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Abstract

The engagement in organizational citizenship behavis precipitated by several important anteceslemt
organizations. In this study, the predictive reaship between organizational culture and OCB, thedextent
to which the relationship is moderated by the oigtional tenure of employees was investigated.s€ro
sectional and correlational research designs welieed to investigate the problem. Data were aife from
277 participants via reliable questionnaires. Rearorrelation, standard regression and hierarthégaession
tests were used to test the hypotheses the hypatlweshe study. The result showed that, orgamimaticulture
significantly and positively predicted OCB. Alsaganizational tenure significantly moderated thatrenship
between organizational culture and OCB such tha tenured employees were more likely to demorestrith
engagement in OCB than short tenured employees.filtimgs are consistent with the Attraction-Selaat
Attrition and Human Capital theories. The implicais for practice and research are discussed.
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Introduction

Increasingly, researchers in the field of industaiad organizational psychology and organizatidsethaviour
have become interested in the concept of OrganizatiCitizenship Behaviour (OCB) because of thetwes
consequences such attitudes have on organizasaneéss (Hemdi & Nasurdin, 2005; Turnispeed, 20Di3)s,

OCB is a key driver of organizational survival (@ng 1988). OCB is characterized as behaviourstthascend
the call of duty (Jahangiri, Akbar & Haq, 2004).mBarly, Organ (1988) described such behaviours
discretionary in nature and often outside the ndand prescribed roles an employee is requirecetfopm in

the organization. The performance of such behasidoes not attract any reward in the organizataople do
not just engage in OCB. One variable which has eend to facilitate positive workplace behaviouss
organizational culture. Culture has been foundigaificantly influence commitment, performance aD@&B in

organizations (Baum, 2006; Cheung, 2006; Deal &ritely, 1982; Peters & Waterman, 1982).

With notable exception of Baum (2006)), Cheung @0&hd Mohant and Rath (2012), empirical studieshen
nexus between organizational culture and OCB aaatgcFurther, there is no published Ghanaian studthe
relationship between organizational culture and O@Bview of this, the researchers sought to exantire
moderating role of organizational tenure on orgatinal culture-OCB relationship in the Ghanaiamkiag

industry. Specifically, we anticipate that the sggth of organizational culture-OCB relationship degs on the
organizational tenure of employees. This is becawsen employees stay in an organization for lohgyttend
to become emotionally and mentally attached tootiganization and therefore more willing to engagestra-
role behaviours because of loyalty.

Objectives of the Sudy
« To determine the predictive relationship betweeaganizational culture and OCB

as

* To find out the extent to which Organizational oud+OCB relationship is moderated by organizational

tenure of employees
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Literature Review
Organizational Citizenship Behaviour (OCB)

Theoretically, the term OCB is credited to the ngement guru Chester Bernard who in the 1930s
conceptualized it as “extra-role behaviours”. Sitteen, the term OCB or extra-role behaviour hasaiaed in
the lips and psychic of researchers in the fieldnahagement and industrial and organizational pdggly.
Extra-role behaviours which is now christened OG@Bedsignificantly from in-role behaviours in thathile in-
role behaviours are required or expected behavionesis supposed to perform and constitute thesfasi
regular and on-going job performance, OCB is disanary behaviour and therefore is not recognizétimthe
organizational reward system (Katz & Kahn, 1978; cKlanzie, Podsakoff & Fetter, 1991; Podsakoff,
MacKenzie & Bommer, 1996; Turnispeed, 2002). Failtw perform in-role behaviours attract some forfim o
punishment but failure to perform OCB does notaattiany form of punishment because in the opiniovam
Dayne (1998), OCB is (a) not specified in advangade prescriptions, (b) not recognized by formalvard
systems, and (c) not a source of punitive consempsewhen not performed by job holders. Despite thisearch
on the subject matter of OCB has been embracedhigthlevel of enthusiasm by researchers aboutdseades
ago (Bateman & Organ, 1983; Organ, 1988). OCB hesnbdefined as “Individual behaviour that is
discretionary, not directly or explicitly recognizeby the formal reward system and that in the agpgee
promotes the effective functioning of the orgari@at(Organ, 1988, p.4). In this study, OCB is defims any
behaviour of discretionary nature, performed byratividual voluntarily or willingly which has neidr reward
nor punishment as a consequence. OCB has beenptoalized as a multidimensional construct with five
distinct components namely; altruism, conscientiess, sportsmanship, courtesy, and civic virtuegd®r
1988). Altruism refers to behaviours directed tadgahelping or cooperating with other employeesaicefto
face interactions on organizationally relevant éssie.g., helping new colleagues and freely givinge to
others).

OCB has been conceptualized as a multidimensiomastouct with five components identified as: akmij
conscientiousness, sportsmanship, courtesy, arnd eidue (Organ, 1988). Altruism refers to behawi®
directed towards helping or cooperating with otemployees in face to face interactions on orgaiozally
relevant issues (e.g., helping new colleagues e®lyf giving time to others). Conscientiousness. @eneral
compliance) involves employees going beyond thérmim requirements of the organization (e.qg., effitiuse
of time and going beyond minimum expectations).r&meanship has to do with the willingness of an leyge
to tolerate the inevitable inconveniences and intjpos of work without complaining (e.g., avoidsneplaining
and whining). Courtesy deals with employee’s adidirected toward the prevention of problems entzred
by work associates (e.g., advance notices, remshded communicating appropriate information). €Wirtue
this has to do with an individuals’ participatiam the political life of an organization in a respisle manner
(e.g., attending meetings, keeping up with the ghanin the industry that might affect the organgt
Together, these dimensions sum up to OCB. In viéthis, we adopted this multidimensional framewaik
OCB, though we measured it as unipolar construatgushe multidimensional scale comprising the five
dimensions spelled out by Organ (1988).

Organizational Culture

Organizational culture is the life blood of an argation because it shapes and directs behaviowrards the
desire destination of the organization. A plethofalefinition of the concept of organizational cumé exists.
Central to all these definitions are shared belaid perceptions of the organization. Organizaticudture
represents the core values, assumptions, normbéelieds shared by members in the same organiz@bart,
2005). Similarly, Kotter and Heskett (1992) viewedlture as the values and behaviours of all permiane
members of an organization that persist over tintevahich newly employed staff acquaint themselviék and
adopt (p. 4). Schein (1990) expressed that, iaipdttern of basic assumptions developed to cofreproblems
that has worked well enough to be valid and tatghiew members” (p. 12).

In terms of measurement, organizational culturelfe®n viewed as a multidimensional construct withotars
identifying four distinctive dimensions (Harrisoh972; Quinn & McGrath, 1985; Quinn & Rohrbaugh, 198
1983; Ogbonna & Harris, 2000). Harrison (1972) tdfed the dimensions as: task orientation, roliemtation,
power-orientation, and person-orientation. Othexentified the dimensions as: flexibility/stability,
internal/external orientation (Quinn & McGrath, B9&uinn & Rohrbaugh, 1981, 1983); and finally, ©gha
and Harris (2000) identified community, competifivenovative and bureaucratic as organizationatucel
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dimensions. Though labeled differently, the dimensihave commonalities. The researchers howeved, the
scale developed and used by Ogbonna and Harri9)260measure organizational culture, hence theldab
community, competitive, bureaucratic and innovatisgre used.

Relationship between Organizational Culture and Performance of OCB

Empirical evidence on the relationship between oigional culture and organizational culture wasnd to
either be non-existent or negligible (Mohant & Ra2012). However, a modicum of evidence at leasinfr
cross-cultural studies on the link between cultamd OCB exists. In the view of Pain and Organ (20€¢
engagement in OCB may be influenced by culturatexinin several ways. Hofstede (1984) intimated tha
individualistic cultures, individuals primary comoeis about themselves and their families only whih
collectivist societies, tight social structures @@es an important source of cohesion in which peeppect
their group to be responsible for looking aftemthi@ exchange for their absolute loyalty. Reseatutwed that
participants from collectivist cultures such as Bdfong and Japan were significantly more likelypgrceive
the sportsmanship dimension of OCB to be a requrgnof the job than participants from individuatist
cultures like Australia or the United States. Algmrticipants from these collectivistic culturesurid the
perceived courtesy dimension of OCB to be an irtiegart of the job than participants from indivitlsc
cultures (Lam, Hui & Law, 1999). Finally, researchvolving 344 participants from manufacturing
organizations, IT firms and banks showed that degdional culture significantly related with OCB=(722,
p<.01) (Mohant & Rath, 2012).

The M oder ating Effect of Organizational Tenure on the Relationship between Organizational Culture and
OoCB

Organizational tenure has the propensity to raaulbhe development of affective bond between theleyee
and the organization that he/she works for. In vidwthis, the researchers are of the greatest ctbonithat, the
exhibition of behaviours whether positive or negatraries as a function of organizational tenuneghk opinion
of March and Herbert (1958), organizational terigr&rongly connected to organizational identifizatbecause
long tenure employees tend to be people who fewl fost of their needs are satisfied by the orgdioa.
Current evidence in the scholarly world substaetiahe position taken by researchers in the 1a&®0's3(Mael
& Blake, 1992). Thus, long tenured employees tendemonstrate high sense of responsibility ancelgrgee
themselves as part and parcel of the organizatigainst this backdrop, the researchers expect that,
organizational tenure will moderate the relatiopdhétween organizational culture and performanc®@®©B in
organizations such that organizational culture-pizgtional citizenship behaviour relationship woube
stronger for long tenured employees than for stesrired employees.

With notable exception of psychological contratgrature, there is no available empirical evidemicehe extent
to which organizational tenure influence culturerkydace behaviour relationships. It is imperatiee Have
research based evidence on the extent to whicmizag@onal tenure affected culture-OCB relationsgipen
that, being a veteran (long tenured) in an orgaioizenas significant implications on behaviour thaot being a
veteran. Tenured employees demonstrate high sehdeelongingness and commitment to work in an
organization not because of the monetary reward teeeive from the organization but largely becaofsthe
affective bonds they have developed for the orgditim over-time as well as the continued employment
(Rousseau & Parks, 1993). Thus, long term commitmredationship between the employee and organizdtas
the propensity to produce positive attitudes ardettore engagement in positive behaviours by thel@yee. In
view of this, highly tenured employees’ attitudedabehaviour will be more stable than shortly tedure
employees, and less contingent upon employer adrfinéfillments (Rousseau & Parks, 1993). Evidefroen
Attraction-Selection-Attrition theory revealed thdtighly tenured employees are citizens of orgditna
because they ‘feel at home’ as a result of the repee of better person-organization fit (Schneid&sldstein

& Smith, 1995). Accordingly, highly tenured emplegeare more likely to engage in organizationafeitship
behaviour because of this issue of better persgarization fit and ‘feeling at home’ than shortBnured
employee who because of poor person-organizaticardi not at home yet and therefore less likelthiok of
perform extra-role functions in the organizatiorg(& Feldman, 2010).

Consequently, the stability of positive workpla@hhviours such as work engagement, OCB, lower tioteito
leave tends to be stronger for highly tenured eygss than for shortly tenured ones. Empirical evigefrom
meta-analysis study provided strong support fas tinclusion (Wright & Bonett, 2002). SpecificalWyright
and Bonett (2002) observed that, the relationskigveen commitment and performance sharply decresgkd
tenure with performance highly dependent on orgdiinal commitment of short tenured employees tioan
long tenured employees. In a similar study, Brad2§07) observed that teachers with high orgarupati
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tenure did not find job control as an importantfeufgainst the negative effects of job stressaorstmin than it
was for short tenured teachers. These studies tealed that, organizational tenure of employess the
capacity to strengthen or weaken relationship betvwariables over time.

According to scholars, different factors drive ti&haviour of short and long tenure employees, wetiprocity
(Wright & Bonett, 2002) and loyalty (Rousseau & I&ar1993) driving the behaviours of short and ltengure
employees respectively. The concept of organizatityalty linked to highly tenured employees isisistent
with the central position of Human Capital TheoBe¢ker, 1962; Ng & Feldman, 2010). The Human Cépita
Theory postulates that, highly tenured employeesl e be employees who have accumulated more firm-
specific task-related knowledge and skills, moreedlto the organization, know the norms of the wiggion as
well as work climate very well, and therefore theghaviours are not dependent on exchange relatmmbut
more on habits and routines (Hunter & Thatcher,7200

Statement of Hypotheses
« Organizational culture will significantly and pasély predict the performance of OCB

e Organizational tenure will significantly moderake torganizational culture-OCB relationship such tha
the longer the tenure, the stronger will be theucalOCB relationship than when organizational tenu
was short

Conceptual Model of Hypothesized relationship between variables

Organizational
Tenure

Organizational
Culture

M ethodology
Research Design

Cross-sectional and correlational research desiggre employed to investigate the predictive retetiop
between organizational culture (independent vagjadhd OCB (dependent variable) and the extenhiohwthe
relationship is moderated by organizational ternfremployees (Moderator). These designs were apptep
for the study because the study sought to deterthi@eextent to which differences in organizatioteaiure
affected culture-OCB relationship in organizationith data from employees with different tenure airgle
point in time via questionnaire. Similarly, the easchers sought to determine the predictive reiakip
between culture and OCB, making the incorporatiboasrelational design into the research approeridhe
study was purely quantitative as reliable resegugstionnaires were used to collect data from Hrégipants
in the study.

Sample Size and Sampling Techniques

Two Hundred and seventy-seven (277) participant® we/olved in the study. The researchers adopteea
stage sampling process. The first stage involvéztgen of organizations (banks) and the secongesitavolved
selection of participants. Non-probability samplistgategy was used to select the banks and pantitspn the
study. The organizations and participants werecgadeconveniently as organizations and participasis were
interested in the study and had time to complegeréisearch instrument were selected. The sam@ewsis
adequate for the regression analysis conductdusrstudy. The sample drawn for the study was predantly
males (53.4%) with 46.6% being females. The larggonty of participants had worked in the organiaatfor
Syears or less (61%), 24.2% had worked for betwéeand 10 years while only 14.8% had worked for Atye
and more. In terms of education, the majority Hméathelor’s certificate (50.2%), 23.1% hold HND ferate,
19.9% hold master’s certificate, and 6.9% hold Dig®tificate. Finally, in terms of job position, 636 of the
participants hold non-managerial position while586.hold managerial position.

Research Instruments
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Questionnaire was used to collect data from paditis in the study. Organizational culture was mesasusing
the scale by Ogbonna and Harris (2000). It is atd®-scale with four sub-scales of innovative, camity,
competitive and bureaucratic culture respectiv@élgch subscale has 4-items. The reliability valumstlie
subscales and organizational culture as a wholeiradt in their study were: innovative cultuses), community
culture @=), competitive cultureo=), bureaucratic culturen€), and organizational culture as a whale)( The
items on this scale are anchored on a 7-point respdormat ranging from strongly agree (7) to sitpn
disagree (1).

Organizational citizenship behaviour was measured with a mixed scale. Together, tHesoseasured the five
dimensions of OCB. The OCB scale by MacKenzie, Bkaof§ and Fetter (1993) which contains 12-items and
measures four out of the five dimensions and MaeiesiPodsakoff and Paine (1999) two-item scaleherfitth
dimension of OCB (courtesy) were used to measur®.0e dimensions and their reliability coefficient
obtained were: altruismo£.75), sportsmanshipaf.88), civic virtue ¢=.75), conscientiousness<.83), and
courtesy ¢=.88). Apart from the courtesy dimension which Ihad-items, the other four dimensions had three-
items each. Together, these five dimensions med3Gi. Thus, the reliability coefficient for OCB aswhole
was 0.82. The statements on the scale were ancbaradb-point likert scale ranging from stronglye(5) to
strongly disagree (1) with higher scores showinghhtommitment to demonstrate extra-role behaviaunc
lower scores lower commitment to perform extra-tudaviours.

Organizational tenure was measured using a single item. Participante weguired to indicate the number of
years they had been in their current organization.

Procedure

Institutional approval was sought from all the angations involved in the study through the Humas&urce
Department. The questionnaires were administeredalogl to all the participants selected for the ywst(dhree
Hundred (300) questionnaires were administered,obuthich 277 were fully completed and returnecthe
researchers. Thus, a response rate of 92.3% wamedtht This response rate was above the acceptabihold
of 60% for research. The researchers attached apwéb the questionnaires and instructed thatgiaits put
the completed questionnaires into the envelop &adl §his was done to ensure confidentiality opoeses
provided. Clear instructions regarding completidntiee questionnaire and ethical issues such agnmd
consent, confidentiality, voluntary participationdainstitutional approval were provided. Eight (8eks was
used to collect the data for the study.

Pilot Study

The research instruments were pre-tested to ascén&r suitability for the current study and atsodetermine
their reliability coefficients. To do this, the ezgchers selected 30 participants conveniently fringle bank.
Analysis of the pilot study showed that, particifgafound all the items suitable. In addition, thdiability
coefficients of the scales showed that all the escalere acceptable for statistical analysis in Ginaian
context. The reliability coefficients obtained ftire variables were: organizational cultuee.806) and OCB
(.786).

Results

Some initial analyses were conducted to satisfyesoritical assumptions underlying regression ansly3ata
screening were conducted to check for normalibedrity, homoscedasticity and multicollinearity andensure
that these assumptions were satisfied in the sflidg.data showed that, some of the variables wederated
skewed, however, this was not found to be problemtlie regression analysis given the large sampke s
(n=277) in the study. According to Tabacknick andeft (1996), sample size of 150 and above suggésts
normality is not a problem. The conditions for Bnigy and homoscedasticity were met in the studye T
hypotheses were tested using standard regressibhi@mrarchical multiple regression tests. The dipeedictive
relationship between organizational culture and Q@B tested using Standard Multiple Regressionenthié
moderation analysis was conducted using hierarchiwaltiple regression test. To reduce the effect of
multicollinearity, the independent variable (orgaational culture) and moderator (organizationauteh were
centred (Cohen, 1968). As shown in Table 1, le¥etducation (r=.190, p<0.05) and job position (886,
p<0.05) related significantly to OCB. However, s#i®d not significantly relate to OCB. In view of shithe
researchers controlled for level of education atdgosition in the regression analysis.
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Tahle 1: Comelation Matnx ofthe Relatio nchip hetween Variahles

WVariahles 1 2 3 4 5 &
Sex -

Edication 025 -

Joh Pasition el - 385 -

Organimational Temre 029 2997 3427
Orzarmizational Culture -.114 027 053 070-

QCH 054 A907  -38s 2230 3450 -

Standard mgressiom amabrsis test was conducted to detemumne the predictive relatonship bebareen
orgaruzational malture axnd OCE. The resalt 15 shownin Table 2.

Tahle 2: Standand Muhple Repression ofithe Eelatinnchip hetween Organirational Cubure and OCH

E SEf B

1 (Constant) 49137 459 ;

Crganizational malhare d7E 029 3457

Fi=345, " pe 01

A5 shown in Table 2, orgaruzatymal oubhoe sizmufieatly and postivelyr predicted the parfonnance of OCE.
Organtzational oubore acoomted for 34 5% of the vanance m OCE. In additon, crzamiestional
mlture-COCH modalwras found to be significant in this study [F o 27, =37 035, p=0.05].
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Tahle 3: Hherarchical Mubiple Eepression Resuli of Orpandrational Tenume as Fodersior on
Organizaiional Cubhoe- O CEH Relatiorne hip

b SEp 5]
1 [(Constant) 37.e92 2823 -
Education Ag0 SRA 042
Job Position -A.185 1.017 -3877
2 [Constanf) al.203 26820 -
Education 026 G52 003
Job Position -A.811 240 -4047
Crganizational Cultore 188 027 388"
3 (Constanf) al.047 2.6820 -
Education -.102 SEl -.010
Joh Position -f.4%4 24 -3857
Crgamzatioral Coltore 187 ozy 3817
COrganizational Terre 7533 Al5 068
4 [Constant] al.31% 2.590 -
Edncation -.1la3 S55 -.017
Job Position -6.501 262 -386
Crgamzational Cultorve 208 ozy 3897
Crgamzational Ternre 234 A08 034
Culture X Ternre -.0=0 sz -1477

FP= 151, 282, 286 & 306 forsep 1, 2 3 & 4 repeatvelyy ARC= 151 1532, 004 & 00 forstep 12 5
& dracpeetively, ~ p= 001

The prediction that organizational tenure will sfggantly moderate organizational culture-OCB redathip
was supportedpE-.147, p<0.05). The moderation model was also dotm be significant [Rs, 276)=23.913,
p<0.05]. The interactive term alone (culture X ten)uaccounted for 2% of the variance in OCB.

Discussion
The intention to and actual performance of a paldicbehaviour is greatly influenced and therefdoes not
occur by chance. The engagement in organizatioti@egship behaviour is certainly facilitated byns®
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organizational variables. The researchers in thidyssought to find out the relationship betweegaoizational
culture and OCB and the extent to which the retestidp is moderated by organizational tenure of eyg#s.
As expected, the researchers found organizationi@ire to significantly and positively predict OCBhis
implies that, favourable organizational culture @mages the performance of OCB in organizationds Th
finding which was obtained from sample organizagiamthe Ghanaian banking industry corroboratedipus
findings (Mohant & Rath, 2012; Pain & Organ, 2000he empirical evidence obtained from the Ghanaian
context clearly indicates that organizational adthas the tendency to attract and encourage therdstration
of positive workplace behaviours such as OCB frdma tank and file of the organization. This outcoime
plausible because organizational defines acceptatde unacceptable behaviours, encourage and dagp®ur
positive and negative behaviours respectively, alsd provide the right ambience for engaging irraekble
behaviours in organizations.

The study also revealed that organizational tensignificantly moderated the relationship between
organizational culture and OCB in the Ghanaian anindustry. This empirical evidence is consisteith the
Attraction-Selection-Attrition theory (Schneidet al, 1995), the Human Capital theory (Becker, 196g; &
Feldman, 2010) and other research based findings &NFeldman, 2010; Rousseau & Parks, 1993). The
evidence gathered in the current study is deepterbin Attract-Selection-Attrition and Human Capitheories
which demonstrated that the performance of cenpaisitive behaviours by employees in organizatiores a
influenced more by the number of years they haagest in the organization. Specifically, by theseoties,
long tenured employees behave like citizens, detreeshigh level of commitment and therefore voduihy or
willingly go the extra mile in the performance dietr duties. Similarly, long tenured employees dest@ate
high level of loyalty and therefore engage in sdrabaviour without the intention of reward (Rouss&a®arks,
1993). Thus, though organizational culture was irgu in performing OCB, since such behaviours raot
rewarded, the probability that an employee wouldage in it is greatly influenced by tenure such tbgalty
rather than reciprocity because an important drdfextra-role behaviours in organizations. Thugture-OCB
relationship was stronger with long tenured empésynan short tenured ones.

Limitations

The present study is not without limitations. Thesidns utilized in the study could only help theearchers
establish a link between the variables in the studywever, it was impossible to suggest cause-effec
relationship from these findings. Thus, though aigational culture was found to significantly pretdDCB in

the banking industry of Ghana, it does not traestat that fact that culture caused the engagenme@GB.
Similarly, though the findings provided a good pret of the link between the variables in the Ghamianking
industry, attempting to generalize the findingsotber organizations such as telecommunication,ramae,
educational and extractive firms in the Ghanaiagif®ss environment is impossible as the study didntlude
them.

Recommendation for future Research

The empirical evidence gathered in this study mtesian important caveat for future research. ilnjgerative
that researchers consider personality variablesh sas the Big-Five factors (e.g., conscientiousness,
agreeableness, openness to experience, extravenstbneuroticism). Also, examining the link betwesstf-
efficacy and OCB or the moderating role of selfeffy on culture-OCB relationship was required utufe
since people with high level of self-efficacy geadbr have high success rate in terms of task perdmce than
those with low self-efficacy. Investigating thesariables using different organizations such as ranste,
educational institutions and telecommunication oizgtions would help entrench the findings in adoker
manner in the Ghanaian business environment.

Conclusion

The exhibition of behaviours in organizations daes occur by chance. Largely, behaviours are tatdd by
some antecedents. The study sought to find ouptedictive relationship between organizational unétand
OCB and the extent to which the relationship is erated by the organizational tenure of employeeawmikcal
evidence gathered in this study showed that, orgéipnal culture significantly and positively pretdid
engagement in OCB. This means that, cultures thabwage innovation, sense of togetherness, pesitiv
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competition and relevant structures and procedwere ideal in encouraging employees to performaepdfes
in organizations. Similarly, it was observed thae torganizational tenure significantly moderate@ th
relationship between organizational culture and e banking industry of Ghana. This findingdnsistent
with Attraction-Selection-Attrition and Human Caglitheories which suggest that highly tenured eyess are
citizens of organizations and therefore demonstnagh level of commitment to performing duties ewmriside
their job descriptions. The implications of thegedings for organizational practice are highly enous. The
culture of an organization should be an incentiverecipe for the exhibition of positive behaviours
organizations. Indeed cultures that play a faditith rather inhibiting role in terms of the display§ positive
behaviours should be encouraged. Against this hapkdhe culture of organizations should glue emypés to
the organization, empower, and create the spidineihess among the workforce.

References

Baum, T. (2006).Human resource management for tourism, hospitadityd leisure: an international
perspectiveLondon: Thomson, London, pp.81-109.

Becker, G.S. (1962). Investment in human capitathéoretical analysislournal of Political Economy, 7®-
49.

Bradley, G. (2007). Job tenure as a moderatorre§ststrain relations: A comparison of experienmed new-
start teacherdNork and Stress, 248-64.

Cheung, C. (2006 The impact of employees’ behaviour and the itagibn of total quality management on
service quality: a case study in the hotel industoyppublished PhD Thesis, Glasgow: University of
Strathclyde.

Deal, T. E., & Kennedy, A. A. (1982Lorporate Cultures: The Rites and Rituals of CogierLife, Reading
MA: Addison-Wesley Publishing Company.

Harrison, R. (1972). Understanding your organizaticcharacterHarvard Business Reviewjay-June, 119-
128.

Hunter, L.W., & Thatcher, S.M.B. (2007). Feeling theat: Effects of stress, commitment and job é&pee on
job performance Academy of Management Journ@Norking Paper No. 377). Zurich, Switzerland:
Institute for Empirical Research in Economics, Wmsity of Zurich.

Hemdi, M. A., & Nasurdin, A. M. (2005). Proceduialstice, citizenship behaviour and service qualéy:
agenda for hotel®roceedings of the APA CHRIE, Conference, Kualapwipp.589-598.

Hofstede, G. H. (1984)Culture’s Consequences: International differencedNork-related Valug (Abridged
edition), Beverly Hills, CA: Sage.

Katz, D., & Kahn, R.I. (1978)The social psychology of organizatio2nd ed.). New York: Wiley.
Kotter, J.P, & Heskett, J.L. (199Z}orporate culture and performanchew York: Free Press.

Lam, S. S. Hui, C. & Law, K. S. (1999). Organizatid citizenship behavior: Comparing perspectives of
supervisors and subordinates across four intemmatgampleslournal of Applied Psycholog§4 (4).

Mackenzie, S. B., Podsakoff, P. M., Fetter, R. (199rganizational citizenship behavior and objexrti
productivity as determinants of managerial evatreti of salesperson’s performanegrganizational
Behavior and Human Decision Processes(B0

Mael, F., & Blake, E.A. (1992). Alumni and theirngd mater: a partial test of the reformulated maoafel
organizational identificationlournal of Organizational Behaviour, (&3, 103-123.

March, J.G., & Herbert, A.S. (1958)prganizations New York: Wiley.

Mohant, J. & Rath, B.P. (2012). Can OrganizatioBallture be a Predictor of Organizational Citizepshi
Behaviourdnternational Journal of Innovation, Management arethnology, @): 76-79.

Ng, T.W.H., & Feldman, D.C. (2010). Organizatiotehure and job performanc#urnal of Management, 36,
1220-1250.

Organ, D. W. (1988).0Organizational citizenship behaviour: the good $idsyndrome Massachusetts:
Lexington Books.

Paine, J. B. & Organ, D. W. (2000). The culturaltmixaof organizational citizenship behavior: Some

81



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol No.26, 2013 STE

preliminary conceptual and empirical observantksnan Resource Management Reyitd(1).

Turnispeed, D. (2003). Organisational citizenshighdviour in the hospitality and tourism industriyi, (ed)
Kusluvan, S. Managing Employee Attitudes and Belavh the Tourism and HospitalittNew York:
Nova Science Publishers, pp247-262.

Peters, T., & Waterman, R. H. (198R).search of excellencélew York: Harper and Row.

Quinn, R.E. & McGrath, M.R. (1985). The transforioat of organizational culture: a competing values
perspective. In P.J. Frost, L.F. Moore, M.R. LoWsC. Lundberg, & J. Martin (Eds.prganizational
culture (pp.315-344). Beverly Hills, CA: Sage.

Quinn, R.E. & Rohrbaugh, J. (1981). A Competing \éal approach to organizational effectivendéashlic
Productivity Review, 5122-140.

Quinn, R.E. & Rohrbaugh, J. (1983). A spatial modeleffectiveness criteria: toward a competing ealu
approach to organizational analydi#anagement Science, ,2%63- 377.

Schein, E. (1990). Organizatior@allture. American Psychologist, 43).

82



This academic article was published by The International Institute for Science,
Technology and Education (IISTE). The IISTE is a pioneer in the Open Access
Publishing service based in the U.S. and Europe. The aim of the institute is
Accelerating Global Knowledge Sharing.

More information about the publisher can be found in the IISTE’s homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

The 1ISTE is currently hosting more than 30 peer-reviewed academic journals and
collaborating with academic institutions around the world. There’s no deadline for
submission. Prospective authors of IISTE journals can find the submission
instruction on the following page: http://www.iiste.org/journals/  The IISTE
editorial team promises to the review and publish all the qualified submissions in a
fast manner. All the journals articles are available online to the readers all over the
world without financial, legal, or technical barriers other than those inseparable from
gaining access to the internet itself. Printed version of the journals is also available
upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

Recent conferences: http://www.iiste.org/conference/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e BSCO INDEX@ COPERNICUS
ros INFORMATION SERVICES DN RSN B LI AR

@ vmensyize sourmaocs @

£z Elektronische
@0® Zeitschriftenbibliothek

open

GEORGETOWN UNIVERSITY

LIBRARY



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/
http://www.iiste.org/conference/

