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Abstract

This study explored the influence of perceived occupational stress on
organizational citizenship behaviour among bankers. A simple random
sampling technique was used to select three hundred (300) participants
(M=135; F=165) from twelve (12) banks in Ikeja, Lagos State, Nigeria. Data
for the study were collected using Job Stress Scale (JSS) and Organizational
Citizenship behaviour Checklist (OCBC). The data was analysed using
Pearson correlation, and t-test. The results revealed that there is no
significant difference between the organizational citizenship behaviour of
bankers with higher stress levels and that of bankers with lower stress levels.
This implies that bankers’ reactions to Organizational Citizenship Behaviour
(OCB) are not a function of stress levels. The study however confirms an
inverse relationship between stress and Organizational citizenship
Behaviour. The findings of the study reveal that there is no significant
difference between the Organizational Citizenship Behaviour (OCB) of male
and female bankers. Finally, the findings reveal that older bankers between
age 41 and 50 years expressed higher levels of organizational citizenship
behaviour than younger bankers between 31 and 40 years. The implications
of these findings substantiate the importance of having organizational
psychologists in banks to assess and enhance variables that can promote
helping behaviours which is the key to better work outcomes and
accomplishment of organizational objectives.

Keywords: Organizational Citizenship Behaviour, Perception, Occupational
Stress, employees

449


http://dx.doi.org/10.19044/esj.2016.v12n17p449

Introduction

Organizational citizenship behaviour is individual behaviour 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 (Organ, 1988).

Organizational citizenship behaviour was proposed as a type of job
performance, differentiated from conventional job performance or execution
on the premise of its relative freedom from situational and ability constraints.
This implies that the individual performing the job does not have a great deal
of space to vary in performance based on their satisfaction with the context.
Conversely, offering an associate some assistance does not necessarily rely
on upon expertise in such is not part of the individuals job description, or
not normally fixing to a man's expected set of responsibilities that individual
might choose not to perform the behaviour at all (Organ, 1988).

Organ (1988) identified five distinct dimensions of OCB which
include;  Altruism, conscientiousness, civic virtue, courtesy, and
sportsmanship. Altruism was defined as discretionary behaviours that have
the effect of helping a specific work colleague with an organizationally
relevant task or problem. Civic virtue involves staying aware of imperative
matters inside of the organization.it is characterized by behaviours that
indicate the employee’s deep concerns and active interests in the life of the
organization (Law, Wong, & Chen, 2005).Conscientiousness involves
consistency and compliance with norms or standards. Conscientiousness
consists of behaviours that go well beyond the minimum role requirements
of the organization (Law et al., 2005) these behaviours indicate that
employees accept and adhere to the rules, regulations and procedures of the
organization. Courtesy has been defined as discretionary behaviours that aim
at preventing work related conflicts with others. Sportsmanship has been
defined as willingness on the part of the employee that signifies the
employee’s tolerance of less-than-ideal organizational circumstances without
complaining and blowing problems out of proportion.

A different perspective on the dimensionality of OCB originated
from Williams and Anderson (1991) who separated OCB into two sorts:
Citizenship Behaviour towards the Individual (OCBI), and Citizenship
Behaviour towards the Organization (OCBO).

Citizenship Behaviour towards the Individual (OCBI): OCBI refers to
the processes or behaviour that instantly advantage or merit particular people
inside of an organization and thereby contribute indirectly to organizational
effectiveness (Lee and Allen, 2002; Williams Anderson (1991).

Citizenship  Behaviour towards the Organization (OCBO):
Behaviours concerned with profiting the organization in entirety. Examples
of such behaviours include conscientiousness, sportsmanship, and civic
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virtue or municipal ideals. This dimension of OCB incorporates behaviours
profiting the organization without activities particularly directed towards any
organizational member(s) (e.g. adhering to casual guidelines or rules,
volunteering for committees).

Occupational stress is a phenomenon depicted as happening when
there are discrepancies between the physiological requests inside of a
working environment and the powerlessness of employees to adapt to such
work requests that are perceived as overwhelming.

Stress as a stimulus is seen as containing the attributes of the
environment that are considered irritating and have the impact of bringing
about strain reactions in the individual presented to such external features,
circumstances or ecological elements. On the contrary, stress as a response
for the most part considers stress from an individual's mental reactions to
stressors. In this school of thought, early influential scholarship of Selye
(1974) characterized stress as “the non-specific response of the body to any
demand upon it” and which has a high tendency of disrupting normal
homeostatic regulatory physiological functioning of the individual
concerned.

Perception involves the process where individuals make meaning of
their environment by understanding and managing their sensory impressions.
Thus, employees react to stimuli in accordance with what they derive from
their sensory impressions. The Perceived Occupational stress refers to the
employees’ evaluation of the degree to which employees view their
workplace as being stressful.

Studies have shown that occupational stress has influence on the task
related work behaviour and non-task related work behaviour of employees
(Adebiyi, 2013; Colligan, & Higgins, 2005; Dewe, & Trenberth, 2004) The
influence can be detrimental to the organization as employee productivity
levels may reduce and the organizations ability to accomplish its goals. Also
many factors (such as job satisfaction, perceived organizational justice,
personality traits etc.) have been found to have direct influence on
organizational citizenship behaviour.

Empirical studies inquiring into the relationship between
occupational stress and organizational citizenship behaviour have found
various results. Cropanzano, Howes, Grandey, & Tooth (1997) found a
significant negative relationship between stressful work and organizational
citizenship behaviour. Paillé (2010) found no statistically significant
relationship between Organizational citizenship Behaviour and Occupational
stress.

Thus, this study is aimed at investigating the influence perceived
occupational stress has on the organizational Citizenship behaviour of
bankers in Ikeja, Lagos state. The following hypotheses were proposed:
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Hypothesis one [H1] states that stress will significantly influence
manifestation of Organizational Citizenship Behaviour of bankers

Hypothesis two [H2], states that the occupational stress of bankers in
Ikeja will significantly correlate with the Organizational Citizenship
behaviour.

Hypothesis Three [H3], states that male bankers will display higher
levels of organizational citizenship behaviour than female bankers in
commercial banks in Ikeja.

Hypothesis Four [H4], states that older bankers between age 41 and
50 years will display higher levels of organizational citizenship behaviour
than younger bankers between 31 and 40 years.

Method

This study is a non-experimental, quantitative and exploratory
research. The total population for this study is all the bankers in Ikeja, Lagos.
A simple random sampling technique was used to select a sample of three
hundred (300) participants who duly completed the battery of psychological
test (M=135, F=165). The battery of psychological instrument consisted of a
demographic scale, a Job Stress Scale, and the Organizational Citizenship
behaviour Checklist.

Job Stress Scale (JSS) was developed and Standardized by Parker &
Decotiis (1983), to assess the degree to which people perceive their jobs as
stressful. The measure uses 13 items to measure job stress along two
dimensions. One dimension is time stress (feelings of being under constant
pressure) and the second dimension is anxiety (job feelings of anxiety)
occupational stress among employees. This was conducted on a five-point
Likert-type scale (strongly agree to strongly disagree). (Higher score
indicates a higher degree of perceived occupational stress). Job stress was
negatively correlated with organizational commitment and job satisfaction
and positively correlated with role ambiguity and overload (Jamal & Baba,
1992).

Organizational Citizenship Behaviour Checklist (OCBC) was
developed and standardized by Fox, Spector, Goh, Bruursema, &
Kessler(2012) to assess the frequency of organizational citizenship behaviors
performed by employees. Fox et al. (2012) reported internal consistency
coefficient alphas for the 20-item version of the OCB-C of .89 and .94 for
two self-report samples, and .94 for a co-worker sample. Fox and Spector
reported a coefficient alpha of.91 and a concurrent validity of .83 for the
scale. The OCB-C uses a 5-point frequency scale (ranging from 1 = Never to
5 =Everyday).
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Procedure

The psychological tests were administered to the participants in
groups by the researcher after establishing rapport with them. The
respondents followed the instruction on the tests to answer the questions.

Data analyses and results

Responses to the battery of psychological test were entered
accordingly into the Statistical Package for the Social Sciences (SPSS)
version 20 on a personal computer. Data were coded and analysed using t

independent test and correlation analysis.
Tablel: Demographic Characteristics of Respondents

Variables F Percentage
0,
Gender Male 135 45%
Female 165 55%
21 — 30 years 151 50.33%
Age 31 - 40 years 97 32.33%
g 41— 50 years 46 15.33%
51 years Above 6 2%
BSc 177 59%
Educ. Qual. MSc 119 39.66%
PhD 4 1.33%

Table 1 above shows the vivid description of the demographic
attributes of the participants who took part in the study. In terms of gender of
the respondents, 45% were males and 55% were females. Furthermore, the
age distribution of the respondents shows that 50.33% were between ages
21-30; 32.33% were between ages 31-40; 15.33% were between ages 41-50
and 2% were 51 years and above. In terms of educational qualification, 59
% of the respondents had B.Sc. degree, 39.66% of the participants had M.Sc.
degree, and 1.33% of the participants had a PhD degree.

Hypothesis Testing

Hypothesis one (H1) which states that stress will significantly
influence manifestation of Organizational Citizenship Behaviour of bankers
was tested using the independent sample t —test, the results are as shown

below:
Table 2: t-Test analysis showing the differences in Organizational Citizenship Behaviour
(OCB) of bankers with different stress levels

STRESS -

LEVELS N X SD T p
Higher 132 52.55 16.73
Lower 168 50.18 16.19 1.233 > 05
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Table 2 shows that bank employees with higher stress levels do not
manifest lower or higher Organizational Citizenship Behaviour (OCB) levels
than the bank employees with lower stress levels.(t=1.233; p>.05). Thus
hypothesis one is rejected.

Hypothesis two (H2) which stated that that the occupational stress of
bankers in lkeja will significantly correlate with the Organizational

Citizenship behaviour was tested computing the Pearson’s correlation.
Table 3 Correlation analysis for Occupational Stress and OCB

VARIABLES N R P
oCB
- 300 -.581 >.05
Occupational Stress

Table 3 shows that increase or decrease of Organizational Citizenship
Behaviour scores will not significantly relate to increase or decrease of
Occupational Stress levels and vice-versa.(r=-.581;p>.05)The hypothesis was
therefore rejected.

Hypothesis Three [H3], states that male bankers will display higher
levels of organizational citizenship behaviour than female bankers in
commercial banks in Ikeja was tested by computing the independent sample

t-Test.
Table 4: t-Test analysis for the Organizational Citizenship Behaviour (OCB) scores of male
and female bank employees

GENDER N X SD T P
MALE 135 50.36 17.34 0.275 .05
FEMALE 165 52.45 15.80 ' '

The results mean that the Organizational Citizenship Behaviour
(OCB) levels of male bank employees is not different from that of the female
bank employees (t=0.275; p>.05). The hypothesis was therefore rejected.

Hypothesis Four [H4],which states that older bankers between age 41
and 50 years will display higher levels of organizational citizenship
behaviour than younger bankers between 31 and 40 years was tested using

the independent sample t-Test.
Table 5: t-Test analysis for the Organizational Citizenship Behaviour (OCB) scores of older
and younger bank employees

AGE N X SD T P
31-40 Years 97 49.08 13.90 -1.894 <05
41-50 Years 46 55.13 24.18

The results mean that the older bank employees manifest higher
Organizational Citizenship Behaviour (OCB) levels than the younger bank
employees (t=-1.894: p<.05) the hypothesis was therefore accepted.
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Discussion

Recent years have brought about various researches in the area of
organizational citizenship behaviour and occupational stress; however this
study explored the influence of occupational stress on organizational
citizenship behaviour. Thus four hypotheses were proposed and tested
accordingly.

Hypothesis one (H1) which stated that stress will significantly
influence manifestation of Organizational Citizenship Behaviour of bankers
was not supported. The result can be explained on the basis that
organizational citizenship behaviour is a discretionary type of behaviour.
Thus, occupational stress is found not to be a significant trigger of
organizational citizenship Behaviour of Bankers. This finding agrees with
Paillé (2010) who reported that there was no significant relationship between
Organizational citizenship Behaviour and Occupational stress.

Hypothesis two (H2) which stated that the occupational stress of
bankers in lkeja will significantly correlate with the Organizational
Citizenship behaviour was not supported. This finding contradicts the work
of Cropanzano et al., 1997 who claim that perceived Occupational Stress
significantly correlates with Organizational Citizenship. The finding from
the work of Paillé (2010) corroborates the findings from this study, when he
claimed that perceived occupational stress was unrelated to OCB.

Hypothesis three (H3) which states that male bankers will display
higher levels of organizational citizenship behaviour than female bankers
was not supported. This finding could be due to the fact that organizational
citizenship behaviour is a helping behaviour and not a gender trait. The result
from this research is consistent with the results from the work of Uzonwanne
(2014). Uzonwanne (2014) concluded that no significant difference was
found between the organizational citizenship behaviour levels of male and
female bank employees.

Hypothesis Four (H4) which states that older bankers between age 41
and 50 years will display higher levels of organizational citizenship
behaviour than younger bankers between 31 and 40 years was supported.
The outcome of the result can be linked to the fact the most components of
Organizational citizenship Behaviour thrives on maturity of individuals.
However, the result is in contrasts with Uzonwanne (2014), that concluded
that there was no statistically reliable difference between OCB and
demographic variables such as age sex and marital status.

Conclusion

This study has revealed that Organizational citizenship behaviour
which is a discretionary type of behaviour that is not influenced by
occupational stress nor gender of the employees. Thus, predicting helping
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behaviour such as organizational citizenship behaviour may be associated
with multiple variables.

Furthermore, this study revealed that older bankers between age 41
and 50 years display higher levels of organizational citizenship behaviour
than younger bankers between 31 and 40 years. Thus, bank executives
should use this information in their allocation of duties to work groups, as
older bank employees within ages 41 and 50 are more capable of exhibiting
OCB than younger bankers. The former, are in better positions to occupy
positions in which organizational citizenship behaviours such as Altruistic
behaviours are needed. An example may be the customer care unit where the
customers are seeking help from the bankers on several issues.

The implications of these findings substantiate the importance of
having organizational psychologists in banks to assess and enhance variables
that can promote helping behaviours which is the key to better work
outcomes and accomplishment of organizational objectives.

Finally, this research finding noted that gender differences should
not be part of the criteria for promotion to positions where character traits of
helping behaviours such as OCB is needed.

Limitations of the study and suggestion for future research

This research is not without limitations first this study adopted survey
research methods which is sometimes characterized with response biases.
Second, the sample size may not be adequate to generalize the findings to the
entire populations of bankers in Nigeria.

However, it is suggested that future research should consider
experimentation method and focus group discussion to establish cause-effect
relationships between the variables of interest.
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