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Abstract- “The world is my family” is a Sanskrit saying which is thousands of years old, upholding altruism among people. The concept of 
altruism has a long history in philosophical and ethical thought, it boosts the another side of human nature, where love, compassion, empathy 
and giving, promote real happiness and a sense of fulfilment, the need of which is great, and we are designed to evolve. The paper presents 
different perspectives of altruism at individual, group and organizational levels and tries to depict a bigger picture of how organizations are 
getting benefitted at behavioural and economic level with altruism. 
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I.INTRODUCTION 
 

According to a recent news report, for over 30 years, New York based Greyston Bakery has upheld a policy that encourages 
anyone to apply for employment, regardless of his or her education or criminal record. Profits from their organization support 
day-care centres, health clinics and counselling services. Its cakes have been served in the finest restaurants and at the White 
House. According to Mike Brady, the bakery’s CEO, the sales have grown by over 50% in the last 4 years. 

Dan Price the CEO of Washington based Gravity Payments, a credit card processing company serving over 10,000 clients 
nationally, recently reduced his own compensation from about $1 million annually to $70,000, to subsidize the wage increases 
for his workers. In fact, Price instituted a new minimum wage at his company setting all employees to a salary of at least $70,000 
per year. 

Knowing the challenges his lower-wage workers faced buying homes or making ends meet, under the new company’s policy for 
many of the employees the salaries were doubled altering their lives for the better. Price’s new resourcefulness has brought a 
flood of new clients and job applicants in support for his social responsibility - a good sign for the future of Gravity Payments 
and business leadership. Price’s actions epitomize the heart of an altruistic leader, but also highlights the importance of 
organizational sustainability – a necessity to continue to serve your employees. 

The motto of Gravity Payments, is “The only way to do business is to serve others, do more for them, and charge less.” The 
company’s career page offers unlimited paid time off, Flannel Fridays and the cultural statement, “Take care of your employees, 
and they’ll take care of your customers.” Last year it was awarded Washington’s Best Workplaces award. 

Greyston Bakery and Gravity Payments both the organizations portrays altruistic leadership in a proactive way and encourage 
their employees to be altruistic in behaviour. 

 
II.CONCEPT OF ALTRUISM 

 
Altruism refers to an intention of aiding behaviour that is primarily aimed to relieve other individual’s distress, with little or no 
regard for the aide’s self-interest. Altruistic help is voluntary, thoughtful, and driven by concern for another person’s well-being. 
When help is given for altruistic causes, the helper does not expect recompense, exchange, thankfulness, acknowledgement, or 
any other benefits. 
The term altruism is derived from the Italian word altrui, which means "to others" or "of others," and was coined by the French 
 philosopher and sociologist Auguste Comte (1798–1857). "Altruism" was introduced as an antonym for "egoism" to refer to 
 the totality of other-concerning temperaments in humans.  
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"Altruism" represents intentions, actions, and ideologies which can be grouped under "psychological altruism," "behavioural 
altruism," and "ethical altruism" respectively. 

 Psychological altruism is any set of predispositions or intentional motivation to help others for their own sakes. Behavioural 
altruism is defined in terms of significances rather than intentions: it refers to any action that benefits others. Finally, ethical 
altruism is an ideology stating that the happiness of others should be the principal goal of one's actions.  

III. FACTORS CONTRIBUTING TO ALTRUISTIC HELPING 

 
The factors that contribute to altruistic helping may be grouped into two broad categories: those that describe the individual who 
helps, and those that are more contextual in nature.  
Concerning the former, research has shown that people who are more likely to provide altruistically motivated help tend to have 
strong humanitarian values and feel a relatively great sense of responsibility for the welfare of others. They also tend to be more 
empathic and caring about others than are more egoistically oriented helpers.  
According to a research conducted by Mario Mikulincer, Phillip Shaver, and their colleagues, people with a secure attachment 
style—that is, people who feel secure and trusting in their relationships with their closest care-givers (parents, romantic partners, 
and others)—tend to have more altruistic motives in a variety of helping contexts, including volunteerism (e.g., charity work). 
Insecure attachment styles, on the other hand, either discourage helping or foster more egoistic motives for helping. 
Among the contextual factors that stimuli altruism are, characteristics of the relationship between helper and recipient are very 
important. Empathy is strongly related to altruistic helping, in two ways: Empathy involves taking the viewpoint of the other, and 
empathy nurtures compassionate caring. Both are more likely in close, personal relationships, and because people typically care 
about the welfare of their close friends, both tend to increase the likelihood of altruistically motivated helping. 
 

IV. ALTRUISM AT WORK PLACE 
 

According to a study conducted by the University of Wisconsin-Madison, Altruists in the work place are more likely to be 
committed to their work and are less likely to quit their jobs. But beyond all that, researchers found perhaps the biggest benefit of 
office altruism: Those who help others are happier at work than those who don’t prioritize helping others.  
According to Donald Moynihan, a professor in the La Follette School of Public Affairs at the university, helping others makes us 
happier. Altruism is not a form of martyrdom, but operates for many as part of a healthy psychological reward system. 
The study looked to two large-scale longitudinal studies to make the connection between helping others at work and happiness. 
Researchers examined the Wisconsin Longitudinal Study, which surveyed 10,000 Wisconsin high school graduates from the class 
of 1957. They found that people who said in their mid-30s that helping others in their work was important were apt to report being 
more satisfied with their lives nearly three decades later.  
 A number of studies have also shed light on the value of friendship in the workplace, suggesting that strong social support can 
boost an employee’s productivity and make him or her feel more passionate about their work and is less likely to quit. 
University of Kentucky management professor Christine M. Riordan wrote in a Harvard Business Review blog, “We All Need 
Friends at Work”. “It is also about creating a common sense of purpose and the mentality that we are in it together. Studies have 
shown that soldiers form strong bonds during missions in part because they believe in the purpose of the mission, rely on each 
other, and share the good and the bad as a team.” 
According to psychology professor Dr. Barbara Fredrickson of the University of North Carolina at Chapel Hill, by creating chains 
of events that carry positive meaning for others, positive emotions can trigger upward spirals that transform communities into 
more cohesive, moral and harmonious social organizations.” 
 

V. ALTRUISM AND ORGANISATIONAL CITIZENSHIP BEHAVIOURS 

 

Organisational citizenship behaviours are positive, voluntary employee behaviours often revealed by activities of employees 
aimed towards other employees in the office or in the organisation, such as helping co-workers, being conscientious towards the 
work environment, and communicating new and critical information. Organisational citizenship behaviours exhibited by the 
employees of a firm surpass the minimum job requirements anticipated by the employer, thus advancing the well-being of the co-
workers and the organisation or work groups in general. Organisations rely on the employees' practice of OCBs to encourage a 
positive work atmosphere, to assist other employees with any problems, to be more tolerant of any inconveniences, and to protect 
the resources of the firm. Consequently, OCBs result in high organisational effectiveness. 
Organ (1988) argued that good citizenship behaviours are characterised by traits of altruism, conscientiousness, sportsmanship, 
and courtesy among the employees. These discretionary and unrewarded behaviours, though insignificant when isolated, 
contribute collectively to the operations and effectiveness of an organisation. Graham (1991) argued that organisational 
citizenship can be conceived of as a global concept which involves all positive, organisationally relevant behaviours of employees, 
regardless of whether they are in-role, extra-role, or political behaviours. 
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Organisational citizenship behaviours are known to contribute to superior performance and organisational effectiveness. In 
general, OCBs can contribute to organisational performance as these behaviours provide an effective means of managing the 
interdependencies between members of a work unit and resultantly increase the collective outcomes achieved.  
Organisational citizenship behaviours also enhance organisational performance in that OCBs lubricate the social machinery of 
the organisation, reducing friction, and increasing efficiency Moreover, OCBs may also lower the requirement of firms to dedicate 
scarce resources to maintenance functions. Fewer resources devoted to maintenance means more resources are available for 
immediately productive purposes.  
Different authors have suggested the construct of OCB with various dimensions. Smith et al. (1983) proposed “altruism” and 
“generalised compliance” as the components of OCBs. Organ (1988) proposed five dimensions, namely, altruism, 
conscientiousness, courtesy, civic virtue, and sportsmanship. Van Dyne, Graham, and Dienesch (1994) proposed interpersonal 
helping, organisational loyalty, organisational obedience, and organisational participation, whereas Podsakoff and Mackenzie 
(1994) proposed helping behaviours, sportsmanship, and civic virtue as the dimensions of OCBs.  
 
 

VI. ALTRUISM IN SERVANT LEADERSHIP 
 
 

“Servant Leadership” is a term used frequently on resumes of leaders trying to find a company within an organization. However, 
what does servant leadership mean to these leaders? If a company is looking for “servant leadership” in their leaders, then 
important questions need to be asked regarding servant behaviours such as “conceptualizing, emotional healing, putting followers 
first, helping followers succeed, behaving ethically, and creating value for the community”.  
While Servant Leadership can be extremely beneficial, it must be used in the appropriate circumstances. Specifically, Servant 
Leadership only works when leaders have a humanistic philosophy and have altruistic tendencies. Altruism is not about merely 
having good intentions or being well-meaning, it is more about the concern for the welfare of one another.  The concept of self-
sacrifice which is essential for collective development is found at the core of altruism. Advocates of altruism as an ethical doctrine 
maintain that one ought to act, or refrain from acting, so that benefit or good is bestowed on other people, if necessary to the 
exclusion of one's own interests. 
 

VII.ALTRUISM: A REMEDY FOR STRESS 
 

According to a research, when we act on behalf of other people, we feel enhanced and more protected and experience less stress. 
Dr. J. Andrew Armour, a leading neuro-cardiologist on the Institute of Heart Math’s Scientific Advisory Board, has found the 
heart contains cells that synthesize and release hormones such as epinephrine (adrenaline) and dopamine, among others. More 
recently it was discovered that the heart also secretes oxytocin, commonly referred to as the “love” or “bonding” hormone. 
Remarkably, concentrations of oxytocin produced in the heart are as high as those found in the brain. When you are altruistic – 
lending a helping hand – your oxytocin level goes up, which helps relieve your stress. Altruistic behaviour also may trigger the 
brain’s reward circuitry – the feel-good chemicals such as dopamine and endorphins. However, the hormonal benefits of the good 
deed depend on the genuine intent of the act of altruism. Research shows that altruistic people are healthier and live longer. In 
one study that followed over 400 women for 30 years, researchers found that 52% of those who did not engage in volunteer work 
experienced a major illness – compared with only 36% of those who did volunteer. 
 

VIII.CONCLUSION 

Altruistic behaviour is very instinctive in some people, these people are understood to be driven by the provision of assistance 
and support to others. In short, they derive happiness from the ingestion of help by other people. So altruists like to see the 
difference their help make and are motivated by the change in the world. Most of us struggle with altruism, we do much of what 
we do because it directly benefits us, even our acts of gifting and charitable donations, we want folks to know that we are good 
people. Thousands of years ago, acting collectively protected humans from huge predators. Today, altruism can help us tackle the 
colossal challenges in front of us which seem difficult to overcome by individual efforts. 
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