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Abstract
Recent studies indicate the influence of national cultural values on 
Organizational Citizenship Behaviours (OCBs). The current study 
investigated citizenship behaviours from a cross-national perspective: 
between Ghanaian industrial workers (N = 320) and their Finnish 
counterparts (N = 520). Data were collected with Van Dyne, Graham 
and Dinesch’s (1994) OCB standardized scale. Because job satisfaction 
is regarded as one of the robust predictors of OCB, analyses were 
conducted to assess its impact on citizenship behaviours between the 
two nations. The relationships between employee demographic factors 
and OCB performances were also analysed. T-test and hierarchical 
regression analyses were used to test two hypotheses and a research 
question. Results revealed statistically significant differences between 
the two samples. Contrary to expectations, Finnish workers were more 
active in citizenship behaviours than their Ghanaian counterparts. 
Job satisfaction was once again confirmed as a robust predictor of 
organizational citizenship behaviours. An attempt to empirically validate 
the proposition that collectivists would exhibit citizenship behaviours 
even in the absence of OCB predictors (e.g., satisfying job conditions) 
was not substantiated. The theoretical and practical implications of the 
study’s findings are discussed. 

Keywords: Organizational citizenship behaviour, job satisfaction, 
culture, individualism, collectivism. 
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Introduction

Organizational citizenship behaviour 
(OCB) refers to “individual behaviour that 
is discretionary, not directly or explicitly 
recognized by the formal reward system 
and in aggregate promotes the efficient and 
effective functioning of the organization” 
(Organ, Podsakoff, & MacKenzie, 2006, 
p. 8). These behaviours are typically not 
included in the formal definitions of 
employee role responsibilities, and are 
regarded as behaviours that go beyond 
the call of duty. They include volunteering 
for tasks that are not assigned, providing 
innovative ideas to improve operations, 
and assisting co-workers and or 
supervisors with job-related assignments. 
Such altruism is neither prescribed nor 
required; yet they contribute to enhancing 
organizational performance (e.g., Organ et 
al., 2006; Podsakoff et al., 2000; Zacher & 
Jimmienson, 2013). OCB performance is 
theorized to originate from a social exchange 
relationship between the employee and the 
organization. In contrast to an economic 
exchange where behaviour is dictated by a 
specific contract between employee and the 
organization, social exchange consists of 
diffused, non-specific, informal agreements 
that are based on trust between two parties 
(Blau, 1964). Workers who engage in such 
unprompted productive activities for the 
advancement of their organizations have 
been designated as good citizens or good 
soldiers (Kidder & Parks, 2001). 

Given the important role that 
good citizenship behaviours have for 
organizations, understanding the nature 
and sources of OCBs has long been a 
high priority for organizational scholars, 
and understandably, continues to remain 
so. Empirical research on the nature and 
antecedents of citizenship behaviours suggest 
that citizenship behaviours are context-
related phenomena that are influenced by 
both personal characteristics and work 
environmental factors (e.g., Gyekye & 
Salminen, 2005, 2008; Somech & Drach-
Zahavy, 2004). One influential contextual 
variable that has interested researchers of 
late is national culture. Evolving research 
and theory suggest that people from 
different cultures do not necessarily conform 

to similar sets of beliefs and values, and 
therefore have different views of situations 
and preferences for outcomes (e.g., Hofstede, 
1980). 

There is gradually accumulating evidence 
that the meaning and the antecedents of 
OCB vary across cultures (e.g., Blakely, 
Srivastava, & Moorman, 2005; Gelfand, 
Erez, & Aycan, 2007; Farh, Zhong, 
& Organ, 2004). For example, recent 
formulation of citizenship behaviours in 
organizations in China by Farh et al. (2004) 
differs from that of the West. It was noted to 
be embedded in Chinese unique social and 
cultural context. In addition, organizational 
cross-cultural psychologists (e.g., Blakely et 
al., 2005) have reported that a significant 
portion of what is characterized as extra-role 
commitments and citizenship behaviours in 
Western nations has been regarded as in-
role activities in the East. They noted that 
Chinese managers were more likely to define 
OCB as part of their job roles than were 
their American counterparts. Although the 
cultural content of OCB has increasingly 
been recognised as highly relevant, it has 
received little attention in empirical studies 
outside the mainly US - Asian comparative 
studies (Podsakoff et al., 2000).

The purposes of the current research 
are threefold: First, it examines citizenship 
behaviours among Ghanaian industrial 
workers and their Finnish counterparts from 
a cross-national perspective. Second, because 
job satisfaction is regarded as one of the 
robust predictors of citizenship behaviours 
(e.g., Gyekye & Haybatollahi, 2015a; Ilies 
et al., 2009; Williams & Anderson, 1991), 
analyses were conducted to assess the 
extent of its impact on OCB performances 
between the two nations. Third, despite the 
proposition that collectivists will exhibit 
citizenship behaviours even in the absence of 
OCB predictors (Paine & Organ, 2000) little 
has been done to pragmatically confirm this. 
The current study empirically investigates 
this speculation. In a multicultural social 
context, an understanding of the role that 
culture-related variables play in employees’ 
attitudes and behaviours is crucial. Hence, 
understanding both the nature of OCB and 
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the context in which it occurs is critical in 
an increasingly multicultural workforce 
across the globe. The next section examines 
the impact of national culture on citizenship 
behaviours.

Organizational Behaviours: Cross-
cultural Perspective

Cross-national or cross-cultural 
organizational behaviour is defined “as 
the study of individual behaviour and 
team processes in which national cultural 
characteristics play a major role as 
independent or moderating variables” (Tsui 
et al., 2007, p. 428). According to Tsui 
and her colleagues, culture is a property 
of groups and countries’ boundaries 
are typically coincident with cultural 
boundaries. Comparative studies, based 
on national cultural values have therefore 
highlighted several distinctive general norms 
that are dominant in one culture / nation 
and absent in another. The seminal work 
of Hofstede (1980, 2001) offers a cultural 
framework that has guided cross-cultural 
research in organizational and social 
psychology for the past thirty years. Based 
on statistical analyses of a multi-country 
sample on work-related values, Hofstede 
distinguishes among five central dimensions 
of national culture: individualism-
collectivism; power distance; uncertainty 
avoidance; masculinity–femininity and 
long-term orientation. Despite some 
vigorous criticisms of his work of late (e.g., 
McSweeney, 2002), Hofstede’s work still 
remains influential. 

Experts on organizational citizenship 
behaviour (e.g., Paine & Organ, 2000; 
Organ et al., 2006) have argued that 
Hofstede’s notions of individualism-
collectivism and power distance are two 
possible reasons for finding cultural 
differences in OCB. Individualism-
collectivism is defined as the degree to 
“the degree to which people in a country 
prefer to act as individuals rather than 
as members of groups” (Hofstede, 1980, 
p. 43). Work by Hofstede (1984, 2002) 
and others (e.g., House et al., 2004) have 
suggested this dimension as a fundamental 
distinction between cultures. Individualism 
reflects the extent to which individuals 
emphasize their own goals over those of 

their clan or group. Collectivism represents 
the degree to which people view themselves 
as part of a community whose goals take 
precedence over those of individuals. Power 
distance refers to the extent to which the 
less powerful members of the society or 
organization (e.g., subordinate workers) 
expect and accept that power is unequally 
distributed. A high power-distance culture, 
for instance, accepts inequalities of power; 
subordinates are usually submissive and 
do not express disagreement with their 
supervisors and management. They are 
usually not consulted in decision-making 
processes and not bothered about that 
(Hofstede, 2001). On the other hand, 
societies that support egalitarian values and 
equality are termed low power-distance 
cultures.

The case for Ghana - Finland 
Comparative Analysis

Finland and Ghana have contrasting 
profiles on these dimensions. By 
Hofstede’s (1980) classification, Finland is 
individualistic and low on power-distance. 
By contrast, Ghana is collectivistic and 
high on power-distance. Differences in the 
national culture of the two nations are 
reflected in how their organizations are 
structured and managed. For example, 
organizational management in Ghana tends 
to be paternalistic and promotes values of 
high power-distance and collectivism. It has 
a bureaucratic control, centralised decision-
making setup, and provides little worker 
empowerment (Gyekye, 2001). In contrast, 
Finland is less bureaucratic, promotes 
individualism, decentralises decision-making 
and empowers its employees (e.g., Hofstede, 
2001).

National Culture and Organizational 
Citizenship Behaviours

The influence of national culture is 
rather significant and well established in 
the cross-cultural organizational literature 
(e.g., Moorman & Blakely, 1995; Organ 
et al., 2006; Turnipseed & Murkison, 
2000). According to Organ et al. (2006) 
individualism-collectivism and power-
distance may influence how citizenship 
behaviour is perceived as well as whether 
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employees are inclined to demonstrate 
citizenship behaviours at their workplaces. 
In line with this, Moorman and Blakely 
(1995) have suggested that individuals from 
collectivist cultures will exhibit higher levels 
of citizenship behaviour than those from 
individualist cultures, because collectivists 
tend to place greater emphasis on harmony 
and interpersonal helping within their in-
group than individualists. This view has 
received support from recent findings. For 
example, Coyne, and Ong (2007) recorded 
cultural differences in OCB ratings with 
Malaysian (collectivists) sample scoring 
higher than their German and English 
(individualists) samples. Ferreira, Braun, 
and Sydow (2013) recorded more significant 
contribution of citizenship behaviours 
from Portuguese managers (collectivists) 
than from their German counterparts 
(individualists) to project goal achievement 
and organizational opportunities. Despite 
the generally strong indication that 
collectivist norms and values tend to 
correlate with higher levels of employee 
performance of OCBs, work by Kuehn and 
Al-Busaidi (2002) have specified otherwise. 
In their comparative study between Omanis 
(collectivists) and Western expatriates 
(individualists), their Omani participants 
exhibited relatively fewer OCBs compared 
with their expatriate counterparts.

Collectivists, by definition value groups, 
obtain their identity from the attributes 
of the group, and contribute to the group 
even when this requires sacrifice of personal 
interests. In contrast, for individualists, 
personal interests are more important 
than the interest of in-groups, because the 
attainment of individual goals is preferred 
to that of group goals. A review by Gelfand 
et al., (2007) informs that collectivists are 
more committed to their organizations, 
expend more effort for the welfare of the 
collective, and feel obligated to contribute to 
teamwork than individualists. Furthermore, 
research reports indicate that collectivists 
are less likely to engage in social loafing 
and shirking than individualists (Earley, 
1989; Wagner, 1995). Other researchers 
(Van Dyne et al., 2000; Asgari et al., 2008) 
also have found collectivism to be directly 
and positively related to OCB. Drawing 
from their longitudinal study, Van Dyne 
and his colleagues argued that “those who 

emphasize group over individual interests 
(i.e. those with a collectivistic orientation) 
should derive more of their sense of self 
from the organization, should be more 
willing to subordinate personal interests 
to organizational interests, and should 
contribute to the collective” (2000, p. 6). 
Given the strong normative expressions of 
communality among collectivists and the 
predisposition to value and sacrifice for 
cooperative behaviours, it was anticipated 
that;

Hypothesis 1: Ghanaian respondents will 
participate more actively in organizational 
citizenship behaviours than their Finnish 
counterparts. 

Job Satisfaction and Organizational 
Citizenship Behaviours

Job satisfaction is defined as the positive 
emotional reactions and attitudes a worker 
has towards his or her job assignment (e.g., 
Locke, 1970). Recent theorizing on job 
satisfaction describes it as a multifaceted 
construct, and a function of two major 
factors: dispositional (worker personality 
traits) and situational factors – (workplace 
factors) (Locke, 1970; Dormann & Zapf, 
2001). The general indication, however, is 
that job satisfaction is more of an affective 
reaction to one’s job, an evaluative measure, 
and consequently an indicator of working 
conditions (Judge, Bono, & Locke, 2000). 
Accordingly, expressions of satisfaction 
reflect cognitive appraisals of the fairness or 
equity of the social exchange that employees 
enjoy with their organizations. Social 
Exchange Theory (Blau, 1964) is commonly 
used to explain why employees perform 
OCBs. The theory suggests that citizenship 
behaviours are demonstrated when 
employees experience positive experiences 
from their organizational management 
and are motivated to reciprocate those 
positive feelings to their organizations (e.g., 
Podsakoff et al., 2000; Ilies et al., 2009). 
LePine, Erez, and Johnson’s (2002) meta-
analytic examination of the relationship 
between OCB and its predictors confirmed 
job satisfaction as a robust predictor of 
citizenship behaviours. Job satisfaction levels 
have been reported to vary across countries 
(Vacernick, 2003). When compared with 
the Eastern and relatively under developed 
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nations, the more industrialized Western 
nations have indicated higher levels of job 
satisfaction.

Hypothesis 2: Based on the above 
observations, it was expected that Finnish 
respondents will express higher levels 
of job satisfaction than their Ghanaian 
counterparts. 

A follow-up and important component 
of the current study was to investigate 
the effect of job satisfaction on OCB 
performances, specifically, among 
collectivistic Ghanaian industrial workers. 
From their analysis of the cultural matrix 
of OCB and the Social Exchange Theory 
(Blau, 1964), Paine and Organ (2000) have 
speculated that employees in collectivistic 
and high power-distance cultures (e.g., 
Ghana) might demonstrate citizenship 
behaviours even in the absence of OCB 
predictors. The paramount explanation 
for this assertion is the observation 
that norms of reciprocity and the social 
exchange theory play a lesser role in 
governing social exchanges in collectivistic 
cultures. Social exchange theorists (see 
Rhoades & Eisenberger, 2002) have 
found feelings of obligation to be greater 
among individualistic-oriented employees 
who strongly accept the reciprocity norm 
as applied to work, but less effective 
among collectivistic-oriented employees 
who for some reason do not accept the 
reciprocity norm. Thus, collectivists have 
maintained positive exchanges even when 
the relationship violated norms of fairness 
and principles of exchange (e.g., Farh et 
al., 2007). An influential factor underlying 
this observation is the high level of loyalty 
among collectivists and the predisposition 
to contribute to teamwork (Gelfand et al., 
2007). This assumption that collectivists 
might possibly demonstrate citizenship 
behaviours even in the absence of OCB 
predictors is untested and yet to be 
empirically validated. We empirically tested 
this proposition by assessing the impact 
of job satisfaction on OCB performances 
among Ghanaian industrial workers. The 
question was therefore asked:

Research Question 1: Will the Ghanaian 
participants demonstrate organizational 
citizenship behaviours while expressing low 

levels of job satisfaction or in the absence of 
satisfying job conditions?

Method

Participants and Procedure

The Ghanaian participants consisted of 
320 industrial workers from underground 
mines (n = 102; 32%) and industrial plants 
(n = 218; 68%). The factory workers 
were mainly from textiles, breweries, food 
processing plants, and timber and saw-
mill plants. Respondents had the following 
characteristics: 65% (n = 208) was male and 
35% (n = 112) female. The age range was 
between 19 and 62 years. Thirteen percent 
had less than one year work experience, 
22% (1-4 years), 21% (5-10 years), 25% 
(11-14 years), and 19% (15 years and over). 
Subordinate workers made up 75% (n = 
240) and supervisors 25% (n = 80). 

The Finnish sample consisted of 520 
industrial workers, mainly from the iron 
and steel industry. Management of the 
mining industry declined participation in 
the study. Participants had the following 
characteristics: 78% (n = 405) was male and 
18% (n = 94) female. Their age range was 
between 21 and 65 years. Six percent had 
one year work experience, 7% (1-4 years), 
27% (5-10 years), 13% (11-14 years), and 
47% (15 years and over). 

Measuring Instruments

Organizational citizenship behaviours 
were measured with an adapted version 
of the scale by Van Dyne et al. (1994). A 
total of 20 items out of their 54-item scale 
were employed. They consisted of 6, 7 
and 7 items each on Obedience, Loyalty 
and Participation respectively. Each of 
these three categories included items that 
describe specific behaviour relevant to each 
category: Obedience denotes behaviours 
that focus on dutiful performance of the 
job (sample item: “Always on time at work, 
regardless of circumstances”): Ghana sample 
α = .76; Finnish sample = .75. Loyalty 
denotes allegiance to the organization and 
promotion of its interests: (sample item: 
“Volunteering for special assignments”): 
Ghana sample α = .92; Finnish sample = .84. 
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Participation denotes extra participatory 
contributions to the organization (sample 
item: “Performing additional work 
activities”): Ghana sample α = .92; Finnish 
= sample .91). Total coefficient alpha score 
was: Ghana = .92, Finland = .94. 

Job satisfaction was measured with 
Porter and Lawler’s (1968) one-item global 
measure of job satisfaction. This measure 
was chosen because single-item measures of 
overall job satisfaction have been considered 
to be as robust as scale measures (Dolbier et 
al., 2005), and have been used extensively in 
the organizational behaviour literature (e.g., 
Nagy, 2002; Gyekye, 2005). Participants 
responded on a five-point scale ranging from 
1 = not at all to 5 = very much on the two 
measuring instruments above.

Procedure 

The English version of the questionnaire 
was translated into Finnish by a linguist in 
the English Department of the University of 
Helsinki. To ensure equivalence in meaning, 
it was back translated into English by a 
researcher in The Finnish Occupational 
Health Center who is fluent in both 
languages (Brislin, 1970). Pilot surveys 
were administrated to a sample of Finnish 
students to ensure that the instruments 
were readily interpretable for the Finnish 
participants. Results indicated that 
translated items were clear and meaningful 
to the respondents. The questionnaire also 
contained socio-demographic questions 
(e.g., age, gender, education, job position 
and organizational tenure). The Finnish 
participants responded electronically to the 
Finnish version. The Ghanaian participants 
responded to the English questionnaire via 
the “paper-pencil approach” during lunch 
break. This took 15-20 mins. to complete. 
Supervisors completed the questionnaire 
unaided. For illiterate and semi-
illiterate respondents who had difficulty 
understanding written English, the local 
language was used via the interpretation of a 
research assistant. All were assured that their 
responses would remain anonymous and 
confidential and without disclosure even to 
their line managers. 

Data Analyses

To meet the purpose of the present study, 
t-test was used to examine differences in 
OCB participation between the two nations; 
Pearson correlations was employed to 
investigate the associations between the 
variables understudy. To probe further, 
the questionnaire items were summed for 
each scale separately and then hierarchical 
regression analysis was performed to 
test the two hypotheses and the research 
question. We examined the degree as 
well as the direction of the association 
that the two nations have in regard to 
the dependent variables (i.e., obedience, 
loyalty and participation). Prior to that, the 
data were checked for possible violations 
of assumptions (i.e., normality, outliers, 
and collinearity). The data were normally 
distributed across the variables and cases 
with extreme outlier effect were removed 
from the analysis. A check with Tolerance 
and Variance Inflation Factor-VIF showed no 
issue with multicollinearity. The tolerances 
were all greater than .10 (Tabachnick & 
Fidell, 2007), and ranged between .51 to .90; 
VIFs were all below 10 (Hair et al., 1995), 
and ranged between 1.03 to 1.95. Control 
variables in the study were age, gender, 
education, tenure, and job position.

Culture-related variables have been 
conceptualized and measured in several 
ways in cross-cultural studies. At one level, 
culture-related variables are measured at 
the individual level. This involves a direct 
measure of the values, beliefs, and behaviour 
of the individual with the assumption 
that these values, beliefs, and behaviours 
have been shaped by the context within 
which the individual lives. At another 
level, cultural variables have been viewed 
as representing societal norms of values, 
beliefs, and behaviour. We employed the 
second approach, and therefore did not 
directly measure the culture-related variables 
of individualism-collectivism and power 
distance. Cross-cultural studies show that 
they are empirically related, and that most 
individualistic and collectivistic cultures 
tend to be low or high in power distance 
respectively (Hofstede, 1980, 2001; House et 
al., 2004).
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Results
Table 1 presents means, standard 

deviations, and the correlations amongst the 
main variables of the study. An examination 
reveals some interesting patterns. First, 
correlations between demographic variables 
and OCB subcategories (Obedience, 
Loyalty, and Participation) were stronger 
for Ghanaian workers than their Finnish 
counterparts. Second, correlations involving 
job satisfaction with the three OCB 
subcategories were positive and strong for 
both nations. Third, all three OCB subsets 
significantly and positively correlated with 
each other in both samples. 

Preliminary analyses with t-test indicated 
that means of OCB and its components 
among Finnish workers were significantly 
greater than those of their Ghanaian 
counterparts (p<0.01). Without accounting 
for demographic variables (i.e., age, gender, 
education, tenure, and job position), 
the Finnish workers participated more 
significantly on the obedience (t = 14.71, 
p<0.001), loyalty (t = 3.53, p<0.001), 
and participation (t = 12.22, p<0.001) 
subcategories. Altogether, the Finnish 
industrial workers (m = 79.21, std = 8.12) 
indicated greater mean scores on OCB as 
compared with their Ghanaian counterparts 
(m = 69.25, std = 18.28). Additionally, they 
expressed relatively higher levels of job 
satisfaction (t = 7.08, p<0.001) than their 
Ghanaian counterparts. 

To test the hypotheses more thoroughly, 
hierarchical multiple regressions were 
performed to identify the effects of 
demographic variables as well as job 
satisfaction on the strength and direction 
of the association between culture and 
OCB (see Table 2). In these analyses, the 
control variables were entered in Step 1. 
The covariation of the control variables 
explained 52% (p<0.01) of the variance 
in OCB. All the demographic variables 
except job position indicated positive and 
significant associations with OCB (p<0.01). 
Female workers in both countries exhibited 
more OCBs than their male counterparts 
(β = 0.10, p<0.01). Older workers, 
the higher educated, and the relatively 
experienced employees were more active 
in OCB performances than their various 
counterparts. These findings are consistent 
with prior studies regarding the links 
between employee demographic factors and 
OCB participation (e.g.,Wanxian & Weiwu, 
2007; Kidder, 2002). They also corroborate 
reports presented by Podsakoff et al. (2000) 
in their critical review of the OCB literature. 
In Step 2, the association between job 
satisfaction and OCB was tested. To avoid 
the problem of collinearity, job satisfaction 
was centered to its mean value prior the 
analysis. The dummy variable country, with 
Finland as the reference category (coded 
zero) was added to the model. A positive and 
significant outcome (β = 0.58, p<0.01) was 
noted after controlling for the demographic 
variables and the main effect of country. The 

Table 1.       Descriptive Statistics and Correlations among variables under study 

Finland Ghana 
  

M SD M SD 
1 2 3 4 5 6 7 8 9 10 

1 Age 43.90 10.04 39.10a 9.8b - .12* .59** .33** .75** .60** .64** .67** .64** .68** 

2 Gender 1c na 1c na .00 - .13* -.15** .12* .12* .18** .24** .19** .22** 

3 Education 3c na 3c na -.13* .09* - .47** .64** .62** .55** .64** .59** .63** 

4 Job Position 1 c na 1 c na -.01 -.05 .07 - .45** .41** .30** .30** .28** .31** 

5 Tenure 33.97 7.21 32.53 5.49 .55** -.15** -.20** -.03 - .69** .71** .74** .71** .75** 

6 Job Satisfaction 3.66 .82 3.09 1.44 .15** .04 -.01 .00 .08 - .78** .84** .84** .86** 

7 Obedience 23.21 2.43 19.60 4.59 .09 .13** -.05 -.01 .01 .20** - .87** .83** .93** 

8 Loyalty 25.86 4.63 24.39 7.11 .17** .05 .01 .03 .04 .46** .45** - 90** .97** 

9 Participation 29.91 3.37 25.26 7.40 .09 .04 .02 .07 .01 .27** .48** .53** - .96** 

10 OCB  79.21 8.12 69.25 18.28 .15** .07 .03 .08 .08 .44** .70** .87** .81** - 

*P<.05, **P<.01. Means, standard deviations, and zero-order correlations of study variables for Finnish (below diagonal) and Ghanaian (above diagonal) 
samples. a = Median, b = Quartile Deviation, c = Mode, and na = not applicable. Values for Gender: 1 = Men; 2 = Women; Educational background: 1 = 
Elementary School; 2 = Middle School; 3 = Secondary/Technical School; 3 = Professional/Vocational, and 5 = University. Job Position: 1= Worker and 2= 
Supervisor. OCB = Organizational Citizenship Behaviour. 
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covariation of job satisfaction explained 
19% (p<0.01) of the variance in OCB. 

In Step 3, the interaction effect of the 
country variable and job satisfaction 
was tested to verify whether the country 
variable accounts for the differences in 
the effect of job satisfaction on OCB. As 
reflected in Table 2, after controlling for the 
demographic variables and the main effects 
of job satisfaction and country, a significant 
and positive regression coefficient for the 
interaction effect manifested, and thereby 
indicating a significant difference between 
the two countries on job satisfaction as 
a predictor of OCB (β = 0.37, p = 0.01). 
Compared to their Finnish counterparts, 
higher levels of job satisfaction was 
associated with more participation in 
OCBs among Ghanaian industrial workers. 
The covariation of the interaction effect 
explained 3% (p<0.01) of the variance in 
OCB. However, because the main effect 
of country was not significant, further 
hierarchical regression analyses were 
performed to examine the effects the two 
cultures had on the subcategories of OCB.

As reported on Table 3, the associations 
of the demographic variables, as well as job 
satisfaction, and all three OCB subcategories 
were robust and significant (p<0.01). The 

results revealed differences of statistical 
significance between the two nations. After 
controlling for the demographic variables, 
Ghanaian workers’ participation on the 
loyalty subcategory was significantly higher 
than that of their Finnish counterparts 
(β = 0.17, p<0.01). However, they were 
significantly lower on obedience (β = -0.24, 
p<0.01) and participation (β = -0.11, 
p<0.01). Analyses of the effect of interaction 
between job satisfaction and country again 
confirmed job satisfaction as a stronger 
predictor of all three OCB subcategories 
among Ghanaian workers than with their 
Finnish counterparts (β Obedience = 
0.41, p<0.01, β Loyalty = 0.12, p<0.05, β 
Participation = 0.49, p<0.01). 

Discussion
The primary goal of this study was to 

compare participation in organizational 
citizenship behaviours between Ghanaian 
and Finnish industrial workers. It was 
argued that because of the strong influence 
of national culture, Ghanaian industrial 
workers, by dint of their collectivistic and 
high power-distance cultural orientation, will 
exhibit more OCB performances than their 
Finnish counterparts. Partial support was 
found for this - Hypothesis 1. Performance 

Table 2.      Results of Hierarchical Regression Analysis for OCB 

                     Organizational    Citizenship   Behaviour  (OCB) 
Predictors 

Step1 Step2 Step3 
 β β β 

Step 1:    

Age .19** .08** .09** 

Gender a .10** .08** .08** 

Education .43** .18** .12** 

Tenure .25* .15** .11** 

Position b .01 -.05 -.07** 

Step 2:    

Job Satisfaction  .58** .30** 

Country c  -.04 -.07* 

Step 3:    

Job Satisfaction × Country    .37** 

R2 .52 .71 .74 

R2 Change .52** .19** .03** 

Model F 128.03** 209.93** 210.38** 

*P<0.05, **P<0.01. a Gender: Male = 0 and female = 1; β Standardized Beta coefficient; b Position in the work place: worker = 0  
and supervisor = 1; c Country: Finland = 0 and Ghana = 1.  In all three dummies, values with 0 coding are the reference values to  
which the obtained β should be compared. ΔR2= R2 Change.
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of organizational citizenship behaviours 
in Ghanaian organizations were of a lesser 
magnitude, as compared to what pertains in 
Finnish organizations. Analyses on the OCB 
subsets revealed that Ghanaian workers 
displayed more loyalty, but less of obedience 
and participation. The high expression of 
loyalty, ostensibly, could be attributed to 
Ghanaian cultural values. Ghanaian society 
is governed by a bureaucratic culture with 

high power-distance values that make 
organizational workers to often agree 
unconditionally with their bosses (Gyekye, 
2001). Additionally, organizational workers 
tend to be submissive to authority, have a 
high need for social interconnectedness and 
mutual dependence, and place premium 
on interpersonal harmony and loyalty, all 
of which make them feel bound to one 
another. These cultural values thus provide 
an environment where Ghanaian employees 
experience employment as relational 
element, based on trust and mutual support. 

Contrary to what pertains in most 
Western nations, Ghanaians place more 
value on paternalistic and affiliative 
relationships. Thus, Gyekye and 
Haybatollahi (2015b) have recently reported 
how Ghanaian employees tend to be more 

sensitive to the Interactional dimension 
of Organizational Justice than to the 
Procedural and Distributive facets. Most 
often, the personal loyalty and attachment 
to members of the family is transferred 
to employment situations (Gyekye, 
2001). It is therefore not uncommon to 
notice top and middle managers being 
regarded and addressed as “fathers” 
and “uncles” respectively. Under such 

circumstances, workers have felt bound 
to their organizations and particularly 
been motivated to behave in ways that 
strengthen these familial relationships with 
their employers. Subsequently, they have 
often engaged in extra-role activities as a 
mark of their loyalty. However, the display 
of loyalty and the concomitant extra-role 
performances that should have translated 
into higher levels of OCB performances did 
not manifest in obedience and participation 
as anticipated. 

Support was found for Hypothesis 2. 
Finnish respondents expressed higher levels 
of job satisfaction than their Ghanaian 
counterparts. Finland is a relatively 
advanced economy and has better working 
conditions than what pertains in Ghanaian 
organizations. Consistent with the 

Table 3.     Results of Hierarchical Regression Analysis for the Components of OCB 

Obedience Loyalty Participation Predictors Step1 Step2 Step3 Step1 Step2 Step3 Step1 Step2 Step3
 β β β β β β β β β 

Step 1:          

Age .15** .06 .06 .21** .11** .11** .17** .07* .08* 

Gender a .06* .09** .08** .17** .10** .10** .05 .04 .04 

Education .45** .15** -.08* .31** .16** .15** .46** .19** .11** 

Tenure .24** .17** .12** .21** .11** .10** .21** .11** .06* 

Position b -.05 -.00 -.03 .10** -.05 -.06* -.04 -.06** -.10* 

Step 2:          

Job Satisfaction  .41** .11*  .61** .51**  .54** .18** 

Country c  -.24** -.28**  .17** .16**  -.11** -.15** 

Step 3:          
Job Satisfaction × 
Country c   .41**   .12*   .49** 

R2 .47 .60 .63 .41 .63 .64 .48 .65 .71 

ΔR2 .47** .13** .04** .41** .23** .003* .48** .18** .05** 

Model F 106.96** 128.67** 130.40** 82.22** 147.56** 130.66** 110.78** 162.46** 178.02** 
*P<0.05, **P<0.01. a Gender: Male = 0 and female = 1; β Standardized Beta coefficient; b Position in the work place: worker = 0  

and supervisor = 1; c Country: Finland = 0 and Ghana = 1.  In all three dummies, values with 0 coding are the reference values to which 

the obtained β should be compared. ΔR2= R2 Change.   
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Reciprocity Norm (Gouldner, 1960) and 
Inducements-contribution Theory (Hom 
& Grifferth, 1995), the Finnish employees 
have felt obligated to recompense their 
organizations with active participation 
in OCBs because of the provision of 
superior inducements by their organization 
management. In contrast, organizational 
management in Ghana seldom invests in 
their workers, rarely provides skill training 
opportunities, benefits, or job security; and 
the workers feel powerless to do anything 
about them (Gyekye, 2001). As a result, 
employees’ appraisal of organizational 
structures and the various facets of their 
work environments had not inspired them 
to display positive work behaviours as 
OCBs. Essentially, with their relatively lower 
levels of job satisfaction, the Ghanaian 
workers had lacked the inspiration to 
contribute much extra to their organizations 
in the form of organizational citizenship 
behaviours. The current observation 
corroborates findings from Kuehn and Al-
Busaidi’s (2002) comparative study which 
shed some light on the relationship between 
Omanis and their expatriate counterparts 
on OCB performances. In comparison 
with their expatriate colleagues, the local 
Omani workers expressed relatively lower 
levels of job satisfaction and lower affective 
commitment to their organizations, and 
subsequently, exhibited less OCBs.

The current data-analyses did not validate 
Paine and Organ’s (2000) proposition 
that collectivists would display OCBs in 
the absence of its predictors. As indicated 
by the results, Ghanaian workers’ active 
participation in OCBs was stifled by the 
lower levels of satisfaction they experienced 
at their jobs. When job satisfaction, which is 
recognised as a consistent and key predictor 
of OCBs (e.g., Podsakoff et al; 2000) was 
low among the Ghanaian employees, there 
was a conformingly low display of OCBs. 
The conceivable explanation for this 
observation could therefore be attributed 
to the adverse impact of low levels of job 
satisfaction; as ample evidence shows that 
job satisfaction is high in organizations 
where OCB is prevalent (e.g., Podsakoff 
et al; 2000; Foote & Li-Ping Tang, 2008). 
Ostensibly, the observation that employees 
in individualistic and low power-distance 
cultures demonstrate OCBs in response to 

managerial performances may also translate 
to workers in collectivistic and high power-
distance cultures. Data from a recent study 
that explored the joint impact of age and job 
satisfaction on OCB performances indicated 
that compared to older workers, Ghanaian 
younger workers’ citizenship behaviours 
tend to be significantly influenced by job 
satisfaction (Gyekye & Haybatollahi, 
2015a). 

Organizational behaviour researchers 
have reported how job dissatisfaction and 
or low levels of job satisfaction stifle pro-
organizational behaviours and encourage 
adverse organizational behaviours such 
as withdrawals, absenteeism, tardiness, 
turnover intention and actual turnover 
(Tekleab et al., 2005; Tett & Mayor, 1993). 
Apparently, when employees perceive 
that their organizational management has 
failed to meet basic promised obligations 
to provide a satisfying work environment, 
they are less likely to get committed to 
the organizational goals, let alone involve 
themselves in extra-role commitments. 
Plausibly, collectivist nations that will 
display citizenship behaviours with lower 
levels of OCB predictors or their absence 
must at least have to experience some 
appreciable levels of job satisfaction in their 
work organizations. It therefore seems to 
be the case that enhanced job satisfaction 
increases the likelihood of engaging in 
citizenship behaviours, irrespective of 
cultural orientations.

Limitations

Like all scientific studies, the current 
research is limited. First, it is reliant on self-
reported instruments. There is therefore the 
possibility for common method variance 
among some of the scales. However, the 
common method variance problem may not 
be as significant a concern as it was once 
thought to be. Reviews by Podsakoff and his 
colleagues (2003) and meta-analytic research 
by Spector (2006) indicate that while this 
problem continues to be cited regularly, 
the magnitude of distortions is rather 
minimal. It is expected that the assurance of 
anonymity and confidentiality lowered this 
distortion. OCB ratings by supervisors have 
been found to be less accurate and more 
range-restricted than self-ratings (Podsakoff 



Organizational Citizenship Behavior: A Cross-Cultural Comparative Study... Haybatollahi and Gyekye

29

et al., 2003). Besides, self-reported measures 
have been successfully used in previous OCB 
studies (e.g., Gyekye & Salminen, 2005, 
2008; Turnipseed & Murkison, 2000). The 
cross-sectional and correlational design of 
the study precludes causal inferences. Future 
research with longitudinal designs may help 
establish the direction of causality among 
the relationships examined in the study.

Notwithstanding, our findings are 
informative with respect to the importance 
of culture and national values on 
organizational citizenship behaviours. 
As documented here, Ghanaian workers 
were not ready to exhibit citizenship 
behaviours under unsatisfactory working 
conditions. Organizational management 
in Ghana could do well to increase worker 
productivity and efficiency through OCB 
participation by improving employees’ 
levels of job satisfaction. This could be 
addressed by putting in place organizational 
structures that will provide employees 
with well-deserved remunerations, resolve 
their concerns, and increase managerial 
support and job enrichment programmes. 
Though the study was undertaken with two 
nations, the current findings are applicable 
to countries with cultural characteristics 
similar to those of Ghana on one hand, 
and individualistic cultures on the other 
hand. Generalizations of the findings 
should however be done with caution. 
The study adds to the existing literature 
on comparative analyses of organizational 
citizenship behaviours. We encourage 
studies to test further the proposition that 
collectivists would perform citizenship 
behaviours even in the absence of OCB 
predictors.
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