
British Journal of Economics, Finance and Management Sciences 141 

April 2013, Vol. 7 (2) 

 

© 2013 British Journals ISSN 2048-125X 

 

Employee Commitment and Organizational Citizenship Behavior (Ocb) in Nigeria  

 

 

Justin Mgbechi Odinioha Gabriel 

Lecturer, Department of Management, Faculty of Management Sciences, Rivers State University 

of Science and Technology, P.M.B 5080, Port Harcourt, Nigeria . 

Phone: +234 8033154656 

E-mail:justinpozy@yahoo.com or Gabriel.justin@ust.edu.ng 

 

Clement Emeka Oburu 

Total E & P Nigeria Limited 

Port Harcourt 

Rivers State, Nigeria. 

E-mail: Clement.oburu@total.com 

  

Adekunle Abiodun Idris 

Department of Business Administration & Mgt Technology, 

Lagos State University, Ojo, Lagos, Nigeria. 

(boltobfarms@yahoo.com) 

 

ABSTRACT 

Having employees who are willing to extend their performance beyond job description is a keen 

desire of any organization that wants success. Because of the numerous advantages associated 

with employees embarking on citizenship behavior, organizations are in search of ways to have 

employees who are self- enthused to demonstrate such behavior. By organizational citizenship 

behavior, we refer to discretionary behaviors performed by employees but are not certainly 

recognized in organizations official reward mechanism, yet desired by the organization and 

rewarding to her as well. This paper seeks to determine a causal relationship between employees’ 

commitment and organizational citizenship behavior. Using questionnaire as instrument for data 

collection, the study gathered relevant data and analyzed same with the Statistical Package for 

Social Sciences (SPSS) version 17.0. The analysis revealed that significant associations exist 

between employees’ commitment and organizational citizenship behavior. The study concluded 

that having workers who are willing and eager to exhibit organizational citizenship behavior is 

sine qua non in the bid to raising healthy and successful organizations, and recommends that 

Managers should subtly and secretly recognize good citizens during performance appraisal.  

 

 

KEY WORDS: Employee, Commitment, Organizational, Citizenship, Behavior, Job 

description. 

 

 

INTRODUCTION 

 

As activities increasingly span departmental or functional boundaries, the need for teamwork, 

shared responsibilities, and consultative efforts has increased immensely. More so, the spate of 
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competitiveness and the fact that job descriptions are not exhaustive in the operations of modern 

businesses call for employees who must be positively extra ordinary in dealing with 

organizational issues.  By being positively extra ordinary, we are referring to what was described 

as the exhibition of high degree of behavior; behavior that is not explicitly detailed in formal job 

descriptions: Organizational citizenship behavior (OCB) (Podsakoff, MacKenzie, Paine, & 

Bachrach, 2000).  

 

Organizational citizenship behavior (OCB) has been the focus of attention from organizational 

behavior researchers since Organ (1988) proposed that organizational citizenship behavior could 

influence individual and organization performance (Podsakoff, Mackenzie, Paine & Bachrach, 

2000; Organ & Ryan, 1995; Organ, 1997; George & Battenhausen, 1990). The available 

empirical findings also support that these citizenship behaviors have a positive impact on 

enhancing organizational performance (Podsakoff & MacKenzie, 1994; Krllowicz & Lowery, 

1996; Podsakoff, Ahearne & MacKenzie 1997).  

 

Organizational Citizenship Behavior theory was proposed by Organ and others in the 80s in the 

20th century and was later defined by Organ (1988) in Proceedings of the 7th International 

Conference on innovation & management as various behavior beneficial to the organization 

，but usually made spontaneously by members and never been directly or explicitly instructed in 

the organization formal reward system. From the "free decision" behavior ，OCB is not within 

the role or the range provided by job description. By implication, an individual is at liberty to 

perform OCB or not, and may opt to perform it only when intrinsically influenced.  

 

Conversely, the concept of organizational commitment has become a hot topic in the literature of 

industrial/organizational psychology and organizational behavior in the past decade. 

Organizational commitment represents the attachment that individuals form to their employing 

organizations (Ketchand & Strawser, 2001). An organization benefits from its employees’ 

commitment in terms of lower rates of job movement, higher productivity or work quality, or 

both (Mathieu & Zajac, 1990). There are several ways of defining and measuring organizational 

commitment; but the common theme in these various definitions and measures is that 

organizational commitment is a bond or link of the individual to the organization (Mathieu & 

Zajac, 1990). 

 

Meyer and Allen (1991) insist on three distinct components of organizational commitment: a 

desire (affective commitment), a need (continuance commitment), and an obligation (normative 

commitment). They note that all three forms of organizational commitment are dependent on the 

opportunity the organization provides employees to feel motivated towards growth and to 

achieve some self-actualization. Affective commitment (a desire) refers to the employee’s 

emotional attachment to, identification with, and involvement in the organization.  

 

Research evidences have shown numerous positive organizational outcomes arising from having 

committed employees, such as lower rates of job movement, higher productivity or work quality, 

or both (Mathieu & Zajac, 1990). Judging from the avalanche of positive organizational outcome 

that commitment produces, it becomes intellectually worthy to direct efforts towards its study, 

particularly because we are oblivious of any scholarly enquiry regarding this subject in Nigeria. 
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Therefore, to evacuate this lacuna, our study is aimed at investigating the causal relationship 

between organizational commitment and citizenship behavior in Nigeria.  

 

LITERARY REFLECTION 

Organizational Citizenship Behavior (OCB) 

Jacqueline et al, (2004) described organizational citizenship behavior as any behavior not 

officially required by the organization; rather its practice depends solely on the consent of 

employees as a consequence of the organizational environment. In other words, OCB refers to 

discretionary behaviors that increase organizational effectiveness through actions that could be 

exemplified in several ways like assisting newcomers, aiding co-workers, and avoiding frequent 

faultfinding in the organization (Kidwell, Mossholder, & Bennett, 1997).  

 

These extra-role (non mandatory) behaviors are not a part of the individual’s traditional job 

description and cannot be enforced neither does the individual receive any compensation or 

training for OCB (Deluga, 1994; Organ & Konovsky, 1989; Puffer, 1987). OCB can be directed 

either towards other individuals or towards the organization (Kidwell et al., 1997, Anderson and 

Williams, 1991). OCB is a multidimensional concept comprising of many facets, but popularly 

discussed under five divide. 

 

These are summarized as : (a) altruism–providing help to others; (b) generalized compliance or 

conscientiousness–faithful adherence to rules and regulations and work conduct; (c) courtesy–

gestures that help prevent problems to others; (d) sportsmanship–the willingness to forbear minor 

impositions without fuss or protest; (e) civic virtue– responsible or constructive involvement in 

the governance issues of the organization (Organ 1988; Smith, Organ, & Near, 1983; 

VanYperen, Berg, &Willering, 1999). 

 

Jacqueline et al, (2004) suggests that, individuals engage in OCB as a form of reciprocity based 

on organizational treatment. Also the study of Turnipseed & Rassuli (2005) depicted that, the 

‘best’ performing workers produced the strongest link between performance and functional 

participation, which is a helping- type (altruism) OCB. Also Todd (2003) maintains that, OCB 

should have a particular impact on overall effectiveness of organizations by adding to the social 

framework of the work environment.  

 

Indeed, as citizenship appears to consist of discretionary behavior, how the employees perceive 

the organization (as evidenced by his or her attitude towards it) would likely predispose this 

employee to either perform or withhold performance (Dick et al, 2006). Results indicate that 

perception of citizenship performance predict overall performance equally well across all task 

performance levels (Coole, 2003). Deckop et al, (1999) argues in his study that, for employees 

low in value commitment, a pay-for-performance system appears to be a disincentive for 

engaging in OCB. Niehoff and Yen (2004) asserts that, the belief among theorists is that as more 

employees engage in OCB, the organization becomes more successful.  

 

Such behavior (OCB) might enhance coworkers’ or supervisors’ productivity, help coordinate 

activities, increase the stability of organizational performance, and help the organization attract 

and retain employees (Borman, 2004). However, OCB is certainly a product of some 
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antecedents. A wide range of employee, task, organizational and leader characteristics are 

consistently found to predict different types of OCB across a range of occupations (Podsakoff et. 

al, 2000). Researchers have tried to figure out various enabling factors of OCB, with varying 

degrees of predictive merit: personality (Organ, 1990; Organ, 1994; Organ & Lingl, 1995; 

Penner, et al., 1997), procedural justice (Moorman, 1991; Aquino, 1995; Skarlicki & Latham, 

1995; Farh, Earley, & Lin, 1997; Schappe, 1998, leadership characteristics (Deluga, 1995; 

Podsakoff, Mackenzie, & Bommer, 1996, motivational theories (Kemery, Bedeian, & Zacur, 

1996; Tang & Ibrahim, 1998, and interview styles (Skarlicki &, Latham 1995. Most of these 

studies provided more questions than answers, with low correlations and little variance 

accounted for in the data (Barbuto et. al., 2001. We are therefore enthused by this situation to 

consider employee commitment as a possible predictor of OCB. 

 

 

Employee Commitment  

In their views, organizational commitment is the relative power of one’s participation in a certain 

organization and his identification with it (Porter et al; 1974); a predictor of the extent to which 

workers will engage in activities that enhance crucial organizational functions (Yang et al 2004); 

and the relative strength of an individual’s identification with, and involvement in a particular 

organization (Mowday et al 1982).  

  

Drawing from above definition, Culverson (2002), Kacmar et al, (1999); and Luthan, (1995) 

conclude that three characteristics of commitment are discussed:  

 a strong belief in, and acceptance of the organization’s goals and values;  

  a willingness to exert considerable efforts on behalf of the organization; and  

  a strong desire to maintain membership with organization.  

 

Consequently, Meyer et al (1991) operationalized commitment as a three-dimension construct 

comprising :(1) affective commitment (a desire) also referred to as attitudinal commitment 

(Ahiauzu, 2005; Iverson and Buttigieg, 1998) which represents an employee’s emotional and 

psychological attachment to the organization; (2) Continuance or calculative commitment is 

when employee stays with the organization because of lack of alternative options and (3) 

normative refers to when an employee feels obligated to stay with the employing organization 

because he/she feels it ought to be so owing to what the organization has done for him/her in the 

past. 

 

Balci (2003) emphasized that employees with high organizational commitment feelings are more 

compatible and productive individuals who have higher level of satisfaction, loyalty and 

responsibility. Lending their thought to this debate, Katz and Khan (1977) argued that 

organizational commitment does not only increase the success in a certain role, but also 

encourages the individual to achieve many voluntary actions necessary for organizational life 

and high standard system success. We therefore lean on this submission to aver that 

organizational commitment could predict organizational citizenship behavior as depicted in our 

conceptual framework in figure 1.   
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Fig. 1 Operational Framework of Employee Commitment and Organizational Citizenship 

Behavior 
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Organizational commitment is one of the important factors which contribute to foster 

Organizational citizenship behavior (LePine, Erez and Johnson, 2002). An employee’s 

organizational commitment is positively related to organizational citizenship behavior (O’Reilly 

and Chatman, 1986). Affective commitment is a significant predictor of OCB (Rifai, 2005, 

Feather and Rauter, 2004). Raising the Affective commitment of employees will help in raising 

the extra role behavior. Becker (1992) also provides support for a significant relationship 

between commitment and OCB.  

 

Truckenbrodt (2000) suggests that a significant relationship exists between the quality of the 

supervisor-subordinate relationship and subordinates’ commitment and altruistic organizational 

citizenship behavior. In their study, Yilmaz & Bokeoglu (2008) determined that teachers had 

positive perceptions about Organizational commitment and Organizational citizenship. They 

concluded that there exist a moderate positive relationship between the teachers’ perceptions of 

Organizational commitment and Organizational citizenship.  

 

Studies on commitment have provided strong evidence that affective and normative 

commitments are positively related and continuance commitment is negatively connected with 

organizational outcomes such as performance and citizenship behavior (Shore & Wagner, 1993). 

Chen, & Francesco’s (2003) study showed that affective commitment related positively to 
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organizational citizenship behavior, while continuance commitment was negatively correlated 

with organizational citizenship behavior.  

 

Gautam, Dick, Wagner, Upadhyay & Davis (2001) study showed a positive relation between 

affective and normative commitment on the one hand and both citizenship factors altruism and 

compliance on the other; Continuance commitment was negatively related to compliance and 

unrelated to altruism. From the foregoing discourse, we then hypothesize as follows: 

 

Ho1: Affective commitment has no significantly impacts on altruistic behavior 

Ho2: Affective commitment has no significant impact on conscientiousness behavior 

Ho3: Affective commitment has no significant impact on sportsmanship behavior  

Ho4: Affective commitment has no significant impact on civic virtue behavior 

Ho5: Affective commitment has no significant impact on courtesy behavior 

Ho6: Continuance commitment has no significant impact on altruistic behavior 

Ho7: Continuance commitment has no significant impact on conscientiousness behavior 

Ho8: Continuance commitment has no significant impact on sportsmanship behavior 

Ho9:   Continuance commitment has no significant impact on civic virtue behavior 

Ho10: Continuance commitment has no significant impact on courtesy behavior 

Ho11: Normative commitment has no significant impacts on altruistic behavior  

Ho12: Normative commitment has no significant impacts on conscientiousness behavior 

Ho13: Normative commitment has no significant impacts on sportsmanship behavior 

Ho14: Normative commitment has no significant impacts on civic virtue behavior 

Ho15: Normative commitment has no significant impacts on courtesy behavior 

 

Methods  
The sampling frame of this research is composed of employees of different job responsibilities 

and positions who work in randomly selected Telecommunication firms within Port Harcourt 

Metropolis. The research instrument was developed and composed of 3 sections concerning with 

demographic information of respondents and two sections containing items measuring employee 

commitment and organizational citizenship behavior. 40 copies of the questionnaire (10 copies to 

each firm) were distributed by hand to the respondents, only 27completed and usable copies of 

questionnaire were returned. The data were analyzed using SPSS version 17.0 

 

 

 

Scale: OCB reliability 

Case Processing Summary 

  N % 

Cases Valid 27 100.0 

Excluded
a
 0 .0 

Total 27 100.0 

a. Listwise deletion based on all variables in 

the procedure. 
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Reliability Statistics 

Cronbach's 

Alpha N of Items 

.958 23 

 

 

 

Scale: Employee Commitment reliability 

Case Processing Summary 

 

  N % 

Cases Valid 27 100.0 

Excluded
a
 0 .0 

Total 27 100.0 

a. Listwise deletion based on all variables in 

the procedure. 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.955 17 

 

 

Measures  

Organizational Commitment Questionnaire: Affective, Normative, and Continuance 

Commitment were measured with the Organizational Commitment Questionnaire developed by 

Meyer and Allen (1997). This revised Questionnaire has 17 items. Employee responses were 

obtained on a 5-point Likert-type scale where 1 = strongly disagree and 5 = strongly agree. 

Organizational Citizenship Behavior Scale: Organizational Citizenship Behavior was measured  

using 14 items comprising a modified version of Bakhshi and Kumar (2009)  scale. Responses 

were taken on a five-point scale of strongly disagree-1, to strongly agree-5). A sample item 

states, ‘‘I help my co-workers in non-work matters.’’ It measures five dimensions of OCB 

namely Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic virtue. 

 

Results  

Our demographic data reveal that majority of the respondents are males who are within the age 

bracket of 30-35 years of age, and have spent between 0-5 years in their organizations, mostly 

supervisors who hold Bachelors of Science (B.Sc) as highest degree. The test of hypotheses 

revealed that the measures of commitment: affective, continuance and normative have significant 

relationship with the dimensions of organizational citizenship behavior. Therefore, all the 

hypotheses we stated earlier are by this result rejected. By implication, employees’ commitment 

is significantly related to organizational citizenship behavior.  
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Discussion  

This study was an investigation of the relationship between organizational commitment and 

citizenship behavior; that is, whether organizational commitment significantly affects the 

exhibition of citizenship behavior.  Affective commitment was found to have a significant impact 

on altruism, sportsmanship, civic virtue, courtesy and conscientiousness. That is to say those 

employees who are affectively committed to their organizations are most like to exhibit these 

citizenship behaviors.  These positions corroborate earlier studies that found affective 

commitment to significantly predict OCB (Rifai, 2005, Feather and Rauter, 2004). We are 

enthused to agree that this is a reality in Nigeria organizations. An employee who is emotionally 

attached to his organization will certainly go beyond his call of duty without expecting any 

reward. 

 

Continuance commitment was also found to significantly affect organizational citizenship 

behavior. This finding is simply antithetical to some past studies that proved continuance 

commitment as negatively connected with organizational outcomes such as performance and 

citizenship behavior (Shore & Wagner, 1993). Chen & Francesco’s (2003) study also showed 

that affective commitment related positively to organizational citizenship behavior, while 

continuance commitment was negatively correlated with organizational citizenship behavior. The 

disparity in these findings can be attributed to environmental differences. 

 

Lastly, normative commitment was also found to significantly influence citizenship behavior. In 

a similar study, Gautam, Dick, Wagner, Upadhyay & Davis (2001) showed a positive relation 

between normative commitment and citizenship factors of altruism and conscientiousness. Our 

study however indicates that normative commitment influences all five dimensions of citizenship 

behavior significantly.  

 

Conclusion  

Organizational commitment has long been found to be an essential asset to the organization. 

Having employees who are committed to their jobs solves a lot of problems and brings about 

huge benefits to the organization.  One of such benefits as revealed in this current study is that it 

causes organizational citizenship behavior. Consequently, molding a committed workforce that 

can boast of workers who will be willing and eager to perform their job roles far and beyond the 

mandate of their job descriptions is sine qua non in the bid to raising healthy and successful 

organizations.  

 

Recommendations 

Following the importance of organizational citizenship behavior to the organizations prosperity, 

managers should endeavor to do the following: 

1. Managers need to motivate employees sufficiently in order to have them committed to 

their jobs, because when there is commitment, citizenship behavior can occur. 

2. Managers should begin to subtly and secretly recognize citizenship behavior during 

performance appraisal so that those employees who engage in them can have rewards. 

3. Employees should be made to know how important their engagement in citizenship 

behavior could be to their interpersonal work relationships and the entire organization 
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work context. Such knowledge will make the employees understand the import of 

citizenship behaviors. 
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