Gatha-dhammapada,
yamaka-vaga, 40/1/53). In this study, peace of mind (a mind variable) would predict
OCB (a deed variable). Buddhist theory of the mind is similar to the social cognitive
theory model that hypothesizes a three-way reciprocal interaction of personal
characteristics, environmental variables, and behavior (Bundara, 1986). This study aims
to fill the gap in the literature and to examine the relationship between peace of mind,

loving kindness and OCB.

1.1 Significance of Problem

Organization effectiveness can be improved by Organ’s organizational citizenship
behavior (OCB) model (Walz & Niehoff, 2000). This study was conducted to investigate
all aspects of peace of mind, loving kindness and OCB. It is essential for members of
organization to perform their task with harmony and peace. However, there are still many
conflicts and problems between workers such as taking breaks too long than they should,

or deliberately violating policies and procedures. Counterproductive work behaviors are



the actions that harm an organization or its member. These stubborn actions include
arriving late on work or abuse against others Sidle (2010).

This study should benefit both the individuals and the organizations. For the
individuals, the increased level of OCB may enable them to perform their jobs
effectively. For the organizations, the beneficial effects of the employees’ peace of mind

and loving kindness may result in organizational effectiveness.

1.2 Research Objectives
The principal objective of this research is to investigate the relationships among

peace of mind, loving kindness and OCB. The present research provides some evidences
on the relationships among peace of mind, loving kindness and OCB. The objectives of
this research are summarized as follow:

1.3.1 To examine the employee’s peace of mind, loving-kindness and
OCB;

1.3.2 To investigate the mediating effect of loving kindness on the

relationship of peace of mind, loving-kindness to OCB.

1.3 Scope of Research
This research examines peace of mind, loving kindness and OCB of
organizational members who participated in meditation practice at a meditation center in

Bangkok Thailand.



1.4 Expected Benefits

Results of the present study will contribute to the literature on the positive effects
of peace of mind by showing the positive relationships between peace of mind and OCB.
The study will contribute to the literature on the positive effect of loving kindness and
OCB. The study will provide support for the social cognitive theory model, by showing
that peace of mind (a person variable) is related to OCB (a behavior variable) through the
mediation of loving kindness (a person variable). The Buddhist theory of the mind will
benefit from this study because this study would contribute to the understanding of the
relationship of mind to deeds. Also, the triadic reciprocal relationships as hypothesized in
the social cognitive theory model.

Vipassana meditation or mindfulness based meditation have been recognized as
the method to reduce stress, blood pressure; there has yet to be a research on the impact
of peace of mind. Many organizations have already begun to implement meditation in
their organization. Results may be useful to encourage more organization to include

meditation into their organizational practices.



CHAPTER 2

LITERATURE REVIEW

The purpose of this study is to investigate the relationship of peace of mind to
organizational citizenship behavior (OCB), and the mediating effect of loving kindness.
Despite the growing interest in the benefits of meditation (mostly toward the
neurobiological and clinical correlates), there does not seem to be any study on peace of
mind and its effect on OCB. The following sections survey the literature on peace of

mind, loving kindness, and OCB.

2.1 Peace of Mind

The history of a spiritual and healing practice called meditation has a history
longer than 5000 years. “Meditation” is the word that comes from Latin meditari, which
means “to engage in contemplation or reflection” and can be defined as both a process
and state. According to Buddha, the only way to overcome sorrows and destruction of all
suffering and grief is meditation (Gold, 2011). There are mainly two forms of meditation.
1) Samatha meditation: The development of serenity or calm. 2) Vipassana meditation:
The development of insight (Marques & Satinder, 2009)

2.1.1 Samatha: The Development of Serenity and Calm

Samatha is identified in Buddhist doctrine with samadhi, cittekaggata, and
avikkhepa, concentration, one pointedness of mind, and non-distraction, respectively

(Pookgaman, 2007). Basically, samatha meditation is the foundation of insight
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meditation. It paves the way for the mind to be stable and strong and to make the mind
clear and calm, making the mind to see things as they really are and not distracted by
random thoughts.

There are many researchers who give the definition of samatha such as Deleanu
(2010) described samatha as a process aiming at gradual reduction of emotion-stirring
functions and eventually at reaching perfect equanimity. Pookgaman (2007) stated that
samatha meditation cultivated a narrow mental focus on a single object, leading
potentially to states of trance and, traditionally, to paranormal powers. Zhu (2005) said
that samatha was all about concentrating on the object of meditation and it’s not
developing awareness of anything. Only Samatha or calm meditation is unable to reach
nibhana (sanskrit: nirvana) because it’s only temporary weaken hatred and delusion but
not destroy them, the only way to destroy is to combined with insight meditation

(Marques & Satinder, 2009).

2.1.2 Vipassana: The Development of Insight

Vipassana meditation was the most ancient form of Buddhist meditation practiced
by Gotama Buddha more than 2500 years ago (Chiesa, 2010). Vipassana is the word
derived from passati which means to see or to realize and the prefix vi was used in its
intensifying sense, and was usually translated as “insight” (Pookgaman, 2007). Vipassana
literally translates as “clear seeing”, which refers to the ability to see all events clearly in
terms of the three marks of existence: impermanence (anicca) means that there is nothing

fixed or permanent and everything tends to changing all the time, suffering (dukkha)
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refers to both physical suffering and inner suffering such as pain, discomforting in lives,
giving birth, illness, growing old, anxiety, or stress and trying to hold onto things that are
constantly changing, and lastly selflessness (anatta) refers to the illusion of self, so the
words “I”” or “mine means nothing in Buddhism.

Since Buddha gave vipassana as a teaching method. It became widely used in
various denominations of Buddhism such as Mahanaya Buddhists not just in Thevarada
Buddhist which it was principally based on (Marques & Satinder, 2009). The non-
religious and neutral nature of vipassana meditation made it one of the method that
bringing about attention, self-awareness and mindfulness (Marques, 2012).

It was the practice that known as an insight meditation where you let your mind
contemplates in a specific topic (Dougal & Jerry, 2011). Salzberg (2011) found the
reasons why mindfulness led to a greater loving kindess was because vipassana
diminished grasping, aversion and delusion while increased insight. In contrast to
samatha, deep level of concentration or altered states of consciousness does not require in
vipassana meditation, it’s basically a process of awareness in which reflective
(discursive) flow of attention was not suspended (Deleanu, 2010).

Vipassana meditation has many methods, varied by the person who taught but the
goals are basically the same. The following paragraph will describe the methods of
vipassana meditation.

The Four Foundations of Mindfulness (in pali “Mahasatipatthana Sutta”) are the
meditation on body, feelings, consciousness and dhammas. They are used as objects of

meditation to achieve liberation or Nibbana, the soteriological goal (Zhu, 2005). All
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teachers of vipassana meditation within the Theravada tradition today claim to teach
satipannhana practice (Pookgaman, 2007). The methods are in following...

Contemplation of the Body (kayanupassana)

This section begins with a description of breathing meditation. Sitting cross-
legged and erect in a solitary place, “Mindfully he breathes in, mindfully he breathes out,
he knows that he breathes in a long breath, and breathing out a long breath. Breathing in a
short breath, he knows that he breaths in a short breath, and breathing out a long breath,
he knows that he breathes out a long breath.” It means that the meditator should focus on
nothing else but the breath (Pookgaman, 2007). The practice begins with a formal
meditation, sitting still with awareness of the breath, and then slowly expands to include
movement and ordinary activities such as walking or even sweeping the floor.

Contemplation of feeling (Vedananupassana)

Similar to the previous method, contemplation of feeling is “feeling a feeling that
IS neither-painful-nor-pleasant, he knows that he feels a feeling that is neither-painful-
nor-pleasant” (Pookgaman, 2007) All to be done here in to be mindful both of the
pleasantness or unpleasantness that emerge in the course of contemplation of the body
(Pookgaman, 2007)

Contemplation of mind (Cittanupassana)

The meditator is to contemplate the mind in the mind. The mind is to be aware of
its own state but in non-grasping way, observing the arising and vanishing of its own
states, awareness of lustful thoughts, hateful thoughts, deluded thoughts and so on.

(Pookgaman, 2007)
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Contemplation of dhammas (Dhammanupassana)

Dhammas are fundamental facets of being, mental and physical. We need not here
decide their metaphysical status, whether or not and in what sense they exist, whether
they are or have essences, whether or not they are irreducible. (Pookgaman, 2007)

It would appear that having firmly established the contemplation of body, feeling
and mind. Nothing is suppressed: rather everything is known and being known, clarified,
controlled, straightened (Pookgaman, 2007). To make a conclusion, Sutta begins from
mindfulness of the body, followed by feelings and consciousness, and ends up with
dhammas. However, the practice of Sutta doesn’t need to be in order as mentioned by
Zhu (2005) that the practitioner can equally achieve the soteriological goal only by
staying with any one of the four prescribed categories of contemplation.

The technique of vipassana as taught in S. N. Goenka Courses.

Satya Narayan Goenka is a leading teacher of vipassana meditation. He was born
in Burma 1924. His life devotes to vipassana meditation by expand and taught meditation
throughout the world from Asia pacific, India and some Western countries. Marques &
Satinder (2009) stated that the method has basically, only 4 steps.

The Vipassana Meditation has the following 4 progressive steps:

1. Slow Scan: Focus your mind slowly from the top of your head down to the tip

of your toe then moving back to your head. Do it slowly from part to part.

2. Free Flow Sweep: Experienced subtle sensations by sweeping your attention

freely upwards and downwards and going back to observe those areas that

have solidified coarse sensations or the areas that were initially left blank.
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3. Spot Check: Quickly take attention to any spot on your body with a size not
larger than a fingertip. Try move back and forth only 4-5 times then go back
to scan and sweep.

4. Penetrating and Piercing: The three steps before are about the scanning of the
external part of the body and the attention of these steps moves only up and
down. The more advanced technique is called penetrating or piercing. It is the
process of moving your attention “inside your body”, right to left, left to right,
back to front, front to back.

Marques & Satinder (2009) also stated that during these practice one must not
generate new mental tendencies by reacting with craving or aversion to pleasant
sensations or unpleasant sensations which is refer to contemplation of feeling that
mentioned above.

Recognition of the application of interventions based on insight meditation
procedures is increased and results of many studies support the positive effects of
vipassana meditation (Emavardhana & Tori, 1997). These include “meditation training
improves people’s state of Emotional Intelligence (EI)” by Chu (2010). In the study of
Wachholtz & Pargament (2005) they separated participants into two groups, first group
practiced 20 minutes of meditation a day and second group did not practiced meditation
at all. Results showed that participants who practiced meditation had greater decreases in
anxiety and their mood, spiritual health and spiritual experiences were also more positive.
They can tolerate pain almost twice as long as the group that did not practice meditation.

Meditation is also effective at reducing negative mood, depression, fatigue, confusion and
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heart rate (Zeidan, Johnson, Gordon, & Goolkasian, 2010). After practice meditation for
15 days, there is a significant reduction in resting pulse rate, systolic blood pressure,
diastolic blood pressure and mean arterial blood pressure (Ankad, Herur, Patil,
Shasshikala, & Chinagudi, 2011). One’s openness to other people, subtle and qualitative
sense of self and other, creativity is also emerged after practiced meditation (Blackstone,
2008).

These are some of the benefits of meditation in clinical area. The following
paragraphs will review the benefits of meditation in workplaces and organizations.

In a 2009 Professional Development Workshop (PDW) which focused on the
effect of vipassana meditation in management fields, results shown that vipassana
meditation had tremendous potential in enhancing workplace well-being through
improved communications, efficient meetings, optimum performance, better decisions,
and greater understanding (Marques & Satinder, 2009). After integrating meditation in
his life, Santorini (2011) found that “the discipline of mindfulness meditation practice
may offer leaders an effective means of actualizing in their lives an enhanced ability to
know themselves more directly and also to learn how to use, in skillful ways, both the
routine and extraordinary work-related demands and challenges they face as a means of
cultivating latent yet innate human qualities necessary for effective leadership (p. 199 )”.
Schmidt-Wilk & Alexander et al. (1996) found that employees’ health, well-being, job
satisfaction, efficiency and productivity were improved after practiced transcendental
meditation, while organization, in turn, had a better climate, absenteeism and financial

performance.
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By integrated mindfulness in the workplace, it opens the whole new approach to
leadership development. Lee (2012) found that employees had the potential to be more
effective in their jobs not by learning from experts, or by accessing new technologies, but
by bringing forth an innate capability for being fully present in the moment and thereby
change the way they see themselves and the world.

When combined, mindfulness meditation (MF) and Goal Management Training (GMT)
enables individuals enrolled in GMT+MF to significantly improve their performance on
neuropsychological measures of working memory (letter number sequencing), response
inhibition (stoop) and decision making (lowa Gambling Task) (Alfonso, Caracuel,
Delgado-Pastor, & Verdejo-Garcia, 2011). In Thailand, Petchsawang & Duchon (2012)
found that people who regularly practice meditation tend to had higher workplace
spirituality scores than people who didn’t regularly practice meditation, furthermore the
practice of meditation was also found to partially mediate the relationship between
workplace spirituality and work performance.

Whereas there have been many research results on the effectiveness of meditation
there seems to be less research study on the positive effects of peace of mind.

In Buddhism, peace of mind or inner peace refers to a state of being mentally and
spiritually at peace and can be cultivated by various form of training such as prayer,
meditation or Yoga. Lee, Lin et al., (2012) stated that the ultimate goal in Buddhism was
to find “peaceful and calm” state of mind when facing illness, sickness or death. Lee, Lin

et al., (2012) also gave the characterized of peace of mind as the affective states of
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internal peace and harmony. It means that when one has peace of mind or being at peace,
one is considered to be healthy and being away from stress or anxiety.

Peace of mind is defined as inner peace and harmony and is rooted in the concepts
of equilibrium in Confucianism; balance between yin and yang (opposite forces) in
Taoism; and complete cessation of craving (nirvana) in Buddhism (Y.-C. Lee, et al.,
2012).

A research by Yard (2012) proposed that breast cancer survivors had more peace
of mind after practice meditation. Elderly had more peace of mind when health care
services delivered to their home because they were assured that they will receive
continued services from health professionals (Gale & Sultan, 2013). In art education,
peace of mind developed by discussion and interpretation of paintings or listening to
music and meditation (Lakhyani, 2012). The top three-level hierarchy of a health model
among the elderly included peace of mind, being comfortable in life and positive self-
esteem (Nystrom & Andersson-Segesten, 1990).

Although the research on the effect of peace of mind has been sparse, one of the
methods to accomplish peace of mind is vipassana meditation or mindfulness meditation.
Participants in a tight security prison had less level of mood disturbance and high level of
mindfulness after the intensive 10-day vipassana meditation and (Perelman et al., 2012).
Participants who went on to practice mindfulness meditation regularly after the
meditation week showed decreased anger rumination scores (Hirano & Yukawa, 2013),
and even if their anger level did not decreased they had improved in self-regulation skills

and greater self-awareness (Wongtongkam, Ward, Day, & Winefield, 2013). The higher
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level of mindfulness was related with the length of meditation period that, in turn, was
associated with improved well-being (Josefsson, Larsman, Broberg, & Lundh, 2011).
After a 10-day intensive vipassana meditation, participants showed significantly
increased in well-being and decreased ill-being (Krygier et al., 2013). It seems that after
the meditation practice participants will have a positive effect on their psychology well-
being. Researcher expected that participants who practice vipassana or mindfulness
meditation would develop a positive affect such as peace of mind.

Unlike mindfulness, researchers have only recently paid attention to the study on
peace of mind. Although there are studies that show the positive results of vipassana
meditation or other mindfulness based meditation on health and organizations, there does
not seem to be any study that focuses on the relationship between vipassana meditation
peace of mind and OCB. Based upon the reviews above, it seems that meditation brings
about a peace of mind and that peace of mind would be related to OCB.

Therefore it was hypothesized that (H-1) peace of mind would predicted OCB.

2.2 Loving Kindness

Loving Kindness is the first of the four brahma-vihara that consists of loving
kindness (metta), compassion (karuna), sympathetic joy (mudita) and equanimity
(upekkha). In Buddhist scriptures and modern teachings these four Buddhists virtues are
often presented (Sullivan, Wiist, & Wayment, 2010). Salzberg & Kabat-Zinn (2004)
described the definition of loving kindness in her book “Lovingkindness: The

Revolutionary Art of Happiness” as “Loving kindness or in Pali word “metta”, has two
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root meanings. One is the word “gentle”, metta is like a drop of rain that falls on the earth
when it does not select where to fall, and it simply falls without discrimination. The other
meaning is “friend,” To really understand the true power of metta is to understand true
friendship. “A good friend” according to Buddha means someone who would always be
with us both in times of happiness or sadness he also described a true friend as being a
helper. Salzberg & Kabat-Zinn (2004) also stated that there is a thin line between the
Buddhist concept of loving-kindness and compassion.

Loving kindness is a quality of the heart that recognizes how connected we all
are, it is the essential form of inclusiveness of caring, rather than categorizing others in
terms of those whom we care for or those who can be easily excluded, ignored or
disdained (Salzberg, 2011). Several Buddhist scholars have proposed the definition of
loving-kindness. Phra Dhamma Kittiwong (2005) defined loving-kindness as wishing
someone well, a feeling of friendliness and goodwill toward others. Loving-kindness is a
mental state of being without anger and vengefulness, and wishing others to be happy,
well, and flourish. Loving-kindness is also considered as a virtue of leaders or mature
people which results in respect and loyalty among subordinates. Phra Thepweti Payutto
(1995) explained that loving-kindness refers to the positive construct approached through
friendship, love, good intentions, empathy, and establishing a sense of common
understanding and happiness among all beings. Loving-kindness is neutral, both in terms
of who should have the loving-kindness and who should receive it. The authenticity of
loving-kindness is the indifference as to the conditions of the receiver, including

seniority, rank, wealth, merit, or ordination. It is the basic Buddhist principle which
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builds a better relationship between people, looks at people in a positive and optimistic
way, and enables them to accept each other’s points of view and facilitates an exchange
of ideas without feelings of disgust or aversion.

In short, Boonyarit (2012) summed up the definition of loving-kindness as a state
where the person behaves according to friendship, goodwill, empathy, and a wish to help
others attain benefits, well-being and happiness.

In Western culture, these aspects are often view as innate moral attributes but the
Buddhist views them as skillful behaviors and attitudes that can be taught (Sullivan, et
al., 2010). Loving kindness can be practiced through loving kindness meditation which
was a type of mindfulness-based meditation that emphasizes caring and connection with
others (Leppma, 2012). Mindfulness Based Stress Reduction (MBSR) includes one
component on Loving Kindness Meditation (LKM), but not long ago LKM has started to
receive empirical attention on its own (Leppma, 2011).

Loving-Kindness Meditation (LKM) incorporates nonjudgmental awareness of
the present moment, which enhances attention, presence, acceptance and self-regulation;
it also entailed directing caring feelings toward oneself and then others (Leppma, 2012).
Salzberg (1995) mentioned that practice of loving-kindness or the compassion-based
meditation, begun with directing loving-kindness or compassion toward one’s self, then
expands to include others. Loving-kindness meditation is a technique for self-compassion
training; in LKM one nurtures the intention to experience positive emotions during the
meditation itself, as well as in one’s life more generally. Through a variety of thoughts

and visualizations, specific positive emotions (i.e., love, contentment and compassion)
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are cultivated (Fredrickson, Cohn, Coffrey, Pek, & Finkel, 2008). By integrating
Fredrickson’s broad-and-build theory of positive emotions with advances neuroscience
regarding plasticity in the neural circuitry of emotion deficits within psychopathology,
Garland et al., (2010) found that mindfulness and loving-kindness meditation were
highlighted as means of generating positive emotions that might counter the negative
affective processes implicated in depression, anxiety and schizophrenia. LKM aims to
create the changes in emotion, motivation and behavior in order to promote positive
feelings and kindness toward the self and others (Hutcherson, Seppala, & Gross, 2008).
Woods-Giscombe & Black (2010) cultivated compassion and forgiveness for self and
others among African American women by using LKM.

Researchers have only recently examined loving-kindness and there is a lack of a
theoretical framework around the concept and the effects of LKM. Despite lack of
empirical evidence, Fredrickson et al., (2008) found that this meditation practice
produced increases overtime in daily experiences of positive emotions, which in turn,
produced increases in a wide range of personal resources (e.g., increased mindfulness,
purpose in life, social support, decreased illness symptom. Even just a few minutes of
loving-kindness meditation increased feelings of social connection and positivity toward
novel individuals on both explicit and implicit levels (Hutcherson, et al., 2008).
Neuroimaging studies suggest that LKM might enhance activation of brain areas that
were involved in emotional processing and empathy (Hofmann, Grossman, & Hinton,
2011). Johnson et al., (2011) found that the intervention was feasible and associated with

decreased negative symptoms and positive emotions and psychological recovery. Reb,
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Junjie & Narayaman (2010) found that after the dictator game, participants who engaged
in a short LKM meditation gave more of the resource (SGD10) to the other party than
participants who engaged in a neutral visualization exercise. This effect was fully
mediated through positive feelings towards the other party. The realization of compassion
in workplaces not only improves the relationships between employees but it also benefits
the whole organization as well. When employee has compassion, they will tend to help
others in need and these behaviors will lead to a better collaboration (Marques, 2012).
The definition of loving kindness in Tipitaka is the kindness similar to that of
mother toward her baby that one extends to all creatures in all directions without limit
(Khuddakanikaya, karaniyametta-sutta, 39/10/328). An increase in positive affect and
decrease in negative affect was related to loving kindness meditation (Hofmann, et al.,
2011). In vipassana meditation, all participants will extend loving kindness to all living
creatures without limit, hence this study hypothesized that (H2) participants who went
through vipassana meditation practice would develop loving kindness and that loving

kindness would mediate the relationship of peace of mind and OCB.

2.3 Organizational Citizenship Behavior (OCB)

Dennis W. Organ (1988), the originator of OCB first give his definition on OCB
as an individual behavior that is discretionary, not directly or explicitly recognized by the
formal reward system and that in the aggregate promotes the effective functioning of the
organization. In addition to the clearer definition of OCB, Organ (1997) adds “By

discretionary, we mean that the behavior is not an enforceable requirement of the role or
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the job description, that is the clearly specifiable terms of the person’s employment
contract with the organization: the behavior is rather a matter of personal choice, such
that its omission is not generally understood as punishable (p.85 )” So, in overall OCB
requires that it not be directly or formally recompensed by the organization’s reward
system but it does not mean that OCB must limited to gestures that are utterly lacking in
any tangible return to the individual. Organ (1988) stated that this is not necessarily. Over
time, a steady stream of OCB of different types could well determine the impression that
an individual makes on a supervisor or on coworkers. That impression, in turn, could
influence the recommendation by the boss for a salary increase or promotion. The
important issue here is that such returns not be contractually guaranteed. In other words,
OCB is a contribution that might or might not invite some future compensate (Organ,
1997)

There are many other interesting definitions of OCB. Bateman & Organ (1983)
defined OCB as those extra work-related behaviors which goes above and beyond the
routine duties prescribed by their job descriptions or measured in formal evaluations.
OCB consisted of work behaviors that are defined as discretionary, unrelated to the
formal organizational reward system, and in aggregate would promote organizational
effectiveness (Moorman, 1991).

According to Organ (1990) OCB is characterized by individuals voluntarily
extending contributions that are above and beyond their respective job duties, is regarded
as a factor influencing an organization’s effectiveness. An example of these efforts given

by Ahmadi (2010) were such as cooperation with peers, performing extra duties without
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complaint, punctuality, volunteering and helping others, using time efficiently,
conserving resource, sharing ideas and positively representing the organization. A
worker, who goes above and beyond the minimum requirements of their job description,
by suggesting improvements, affects performance and result with enhanced workgroup
efficiency. The top management often unrecognized this kind of extra-role behavior even
though they have made the organizational successful and effective (Organ 1988). Shore,
Barkdale et al., (1995) and Chen, Hui et al., (1998) described that true citizenship
behavior reflected on employee who shows full willingness to be involved in the goals of
organization. Employees who has less interest in their job will perform their work
unwillingly then negative attitudes will be reflected and in short time they will quit their
job

First illustration of OCB in the workplace was in the work of Bateman and Organ
(1983) and only recently that it has gaining recognition (Yaghoubi, Mashinchi, & Hadi,
2011). Podsakoff, MacKenzie et al., (2000) have found that the development of OCB
have been spread out to more than 30 forms. However, researcher only investigated in the
five dimensions of OCB that include:

2.3.1 Altruism consists of discretionary behaviors that aim at helping specific
persons in face to face situations with an organizationally relevant task or problem. An
example of altruism is helping coworker who has fallen behind in his or her work.
Podsakoff, MacKenzie et al., (2000) found the relationship between altruism,

performance evaluations, correspondingly, and positive affectivity.
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2.3.2 Conscientiousness refers to impersonal behaviors such as compliance with
norm defining a good worker; it involves employees carrying out their assigned tasks
beyond the minimal requirements. Examples of this type of OCB include not wasting
time, punctuality and attendance beyond the norm.

2.3.3 Sportsmanship refers to behaviors of refraining from complaining with
others before taking decision, giving others advance notice, passing along information
and issuing reminders to other or to tolerating the inconveniences and annoyances of
organizational life without complaining and filling grievances. Podsakoff & Mackenzie
(1997) found that employee turnover can be reduced by a good sportsmanship because it
would enhance the morale of the work group.

2.3.4 Courtesy is concerned with keeping up with matters that affect the
organization such as attending meetings, contributing to discussions, and generally
getting involved in organizational activities in order to assist and improve the
organization. Podsakoff, Mackenzie et al., (2000) found that intergroup conflict and the
time spent on conflict management activities can reduced by employees who has
courtesy.

2.3.5 Civic virtue refers to as responsible participation in the political life of the
organization (Bambale, Shamsudin, & Subramaniam, 2011). Deluga (1998) defines Civic
Virtue as “subordinate participation in organization political life and supporting the
administrative function of the organization (p.189)”. It is referred to the responsibility of
the subordinate to participate in the life of the firm. Examples of Civic Virtue include

attending meetings, keeping abreast of organizational decisions and issues, and
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expressing opinions (Organ, 1988). Many other conceptualized of OCB do exist but
many studies have been confirmed on the effectiveness of these 5 factors (Podsakoff, et
al., 2009).

Since OCB had been found to affect the overall effectiveness of organization, it
had been widely used widely used (Walz & Niehoff, 1996). Researcher had demonstrated
that organizational citizenship behaviors (OCBs) made important contributions to
individual, group and organizational effectiveness (Organ, Podsakoff, & Mackenzie,
2006). Bambale et al., (2011) found that organizations could not succeed by relying
strictly on the performance of behaviors designated in job descriptions he also views
organizational effectiveness to be dependent on the voluntary efforts of employees to take
initiative in helping coworkers, voicing suggestions and protecting the organization.
According to Aquino & Bommer (2003), social attractiveness in workplace can be
enhanced by OCB because OCB is a positive behavior, employee who has OCB will
become friendlier to their co-workers.

OCB had been a dependent variable in many researches; recent studies had
illustrated the dramatic growth of OCB into some other related management areas, for
example strategic management, leadership, human resources, management, etc (Lo &
Ramayah, 2009). Aigin et al., (2012) found mediating role of participants’ perception of
organizational justice in the relationship between conscientiousness and the 5 dimensions
of organizational citizenship behavior is significant. OCB had a significant positive
relationship with job variety and job performance (Chiu & Chen, 2005). Chughtai (2008)

found that job involvement was positively correlated with both in-role job performance
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and OCB. Vivian, Tang et al., (2009) found that Group Cohesion fully mediated the
effects of task interdependence and goal interdependence on employees’ OCB.
Organizational learning positively related to OCB that benefited the organization as a
whole (Somech & Drach-zahavy, 2004). Further study of relationship of OCB as
dependent variable continues, Gilbert et al., (2010) found that emotional exhaustion had a
significant mediator of the relationship between empowerment and OCBO. Salami
(2009) found that forcing and withdrawing strategies negatively and significantly
predicted OCB. Trait El moderated the relationship between OCB and forcing and
withdrawing strategies.

Robertson & Strickland (2010) found that there was a significant positive relation
between work engagement and OCB, and between charismatic leadership and OCB.
Results also indicate a full mediation of leadership’s effect on OCB via work
engagement. Through the study of organizational identification as a mediator of the
relationship between transformational leadership and organizational citizenship behaviors
Humphrey (2012) found that while transformational leadership did predict OCB but the
relationship was not mediated by organizational identification. Paille & Grima (2011)
conducted a research on the relationship between OCB, Intention to leave the current job
and intention to leave the organization and they found that while no relationship was
found between altruism and intention to leave both the organization and the current job,
sportsmanship, civic virtue, and helping others emerged as the strongest predictors of

intention to leave the organization and intention to leave the current job.
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Affective and spiritual factors have also been found to relate to OCB. Good mood
significantly influenced the employee’s intention to achieve high level of OCB (Williams
& Shiaw, 1999). Leaders’ values, attitudes and behaviors were positively related to
employees” OCB (C. Y. Chen & Yang, 2012); and perceptions of organizational
virtuousness predicted OCB (Rego, Ribeiro, & Cunha, 2010). Therefore, it is
hypothesized that peace of mind predicted OCB.

While OCB has been found to be the concept that contributes to the success of
organizational performance by promoting the effective functioning of the organization
but there has not been any study about the relationship of OCB and peace of mind.

The conclusion in this chapter will summarize that there are many studies that
show the effectiveness of meditation but none has done in peace of mind. When persons
have peace of mind, peace of mind is going to predict OCB. OCB has been variable in
many studies but none relate to peace of mind and that peace of mind predicts OCB
through mediating effects of loving kindness. When persons do vipassana meditation for
a period of time they will have peace of mind and loving kindness. They will have more
positive feelings toward others. It is believed that meditation induced peace of mind,
loving kindness and OCB because by doing meditation, not only those persons will have

peace of mind but also they will be kinder.



2.4 Conceptual Model

This study hypothesizes that peace of mind significantly predicts OCB, and that

the mediation effect of loving kindness in the relationship of peace of mind to OCB is

significant.

LOVING KINDNESS

/4

N

PEACE OF MIND

oCB

Figurel: Model displaying the relationships among peace of mind, loving kindness and

OCB

2.5 Hypotheses

H1 - Peace of mind would predict OCB.

H2 - Loving kindness would significantly mediate the relationship of peace of mind to

OCB.
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CHAPTER 3

METHODOLOGY

3.1 Type of Research
This study used survey research design to investigate the relationship of peace of
mind to organizational citizenship behavior (OCB), and the mediating effect of loving

kindness.

3.2 Population& Sample

The population of this study was male and female participants who practiced
seven- day meditation at the Young Buddhist Association of Thailand (YBAT) in
Bangkok. The association organizes regular vipassana meditation for various age groups
from 18 to older than 60 years. As we expected the participants to have attained peace of
mind and loving kindness after a meditation practice, a purposive sampling was used in
this study and selected the participants who had just finished their meditation practice at

the Young Buddhists Association of Thailand.

3.3 Demographic Profile of Sample
The participants in this study were asked to provide personal information such as
education, income and length of practice meditation. The table 3.1 displays the

demographic characteristics of sample.



Table 3.1: Demographic Characteristics of the Sample (N = 147)

Numbers Percent

Gender

Male 45 30.6

Female 102 69.4
Marital Status

Single 90 61.6

Married 51 34.9

Divorced/Widowed 6 3.4
Age

20-29 years 46 31.3

30-39 years 54 36.7

40-49 years 30 20.4

50-60 years 17 11.6
Income per month (Baht)

15,000 or < 45 31.3

15,001 — 25,000 38 26.4

25,001 — 35,000 18 12.5

35,001 — 45,000 11 7.6

45,001 or > 32 22.2
Education

Lower than bachelor’s degree 27 18.4

Bachelor’s degree 92 62.6

Higher than bachelor’s degree 28 19
Occupation

Government sector 28 19

Private sector 88 59.9

Other 31 21.1
Length of meditation practice

Less than 1 year 99 67.3

1-5 years 21 14.3

6-10 years 10 6.8

More than 10 years 17 11.6

The majority of the sample was female (69.4%) and male (30.6%). The age

ranges were from 20 to 60 years old. Their average age was 36 years with a standard
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deviation of 10.32. About two third of respondents were single (61.6 %), the next were
married (34.9 %) or divorced or widowed (3.4 %). The majority of respondents had
Bachelor’s degree (62.6%). Twenty eight of respondents held degree higher than
Bachelor’s degree (19%) and twenty seven respondents held degree lower than
Bachelor’s degree (18.4%). The majority of respondents were from private organizations
(59.9%). Thirty one respondents were from other occupations such as lawyer, doctor,
agricultural workers (21.1%) and twenty eight respondents were from the government
sector (19%). Almost a third of respondents’ monthly income was less than 15,000 Baht
(31.3%). Thirty eight respondents (26.4%) earned 15,001 — 25,000 Baht. Thirty two
respondents (22.2%) earned 45,001 Baht or more. Eighteen respondents (12.5%) earned
25,001 — 35,000 Baht and eleven respondents (7.6%) earned 35,001 — 45,000 Baht.

The length of respondents who had been practicing meditation ranged from less
than one year to 30 years. The longest duration of meditation was 30 years and the
shortest were seven days. Two thirds of respondents (67.3%) have been practicing
meditation for less than one year, 21 respondents (14.3%) have been practicing from one
to five years, 17 respondents (11.6%) have been practicing meditation for more than 10

years and 10 respondents (6.8%) have been practicing meditation from six to 10 years
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3.4 Instruments

The questionnaire used in this study contained two parts and consisted of 38
items. Part | (items 1-30) comprised assessments of peace of mind, loving kindness and
OCB. Peace of mind consisted of 7 items. Loving kindness consisted of 6 items. OCB
consisted of 17 items (4 courtesy items, 4 civic virtue items, 4 sportmanship items, 2
conscientiousness items, 3 altruism items).

Part Il (items 31 — 38) of the questionnaires was designed to collect meditators
personal information. This part consisted of 7 items for participants to provide the
following information: gender, marital status, age, monthly income (baht), education
level, career and participants’ length of meditation in years.

In this research, “Peace Of Mind Scale” by Lee, Lin et al., (2012) was used to
measure peace of mind, “Buddhist Kindness scale” by Ariyabuddhiphongs (2013) was
used to measure loving kindness and “Organizational Citizenship Behavior Scale”
developed by Ozcan, Verdarlier, Karabay, Konakay& Cetin (2014) was used to measure
OCB. Except the Loving Kindness scale, the other two scales were translated into Thai
language.

This study assessed three important variables: peace of mind, loving kindness and

OCB. The SPSS version 21 was used to process data.
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3.4.1 Peace of Mind Scale

Peace of mind Scale was used to measure peace of mind. Peace of mind was
assessed with 7 items. The original scale was developed to measure the affective well-
being valued in Chinese culture. Sample items include: 1. My mind is free and at ease, 2.
| feel content and comfortable with myself in daily life. The respondents were asked to
indicate the extent to which the statements reflected their peace of mind on a 5-point
Likert-type scale, ranging from 1. Not at all, to 5. All of the time.

Exploratory factor analysis was performed to analyze the factor structure of the
scale. Eigenvalue of 1.0 was chosen and the factors were rotated to varimax solution. The
Kaiser-Meyer-Olkin (KMQO) measure of sampling adequacy was .83. The factor loading
of the 7 items revealed 2 factors. The first factor (items 1,2,3,4,6) explained 49.01% of
the total variance. The second factor (items 5 and 7) explained 18.48% of the total
variance. Factor 1 reflected peace of mind (o = .87) and factor 2 (o = .60) reflected
difficulties in finding peace of mind.

The original scale showed Cronbach’s alpha reliability at .91 (Lee, Lin, huang, &
Fredrickson, 2012). The present Thai version showed the Cronbach’s alpha reliability of

.81. Table 3.2 displays peace of mind’s factor structure.



Table 3.2: Factor Structure of Peace of Mind
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Component

My mind is free and at ease .830 .096
IIhtZEI content and comfortable with myself in daily 818 009
My !lfestyle gives me feelings of peace and 854 132
stability

I have peace and harmony in my mind .823 .288
It is difficult for me to feel satisfied -.044 .882
The way I live brings me feelings of peace and 656 052
comfort

| feel anxious and uneasy in my mind .283 787
Variance explained (%) 49.01 18.48

3.4.2 Loving Kindness Scale

Loving Kindness scale was developed by Ariyabuddhiphongs (2013). Loving
kindness was assessed with 6 items. Sample items included: 1. I always help others or
animals to free from suffering, 6. | always be compassionate to all animals. The

respondents were asked to indicate the extent to which the statements reflected their

loving kindness toward others on 7-point Likert-type scale, ranging from 1 definitely not

true, to 7 definitely true.
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The factor loadings of the scale revealed one factor which explained 49.45% of
the total variance; the rotation did not alter the solution, indicating the scale’s single
dimensionality of loving kindness. The KMO measure of sampling adequacy was .79.
The Cronbach’s alpha reliability was .79. Table 3.3 displays loving kindness’ factor

structure.

Table 3.3: Factor Structure of Loving Kindness

Component
1
I always help others or animal to be free from suffering 746
I do not speak to hurt other people 157
I never thought or meant any harm to other people .698
If I can’t help others from suffering then I will find others to 674
help them
If I don’t have good things to say then I will not speak .656
| always be compassionate to all animals .683
Variance explained (%) 49.45

3.4.3 Organizational Citizenship Behavior Scale
OCB scale was developed by (Ozcan, et al., 2014). OCB in this study was
assessed with 4 items of courtesy, 4 items of civic virtue, 4 items of sportsmanship, 2

items of conscientiousness and 3 items of altruism. The scale was designed to assess the
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frequency of organizational citizenship behaviors performed by employees. The
questionnaire was translated into Thai. Sample items included: 1. I do not abuse others’
right when | make a decision, 15. I try to help those who were absent from work, 16. |
voluntarily allot time to those who have work-related problems. The respondents were
asked to indicate the extent to which the statements reflected their organizational
citizenship behaviors on a 5-point Likert-type scale, ranging from 1 definitely not true, to
5 definitely true.

Exploratory factor analysis of 17 items revealed 5 factors, explaining 69.02% of
total variance. Factor 1 reflected civic virtue and explained 36.34% of total variance,
factor 2 reflected altruism and explained 9.65% of total variance. Factor 3 reflected
courtesy and explained 8.23 of total variance. Factor 4 reflected conscientiousness and
explained 8.01% of total variance. Factor 5 reflected sportsmanship and explained 6.80%
of total variance. The KMO measure of sampling adequacy was .85. The Cronbach’s
alpha reliability indices were, factor 1 civic virtue o = .88, factor 2 altruism o =.79;
factor 3 courtesy a =.76; factor 4 conscientiousness a =.71; and factor 5 sportsmanship o

=.69. Table 3.4 displays OCB factor structure.
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Component
1 2 3 4 5

I do not abuse others' rights when make a decision .155 .382 .654 .215 .078
I do my best to prevent problems with other employees when i make decisions .065 .030 .766 131 .198
I consult to the other persons who might get influenced by my decision and my manager when i

.042 .105 743 .045 .060
make a decision
When | make a decision, | inform related persons first before | take an important action .384 061 710 -.001 .036
| care about the meetings or activities about the institution and try to attend them 759 157 281 -.054 .070
| want to be involved in activities which help to promote institutional image although they are not

753 .378 141 .085 .101
my duty
I try to keep up with institutional developments .700 .357 .094 .079 179
| carry out activities that serve to improve my institution 718 .340 .102 JA11 312
I do not tend to see problems greater than they are .154 .087 .070 161 .821
I always focus on the positive aspects of events rather than the negative aspects 124 113 216 .076 .818
I am not a person who always talks about quitting -.074 214 .228 752 .203
I do not spend too much time by talking about unneccesary things 114 410 .043 .693 .204
I never like to have long lunch breaks .642  -.038 .066 490 .000
I do not want extra breaks 505 -.202 .073 .631 -.064
I try to hep those who were absent from work .229 767 122 .226 -.101
I voluntarily allot tume to those who have work-related problems .207 787 .203 .075 194
Even if it is not obligatory, | help new employees to adapt to the environment and work .370 .616 .109 .006 .320
Total Variance 36.34% 9.65% 8.23% 8.01% 6.80%
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3.5 Sample Procedures

This study used purposive sampling. The sample consisted of participants from
public and private organizations who practiced meditation at Youth Buddhist Association
of Thailand. Two hundred copies of the questionnaire were distributed to the meditators
and staff members of YBAT. Only 147 questionnaires were returned yielding a response
rate of 73.5 %. Participants were asked to complete the questionnaire after they have
finished their meditation routine in the evening. The questionnaire took 20 minutes to
complete.

Vipassana meditation period begins with the teaching monk leading the
participants to take refuge in the Buddha, dhamma, and sangkha, and to pledge
observance of the five precepts. The five precepts consist of pledges to abstain from
taking the life of a living being, taking what is not given, committing sexual misconducts,
engaging in false and idle talks and consuming alcohol or intoxicants. The daily routine
starts from 4.00 am in the morning to 8.30pm in the evening, lasts about 14 hours during
which the participants practice sitting and walking meditation. The sitting meditation
requires the participants to sit in half-lotus position and watch their breathing. The
walking meditation requires the participants to walk back and forth paying attention to
the movement of their feet. Participants are not allowed to use any telephones or
electronic devices during the meditation and to talk to each other. At the end of the day’s
session, the teaching monk who supervises the practice answers the participants’

questions along with some visual presentations.
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G power statistical analyses program (Erdfelder, 1996) were used to calculating
the total samples. At effect size = .15, o = .01, power = .99, and three predictors. The
samples in this study were given 148. Researcher was granted permission by YBAT to

contact the participants at the conclusion of the meditation sessions.

3.6 Research Design

In the method to test the significance of a mediation effect, regression analysis
with bootstrapping was chosen to evaluate in this research model, predicting that loving
kindness mediated the relationship of peace of mind to OCB.
Baron and Kenny’s (1986) framework for mediation analysis and Sobel’s (1982) test of
significance has become a standard part of the consumer researcher’s toolkit but Zhao et
al., (2010) argued that Sobel test of the significance of the indirect effect was very low in
power in comparison with Preacher & Hayes. Bootstrapping method by Preacher &
Hayes (2008) is a non-parametric test that does not impose the assumption of normality
of the sampling distribution and is recommended for small sample sizes. Therefore,
Preacher & Hayes’ (2008) bootstrapping method was used to evaluate the significance of

indirect effect.



CHAPTER 4

RESULTS

The purpose of this chapter is to summarize the collected data and the statistical
treatment of analysis. The data were collected and processed in response to the objectives
from the chapter 1 of this study. Two main hypotheses of this study were peace of mind
significantly predicts OCB and the mediation effect of loving kindness in the relationship
of peace of mind to OCB is significant. The findings presented in this chapter explain the

significant relationship between these variables.

4.1 Preliminary Analyses
Table 4.1: Peace of Mind, Loving Kindness and OCB: Means, Standard Deviations and

Correlations with Respondents’ Age, Income, and Education (N=147)

M SD Correlation
with
Age Income Education  Peace Loving
of mind  Kindness
Age 2.12 0.99
Income 2.63 154 AQFF*
Education 2.01 0.61 14 .38***
Peace of 24.31 4.36 21* .10 A3
mind
Loving 30.99 5.91 33*** 19* 10 A5***
kindness
OCB 64.52 8.39 25%** A7 .02 31xE* H53***

*p < .05, **p<.01, ***p<.001



42

Age was significantly related to income, peace of mind, loving kindness and
OCB. Older participants tended to earn higher income and have higher levels of peace of
mind, loving kindness and OCB. Income was significantly related to education, loving
kindness and OCB. Participants who were highly educated tended to earn more income
and have higher levels of peace of mind, loving kindness and OCB. Education was not
related to any variable. Peace of mind and loving kindness was significantly related to

OCB.

4.2: Evaluating the Hypothesized Relations Between Peace of mind, Loving kindness and
OoCB

Regression analysis with Preacher and Hayes’ (2008) bootstrap script was used to
test the model, specifying a 95% confidence interval and 5,000 bootstrap re-samples. Age
and income were entered as control variables; education was not as it was not related to
OCB. Table 4.2 and Fig. 4.1 display the bootstrap results of the mediation effect of

loving kindness on peace of mind-OCB relationship.
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Table 4.2: Bootstrap results to test significance of mediation effects

Path/effect Standardized

B SE P
Age » Organizational Citizenship Behavior 51 12 A7
Income = Organizational Citizenship Behavior .25 43 .56
C Peace of mind » OCB 51 15 .001
a Peace of mind -»Loving kindness 52 .01 <.001
b Loving kindness— Organizational Citizenship .64 12 <.001
Behavior
¢ * Peace of mind-» Organizational Citizenship 18 15 25
Behavior
a X b Indirect effect 34 11 <.001

Note. Bias-corrected and accelerated confidence intervals = .1484 to .5903, CI95, bootstrap re-
samples = 5000. The 95% confidence interval for the standardized result was produced with bias-

corrected and accelerated options in the bootstrap dialogue box
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C = .51***
Peace of mind > OoCB
a = .52x** ) : b = .64***
Loving Kindness
Peace of mind ocB
c’'=.18 >
51

Income

Figure 4.1: Tests of the theorized mediation model.

Upper figure: The total effect (peace of mind predicting OCB). Lower figure: The
indirect effect, with loving kindness as mediator, and age and income as control
variables. Indirect effect () = .34, p <.001. Together, the predictors accounted for 29%
of the variance in organizational citizenship behavior. Standardized regression
coefficients are displayed. *p < .05, **p < .01, ***p < .001

The direct model indicates that peace of mind-OCB relationship (c path; B = .51,

p < .01) was statistically significant. In the mediation model, peace of mind-loving
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kindness path (a path, f = .52, p <.001) was significant. The loving kindness-OCB path
(b path, B = .64, p <.001) was significant while peace of mind negatively predicted OCB
(¢’ path, B - .18, p = .25). Bootstrap results confirmed the presence of an indirect,
mediation effect (B = .34, p <.001), and a Bias Corrected and Accelerated Confidence
Interval (BCACI) = .1484 - .5903. Consequently, the results supported the prediction that

loving kindness mediated peace of mind-OCB relationship among employees.



CHAPTER 5

DISCUSSION

The purpose of this study is to examine the relationship between peace of mind
and organizational citizenship behavior (OCB) and the mediating effect of loving
kindness. This chapter summarizes the methods and procedures, major findings and
offers the discussion along with conclusion of this study. First part of this chapter will
discuss about the objectives and methodology of this study follow by the interpretation of
results. The second part of the chapter will discuss the limitations of the study and

proposed recommendations for future research.

5.1 Methods and Procedures

The primary objectives of this study is to investigate the mediating effect of
loving kindness on the relationship of peace of mind to OCB and to examine employee’s
peace of mind , loving kindness and OCB.

To reach objectives, this study used survey research designs to investigate the
relationship of peace of mind to OCB and the mediating effect of loving kindness.

There were three scales used to measure these variables. Peace of mind scale
developed by Lee et al., (2012) to measure peace of mind was shown to be reliable with
the Cronbach’s alpha reliability at.81. Factor loadings of the 7 items revealed 2 factors.
The first factor explained 49.01% of the total variance. The second factor explained

18.48% of the total variance. The loving kindness scale which specifically developed to
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measure loving kindness in this study by Ariyabuddhiphongs (2013) was shown to be
reliable with Cronbach’s alpha reliability at .79. Factor loadings of 6 items revealed 1
factor which explained 49.45% of total variance. The last scale was OCB scale by
(Ozcan, et al., 2014) to measure OCB has the Cronbach’s alpha reliability at .88. Factor
loadings of 17 item scale revealed 5 factors explained 69.02% of total variance.

After the scales were test for reliability and validity. The researcher collected
samples at the Young Buddhists Association of Thailand (YBAT). The researcher was
granted permission to participate in 7 days vipassana meditation and 200 questionnaires
were given to meditation practitioners, 147 questionnaires were return. The raw data of
participants’ characteristics were examined. It was found that women may have more
interest in meditation than men because most of the participants in 7 day vipassana were
female (69.4%) and two thirds of the participants were in the 20-39 years of age. Most of
the participants had Bachelor’s degree (62.6%). Slightly more than a half (57.7%) earned
25,000 baht or less per month. Two third of the participants (67.3%) have been practicing

meditation for less than a year.

5.2 Major Findings

The researcher proposed with two hypotheses in this study: (1) peace of mind
significantly predicted OCB, and (2) the mediating effect of loving kindness in the
relationship of peace of mind to OCB was significant. Regression analysis with
bootstrapping was chosen to evaluate the research model to test the significance of a

mediation effect. Pearson’s Correlation test was conducted. It was found that age and
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income were related to organizational citizenship behavior, peace of mind and loving
kindness. Education was not related to any of the variables under study. Organizational
citizenship behavior, peace of mind and loving kindness were also related to each other.
All hypotheses were tested using regression analysis with indirect script
(Preacher & Hayes, 2008). Results found that peace of mind predicted organizational
citizenship behavior (path ¢, p=.51, SE =.13, p = 001). Peace of mind significantly
predicted organizational citizenship behavior (path a, p =.53, SE =.10, p <.001). Loving
kindness significantly predicted organizational citizenship behavior (path b, p = .64, SE =
.12, p <.001). The indirect effect of peace of mind on organizational citizenship behavior
through the mediation effect of loving kindness was significant (§ = .34, SE=.11,p <
.001). Age and income did not significantly predict organizational citizenship behavior.

Both hypotheses were supported.

5.3 Discussion

The current study seems to be the first to examine the relationship between peace
of mind and organizational citizenship behavior through the mediating effect of loving
kindness. Direct relationships between peace of mind and OCB do not seem to have been
tested prior to this study. Although there were studies that report the positive effect of
meditation to psychological well-being (Keune & Forintos, 2010) and workplace well-
being (Marques & Satinder, 2009), none were related with OCB.

Previous studies on OCB often focus on antecedents such as job performance, job

satisfaction or outcomes such as turnover intention. Few studies focus on the individual
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characteristics of organization members. Individual organization members’
characteristics interact with their organizational behaviors (Bundara, 1986). This study
focus on the individuals’ characteristic of organizational members by hypothesized that
their affects from meditating such as peace of mind and loving kindness would be related
to their organizational behaviors. Results of this study provide support for the social
cognitive theory model regarding the relationship of personal characteristics to
organizational behaviors.

This study contributes to the Buddhist theory that states that the mind is the
master of all deeds. The mind that doesn’t go through meditation practiced will have a
hard time to focus on the present. It will usually wander into either the past or future.
This chain of thoughts and images that are affectively negative and uncontrollable is
called Rumination (Querstret & Cropley, 2013), It is the mind’s repetitive focus on the
past, whereas a state of consciousness defined by a shift of attention is called
daydreaming which often wandering into the future (Valkenburg & Voort, 1994).
Practitioners, who had practiced vipassana meditation, will have their mind focus on the
present. They will be in the moment whenever they walking, sitting or lying on the floor.
They will have the stillness of the mind immediately after the meditation. After the
practitioner’s mind stop moving forth and back between past and future, they will have
peace of mind. This study contributes to the literature in providing support for the
suggestion that peace of mind may be attained through vipassana meditation and that

peace of mind is related to OCB.
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In Buddhism, loving kindness (metta) is a construct constituting a larger construct
of bramvihara-4 that includes loving kindness (metta); compassion (karuna); emphatic
joy (mudita); and equanimity (upekha). Kindness (metta) is like when we see injured
animals we will pity them; compassion (karuna) is when we take them to the veterinarian
for further medication; emphatic joy (mudita) is the joy that we feel when we see that it
recovered from injury; equanimity (upekkha) is when we don’t feel sadness if the animal
happens to die during the treatment. Even though the operational definition (Kraus &
Sears, 2008) represents brahmvihara-4 differently, this study operationally defined loving
kindness (metta) to include the thoughts, deeds and words of kindness towards other
people. The specifically constructed loving kindness scale in this study has been shown to
be valid and reliable. The mediating role of loving kindness has never been studied
before. So, results suggested that when persons meditate they will have peace of mind
and loving kindness and organizational citizenship behavior

Numerous studies have found that meditation has many benefits such as reducing
stress, anxiety and improve health. Results of this study also found that meditation
enhanced employees OCB. Employees may brought their innate capability to the full
potential by being focus in the present without much help from any experts or new
technologies, vipassana meditation seems to be a practice that should be adopted by
organizations to promote OCB. The results of this study should encourage more
organization to include meditations into their organization practices. This study added
more contribution to the literature that by practicing meditation, practitioners will also

have peace of mind and loving kindness and OCB.
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5.4 Limitations and Recommendations for Future Research

Several of limitations in this study should be considered. This section will provide
some limitations emerged from this study. Forethought of these limitations can help in
evaluation of the results from this current study, also guidance for further study in this
area.

First limitation is the cross-sectional nature of this study. Cross-sectional study
provides results only in a certain situation. Different situation may provide different
results. In this case, data collection was collected soon after the meditation period was
finished so the participants’ minds were still fresh from meditating but this study is
limited in showing the longer-lasting effect. It is impossible to know if the effects carried
on. The follow up of participants when they returned to their organizational
environments need to be conducted to show that the longer effects of meditation does
exist. Repeated of the cross-sectional study may be carried out every six months or every
year for the results to be more valid.

The second limitation of this study is the participants. The participants in this
study were from many different organizations. Evidence that support the benefit of
vipassana in organization will be more valuable if participants were from the same
organizations. The participants’ frames of reference would be directed toward the same
organization and their OCB would be focused upon their colleagues.

The third limitation might be the venue of this study. In Thailand, Theravada
Buddhism is the main practiced. For the support of the benefit of meditation to be more

valid, studies of the others countries that has different religions but still in the construct of
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peace of mind and loving kindness are needed. Whereas loving kindness has usually been
examined as a type of meditation (Boellingus, Jones, & Hutton, 2013), all meditators are
advised to develop loving kindness, regardless of the mediation type (Kuddaka-nikaya,

karaniyametta-sutta, 39/10/328)

5.5 Conclusion

This study indicates that Thai organizational members who undertook vipassana
meditation seemed to develop peace of mind, loving kindness and OCB. This study tested
the mediation effect of loving kindness on the relationship between peace of mind and
organizational citizenship behavior. The results show that peace of mind predicted
organizational citizenship behavior. The indirect effect of peace of mind through loving
kindness to organizational citizenship behavior was significant. The results supported a
mediating effect of loving kindness. Organization should working with meditation
teacher to create the program and integrated meditation program into their organization

cultures.
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QUESTIONNAIRE

Part 1: Peace of mind

No.

How often do you feel internal peace and ease in your daily life? Circle
the following scale to indicate your response.

of the time
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1. Not at all, 2. Some of the time, 3. Often, 4. Most of the time, 5. All

No In my daily life my mind is How often

1 | My mind is free and at ease 213145

2. | | feel content and comfortable with myself in daily 213145
life

3. | My lifestyle gives me feelings of peace and 213145
stability

4. | | have peace and harmony in my mind 213145

5. | Itis difficult for me to feel settled. 213|415

6. | The way I live brings me feelings of peace and 213|415
comfort

7. | | feel anxious and uneasy in my mind. 21345




Part 2: Loving Kindness Scale

Indicate to what extent you have thought, felt, or acted this way toward

yourself and others

2. Definitely not true, 2. Somewhat Not true, 3. Not true, 4. In
between, 5. Somewhat true 6. True 7. Definitely true

75

No Your Behavior Degree of agreement

8 | I always help others or animals to free from 112|3|/4|/5|/6|7
suffering

9 | I do not speak to hurt other people 112(3|4|5/6|7

10 | I never thought or meant any harm to other 112|3|/4|/5|/6|7
people

11 | If I can’t help others from suffering then Iwill |12 |3 |4|5|6|7
find others to help them

12 | If I don’t have good things to say then I will 112|3|/4/5|6|7
not speak

13 | | always be compassionate to all animals 112(3|4|5/6|7

Part 3 Organizational Citizenship Behavior Scale

Please indicate to what extent each phrase is true of your behavior in your
organization

Somewhat true, 5. Definitely true

1. Definitely not true, 2. Somewhat true, 3. In between, 4.

Degree of
agreement
14. | I do not abuse others’ rights when I make a decision 112131415
15. | I do my best to prevent problems with other employees when | 1 415
I make decisions
16. | | consult to the other persons who might get influenced by 112131415
my decision and my manager when | make a decision
17. | When I make a decision, | inform related persons firstbefore |1 {2 (3|14 |5
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| take an important action

18. | | care about the meetings or activities about the institution 112131415
and try to attend them

19. | I want to be involved in activities which help to promote 112131415
institutional image although they are not my duty

20. | I try to keep up with institutional developments 112131415

21. | | carry out activities that serve to improve my institution 112131415

22. | 1 do not tend to see problems greater than they are 112131415

23. | | always focus on the positive aspects of events rather than 112131415
the negative aspects

24. | | am not a person who always talks about quitting 112131415

25. | 1 do not spend too much time by talking about unnecessary 112131415
things

26. | | neser like to have long lunch breaks 112131415

27. | 1 do not want to take extra breaks 112131415

28. | I'try to help those who were absent from work 112131415

29. | I voluntarily allot time to those who have work-related 112131415
problems

30. | Even if it is not obligatory, | help new employees to adaptto |1 (2|34 |5

the environment and work




Part 4: Personal Data

7

No. | Questions Answers

31. | Gender [1 Male [ Female

32. | Status [ Single [0 Married [Divorced

33. | Age

34. | Total monthly income [] 15,000 or less[]15,001-20,000 [] 20,001-

(Salary/Baht)

25,000

[] 25,001-30,00d130,001-35,000 [ 35,001-
40,000

[ 40,001-45,00 [150,001-50,000 [b,001 or
more

35.

Education level

[J Lower than Bachelor’s degree
[J Bachelor’s degree

[J Higher than Bachelor’s degree

36. | Career [overnment employee [ nployee
[1 Business Owner [1 Students
L' Freelance L) Labour
L1 Agriculturist [ Retire
37. | How long have you been

practicing meditation?

38.

Why do you choose to
practice mediation?
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