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Abstract

Research into organizational citizenship behavitas engaged the attention of Industrial and Orgaioizal
Psychologist in recent times with a lot of focuyated to identifying the antecedents of such behagi The
researcher sought to determine the extent to whigjagement in organizational citizenship behavivas
influenced by perceived organizational climate arghnizational tenure of employees in the bankiystry of
Ghana. Using correlational and cross-sectional esurdesigns, the researcher drew 152 respondents
conveniently from the banks involved in the studgarson Product-Moment correlation and Indepertsiests
were the statistical tools used for the analysithef2 hypotheses. Analysis of results indicates émployee’s
perception of organizational climate positivelylirdfhced OCB. There was no significant relationdfepyveen
bankers’ organizational tenure and OCB in the Glamaontext. This study provides human resource
practitioners with insights into the relationshiptlween perceived organizational climate, tenure @6® as a
desirable work attitude. The implications of thedst are discussed.

Keywords: Social Exchange Theory, Organizational Climate,aDigational Tenure, Organizational Citizenship
Behaviour, Ghana

1. Introduction

Organizational Citizenship Behaviour (OCB) is a stonct that enjoins employees to willingly exceadgo
beyond their formal and principal job requiremef@gan & Ryan, 1995). The increasing downsizing and
complexity of jobs suggests that there is moreadncthe workplace and fewer people to do it theer defore.

In today’s dynamic workplace, flexibility and inratweness is increasingly becoming critical esgscia most
service oriented organizations (Robbins, 2005)séggested by Organ (1988), the effective functigroh an
organization depends on employee efforts that edeyond formal role requirements.

A number of studies (e.g. Brockner & Wiesenfeld9@Phave considered how other predictive variapbds up
with organizational climate to predict some orgatiamal outputs. With reference to Ghanaian orgeiuns; a
critical review suggests that several dimension®6B, such as altruism, conscientiousness, and giviue,
may match the norms of a collectivistic societytsias Ghana (Hofstede, 2001; Nukunya, 2003). Thidyst
however, is principally investigating organizatibieimate and organizational tenure and a differemtcome
variable (i.e. OCB) among banking organizationsGhana. Specifically, to what extent do Organizatlon
Climate and Job Tenure influence employees’ dematish of OCB in Ghana? The service industry of &ha
seem to be more open to international competitiod as people to people interaction in most sector
organizations of Ghana rapidly keeps growing, nengployees are expected to be self-regulating. leffamt to
embrace quality service provision amidst competjtimost service oriented organizations have inanghs
greater expectations for workers to become sedfetird. That is to say the individual employee isstexpected
to decipher and solve problems on their own inyéagrout their work. Such improved customer respaTgess
demands that employees become innovative, maksidesifaster, unlock their creativity and manag=#dto
these changing customer demands.

The rationale for the study is principally spurtgdthe flagrant scantiness of empirical literatarejob tenure
and organizational climate perceptions togethduénfce bankers performance of OCB among Ghandliaiss.
therefore important that a study be done to examwimikers perception of their work atmosphere amdetktent
to which they would go the extra mile to perfornassigned roles in the organization.

Statement of Problem

Demonstrating OCB seems to be vital as many siganti changes in organizational structures and ipesct
have been taking place over the past two decadé&shama. In as much as the description of one’s work
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environment or situation may be directly affectgdhiis or her satisfaction with that environmenth@onesson,
1973), it is important that research attention bemto employees’ work climate in the growing seevsector
of Ghana. Schneider (1990) conceptualized Org&nizaitClimate (OC) as employee’s perceptions oftwha

organization is like in terms of practices, polgi@rocedures, routines and rewards. In a senganiaational
climate focuses on how organizational particip@xserience and make sense of their organizaticctsnésder,

2000). Climate as a concept does exemplify undedstg the psychological phenomena in organizatitms

similar vein, the organizational tenure of an ergpl has the tendency to influence the employeé&sttanent
to the organization and hence, desire to engagesitive behaviours in the organization. Thus, rieearchers
anticipate that, high tenure employees would goetktea mile to engage in other activities in thgamization

apart from their officially assigned tasks. Agaiikts backdrop, the researchers examined the imfeieof

perceived organizational climate and organizatioe@alire on OCB in the Ghanaian banking industry.

Objectives of the Study

* To ferret out the relationship between Organizatid@iimate and OCB.

* To ascertain whether or not tenure of Ghanaian eyegls tend to promote their OCB
Literature Review
Theoretical Framework

The study was grounded in the social exchange yh@&dau, 1964). By Blau’s (1964) argument, societlgange
usually occurs when individuals provide valued g to others, others typically respond with daierevel of
obligation in response to and exchange for theseices. According to him, it encompasses the vaont
exchange benefit that occurs between two partipecgally between an employer and employee. Theakoci
exchange theory mentioned by Blau (1964) tenddfey an explanation that forms the theoretical basithis
study. Similar sentiments about social exchangertherere expressed by scholars that, the relatiprizttween
an organization in general and its members hagasingly been conceptualized as one of an exchavite,
mutual obligations occurring on the part of thetiparto exchange (Aryee & Chay, 2001). Organ (1988)
instance proposed a social exchange explanationreltheemployees perform citizenship behaviors to
reciprocate the fair treatment offered by the oizmtion. Predicated upon the social exchange petispe he
also proposed an explanation whereby employeesnpei®CB to reciprocate the fair treatment offergdfeir
organizations.

Review of Related Studies

Biswas and Varma (2007) designed a model to testafationship between psychological climate angdleyee
performance with OCB and job satisfaction as medjatvariables in the Indian environment using 357
managerial employees in the manufacturing and cergectors. Their aim was to understand better the
conditions that foster high levels of in-role andra-role performance. Biswas and Varma (2007)vdidl in
carrying out such a study in a collectivist cultusetting and in a country experiencing many work
environmental changes. These notwithstanding, mifiignt majority of the respondents were males48%).
Over reliance on data obtained from a predominamye sample constrains the generalizability odifigs to
women. Research evidence suggests that reactigustime perceptions are moderated by gender. ¥ample,
Brockner and Adsit (1986) reported that men tendb@omore sensitive to issues of distributive justihan
women.

On another note, respondents in their study werecuives/managerial cadre employees limiting the
applicability to only a section of the organizati@ther than the general workforce. Managers aendhgged
with management and usually given some incentiVied tnay have affected their in-role and extra role
performance. The present study targets both priavadepublic workers (general work force) and a prapnate
male/female ratio to test the relationship betweerk climate and OCB.

In a survey conducted by Kangis, Gordon, and WilBa(2000), organizational climate was found to be
positively related (p < 0.01) to corporate perfonce of employees in ‘above’ and ‘below’ averageustdal
organizations. However, additional findings revdatleat companies performing above average showgtehi
values on organizational climate dimensions thasehperforming below average. From this studys ifjuite
intriguing to ask whether organizational climate calates to extra-role performance (OCB) and ust in-role
(corporate) performance. Kanget al (2000), concentrated on industrial organizatiomshis research on
Climate and a different outcome variable. The prestéudy is conducted in a different organizatiosetting-
(banking sector) in Ghana to ascertain whetheirfigglwill be the same.
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Guion (1973) argued that a perceived climate covekboth the attributes of an organization andethafshe
perceiving individual and that as most often coneej climate was simply an alternative label fdieetive
responses to organization. Borucki and Burke (198&yied out a study to illustrate the idea tihat leader or
supervisor tend to be a climate agent within tlgapization. In their study of climate, the impoxarof service
to managers was related to employee perceptiotieeafervice climate. He concluded that managerdesuters
are largely responsible for communicating meankgumann and Bennett (2000) in their recent studydo
that agreement among workgroup members on climatestronger when the supervisor was seen as visible
implementing organizational procedures and enfgrpilicies.

In their research in South Africa, Castro and Mert{2009) tested the relationship between orgdarzait
climate and job performance using a conveniencepkaraf 696 employees from a population of 1453
employees working in three regions in which theaoigation was operational. The results indicatesirang
positive correlation (r = 0.813, p < 0.01) betwemganizational climate and the dependent varialbl@lo
satisfaction. Castro and Martins (2009) suggestatlline managers and human resource practiticaiengld be
aware that different biographical groups have diffic needs that can influence their work behavar different
perceptions of the climate within the organizatidhese other work behaviors may include finding oy
climate impacts on employee’s willingness to godrelytheir formerly prescribed roles.

Brown and Leigh (1996) examined the effects of alendimensions of management support, clarity, self
expression, contribution, recognition, and chaleendhe outcome measures included three measures of
performance—sales volume, extent of technical kedge, and administrative performance. The reseeche
found that climate perceptions of support and doution were significantly related to the variouri
performance measures, whereas measures of sedssigm and recognition were not. Given the extdnt o
Brown and Leigh’s (1996) dimensions, the presemtlystaims at incorporating participative decisionking,

level of autonomy, supportive leadership, goal coegce and professional growth to ascertain thengéxb
which these dimensions relates to other work ougsuch as OCB.

Based on the literature reviewed and the objecst&ted above, it is hypothesized that;

1. An employee’s perception of organizational climat# have a significant and positive relationship
with his/her displayed OCB in the Ghanaian setting.

Tenure and Organizational Citizenship Behaviour

It is often intuited that employees who remain inaxganization longer gain more knowledge of thelr and

the organization and thus perform at a higher I#vah employees with less tenure. Organizationaireeis a
common factor considered in administrative decsismch as offering promotions and awarding raisdsother

fringe benefits (e.g., pensions, vacation days,afiggganizational leisure facilities) (Cohen, 199esearch by
Park and Sims (1989) studied whether OCB affectethption decisions. They found out that OCB cleavhs

linked to initial considerations for managerial pioss.

Organ (1988) originally suggested that the higherranks of an organizational member, the moreuskffare
the expected role related obligation of that memEenployees who have stayed with their organizatifom a
longer time are more likely to have embedded mfstiips (Rousseau & Parks, 1993). This view sees th
individual as identifying with the organization artlerefore, committed to maintaining membershiptosue
his or her goals. Longer-tenured employees are tgebave gained mastery and confidence in perfagrtieir
jobs and will likely exhibit positive attitude toosk (Mowday, Porter, & Steers, 1982). Mowdetyal (1982)
also mentioned that longer-tenured employees regtitides that generate legitimacy for their gasthavior
and thus have stronger ties that yield OCB witlir tbeganizations.

Cohen (1993) argued from his meta-analysis that agd tenure are considered important correlates of
organizational commitment. The relation between &@ age was strongest for the oldest tenure supdyou
weaker for younger tenure subgroup (Cohen & Lowemb®990). Results demonstrate that the OC anddenu
relation is higher in the early age group (up tge@rs, r = 0.24) than for the total for the othareer stages.
Cohen (1993) argues that in later career stagaspomy do psychological and behavioral linkagesrape to
produce commitment on the part of the individualt btructural variables such as investments anki ¢dc
opportunity elsewhere may combine to cement théviehdal's attachment to the organization. Theirgen
experience with the organization can lead to digroa diminution through the development of affextiv
commitment to the organization. In a sense, Cdti®a3) attributes the seemingly discretionary &otsther
factors other than experiences acquired over thae. YReichers (1986) concluded that the commitmentdrey
newcomers in organizations is partly so becausewefal and structural bonds may have not beenldped
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In a recent meta-analysis of the relationship betwerganizational tenure and three broad classgshof
behaviors: core-task behaviors, citizenship belayand counterproductive behaviors. Ng and Feld(aam0)

combined data from 350 studies which included pe250,000 research participants. Ng and FeldmaaQp
studies revealed that tenure best predicts perfacenhetween 3 and 6 years within an organizatisfter about

14 years, tenure is completely unrelated to peréome.

They also found that organizational citizenshipehétrs are best predicted by tenure in the firstahyears of
employment. While there was modest positive astiooidetween organizational tenure and task petdoce
and organizational citizenship behaviors, the heéftenure appears to drop as tenure increadas.pfesent
study runs contrary to the findings of Ng and Feddn(2010) by saying that there will be a significpasitive
relationship between employees’ job tenure and OCB.

Meyer and Allen (1984) proposed weak relations letw tenure and organizational outcome such as
performance and OCB. They argued that younger grapkbmay be more committed because of their awssene
that, with less work experience, they often hauwsefejob opportunities. As they gain experienceeratite
employment opportunities may increase. This deee#fse magnitude of the cost of leaving and thdtawing

no job. Meyer and Allen's explanation was suppoltgdMowday et al. (1982) and Rusbult and Farred83)
who emphasized the importance of the availabilitytiractive alternative job opportunities. Unasaility of
jobs should prevent some negative attitudes tovlaedjob and organization that would be possiblenény
opportunities were available. This study predictsoaitive relationship between an employees’ jolute and

his willingness to go beyond the formal call ofylut

In their study of the organizational justice andjarizational citizenship behaviors in the Portuguesntext
with sample of 269 employees, Rego and Cunha (2fa@®)d organizational tenure, schooling years, tlerof
supervisor—employee contact, and gender corralzéisantly with some justice and OCB dimensions.

Contrary to the above researchers, Cho’s (2008xpiaining the relationship between distributivstice and
perceived organizational support revealed that,leyese job experience was found to correlate paditiwith
OCB among the participants of the study. In viewhid, the researchers proposed that:

2. There will be a significant positive relationshipttveen Ghanaian bankers’ job tenure and OCB.
Method
Research Design

Correlational and cross-sectional survey reseaesigds were employed to determine the relationsatpeen
the independent variables (organizational tenuteaganizational climate) and the dependent vazi¢bICB).
Given that data were collected from participantthwlifferent organizational tenure at a single pairtime and
also the fact that the interest was to determing temure differences influence engagement in OGBss:
sectional survey design was found ideal. Similatthg use of correlational research design wasfigtas the
researchers sought to determine the predictivéiorkhip between perceived organizational climaté @CB.
The research was based on the quantitative approachuse data were collected via standardized rodsea
questionnaires.

Sample Size and Sampling Techniques

One Hundred and Fifty-two (152) participants wareolved in the study. Convenience sampling methad w
used to select the organizations and participantid study. The organizations comprised banksirgdance
companies operating within the Greater Accra Mailigpof Ghana. The sample comprised participants of
different sex, marital status and educational kev&k shown ifrable 1, the sample was predominantly made of
males (54.6%), with 45.4% being females. 64.5%heffarticipants were single while 35.5% were mdrria
terms of education, the majority had tertiary edioca qualification (78.3%), 17.1% had postgraduate
qualification while 4.6% had secondary educatioalifjaation.
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Table 1: Demographic Characteristics of Respondents

Variables Frequency Percent (%)
Sex: Male 83 54.6
Female 69 45.4
Marital Status: Married 54 35.5
Single 98 64.5
Highest level of Education: Secondary 7 4.6
Tertiary 119 78.3
Postgraduate 26 17.1

Total Number of Respondents (N=152)

Instruments

Organizational Climate perception of the bankers wme&asured with a 30-item scale by McMurray ef24104)
(0= 0.94) which was derived from Koys and DeCotii®91) organizational climate scale. The instrument
measures eight dimensions which reflect the kindliofate perceived in an organization. The dimemsiovere
arranged in the order as presented in the appefdig. eight dimensions included; Innovation (3 itgms
Recognition (4 items), Autonomy (5 items), Trustitms), Fairness (3 items), Support (5 items), €&3an (4
items) and Pressure (1 item). In the current sttekponses were scored on a 7 point rating scadgng from 1
(strongly agree) to 7 (strongly disagree). Samigims of the above questionnaire included ‘I schedoy own
work activities’, ‘my supervisor/manager is notdii to give a bad advice’ and ‘when | perform welmn
assured of being praisedi< 0.94).

OCB was measured with 19-item scale by Moorman Bladtely (1995) ¢= 0.89). Items were scored on a
seven-point response format ranging from (1) ‘daes describe my behavior at all’ to (7) describeg m
behaviour perfectly. Sample questionnaires inclutlelfend my organization when outsiders criticite a=
0.87).

Procedure

Institutional approval was sought through the HurRasource Department of the organizations involnetie
study. Permission was sought from the human resodepartments of the various banks of interest.eOnc
permission was granted, the researcher soughtfispdeimographical information about employees frtma
Human Resources Departments of the organizationis. Was to purposively select only those that rhet t
criteria for inclusion. In order to gain acceptarm®d make in-roads into the participants for theppse of
collecting data, research agents who were workmiscalleagues of the prospective respondents wergified
and briefed about the rationale for the study ishearganization. As there is intense competitioroagn
Ghanaian banks, employees become a bit incredwbasit giving information to strangers (in this case
academic researcher) for fear it may be used agtiam by way of blackmail. The research assistartle
became very important since the respondent’s maiicarn was trust; whether they could trust the gsepfor
which the information was collected. Hence, empésy@ere contacted and briefed about the reseandtthair
voluntary participation was sought. The questioresaivere accompanied with information sheet whiathireed
the purpose of the study, instructions for compbgtand returning the questionnaire as suggesteBalpie
(1998) and an envelope into which completed questizes were to be put and sealed. The envelops wer
attached to ensure that, confidentiality of paptits’ response was guarantee. Out of the 230iqueatres
distributed, only 152 (66.1 % response rate) usghbstionnaires were returned. Data collectioreth$or six
weeks. The collected data was subjected to staisthalysis.

Pilot Study
The scales in this were pre-tested to determinig fhétability and reliability for the study. Thiwas done by
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conducting a pilot study using a convenient sangfl80 employees from a bank. The result showed that
reliability coefficients obtained for the two instnents exceeded the acceptable threshold of Or7&dtistical
analysis (Nunnally, 1978). The reliability valudstained for the scales were: Organizational Clinfate 0.95)
and Organizational Citizenship Behaviour=0.90).

Despite the general acceptance of the items orsdhkes, some participants expressed concern regatio
meaningfulness of items on the organizational dénszale. Thus, some modifications were made teetitems
to make them more meaningful. For instance, ‘myesuipor’ used by McMurragt al (2004) was replaced
with ‘my supervisor/manager’. Also, item 27 whiabad ‘at my workplace, people pitch in to help eatter
out’ was adjusted to read ‘at my workplace, peaylingly help each other out’ in the present studihese few
modifications were made as a means of reducingtfeet of method bias in survey research as sugddsy
Podsakoff, MacKenzie, Lee and Podsakoff (2003).

Results

The major statistical tests used to analyze theotigses one and two was the Pearson Product-Moment
correlation coefficient test and standard multiggression as the researcher sought to examinelttenship
between organizational climate, job tenure and Od@wvever, the categorization schemes developeddhe
(1988) were used to interpret the magnitude ofifigsl presented as correlation coefficients; thecrijet®rs
were used as follows:

Table 1: Pearson’s Correlation Coefficient among ta Demographic and Study Variables

Measures 1 2 3 4
Tenure -

Age .700** -

Organizational Climate .049 113 -

OCB .074 .253** 273* -

**_Correlation is significant at 0.01 level (2-dl)

Table 2: Results of Standard Multiple Regression Aalysis for Organizational Climate as a Predictor of
ocB

Model B SH3 B
1 (Constant) 83.516 5.206
Organizational Climate  .124 .035 273%

R?=.132, *p < .01

As shown inTable 2, organizational climate significantly and positiveredicted organizational citizenship
behaviour §=.273, p<0.05). The overall model was found to igaiicant [F (1, 156) = 12.445, p < .01] with
organizational climate accounting for 13.2% of ¥heiance in OCB.

Discussion

It is important that one considers the implicatiagainst the milieu of the findings of the presstody. This
section discusses in-depth, the theoretical andtipsh implications of the study findings and eledies on its
usefulness to organizational practitioners in tideity administration.

Successful organizations need employees who withdee than their usual job duties and provide perémce
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that is beyond expectations. The organization bafltow certain principles of Organizational Céizship
Behavior to achieve its cooperate aims. These iplexemerge as antecedents of OCB.

Underpinned by an exchange perspective of employmelationships, the present study investigated the
Ghanaian bankers’ perception of OC and Organizatidenure on their willingness to engage in OCBtFair
respective organization.

Perception of Organizational Climate and OCB

In hypothesis one, it was predicted that employeeixeption of organizational climate will haveign#ficant
and positive relationship with his or her display@@B. This hypothesis was supported. This mearts Wieen
employees perceive their organizational climateddavorable, it results in increase in

OCB and vice versa; or increase perception of dzgéional climate was associated with increase @BGnd
vice versa. This finding is consistent with somstgampirical evidence (e.g., Biswas & Varma, 20BKyall,
1996; Jamest al, 2008; Kangist al, 2000; Letwin & Stringer, 1968; Likert, 1967; Noan & Bennet, 2000;
Schneider, 1987; Schymd al, 2008). This study corroborate very well with B&s and Varma’'s (2007) who
observed that an individual's perception of climat¢he organization has a significant positive atipon his or
her willingness to engage in OCB'’s.

Support for this hypothesis was expected due tocttanging nature of the Ghanaian work environmEgat.
quite a long time, it is observed that most Ghamaigganizations were characterized by top-down si@Ti
making, with very high levels of formalization andntralization. Priority was given to strict adireze to one’s
job description. As Hofstede (2001) notes, sudanizations tend to exist within cultures that @raracterized
by high power distance (e.g., Ghana). The influxmfitinational corporations (MNC) in the Ghanaiaerse
partly due to the Oil Find, throws a challenge lodamestic Ghanaian companies to veer off fronditranal

methods of managing employees. The pervasivenefsafn organizations opens the door for avaiigbisf

new jobs and the stress introduced by the competégnvironment are likely to result in a higherntwer,

absenteeism and change of jobs in many organizat©early, it is critical that Ghanaian organiaas review
their human resource policies and practices anddeyond simply establishing rules and regulationsréate a
favorable climate where employees feel that theyatued and treated with respect. Priority shd@djiven to
issues relating to innovation, support, employemgaition and autonomy to create favorable worknate.
Human resource practitioners are encouraged tpnamium on policies and procedures that fostersi@yap-

friendly work environment that promotes extra-rpéformance.

Further, given Ghana’s rise on the world econoroéng as a middle level income economy, it is inquerithat
organizations wishing to sustain their competite®s and growth levels need to pay attention tor thei
employees’ perceptions and beliefs. It is impemtikiat domestic Ghanaian establishments shoveigif r
bureaucratic procedures and pave way for flexibibind adaptiveness which enhance favourable climate
perception by employees.

Ghanaian companies should begin to appreciateatietiiat the days when management philosophies were
thought best for the employees and was translaiedpiolicies and procedures are over. Individuadseand
aspirations should be given much credence (Biswasa&ma, 2007). According to Guion (1973), climase i
simply an alternative label for affective responseorganizations. It is recommended that humaouee
policies and decisions be linked to the corportiEtegy of the organization. In line with the fings of Kangis

et al. (2000), organizations desiring to performoae average’ should show higher values on orgtaiz
climate dimensions. Attention should be given tdividual-oriented or group-oriented policies andgtices

that encourage employee involvement, innovationsaomde measure of autonomy. All of these are hatkrof

a favorable climate that emphasizes on extra retlopmance.

The present finding agree with Kozlowski and Dopgt989) who argued that leaders or supervisorgesas
interpretative filters of relevant organizationatopesses, practices and features for all group reesmnb
contributing to the development of common climagrcgptions. Naumann and Bennett (2000) was of the
opinion that a leaders actions and treatmentsefineral workforce regarding role clarity, levebatonomy
employees enjoy, amount of voice employees may laweaking vital decisions in aggregate affectsirthe
overall perception of climate. The verity that teader plays an important role that affects the leyges’
interpretation of the work setting cannot be ureltimated.

From the Ghanaian perspective, it is likely thamneocultural features accounted for the apparemt oblthe
leader in creating significant climate perceptioft is possible that employees view their supenvias a
representative of the organization and react towedrganization according to the way they fesdted by the
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supervisor. Through consultation with subordinatesy develop the perception that the leader hasidered
their interest and welfare in making vital decisioBuch acts by the leader elicit satisfaction wiicturn gets
reciprocated through performing of many benefidiizenship behaviors. Managers in today’'s comivetit
terrain should act as such by paving way for intiova creativity, employee development, involvemand

flexibility. This in my opinion will prevent whahte researcher call

‘organizational entrapmentf employees.
Organizational Tenure and OCB

In the second hypothesis, it was posited that thdltde a significant positive relationship betweemployee’s
job tenure and OCB. The results of the study rexceab significant difference between a GhanaiarkBas job
tenure and OCB. What this means is that whethemgployee is new or old does not influence his parémce
of OCB from the Ghanaian setting. This finding ecadicts empirical findings of Cho (2008), Cohen 43§
Organ (1988) Rego and Cunha, (2009) and Reich@86§1 These researchers argued that there is aibedla
and psychological linkage between an employee’sirteerand output at work. Reichers (1986) for instanc
argued that new comers in organizations may no¢ lequainted themselves with the organizationgtsiral
procedures leading to low levels of OCB. On a similote, Organ’s conclusion that employees dematesa
wide variety of OCB more often upon reaching higlesels in the organization was disconfirmed. Tasults
of the present study also defies the findings ofwday et al (1982) that longer-tenured employees report
attitudes that generate legitimacy for their padtdvior and thus have stronger ties with that gi€hCB with
their organizations. There are several possiblgorsmaccounting for the difference in results ftbenGhanaian
context. The results of the present study dovetii the suggestions of some preceding empirics¢aechers.
Considering the many unemployment and poor workiogditions in Ghana, many employees feel dissatsfi
it is not surprising tenure received little supparpredicting OCB.

In agreement with Ng and Feldman (2010), tenuredipt® performance between the first few years of
employment within an organization. According torthehe benefit of tenure appears to drop as teinareases.
Meyer and Allen (1984) proposed a weak relationgigifveen tenure and organizational performancerzaadke
some suggestions that tend to offer backbone ferrésults of this hypothesis. They argued that geun
employees may be more committed because of thairemgss that, with less work experience, they dftare
fewer job opportunities. Such is the case in Ghd&maa sense, job entrapment causes many youngereten
groups of employees to put up their best than éspeed workers.

The high rate of unemployment in the Ghanaian canteigorates most employees to go beyond theimad

job requirement. Unavailability of jobs preventsreonegative attitudes toward the job and orgaminatsuch

newly employed workers perform OCB with the viewbafing retained after six months probationary pedo

exert themselves as a way of being consideredeiretlent of downsizing. Many newly employed and terap
Ghanaian workers put in their best to avert thet'‘la first out’ (LIFO) principle contingent to dewizing or

folding up of organizations. In agreement with Megad Allen (1984), as employees gain experiertesnate

employment opportunities may increase. This deese#fse magnitude of the cost of leaving and thdtawing

no job. This is especially the case in Ghana aifhex of foreign and MNCs offer longer-tenureddaseasoned
employees the opportunity of being ‘poached’ angbged.

The fact that tenure does not significantly pred@CB triggers many conclusions for most Ghanaian
organizations. It is imperative that human resoymeetitioners attach similar credence to newly leygd or
temporal workers so to speak as do long servingl@meps. Instead of having an overwhelming treatnoent
package for those who have been with the orgapizdtr long just for the sake of tenure, it is impot
attention be given to hard work and performancethV@hana’s surge for economic growth, it is iddadtt
experience that accrues from an employee’s yeaagtathment with his organization be preferredrasiption
criteria to some positions as some positions regairch requisite experience. It therefore behohighe
Ghanaian policy makers to look into the unemploytveerd many other labor issues that reduced thenppte
and efficiency that comes along with tenure as stibdhby this study.

Limitations and Directions for Future Research

It was unfortunate all respondents of the pres&mdyscoincidentally happened to be full time empley.
Considering the rapid transition from a regulaateemporary employment relationship in recent laiarket,
the findings of this study may not generalize te @hanaian service sector in general. It is recomaee that
future researchers incorporate temporal staffénréhationship.

In order to better understand organizational bedragnd its association with other work related afles,
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particularly from the standpoint of populations @merging economies such as Ghana, a triangulated
methodological approach which combines both qual#ga and quantitative methods of research is
recommended. By using qualitative methods suchtasviews and open-ended questionnaires, respandeat
freely express their opinion on key aspects oh&ss and climate perceptions they consider vemnéss and
unique to their work setting. In the same veinliggiave methods can also be used to better uraiedsthe why

of an employee’s perception or behavior.

In conclusion, future researchers are urged toystiie employment relationship in ways that seekrtprove
both the lives of individual employees and the tdfiges of organizations for which they have besmployed
to serve. Future researches should therefore feaus@ more developed model that incorporates othevant
antecedents and consequences of OCB in the Afcicatext. It should also be the intention of futtesearchers
to concentrate on capturing and interpreting tHaul discrepancies or commonalities of the cohodpustice
and climate, and thus providing theory-based inapilims for the practitioners who manage workforseicsity.
The outcome of the study largely advocates thatrisfto increase OCB and possibly many other orgdioinal
outcomes should be focused on the supervisor oaganleadership behaviors in reflection of managgme
ideals which tend to build favorable climate andipee perceptions that yields many acts of OCB.

Summary and Conclusion

The engagement in OCB in organizations is driverseyeral factors. The researcher sought to findttoait
extent to which organizational climate and orgatizenl tenure of employees related with OCB. It was
observed that, organizational climate significarglyd positively predicted engagement in OCB. Howeve
organizational tenure of employees did not sigaifity relate with OCB. The implications of the finds on
organizational practice and employee behaviourgreatly recognized. First, it is manifestly cleaat; the
climate has the propensity to energize employeesngage in extra-role behaviours. Thus, creatirgjntaining
and sustaining a positive workplace would greathjlitate positive behaviours like OCB in organiaas.
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