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ABSTRACT 

This study seeks to empirically appraise the relationship between workers’ involvement and 

extra-role behaviour among Bank Tellers in Port Harcourt, utilizing a cross-sectional research 

design, the study employed a sample of 15 commercial banks. The sample size was 

determined using Taro Yamane’s of 80 respondents; the study used the Spearman Rank 

Order Correlation Coefficient. The study discovered that participative management practices 

and representative participation which were proxies for worker’s involvement displays a 

positive and significant association with Altruism as a measure for extra-role behaviour in 

banking institutions in Port Harcourt and participative management and representative 

participation demonstrates a positive and significant association with sportsmanship of 

organizations in Port Harcourt while organizational culture moderates the association 

between worker’s involvement and extra-role behaviour in organizations. In line with the 

study findings it was thus recommended that participative management and group decision 

making should be encouraged to strengthen employee extra-role behaviour in an 

organization. 

 

Keywords: Workers’ involvement, Extra-role bahaviour, Participative management, 

Representative participation, Altruism, Sportsmanship, Organizational Culture. 
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1. INTRODUCTION 

Extra-role behavior is a demonstrative of workers’ affective commitment. Successful 

organizations need employees who will do more than their usual job duties, who will provide 

performance that is beyond expectations (Robins, Judge & Sanghi, 2009). Organizations want 

and need employees who will do those things that aren’t in any job description (Robins, 

Judge & Sanghi, 2009). This also indicates that organizations that have such employees 

outperform those that do not (Podsakoff, MacKenzie, Paine & Bachrach, 2000; Bolino and 

Turnley, 2003). Extra-role behavior of employees is very significant to the growth and 

survival of any organization. When an employee engages in extra-role activities that is not 

part of his/her job description, it shows how committed that employee is to the organization. 

In a productive industry for instance, finished goods get to the prospective consumer when it 

is needed. Exra-role behavior fast track quality service delivery especially in the service 

oriented industry like banks, restaurants, shopping malls, etc. 

 

Studies on extra-role behavior had been carried out in different sphere of business 

environment. Alparslan and Can (2015) examined the antecedents of extra-role 

organizational behaviors in Turkey. The findings of their study indicated that exhibited extra-

role behaviors were highly related with friendship. Anit and Anat (2000) examined the 

relationship between job satisfaction, sense of efficacy, and extra-role behavior of 251 Israeli 

teachers. The finding of their study shows that job satisfaction is directly related to extra-role 

behavior. Omoruyi, Chipunza and Samuel (2011) ascertained the perceptions of justice and 

extra-role behaviours of survivors after organizational restructuring at a consolidated bank in 

Nigeria. The finding of their study revealed that the bank did not involve employees before 

and after the downsizing exercise. This created an atmosphere of job insecurity for survivors 

and made them negative about extra-role behaviours. Vandaele and Gemmel (2006) 

examined performance implications of in-role and extra-role behavior of frontline service 

employees. The findings of the study indicate that performance quality is directly influenced 

by in-role employee behavior oriented towards customers, while performance productivity is 

influenced by both in-role and extra-role employee behavior oriented towards employees and 

customers. 

 

Drawing from the studies above, none of them had addressed the relationship between 

workers’ involvement and extra-role behavior of bank tellers. This has created a literature 

gap. The aim of this study therefore is to examine the relationship between workers’ 

involvement and extra-role behavior of bank tellers in Port Harcourt, Nigeria. 

 

1.1 Aim of the Study  

The main purpose of this study is to examine the relationship between workers’ involvement 

and extra-role behaviour. 

  

1.2 Research Hypotheses 

The study will be guided by the following formulated null hypotheses. 
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H01:  Participative management does not significantly associate with altruism of bank 

tellers in Port Harcourt 

H02:  Participative management does not significantly associate with sportsmanship of bank 

tellers in Port Harcourt. 

H03:  Representative participation does not significantly associate with altruism of bank 

tellers in Port Harcourt 

H04:  Representative participation does not significantly associate with sportsmanship of 

bank tellers in Port Harcourt. 

H05: Organizational culture does not significantly moderate the relationship between 

worker’s involvement and extra-role behavior of bank tellers in Port Harcourt.    

 

2. Review of related literature  

 

Social Exchange Theory 

Social exchange theory (SET) is among the most influential conceptual paradigms for 

understanding workplace behavior (Cropanzano and Mitchell, 2005). Modern-day influences 

have been derived from the work of sociologists such as Homans (1990), Blau (1964), Eke 

(1974), and Emerson (1976). Searl (1990) argued that the model that emerges to explain 

social exchange theory is comprised of five central elements: (1) Behaviour is predicated 

upon the notion of rationality. That is, the more a behaviour results in a reward, the more 

individuals will behave that way. However, the more an individual receives a reward, the less 

valued it becomes, and the individual seeks alternative rewards through other behaviours or 

from other sources. (2) The relationship is based on reciprocation. That is, each individual in 

the relationship will provide benefits to the other so long as the exchange is equitable and the 

units of exchange are important to the respective parties. An exchange between two 

individuals must be seen as fair by both for the relation to continue, or at least to continue as 

strongly. This point out that it is not only important to respond fairly, but also with an item 

(not necessarily material) deemed to be important by the other person. (3) Social exchange is 

based on a justice principle. In each exchange, there should be a norm of fairness governing 

behaviour. That is, the exchange must be viewed as fair when compared in the context of a 

wider network or to third and fourth parties. This notion of distributive justice goes beyond 

the equity between the two principals' contribution. It involves each person comparing his or 

her reward to that of others who have dealt with this individual and what they received for the 

same or a similar contribution. (4) Individuals will seek to maximize their gains and 

minimize their costs in the exchange relation. It is important to understand that the notion of 

costs does not relate exclusively to financial issues; rather, costs can be incurred through the 

time and energy invested in a relationship. (5) Individuals participate in a relationship out of a 

sense of mutual benefit rather than coercion. Thus, coercion should be minimized. 

 

2.1 Concept of Workers’ Involvement 

 Workers involvement has been defined as workers’ psychological identification or 

commitment to their job (Kanungo, 1982). It is the degree to ‘which one is cognitively 

preoccupied with, engaged in, and concerned with one’s present job (Paullay et al., 1994). 
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Workers involvement involves the internalisation of values about the goodness of work or the 

importance of work in the worth of the workers (Lodahl and Kejner, 1965). As such workers 

who display high involvement in their jobs consider their work to be a very important part of 

their lives and whether or not they feel good about themselves is closely related to how they 

perform on their jobs. In other words for highly involved individuals performing well on the 

job is important for their self esteem (Lodahl and Kejner, 1965). Because of this people who 

are high in job involvement genuinely care for and are concerned about their work (Kanungo, 

1982).  

 

Workers involvement is generally described as an attachment to one's job that exceeds 

normal levels of commitment (Robins, Judge and Sanghi, 2009). The employee can become 

so involved with his job that it affects performance in other life role areas. The degree to 

which an employee is engaged in and enthusiastic about performing their work is called 

workers involvement (Ajay, Gagan and Swati, 2012). Business managers are typically well 

aware that efforts to promote job involvement among staff tend to pay off substantially since 

employees will be more likely to assist in furthering their company's objectives. Workers 

involvement is a degree to which an employee identifies with his job, actively participate in 

it, and consider his job performance important than his self-worth. It may be influenced by 

the level of once satisfaction of one needs be they intrinsic or extrinsic (Robins, Judge and 

Sanghi, 2009). 

        

2.1.1   Participative Management 

Participative management refers to a process in which subordinates share a significant degree 

of decision-making power with their immediate supervisors (Robins, Judge and Sanghi, 

2009). In other words, participative management refers to as an open form of management 

where employees are actively involved in organization’s decision making process 

(managementstudyguide.com). The concept of participative management is applied by the 

managers who understand the importance to human intellect and seek a strong relationship 

with their employees. They understand that the employees are the facilitators who deal 

directly with the customers and satisfy their needs. To beat the competition in market and to 

stay ahead of the competition, this form of management has been adopted by many 

organizations. They welcome the innovative ideas, concepts and thoughts from the 

employees and involve them in decision making process. 

 

2.1.2 Representative Participation 

Representative participation is a system in which workers participate in organizational 

decision-making through a small group of representative employees (Robins, Judge and 

Sanghi, 2009). Representation at work is the system by which individual employees – either 

union or non-union representatives – are given the right to speak on behalf of their colleagues 

on important issues in the workplace (Jones and Judge, 2006). The two most common forms 

representative participation takes are works councils and board representatives (Gilman and 

Marginson, 2002).According to them works councils are groups of nominated or elected 

employees who must be consulted when management makes decisions involving personnel. 
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Board representatives on the other hand are employees who sit on a company’s board of 

directors and represent the interest of the firm’s employees. According Robins, Judge and 

Sanghi (2009), representation is a way of formalizing the employer-employee relationship by 

establishing channels for people at work to: 

 

1. share information  

2. communicate  

3. consult  

4. negotiate  

5. protect their employment rights  

6. build positive relationships based on trust and co-operation. 

 

Representation is most commonly used when an employee may have a complaint with his/her 

manager about bullying or discrimination, or a manager may feel an employee’s performance 

or conduct is falling below the required standard (Wagner, 1994).Group issues, when 

employers need to communicate and consult with the whole workforce. This is often done in 

employee forums – also known as joint consultative committees or works councils. 

 

2.2 Extra-Role behaviour 

Organ (1988) pioneered the concept of extra-role behavior. Behaviors referred as extra-role 

behavior in related literature were discussed at two basic levels as organizational citizenship 

behavior and counterproductive behavior (Organ, Podsakoff and MacKenzie, 2006). 

However, in many definitions in the literature, it has been seen that the extra-role behaviors 

are considered from the aspect of benefit of organizations and assessed within the scope of 

organizational citizenship behavior. Organizational citizenship behavior is defined as those 

organizationally beneficial behaviors and gestures that can neither be enforced on the basis of 

formal role obligations nor elicited by contractual guarantees or recompose (Organ, 1990). Of 

late, doubt has been raised on the value of such extra-role behaviours. For example, Chiaburu 

and Baker (2006) contended that behaviors such as helping colleagues with workloads, 

attending functions that are not required, and obeying informal organizational norms might 

be construed as supporting the status-quo and perpetuating organizational procedures and 

routines that are lessthan-perfect for enhanced performance. Such compliance and uncritical 

support may be at odds with business imperatives that require employees to getting off the 

treadmill (Prahalad and Hammel, 1996). It is therefore important to encourage extra-role 

behaviours that are challenging promotive rather than affiliative-promotive (Van Dyne et al., 

1995). 

    

2.2.1    Sportsmanship 

Sportsmanship is defined as exhibiting no negative behavior when something does not go as 

planned - or when something is being perceived as annoying, difficult, frustrating or 

otherwise negative (Organ, 1988). Sportsmanship is defined as refraining from actions which 

may lead to unfavorable tension at the workplace and maintaining synergistic atmosphere 

within the organization against any adverse incidents (Organ, 1988, 1990; Podsakoff et al., 



International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849 

Vol. 3, Issue 8 (August 2017)  

 

 
Worldwide Knowledge Sharing Platform | www.ijaar.org 
 

Page 31 

2000). The examples of this attitude include to refrain from exaggerating problems when they 

exist refraining from complaining about the work, not to blame somebody at the workplace, 

to be able to tolerate organizational problems, to behave such to avoid any tension or quarrel 

with fellow workmen during the times of crisis and to be always respectful in his/her 

relations with fellow workmen (Organ, 1988, 1990; Podsakoff et al., 2000). Sportsmanship 

also covers to defend the prestige of the organization against those who are not in the 

organization (Netemeyer, Boles, McKee and McMurran, 1997). 

 

2.2.2 Altruism 

Altruism is defined as the desire to help or otherwise assist another individual, while not 

expecting a reward in compensation for that assistance. Altruism is also termed a helping 

behavior (Organ, 1988). Helping behavior includes all types of voluntary actions of workmen 

displayed to help the fellow workmen in performing their work and overcoming problems 

within the organization (Organ, 1988; 1990; Podsakoff et al., 2000). Examples of this attitude 

include helping beginners in getting used to work, sharing the work burden of fellow 

workmen, helping others in solving problems, training fellow workmen on utilization of new 

equipment, helping fellow workmen to works for required deadlines and obtaining the 

materials and equipment which is needed by fellow workmen(Podsakoff et al., 2000). The 

helping behavior is not confined only to fellow workmen; it can be displayed also to the 

customers, vendors and the ones working in procurement (Organ, 1988,1990; Podsakoff et 

al., 2000). 

 

3. MATERIALS AND METHODS   

 

3.1 Research design  

The researcher adopted a cross-sectional survey which is an aspect of the quasi-experimental 

design. In this type of research study, either the entire population or a subset thereof is 

selected, and from these individuals, data are collected to help answer research questions of 

interest (Olsen and St. George, 2004). It is called cross-sectional because the information 

about X and Y that is gathered represents what is going on at only one point in time (Olsen & 

St. George, 2004). 

  

3.2 The population for the Study  

The target population for this study consists of bank tellers in the 20 licensed commercial 

(money deposit) banks in Port Harcourt. However, accessible population for this study 

consists of 15 licensed commercial (money deposit) banks operating in Port Harcourt. A total 

of 100 bank tellers were sampled from the human resource department of each 15 selected 

commercial (money deposit) banks in Port Harcourt. 

 

3.3 Sampling and sampling procedure  

For the purpose of this study, a simple random sampling was used. To determine the sample 

size, we use Taro Yamane formular as thus: 
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n  =       N 

1 + N  (e
2
) 

 

Where; 

n = Sample size 

N = Population 

e
2
 = level of significance (0.05) 

   100 

 

=     1 + 100 (0.0025) 

 100 

=  1 + 0.25 

  

 100 

= 1.25 

 

Sample size (n) =   80 

 

 

 

 

 

 

 

 

 

 



International Journal of Advanced Academic Research | Social & Management Sciences | ISSN: 2488-9849 

Vol. 3, Issue 8 (August 2017)  

 

 
Worldwide Knowledge Sharing Platform | www.ijaar.org 
 

Page 33 

Table 3.1 Distribution of questionnaire  

S/n Banks 
No. of bank 

tellers 

Questionnaire 

distributed 

Questionnaire 

returned 

1 UBA 6 5 5 

2  Access Bank 7 6 3 

3 Union bank 9 7 5 

4 Diamond  8 6 4 

5 Ecobank 6 5 3 

6 Enterprise  8 6 3 

7 Fidelity  5 4 4 

8 FCMB 7 6 4 

9 First Bank 5 4 3 

10 Heritage  8 6 4 

11 Keystone  5 4 3 

12 GTB 7 6 5 

13 Mainstreet 6 5 3 

14 Skye  8 6 4 

15 Stanbic IBTC 5 4 2 

 Total  100 80 55 

 

Kumar (2005) sample proportion distribution was used to determine the number of 

questionnaire to be distributed to each of the selected licensed commercial banks in Port 

Harcourt. 

Kumar’s formula for sample proportion distribution is given below: 

Nh = nNh 

 N 

 

Where; 

Nh = number of employees in each bank 

n = Sample size 

N = Total population size 

 

3.4 Data collection Method 

The methods of data collection in this study are the primary and secondary sources. The 

primary source includes the use of questionnaires that were administered to the respondents. 

The secondary sources include textbooks, journals and other web materials.   

 

3.5 Reliability and Validity of the Measuring Instrument  

The study adopted content and face validity. Content validity is the extent to which the 

questions on the instrument and the scores from these questions represent all possible 
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questions that could be asked about the content or skill (Creswell, 2005).Face validity is the 

acceptability of the questions on the instrument by an expert in the field of study (Creswell, 

2005). 

 

However the most widely used method for estimating internal consistency reliability is 

Cronbach’s alpha (Kimberlin & Winterstein, 2008). The study used cronbach alpha to 

ascertain the reliability of the instrument with the SPSS. 

 

4. RESULTS  

 

4.1 Correlation Analysis and Decision Rules  

The result of the hypotheses will based on the submission made by Devore (2004) on the 

criteria’s for rejecting and accepting null hypotheses using SPSS as follows: 

(a) Reject null hypothesis if p-value (Sig.2-tailed) is less than alpha value (0.05)  

(b) Accept null hypothesis if p-value (Sig.2-tailed)  is greater than alpha value (0.05) 

 

H01:  Participative management does not significantly associate with altruism of bank 

tellers in Port Harcourt 

 

** Correlation is significant at the 0.05 level (2-tailed) 

 

The SPSS output above shows that the p-value (0.000) is less than the alpha value (0.05). 

Based on the decision rule, the null hypothesis will be rejected. The alternate hypothesis is 

therefore accepted. The study therefore states that there is a significant relationship between 

participative management and altruism. 

H02: Participative management does not significantly associate with sportsmanship of bank 

tellers in Port Harcourt. 

Correlations 

 Participative 

management 

Altruism  

Spearma

n's rho 

Participati

ve 

manageme

nt 

Correlation 

Coefficient 
1.000 .801** 

Sig. (2-tailed) . .000 

N 55 55 

Altruism 

Correlation 

Coefficient 
.801** 1.000 

Sig. (2-tailed) .000 . 

N 55 55 
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** Correlation is significant at the 0.05 level (2-tailed) 

 

The SPSS output above shows that the p-value (0.000) is less than the alpha value (0.05). 

Based on the decision rule, the null hypothesis will be rejected. The alternate hypothesis is 

therefore accepted. The study therefore states that there is a significant relationship between 

participative management and sportsmanship. 

H03:  Representative participation does not significantly associate with altruism of 

bank tellers in Port Harcourt. 

 

** Correlation is significant at the 0.05 level (2-tailed) 

Correlations 

 Participative 

management 

Sportsmanship  

Spearman'

s rho 

Participative 

management 

Correlation 

Coefficient 
1.000 .782** 

Sig. (2-tailed) . .000 

N 55 55 

Sportsmans

hip 

Correlation 

Coefficient 
.782** 1.000 

Sig. (2-tailed) .000 . 

N 55 55 

Correlations 

 Representative 

participation  

Altruism 

Spearma

n's rho 

Representati

ve 

participation 

Correlation 

Coefficient 
1.000 .705** 

Sig. (2-tailed) . .003 

N 61 61 

Altruism 

Correlation 

Coefficient 
.705** 1.000 

Sig. (2-tailed) .003 . 

N 61 61 
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The SPSS output above shows that the p-value (0.003) is less than the alpha value (0.05). 

Based on the decision rule, the null hypothesis will be rejected. The alternate hypothesis is 

therefore accepted. There is a significant relationship between representative participation 

and altruism. 

H04:  Representative participation does not significantly associate with sportsmanship 

of bank tellers in Port Harcourt. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

** Correlation is significant at the 0.05 level (2-tailed) 

 

The SPSS output above shows that the p-value (0.000) is less than the alpha value (0.05). 

Based on the decision rule, the null hypothesis will be rejected. The alternate hypothesis is 

therefore accepted. The study states that there is a significant relationship between 

representative participation and Sportsmanship. 

  

Correlations 

 Representativ

e 

participation 

Sportsmanship 

Spearma

n's rho 

Representati

ve 

participation 

Correlation 

Coefficient 
1.000 .816** 

Sig. (2-tailed) . .000 

N 55 55 

Sportsmans

hip 

Correlation 

Coefficient 
.816** 1.000 

Sig. (2-tailed) .000 . 

N 55 55 
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Table 4.6: Summary of correlation matrix between workers involvement and extra-

role behavior 

 

Correlation matrix 

Variables  Altruism Sportsmanship 

Spearman’s rho Participative management 

 

correlation coefficient 

 

Sig. (2-tailed) 

 

N 

 

 

.801** 

 

.000 

 

55 

 

 

.782** 

 

.000 

 

55 

Spearman’s rho Representative participation 

 

Correlation coefficient 

 

Sig. (2-tailed) 

 

N 

 

 

.705** 

 

.003 

 

55 

 

 

.816** 

 

.000 

 

55 

** Correlation is significant at the 0.05 level (2-tailed) 

 

Table 4.6 shows the summary of correlations between dimensions of workers involvement 

and measures of extra-role behavior bank tellers in Port Harcourt. 

  

 

5. Discussion of findings  

Based on the above test of hypotheses, the study hereby presents the discussion of findings as 

follows: 

  

HA1: Participative management has a significant relationship with altruism of bank 

tellers in Port Harcourt. The study found a positive significant relationship between 

participative management and altruism of bank tellers in Port Harcourt. The finding is in line 

with Muhammad, Dil and Fawad (2011). They theoretically examined the relationship of job 

involvement with employee performance. Their paper concluded that job involvement has an 

impact on employee performance. They argued that employees who are more involved in 

their job can produce better results for the organization. 

 

HA2: Participative management has a significant relationship with sportsmanship of 

bank tellers in Port Harcourt. The study found a positive relationship between participative 

management and sportsmanship of bank tellers in Port Harcourt. This finding is in line with 

Mahfuz (2011). Mahfuz examined the effect of employee involvement on teamwork 

effectiveness. Mahfuz’s finding revealed a significant effect of employee involvement on 

teamwork effectiveness. 
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HA3:  Representative participation has a significant relationship with altruism of bank 

tellers in Port Harcourt. The study found that there is a positive significant relationship 

between representative participation and altruism of bank tellers in Port Harcourt. This is in 

line with the findings of Ajay, Gagan and Swati (2012). They analyzed the role of job 

involvement on organisational effectiveness: an empirical study among the employees of 

Punjab National Bank. The results of their study show that job involvement is the crucial 

element for organizational effectiveness. Secondly, their study also revealed that the job 

involvement has a direct relationship with organizational effectiveness by way of their 

working style, approach towards the attainment of organizational goal, quality improvement, 

acquisition of new talent and skills etc. 

 

HA4:  Representative participation has a significant relationship with sportsmanship of 

bank tellers in Port Harcourt. The study found that there is a positive significant 

relationship between representative participation and sportsmanship of bank tellers in Port 

Harcourt. This is in line with the findings of Sofijanova and Zabijakin-Chatleska (2013). 

They examined employee involvement and organizational performance: evidence from the 

manufacturing sector in republic of Macedonia. The finding of their study showed that the 

effective use of employee involvement is positively related to perceived organizational 

performance. 

 

HA5: Organizational culture moderates the relationship between worker’s 

involvement and extra-role behavior of bank tellers in Port Harcourt. The study found 

that organizational culture moderates the relationship between workers involvement and 

extra-role behavior of bank tellers in Port Harcourt. This is in line with the findings of 

Yafang (2011); and Peyman, Kamran and Abedin (2015). Peyman, Kamran and Abedin 

(2015) analysed the impact of organizational culture on employee productivity. The result of 

their study showed that organizational culture has a significant impact on employee 

productivity. Yafang (2011) examined the relationship between organizational culture, 

leadership behavior and job satisfaction. The result of the Yafang study showed that 

organizational culture is significantly (positively) correlated with leadership behavior and job 

satisfaction. 

 

5.1  Recommendations  

Drawing from the conclusion, the following recommendations were made: 

1. Due to the significance of Participative management, it should be encouraged in the 

workplace to encourage citizenship behavior. 

2. Workers should be well represented especially in area of decision making which is 

germane to a health organizational behaviors in an organization 

3. For workers to exhibit citizenship behavior they should be given opportunity to be 

represented in decision-making 

4. Decision-making among groups should be encouraged by the top-level management. 
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5. The organizational culture should give room and should be flexible enough for 

workers involvement and firms should use fluid managerial techniques and antiques 

towards bolstering extra-role behavior in the organization 
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