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ABSTRACT

This study examines the nexus between occupational stress, perceived fairness
and organizational citizenship behaviour among bank workers in Nigeria. A
survey research design is employed for this study. The participants include 198
bank employees from selected banks within Makurdi metropolis. Instrument for
data collection is self designed questionnaire. Two research hypotheses were
formulated to guide the study. The findings reveal that employees with high
perception of occupational stress differ significantly from their counterparts
with acceptance of both hypotheses respectively. The study opines that
organizations that seek to promote appropriate organizational citizenship
behaviour must be concerned about employee’s justice and reduction of stressin
order to forestall organizational ineffectiveness.

Keywords: Occupational stress, perceived fairness, organizational citizenship,
bank workers.

INTRODUCTION
The goal of every organization isto achieve a stated mandate. Various measures are
often adopted by organizations to achieve this. But most often, such efforts are not
enough to see organi zations through the recent economic depression currently being
witnessed all over theworld. Employeesare now required to go beyond their expected
rolesfor which they are paid becauseit isno longer adequate for organizations of the
21st Century. They are now expected to go above and beyond their work scheduleto
make surethat their organi zationsremain in competition. One organizational behaviour
congiruct that isoften recommended for improved organizationd viability isorganizationa
citizenship behaviour (OCB). Organizationa Citizenship Behaviour can be defined as
defendingwhenitiscriticized or urging peersintheorganization (Turnipseed and Murkison,
2000). Or abehaviour that exceeds routine expectations (Vey and Campbell, 2004).
OCB typically refersto behavioursthat positively impact the organization or itsmembers
(Poncheri, 2006). OCB can beaffected by ingtillingin employeesaperception of expertise
inthejobtask (Constantino and Todd, 2005). OCBsyieldssignificantly higher outcomein
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thelong term than in the short term for the Organi zation (Bowler and Brass, 2006). The
importance of OCB can berealized by theargument of Keys(2001), who suggeststhat,
organizational citizenship behaviour had animpact on profitability but not on customer
satisfaction. Also, Shapiro, Jacqueline, Kesder and Purcell (2004) assert that individuals
engagein organizational citizenship behaviour asaform of reciprocity. Based on that,
organizationa citizenship behaviour isabehaviour that extendsbeyond that required by an
Organisationin aformal job description and refer to actions performed by employees,
which surpassthe minimum role requirement expected by Organization and promotethe
welfareof co-workers, work groups, or the Organization (Lowell, 1999). Work stressis
recognized world-wideasamajor chalengeto worker’shedth and the heal thiness of their
Organizations. Workerswho arestressed ared so morelikely to beunhealthy, poor physica
appearance, poorly motivated, less productive and lesssafe at work. Their Organizations
arelesslikely to be successful in acompetitive market.

Stressoccur inawiderange of work circumstances but isoften madeworsewhen
employeesfed they havelittle supportsfrom supervisorsand colleaguesand wherethey
havelittlecontrol over work or how they can copewithitsdemandsand pressures. Stress
at work can beareal problemtothe Organization aswell asitsworkers. Stressmay refer
toexterna influencesacting onindividuas(Sdye, 1976); psychological reactionsto such
influences (Meyer, 2000) psychologicd interpretation of both theexternal influencesand
the psychological reactions (Oke and Dawson, 2008) and adverse behavioural reactions
exhibitedinwork, or socid stuations, or both (Richmond and Kehoe, 1999; Vasse, Nijhuis
and Kok, 1998). Taking into thisaccount, several occupational stressmodelshave been
proposed that focus on organi zationa dimensionsthat are considered common causes of
stress. Oneuseful model hasbeen devel oped by Marshall and Cooper (1979) who locate
workplace stressors under six broad categories comprising; factorsintrinsic to thejob;
roleinthe Organization; relationship at work; career development and achievement;
organizationa structure and climate; and the homework interface.

Relationships at work with superiors, colleagues, and subordinates have been
identified aspotential stressors. (Dannaand Griffin, 1999) isrelated to high roleambiguity,
poor communication, low job satisfaction and poor psychological well being. Strong
emotions, such asworkplacejea ousy and envy amongst empl oyees, have been blamed
for pathologica outcomes such asworkplace violence and harassment (Vecchio, 1995).
Rel ationships among co-workers can provide val uable social support and this can ease
jobgrain (McLean, 2000). Financid indtitutionsare both strategic and crucid tothegrowth
of any economy. They have been rightly described asthe nerve center of the economy.
They performthecrucid roleof fund mobilization from surplusunit (depositors) and candize
sametothedeficit unit (investor) through theextension of credit (Okezie, Akingunola, and
Tella, 2011). However, over thelast few years, theNigerian financia system haswitnessed
significant changes in terms of structures, management techniques and regulatory
environment. These changesaremore pronounced in the banking sub-sector than the sub
sector of the system (Okezie, Akingunola, and Tella, 2011) The Nigerian banking system
asawhole hasbeen under serious pressurefrominterna and external factorsinthelast
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few years. The system can be said to be under stress and of the negative or bad type,
identified by Selye(1984), asdistress. Bank management must react to changesif it must
remaininbusinessand avoid thepainsof distressor outright failure. Management responses
to cope with these changesare diverse. It rangesfrom re-engineering, rationalization of
branchesand businesslines, increased working hours, staff education and retraining or
sometimes retrenchment and compl ete re-organization. Bank workerswho arevictimsof
management reactionsare susceptibleto siress. Justice causesintegrity whileorganizetiona
justice causesindividual to betogether in order towork effectively (Goudarzvandchegini,
Gilaninia, and Abdesonboli, 2011). On the other hand, injustice destroys organi zational
integrity (Gbadamos and Nwosu, 2011). According to Greenberg (1990), itisrelated to
daff perceptionsof work fairness’. Injusticeor discriminationisthebasisof al organizationd
harms, when thishappensorganizational relationshipwill regress. Inastudy conducted by
Mehrdad (2009), it isshown that thereisameaningful relationship between organi zational
justicedimension and organizational citizenship behaviour. Also, employees perceptions
of beingtreated fairly intheir job (Greenberg, 1990) display greater affective commitment
totheorganization.

Issuesof justice or fairnessareakey concerntovirtualy al individuas. Inwork
settings, employees often gauge whether the rewards they receive match with their
contributionsto thegrowth of the Organi zation and therewardsreceived by their colleagues
(Leventhal, Diefenbach, and Leventhal, 1992). Employeesa so judgethefairnessof the
decision—making proceduresused by organi zational representatives, to seewhether those
procedures are cons stent, unbiased, accurate, correctable, and representatives of workers
concernsand opinions (Greenberg 1999, Leventha 2001; Thibaut and Walker, 2000).
Finally, employeesconsider theinterpersonal trestment they receive as proceduresare
implemented by authority figures (Magner, Johnson, Sobery and Welker, 2000);

Nowadays, Organizationsarefacing atough competition dueto anintenseflow of
knowledge and awareness. So, in order to enhance the competitive advantage, highly
committed employees are needed in thework place (Hsu, 2009). High perception of
justiceisassumed to lead to high organizational citizenship behaviour. Onceemployees
perceivethat they arefairly treated, thereisahigh tendency that they will engageinextra
role behaviour whichisorganizationd citizenship behaviour, which can eventually lead to
stress. Thisis perhapstruein that the operational framework of the bank workersto
resume early and closelate, theintroduction of weekend banking (Saturday banking),
while someof them area so required to update themselvesacademically withinaset time,
which make most category of workers to register for degree/diploma weekend
programmes. Thereisno denying fact that most bank workersareworking under tension,
it seemsmagjority areremaining onthejobin order to avoid the painsof unemployment as
against the global standard of job satisfaction, such condition cannot but produce
dissatisfaction, astressful situation (Emmons, 1989). From theforegoing therefore, the
present study examines the role of occupational stress and perceived fairness on
organizationd citizenship behaviour among bank workers. Thestudy attempted to provide
answerstothefollowing questions:
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1 Doesoccupationd stressplay any significant roleon organizationa Citizenship
behaviour?

2. Doespercaived faressimpact S gnificantly onorganizationd citizenship behaviour?
Based on these questions, thefollowing hypotheseswere formul ated astentative

answersto theresearch questions.

H,l:  Employeeswithhigh perception of occupationa stresswill not differ significantly
on organizational citizenship behaviour, from those with low perception of
occupational stress.

H2  Employeeswithhigh perceptionof organizationd justicewill not differ significantly

on organizational citizenship behaviour from those with low perception of
organizationd justice.

Occupational Sress, Perceived Fairnessand Or ganizational Citizenship Behaviour

Samue, Osnowo and Chipunza (2009) assesstheimpact of financid distressintheNigerian
bankingindustry asit affected job satisfaction, perceived stressand psychol ogical well-
being of employeesand depositors. The research adopted case study asastrategy and
employed independent groups design to get aba anced assessment of thesubject. Variables
of interest were not manipulated in order to alow for accuracy of judgment and resuilts.
Sdlf-administered questionnaire (Blau, 1981) psychologica well-being scaleby Goldberg
(1978); job satisfaction scal e by Ugwuegbu (1988) and self-devel oped questionnaire by
theresearcher to solicit information from bank employeesand depositorswereadministered
to 105 respondents comprising of 61 bank employees and 44 bank customers. The
questionnaire had aCronbach AlphaCoefficient of 0.88, thusconfirming therdiability of
the datacollecting instrument. A total of 5 hypotheseswereformulated and tested. The
results show that employeesin healthy bankswere more satisfied with their jobsthan
thosein distressed banks; but the difference between their mean scoresdid not reach a
significant level thus suggesting that employeesin distressed banksequally enjoyed their
jobsliketheir colleaguesin healthy banks. Finally, the resultsa so show that employeesin
distressed banks experience higher stresslevel than thosein healthy banks.

Dumbili (2013) attributesit to industry especially the after-math effect of the
implementation of theliberalization reforms. A structured questionnairewas designed to
collect information from both executives and none-executives of the Nigerian banking
industry. At 0.05 and one degree of freedom, it wasfound to be significant existence of
stressorsin Nigerian banking sub-sector. However, the stresslevel ishigher among the
executivethan the non-executiveit wasconcluded that thereexist high level of stressinthe
Nigerian banking industry which affect personal health significantly thereby requiring
management actioninimplementing stressrelievingmeasures. Lin, Tsa, Lin, La and Chang
(2005) examinetherel ationship between organizationd citizenship behaviours, organizationa
commitmentsand organizationd learning effects. They didtributed 200 copiesof questionnaire
to 12 companies, thefinal responserate was 52.5% (105/200). The study used SEM to
test three hypotheses about organizational citizenship behaviours, organizational
commitmentsand organizational learning effects. Theresultswerethat organizational
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commitment could influence organizationa |earning effects positively and organizational
citizenship behaviourscan beinfluenced positively by organizationa commitment employee
likeability. Cetin, Kyzyl and Zengin (2013) examinetherel ationship between workplace
justice afforded by the grievance system and the union outcomes of citizenship behaviour
and turnover intentionsand the mechani smsthat underpin theserel ationships. Respondents
weremembersof alarge public sector unionin Singapore. Resultsreveal that perceived
union support and unioningrumentaity fully medi ated therd ationship betweenthedimensons
of work placejustice and citizenship behaviour directed toward the union (OCB) and
citizenship behaviour directed at other union members(OCB).

Perceived organizational support (POS) and organizational justice (procedural
and distributive) are complementary conceptsin explaining thejob satisfaction of extension
personnel fromtwo Agricultural Development Programsin Nigeria. Two hundred and
twenty nineextension personnd returned compl eted surveys(88.07% responses). Results
of ahierarchica moderated regress on analysisshowed that POS and organi zationd justice
(procedurd and distributive) explained uniquevariancesin job satisfaction. Posmoderated
therel ationship between job sati sfaction and perceptions of distributive and procedural
justice. Findingsfrom thisstudy suggest that job satisfaction could be enhanced through
ensuring that the extension personnel perceive manageria actionsand behavioursasbeing
just and equitable commitment that mediatesthisrel ationship.

Simonsand Roberson (2003) examinethe aggregation of justice perceptionsto
thedepartmenta |level and thebusinessunit leve , theimpact of theseaggregate perceptions
on businessunit level outcomesand the usefulness of the distinction between procedural
andinterpersond judticeat different levesof andyss. Latent variablesanaysesof individud
level and department level data4,539 employeesin 783 departmentsat 97 hotel properties
showed thet the 2 judticetypesexercise unique pathsof impact onemployees organizationa
commitment and thuson turnover intentionsand discretionary servicebehaviour. Business
—unit level analysesfurther demonstrate paths of association between aggregatejustice,
perceptions, aggregate commitment levels, and the business unit level outcomes of
employee sturnover rate and customers' satisfaction ratings.

Rhoades, Eisenberger and Armeli (2001) surveyed four hundred and thirteen postal
employeestoinvestigate reciprocation’ srolein thereationship of perceived organizationa
support (POS) withemployees affective organizationa commitment and job performance.
They found that POSwaspositively related to employees’ felt obligation to careabout the
organization’swelfare and to hel p the organization reach its objectives; felt obligation
mediated the associations of POSwith affective commitment, organizational spontaneity
andin—role performance; and therel ationship between POS and felt obligationincreased
with employees acceptance of the reciprocity norm as applied to work organizations.
Positive mood al so mediated the rel ationships of POS with affective commitment and
organizationd spontaneity. Chiboiwa, Chipunzaand Samud (2011) evauatejob satisfaction
and organizationd citizenship behaviour amongst sdlected organizationsin Zimbabwe. The
researchwasamed at achieving thefollowing objectives, determinejob satisfactionlevels
of employeesin the sel ected organizations; determine the extent to which employeesin
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these organi zationsengaged in organi zationd citizenship behaviour; andyzethecorrelation
between job satisfaction and organi zationa citizenship behaviour. Thestudy adopted the
quantitativeresearch design. Questionnaireswere administered to 1,202 employeesfrom
5 selected organizations. Employeesin the organizations surveyed experienced intrinsic
job satisfaction morethan extrinsic job satisfaction, furthermore, employeesin these
organizationsengaged morein dtruism than other dimensonsof organizationd citizenship
behaviour. Substantive correlation between job satisfaction and organi zationd citizenship
behaviour was also found. Six theorieswerereviewed in thisstudy alongside empirical
studiesinrelation to the research variables. Thetheoriesreviewed are: Equity Theory,
Cognitive Evaluation Theory, Self Determination Theory, Social Exchange Theory, Goal
Setting Theory and Selye’ s Theory of Systemic Stress.

Equity theory proposesthat individua swho perceivethemsalvesaseither under-
rewarded or over rewarded will experience distressand that thisdistressleadsto efforts
to restore equity within rel ationship. It focuseson determining whether the di stribution of
resourcesisfair to both relationa partners. Cognitive Evaluation Theory explainstheeffects
of external consequenceson internal motivation. Thistheory focuseson competenceand
autonomy whileexamining how intringc motivation isaffected by externd forces.

Self-Determination Theory states that when individual experience intrinsic
motivation, they engagein behavioursthey perceiveasinherently interesting, satisfying
fulfilling and absorbing. According to thetheory, when individual sexperienceextrinsic
motivation, they engagein behaviours merely because of the objective consequencesthey
might attract such astangible rewards or praise. Social Exchange Theory positsthat
individua sexchange contributionsfor certain inducementsthat the organization provides.
Two partiesareinvolvedin asocid exchangerelationship, adhereto normsspecifying that
good deeds should be reciprocated. Socia exchange rel ationships are based on mutual
obligation.

God Setting Theory proposesthat god saretheimmediate regul ationsof behaviour
and setting specific and difficult goa sleadsto higher performancelevelsthanthe genera
or easy goals. Selyes'sTheory of Systemic Stressstatesthat stressisastate manifested by
asyndromewhich conggtsof al thenon specifically indulged changesinabiologic system.
These non specifically induced changes constitute stereotypical response called General
Adaptation Syndrome (GAS) which comprise of thealarm, resistance and exhaustion
stage. Theamastageistheinitial shock phase, theresistance stagethe organismtry to
adapt and failureto adapt it entersthe exhaustion stage which the shock phase reappear
but resistanceisnolonger possible.

PARTICIPANTSAND PROCEDURE

A survey research design was employed for this study. The participantsfor thisstudy
consisted of 198 employees selected from banks located in Benue State, Nigeria.
Specificaly, the participantswere sd ected from thefollowing banks: First Bank Plc, Skye
Bank Plc, UBA Pic, GTB Plc, Diamond Bank Plc, Unity BanksPlcand AccessBank Pic.
From the total number of participants sampled, 118 were males and 80 werefemale.
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Thesehavebranchesall over Nigeriawith smilar working standards. Purposive sampling
techniquewas used because of limited number of banksin Benue State. It wasal so because
of thenature of work |oad on bank employees. Thismethod of samplingwaspreferred for
the study becauseit enablestheresearcher to get areasonable number of participantsfor
the study. Thefollowinginstrumentswere used to collect the datafor the study:

Organizational Justice Measure: This measure developed by (Colquitt, Conlon,
Wesson, Porter and Ng, 2001) was used to measure perceived organizational justicein
thestudy. Itisa20item scalethat measuresfour dimensionsof organizationd justice. They
are: digtributive (4 items), procedurd (7 items), informationa (5items), andinterpersonal
justice (4 items). The scalefollowed a5-point likert type of responseformat that ranged
from (1) to asmall extent, to (5) to alarge extent.

Organizational Citizenship Behaviour Scale: The development of the scaleto measure
OCB wasbased on earlier conceptualization of OCB. M ost conceptualizations of OCB
haveidentified five mgjor dimensions. Thefirst two dimensionswhich appearedinthe
work of Smith, Organ and Near (1983) were altruism- helping behaviour directed at
specificindividual ; and conscientiousness often referred to asgeneralized compliance-
doing thingsthat benefit the Organi zation. Three additional dimensionsof OCB, which
wasfirst, proposed by Organ (1988) and accepted by Chattopadhyay, Glick, Miller and
Huber (1999); Moorman, Blakely and Niehoff (1998) werealso included in the present
scale. The organizational citizenship behaviour scaleisaself-reported five point likert
format responses scaleranging fromnever (1), rarely (2), sometimes(3), dways(4), and
very often (5) for the positively worded itemsand thereversefor the negatively worded
items

The Administrative Stress Index (ASl): The administrative stressindex (ASl) was
used to measure the four dimensions of stress. Thiswas developed (Koch and Doyle,
1985) in order to examinethemultidimensiondity of stressorsthat may affect administrators
of educational Organizations. An analysisof twenty-fiveitemsusing rotated varimax
structures clustered to providefurther evidence of the existence of multiple dimension of
stress. Two samplesresulted in coefficient of .70 and higher. Respondentswere asked to
record their reactionson afive-point likert scale. Theresponsesranged from (1) rarely or
never bothersmeto (5) frequently bothersme.

Prior to the questionnaire adminisiration, theresearcher took permissionfromthe
bank managersin each salected bank visited. Theresearcher a so described the study and
the survey instruments, aswell asthe motive behind theresearch. Thisinitial stepwas
takentofacilitateand obtain officia permissionto usetheir employeesfor thestudy. These
stepswere considered essential because of the seeming difficultiesinherent in seeking
cooperation and assi stance of busy workers. Final collection of the datawas carried out
by purposive sampling of full-time bankersin the sampled banks, with the assi stance of
research assstants. No timelimitsasrespondentswere given the privilege of working on
the questionnaireduring their leisuretime. A 2-way Analysisof Variance (ANOVA) was
employed to anayzethedata.
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RESULTSAND DISCUSSION

Theresult of the descriptive stati stics presented on table 1 reveal sthat employeeswith low
level of perceived occupational stressreported higher mean score on organizational
citizenship behaviour when compared to their counterpartswith highlevel of perceived
stress. Theresultsequally indicated that empl oyeeswho perceived high organi zational
justicereported high score on organi zationd citizenship behaviour when compared totheir
counterpartswith low perception of organizationa justice. Test of significanceof themeans
ispresented ontable 2. Theresult of the ANOVA statistic presented on table 2 reveals
that perceived occupational stress produced main effect on organizational citizenship
behaviour. Specifically, employees with low perception of stress exhibited more
organizationd citizenship behaviour. Thisimpliesthergection of thenull hypothesisthat
employeeswith high perception of occupational stresswill not differ significantly on
organizationd citizenship behaviour, fromthosewith low perception of occupationd stress.
This, therefore, shows statistically significant difference on organizationa citizenship
behaviour between empl oyeeswith high perception of occupational stressand thosewith
low perception of stress.

Theresultsof theanaysisequally reveal that employeeswith high perception of
justice exhibit moreorganizational citizenship behaviour thantheir counterpartswith low
perception of justice. Thesecond hypothesisof ano significant differenceon organizationd
citizenship behaviour between thetwo categories of employeesisre ected. However, no
interaction effect was observed between perceived occupationa stressand organizational
justice on organizationa citizenship behaviour. Thefindings suggest that organizational
citizenship behaviour issignificantly affected by both percelved stressand percelved judtice.
Ultimately organizationsthat seek to promote appropriate organizational citizenship
behaviour must be concerned about employee’ sjustice and reduction of stressin order to
forestall organizationd ineffectiveness. Organizationscan determinethe desired employees
justiceand waysof reducing stressto meet their needs. Furthermore, employeeswith high
perception of occupational stresswerelow on organizationa citizenship behaviour and
thosewho perceived justice high werea so high on organizational citizenship behaviour,
thereforeitiscrucia for bank managements and supervisorsto adopt fair environment
acrosstheir Organization in terms of the proceduresthey used and the quality of the
relationship they havewith followers. It isnecessary for Banksto adopt and encourage
these organizationd attitudesand behaviourswithin the Organization to get better working
environment and to achieve better work performance.

Thefirst hypothesi stested inthisstudy statesthat employeeswith high perception
of occupationa stresswill not differ significantly on organizationa citizenship behaviour
from those with low perception of occupational stress. A 2x2 ANOVA was usedinthe
analysisof dataand it givesasignificant result contrary to the above hypothesis. This
research result isinlinewith theresearch findings of others. For instance, Oreoluwaand
Oludele (2010) conduct astudy aimed at determining the existence of stressin theeffect
of theimplementation of theliberdization reforms. Inthesamevein, Samue, Osinowo and
Chipunza (2009) assesstheimpact of financid distressintheNigerian bankingindusiry as
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it affected job satisfaction, perceived stressand psychological well-being of employees
and depositors. Theresults show that employeesin healthy bankswere more satisfied
with their jobs than those distressed banks. The results also show that employeesin
distressed banksexperienced higher stresslevel than thosein hedthy banks. Also, Hannam
and Jemmieson (2008) observethat teacherswho engagein organizationa citizenship
behaviour will experiencemoreexhaustion, they may Smultaneoudy increasetheir fedings
of personal accomplishment and work identification, which may inturn lead to burnout.
Theresult showsthat teacherswho engaged in OCB experience burnout morethan their
counterparts. Chiboiwa, Chipunzaand Samuel (2011) also evaluate job satisfaction and
organizational citizenship behaviour anongst selected organizationsin Zimbabweto
determinejob satisfactionlevel sof employees, determinethe extent to which employeesin
these organi zations engaged in organi zational citizenship behaviour and to analyzethe
correlation between job sati sfaction and organi zationd citizenship behaviour. Therewasa
substantive correl ation between job satisfaction and organi zational citizenship behaviour.
Thesecond hypothesi sstatesthat employeeswith high perception of organizationa
justicewill not differ significantly on organizationa citizenship behaviour from thosewith
low perception of organizationd justice. Also a2 x 2 ANOVA wasused intheanaysisof
dataand theresult showsasignificant differencein support of thehypothess. Thisstudy is
inlinewith other studies such as, Kaheny, Haire and Benesh (2008) who examinethe
rel ationship between workplacejustice afforded by the grievance system and the union
outcomeof citizenship behaviour and turnover intentionsand the mechanismsthat underpin
theserelationships. Resultsreved that perceived union support and union instrumentality
fully mediated the relationship between dimens ons of workplacejusticeand citizenship
behaviour directed towardsthe union and citizenship behaviour directed at other union
members. Also, Hodapp et al. (2003) examine the aggregation of justice perceptionsto
thedepartmenta |level and thebusinessunit leve , theimpact of theseaggregate perceptions
on businessunit level outcomesand the usefulness of the distinction between procedural
andinterpersond justiceat different levelsof analyss. Theresultsshow that 2 justicetypes
exerciseunique pathsof impactson employees' organizational commitment and thuson
turnover intentionsand discretionary service behaviour. The constraints of thisstudy are
that (i) the participantsused in thisstudy were Bank employees, being abusy organization
most of the employees could not participate. Even thefew that participated did so out of
genuineconcern, (i) the construct organi zation citizenship behaviour isnew inthefield of
organizationd psychology asaresult linking it to the variablesresearched wasdifficult.

Table 1: Descriptive Statistics of mean and standard deviation scores of perceived occupational
stress and organizational justice on organizational citizenship behaviour.

Variables Levels Mean SD N
Perceived Low 8290 1053 118
Occupational Stress High 64.25 1372 &
Perceived organizational High 80.40 14.35 114
Justice Low 6852 1352 A

Total 75.36 15.02 198
Source: Survey, 2015
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Table 2: 2x2 ANOVA summary table showing the difference between perceived occupational stress
and organizational justice on organizational citizenship behaviour

Sourceof Variance Sum of Squares Df X F Sig
Perceived Stress (A) 11225.06 1 112506 8304
Perceived Justice (B) 144922 1 144922 1072
AandB 7229 1 7229 A NS
Error 26225.88 N 13519

Total 44433.82 197

KEY:* * =P<.001, * =P<.01, NS=Not Significant. Source: Survey, 2015

CONCLUSIONAND RECOMMENDATIONS

This study hasexamined occupational stress, perceived fairness and organizational
citizenship behaviour among bank workers. Two hypothesesweretested viz: (i) employees
with high perception of occupational stresswill not differ significantly on organizational
citizenship behaviour, from those with low perception of occupational stress. Also,
employeeswith high perception of organizational justicewill not differ significantly on
organizationd citizenship behaviour from thosewithlow perception of organizationd justice.
Bothresultsweresignificant and thetwo hypotheseswererg ected. Based on thefindings,
thefollowing recommendationsare made:

I. Stressmanagement techniques should beintroduced to help bank employeesto
manage stressthey encounter at work. Thiswill help to reduce employeesstress
and the banking sector will be moreeffective.

i. Bank management should adopt fair environment acrosstheir Organizationsin
termsof the decision they make, the policiesthey apply, the proceduresthey use
andthequdity of thereationship they havewiththeir followers.

. Sinceorganizationd citizenship behaviour isare atively new congtruct inthefield
of organizationd psychology, researchersshould try and do moreresearch onitto
link morepsychologicd variablestoit.
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