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ABSTRACT

Organizational citizenship behaviour could be rdyginderstood as extra role behaviours
engaged in by members of an organization that are farmally rewarded by the
organization, but which in the long run contribtmemaking the organization more efficient
and effective. This paper examines the ramificatiohOrganizational Citizenship Behaviour
(OCB) among members of a Nigerian paramilitary argation, the Federal Road Safety
Commission of Nigeria (FRSC), with particular refiece to a strand of extra-role behaviour
that the members describe as “discretion”, whichsame instances amount to outright
justification for corrupt (and even anti-citizenghbehaviour. The paper also examines the
implications of “discretion” for the Organizationlategrity of the FRSC, which relates to the
ethical climate of this paramilitary organizatios well as members’ perception of it. The
paper ultimately attempts, relying on an on-goirgdivork and the thinking of members
themselves, to understand the rationale for “digmm& among members of the FRSC and the
implications of “discretion” and similar behavioamong members of the FRSC of Nigeria
and indeed other governmental bureaucracies irfrifeglernization” agenda of the current
Nigerian (and, by extension, African) political neg.



INTRODUCTION

My original intention was to study Organizationalti€enship Behaviour (OCB) and
Organizational Integrity (Ol) among members of géfian paramilitary group. However, as
| carried out the brief qualitative component ofe tstudy design that was largely a
guantitative study, | could not but progressiveltice the commonplace engagement in
extra-role behaviour among the members of the péitary organization that | was studying,
The Federal Road Safety Commission of Nigeria. Téds to a slight modification with
regard to my pattern of probing during the in-dejptterview sessions in order to properly
understand the rationale behind engagement intthedsof extra-role behaviour concerned.

That in a nutshell is the origin of this paper.

In this paper, we first trace the origins of thiedy of Orgainzatiponal Citizenship
Behaviour, Then Organizational Citizenship Behawioas a concept and variable are
examined together with the design of this studylokong that is an examination of another
related concept, the concept of Organizationalghitie Next, we present a summary of the
findings of the quantitative component of the stu@ligereafter, we dwell in more detail on
the findings of the qualitative component of thedst Finally some of the implications of the
findings for the Nigerian and, by extension, Africatate are discussed and conclusions

drawn.

The Roots of the Study of Organizational Citizenslg Behaviour

The roots of the study of OCB are traced to a pgudlished by Dennis Organ in 1977,
which he actually meant to be only an exerciseanil advocacy (Organ, 1977). By the
time of the publication of Organ’s paper, acaderagearchers had spent about a quarter of a
century progressively chipping away at the popbialief that worker satisfaction affected

productivity. But empirical findings offered littlevidence to support such a view. So that



Organ’s devil's advocacy piece tried to explain aedend the popular view by making a
distinction between gquantitative measures of outpuproductivity and some other, more
subtle, forms of worker contribution that often a& reflected in measures of individual of
individual output. Organ suggested that these sulabntributions might take the form of
helping co-workers, following the spirit as well @ literal rule of workplace governance,
and accommodating the changes that mangers oftem thamake to improve operations.
However, Organ’s essay did not call these subtigritutions OCB nor contemplate further
study of such contributions. All Organ wanted to wWas to appeal to his professional
colleagues and fellow researchers for them notamec down too hard on management
practitioners who believed (through personal obet#onm) that job satisfaction was an

important factor relating to job performance (OrgRBadsakoff & MacKenzie, 2006).

It was two of Dennis Organ’s doctoral studentidiana University by the names of
Tom Bateman and C. Ann Smith, who read Organ’s {1®aper as part of material for a
doctoral seminar that, had the audacity to progosee research to test the ideas in the article
(Organ, et al, 2006). While Bateman’s study (Bater®&aOrgan, 1983) was intended to test
the effects of job overload on behaviour and atétuthat of Smith being inspired by her
interest in the interpretations of findings andaisiédrom the Hawthorne studies as discussed
in Roethlisberger and Dickson (1939) was drawnaiodcict a study focusing on supervisors
in manufacturing plants in southern Indiana, inckhhshe asked the supervisors, “What are
the things in you'd like your employees to do mofebut really can’t make them do and for
which you can’t guarantee any definite rewardseothan appreciation?” (Smith, Organ &

Near, 1983).

Similarly, while Bateman’s study (Organ & Batemd®83) drew some inferences
about causality and ended up with a crude meastorevhat was called qualitative

performance (as opposed to quantitative performant®t is productivity), it was Smith’s



study (Smith, et al, 1983) that somewhat presapedstupendous amount of research that
have been done on OCB since then. This is becansagother things, Smith’s study came

up with a scale containing items that are factothé measuring of OCB.

Organizational Citizenship Behaviour (OCB) and theDesign of the Study

Although control systems are said to be necessaritually every organization, researchers
have progressively suggested that efficiency iranizations is most likely to be enhanced
when employees go beyond the ‘call of duty’ to aghiorganizational goals (Morrison, &
Phelps, 1999; Organ, 1988; Organ, et al, 2006dddaccording to Organ (1988), there is
need to re-examine the issue of extra-role behsvior organizations because in-role
behaviours, that is, employee behaviours that mpected and rewarded by the employing
organization and form part of the employee’s josaiption, are no more adequate for the
survival of organizations. Organ particularly psditat extra-role behaviours which refer to
those behaviours that are beyond employees’ spddaifiles are important for organizational
effectiveness because managers and supervisoretcBmasee all contingencies or fully
anticipate the activities that they may desire eedhemployees to perform. An important
form of extra-role behaviour that engaged the &tianof Organ and several other
researchers in recent times is organizationalesiship behavior (OCB).

OCB therefore is employee bahaviour that goes kiybe normal expected job
behavior as specified in the employee’s job detonpthat are not also formally rewarded
by the organization but contributes to the effemtigss of the organization. It could be either
directed at specific individuals in the organizatmr at the organization (Organ & Bateman,
1991; Organ et al.,, 2006). Katz and Khan (1978:383) argued that, in addition to
attracting and retaining members who render satisfp or better in-role performance,
effective organizations must also evoke “innovatwel spontaneous behavior: performance

beyond role requirements for accomplishments o&wimational functions”. Their notion of



“spontaneous” behavior refers to countless inforawets of cooperation, helpfulness, and
goodwill.

A key tenet of Organ’s (1988) original definitioi @CB is that when aggregated
over time and people, such behaviour enhances iaegamal effectiveness. However, for
many years, this assumption remained untestedjtaratceptance was based more on its
conceptual plausibility than on direct empiricaldmnce (see Borman & Motowildo, 1993;
Organ & Konovsky, 1989; Podsakoff & Mackenzie, 1p%ome scholars have argued that
OCBs may enhance performance by “lubricating” theiad machinery of the organization,
reducing friction, and/or increasing efficiency €sBorman & Motowildo, 1993; Organ,
1988; Smith, et al, 1983). Thus, OCBs are thoughhdve an important impact on the
effectiveness and efficiency of work teams and oizgions, thereby contributing to the
overall productivity of the organization. Furth€CBs are seen to have dimensions/types.
The classical dimensions identified by the earlssiolars on the phenomenon are: (1)
altruism, that is, selfless concern for the welfafeothers, helping others who have been
absent, or helping others who have very high wodd] (2) courtesy, that is, taking steps to
prevent problems with other workers, not abusirggrtghts of others; (3) civic virtue, that is,
attending meetings that are not mandatory but densd important, keeping abreast of
changes in the organization; and (4) conscientiessnthat is, not consuming a lot of time
complaining about trivial matters, always focusorgwhat is on the positive side rather than
what is wrong €n.wikipedia, 200P

However, recent scholars on the phenomenon of O&E Isince identified several
other dimensions of OCB, some of which are believedbe conceptual (Podsakoff,
Mackenzie, Paine, & Bachrach, 2000). Bettercouryim@er, and Meuter (2001) for
example, conceptualized service-oriented citizenshiehaviour for service-based

organizations. The service-oriented citizenshipalvedur has three facets: (1) loyalty, which



is allegiance to the organization through promobbits interests and image to outsiders; (2)
employees’ participation, which refers to the wiijness and the need for the organization
members to be involved in the development and gwarere of the organization; (3) and,
service delivery, which is conscientious role perfance in the organization. Ladebo (2004)
validated Bettercourt et al's service-oriented O@Bloyalty, employee participation, and
service delivery using an unamed public organipaitioNigeria.

In line with and following Ladebo’s (2004) work,mraumber of researches have been
done in relation to OCB among Nigerian organizatiqe.g. Abdulahi, 2002; Ehigie &
Olukoya, 2005; Munene, 1995; Onyishi, 2006; Telgeni, & Popoola, 2007). However,
none of these studies examined OCB in the contexihe organizational environment of
paramilitary organizations in Nigeria. Further, roof these researchers considered the
interaction between OCB and, another important epfjcOrganizational Integrity, hence the
need for the present study.

This study is an experimental study designed tdoegpthe effect of Organizational
Integrity (OI) on the Organizational Citizenship B&iours (OCBs) of members of the
Federal Road Safety Commission of Nigeria (FRSGM)J to experimentally explore the
effect of an intervention programme on Organizatldntegrity (Ol) on the Ol scores/levels
of members of the FRSCN. Participants in the stwdye men and women of the FRSC
officer training institution at Mubi, Adamawa Statdigeria, between the ages of 21 to 46
and above. The participants were randomized integerimental group and a control
group. A treatment (intervention) was administesadhe experimental group. The treatment
consisted of an intensive workshop, facilitated twe researcher and held with the
participants over a two-week period. This interi@mtwas a training programme on
Organizational Integrity administered on the expemtal group and consisted of four four-

hour sessions conducted over a two-week periodh®rselected FRSC training institution



and officers. The training techniques included \&ctseminar, role-playing and group
discussion. The aim was to raise the Organizaltionegrity perception of the participants.
The officer training institution at Mubi had a pdation of 250 trainees undergoing officers’
courses as at 2012 (FRSC, 2010). The officer teap@pulation of 250 officers from the
Mubi training institution served as the target pagion for this study. The use of only this
specialized population is due to the nature ofdbsign of this study, which among others
makes the assumption that participants in the @xjeett will be members of the organization
that have had a considerable level of experient@mihe organizatiorData collection was
done mainly by means of self-administered questiaen and, then by in-depth interview
guide. The experimental and control groups wereiidtered with the questionnaire. The
questionnaire instruments used are the servicetedeOrganizational Citizenship Behaviour
Scale conceptualized by Bettercourt, et al. (20849, validated in Nigeria by Ladebo (2004)
and the United Nations’ Organizational Integrityatc(2004). In-depth (IDI) interview was
also used to study 12 members of the FRSC. Thesssted of experienced members (that
is, those that have spent not less than 5 yeat&gionrganization. The IDI study enabled the
researcher to determine, among others, forms of @¢Bnembers of the Federal Road

Safety Commission of Nigeria.

Organizational Integrity (OI)

Until recently, the concept of Organizational Inigg (Ol) has been used almost
exclusively in the literal sense. Organizationategiity refers to the degree to which
employees believe or perceive their organizati@ttscal climate as positive and therefore
laudable (United Nations, 2004). The concept has been used somewhat interchangeably
with other related concepts such as organizatian@lousness, trust and integrity (see Anan,

2004; Crossgrove, Scheer, Conklin, Jones, & S&ftif5; Simons, 2002; Simons & Allen,



2008, Pasanen, 2000; Robinsn, 2004; United Nati®®84). Organizational Integrity as a
concept has its only standard measure so far, fiteen United Nations Organizational

Integrity Scale (2004). While conceiving Orgati@aal Integrity in terms of organizational

virtuousness, Robinson (2004) found it to be peslyi related to higher levels of real and
perceived organizational performance when perfooneais compared with the industry

average, best competitor, past improvement anddstadals. From the findings of Robinson,
even in organizations expected to suffer from tle¢etérious effects of down-sizing, a
positive relationship exists between virtuousness$ arganizational performance. Robinson
concludes that, management’s acting with honestlyiategrity inspires higher performance
and greater commitment from employees and custonwith the net result that the

organization’s performance becomes higher.

Perceived organizational integrity is, therefohe, legree to which employees believe
that their organization’s ethical climate (integyits positive and therefore to be valued. The
underlying argument in the present study is that society that has been impacted severely
by corruption, with far reaching implications farcsal-political and economic systems like in
Nigeria and other African countries (Blundo, Olivide Sardon, Arifari, & Aiou, 2006;
Osoba, 1996; Rose-Ackerman, 1996a; 1996b; SmitB7)2@vhen employees perceive that
their organization possesses positive ethical ¢énoa integrity, they are likely to reciprocate
this laudable attribute of their organization bytmg in greater effort in the form of OCB for
the benefit of their organization. This greatepogffn the form of OCB could, if occurring in
a service-oriented organization, be manifestetieérforms of loyalty, employee participation,
and conscientiousness or service delivery. Thesemsions of OCB could result from the
members’ enhanced sense of commitment to the aaf@om caused by their perception of
the organizational integrity. This argument tiesvith Pasanen’s (2000) study that examined

the concept of integrity in terms of an antecederiable to Organizational Citizenship



Behaviour. However, until now, no study in Nigehas explored the concept of Ol or even
integrity as an antecedent variable to OCB. Alsvamilitary organizations in Nigeria have
neither been studied for Ol nor for OCB. These as® gaps that the present study of the
Federal Road Safety Commission of Nigeria (FRSd}.fiThe Federal Road Safety
Commission of Nigeria was therefore here consideredh representative of paramilitary
organizations in Nigeria.

It is in the light of all the foregoing, therefoitbat the purpose of this study became to
explore the effect of Perceived Organizational dritg on the OCBs of members of the
FRSCN; and to experimentally explore the effect af intervention programme on
Organizational Integrity (Ol) on the Ol scores oémbers of the FRSCN. This amongst
others is meant to enables the researcher to detertine implications for organizational
behaviour as it relates to the Federal Road SaBeisnmission of Nigeria, paramilitary

organizations and, by extension, other bureaucoagjanizations in Nigeria.

Findings from the Quantitative Component of the Staly

1. The findings showed that the Ol scores of the FR8iCers in the two groups were
very similar at the on-set of the fieldwork befdne Ol intervention was introduced to
the experimental group. This finding helped to lelssh baseline between the two
groups against which to compare their posttesiescor

2. The findings also showed that after interventidre Ol scores of the experimental
group became significantly increased as againstahthe control group. This could
be an indication that the Ol levels of the experitabgroup improved considerably
and became a lot better after intervention tharseéhof the control group. This
therefore shows that Ol interventions (in form obrishops, trainings, etc.) are

effective ways of improving the Ol scores and byligation the OCBs of members of



the FRSC and similar organizations. This findingfaos the first hypothesis which
states that the Ol scores of members of the FRS&€reteived Ol treatment will be
significantly higher than the OI levels of membefshe FRSC who received no Ol
treatment.

3. Regression analysis revealed that a unit chandel iwill lead to 0.44 to 0.45 unit
change in the loyalty behaviour of the participants

4. Regression analysis similarly revealed that a cimainge in Ol will lead to 0.45 to 0.53
unit change in the Employee participation of thdipgants.

5. Also Regression analysis revealed that a unit ahangOl will lead to 0.48 to 0.57
unit change in the service delivery of the par@icits. This indicates that the
participants show a consistency in relationshipthafir Ol to these components of
OCB as already established in studies by GwinneM@&uter, (2001); and, Ladebo
(2004).

Symbolically, the foregoing issues could be somévedaptured at a glance in the schematic
representation that follow: -
Organizational Integrity against Loyalty Behaviour, Employee Participation, and

Service Delivery/Conscientious Behaviour (OCB) Scheata

Causal mechanism

Loyalty
Behaviour

Organizational

Organizational Citizenship
Integrity I::> @oy—ee\ I::> Behaviour
(Independent »\ Participation > (Dependent
Variable) \/ Variable)

A

Conscientious
Behaviour
1Serv Del




6. Gender showed a significant effect on the Ol of plaeticipants thereby confirming
hypothesis five that states that male memberseRSC will show higher levels of
Ol than female members of the FRSC.

7. Rank did not show any significant effect on Ol ewbough the analysis indicates
there may be an inverse relationship between theablas. This disconfirms
hypothesis six which states that the higher th& minmembers of the FRSC, the
higher their scores on the Ol scale.

8. Duration of service of the participants showed gnigicant effect on the OI of the
participants even though it does not show this iBggmt effect exactly as
hypothesized. It showed that effect in an inversmmer rather than the hypothesized
direct effect. So that the hypothesis seven wadirooed to the effect that, the longer

the duration of service of members of the FRSC|dher their scores on the Ol scale.

Forms of OCB among Members of the FRSC of Nigeria

This section is concerned with the interpretativalgsis of the qualitative data generated
through the use of In-Depth Interview of key inf@amts. The results from this instrument are
presented in sequence in consonance with the nsajoes raised during the fieldwork and as

contained in the In-Depth Interview guide.



The findings from the 12 informants interviewed wkd a great deal of similarity in
the ideas held about the forms of OCB among membeithe FRSC so that there was
noticeably a theoretical saturation as more andenudrthe interviews were conducted.
However, there were also some considerable degifegisergence in the opinions of some
of the key informants. It was indeed by the ressarprobing further on one of the divergent
views of the informants that perhaps the most @stigng emergent issue of this research was
uncovered. That is, the issue of “Discretion Bebax/.

Results from the instrument provided insight ink@ tother major areas, namely: the
issue of characterizing OCB in the FRSC, and teaeof theoretical underpinnings to the
performance of OCB at the FRSC.

Characterizing OCB in the FRSC

To identify forms of OCB among members of the FR8€,following question was posed to
each key informantre there activities engaged in by members of your organization that are

not formally rewarded by the organization, but which in the long run contribute to make your
organization more efficient and effective? If yes, describe them

In response, various forms of OCB in the FRSC cauteclearly in the several discussions
held with informants during the In-Depth interviesgssions. For instance, one of the key
informants stated:

We have key performance indicators but they are pat of these

activities that you ask of which are not formallgwarded by my

organization. For an example of such activitiesnestarded however: As

a public relations officer, | am expected to giveng enlightenment to an

offender, that is, traffic offender that is aggeedy | am supposed to

enlighten him on an offence, while he is being mabland the steps he

should take not to commit the offence again or vbato to get out of the



one he is in.... The manner in which the enlightenimis done is an
example of what can contribute to make my orgaigmamore efficient
and effective. It also shows the difference betweémppy
customers/clients/public or sad ones.
However, even if | don't attend the enlightenmemtill be paid my full salaries. As
the head, if | am not there, there is nobody testipe. Because something that is not
in the key performance indicator is the regularilabdity of the officer to perform
the enlightenment. For an officer to be readilyilaide to do that is altruistic.
Another informant stated thus:
Part One Order is the schedule that describes every one’s daydiaes
of work for the week e.g. those on morning pataine by 06.00hrs and
end by 13.00hrs. After that they don’t have anyeotjob for the day.
There are also people that will take over from tmsup to 18.00hrs. The
persons for 1300hrs to 1800hrs may not come by tiha; they may
decide to come 2 — 3 hrs late.
In the work schedule, they are not late and theeefall not get penalized and will
receive their full pay. But in their job scheduley are late because the Part One
Order says a different thing. Thus the organizaigolicy is responsible for this
because if there is no Part One Order, it will hetso. Another example is that,
people may decide not to put on their badge anddbenot get penalized.
According to this same informant:
Apart frompart one order, there is also the issue of people being obliged
to standing by in case of emergencies like moboactaccidents, etc.
There was an accident in Benin in 1999 when wetbazhll people who

were at home to come and help clear an accidentvimg a truck and a



luxury bus. Those people had the option of not cgnibecause they are
[sic] not even on duty at that time. | think thaalty goes beyond the call

of duty.

Yet another informant had this to say:
Once you are on the road, people see you as awt ¢timy to enforce the
law. But about 45% of our job is to find differentlividual ways to bring
about a free flow of traffic. So we may ease transgifficulties and help
accident victims out of our own initiative. Cleagimoad obstructions,
easing traffic congestion and helping accidentimistare all the things
people in our organization do to help the work anthge of our
organization. But we are not paid extra for themmaflis going beyond the
call of duty. Also we give public enlightenmentrmad users even when
we are not on duty
There was also another informant who pointed catt th
“Doing rescue of accident victims, the organizatieay not reward you”.
While another informant reported that,
An example of how we engage in such activities Hrat not formally rewarded by
our organization which help our organization todrae more efficient and effective
is that we go to parks and churches to enlighteopleeas well as schools like
primary, secondary as well as NYSC orientation canwhere we enlighten them

about traffic rules and use of the roads and thgontance of the FRSC, how to use



the roads. We also do enlightenment about drinkind driving. We also visit the
LGAs as well as other paramilitary organizationgmtighten them.

One other informant had this to say:
My organization being what they are there is nawdor those types of activities you
talked about. It depends on the individual. Exanyelsterday, the person in charge of
motor vehicle administration and the second pevglon is a nursing mother was [sic]

not there. So | had to step in to do their job.

In the final analysis, it turned out that whatsekey informants had attempted to
characterize, albeit in their own different wordgry much corresponded to what the
literature on the characteristics or causativeades on service oriented OCB had captured
in terms of loyalty behaviour; employee participatiand, service delivery/conscientiousness
(see Bettercourt, Gwinner, and Meuter, 2001; Paga2@00; Podsakoff, Mackenzie, Paine,

& Bachrach, 2000).

Theoretical Underpinnings to the Performance of OCBat the FRSC

To capture the theoretical underpinnings to théoperance of OCB among members of the
FRSC, the following question was asked to eachikyrmant: Why do members of your
organization engage in those [i.e.OCB] activities? In answer to this question, all the key
informants who had earlier mapped out the charaft€#CB among members of the FRSC
identified one or more of the following ideas ag fbrimary or secondary sources of the
motivation to perform OCB among members of the FRSC

(a) Need for justice for example, an informant said that, “I look & tjob as a conscience
job. Somebody’s life may be at stake in night ditres and emergency calls are made; to
save accident victim for instance, you are movedddhe job because even if you are not

treated well by your organization, you can do gtmdomeone in need or in danger”;



(b) Leader behaviour, for example one informant said “Style of leadgysis important”,
while another said; “one may be remembered by tharozation’s leadership and sent for a
course by the organization after performing suclvides”.
(c) A need for achievementan informant, apparently referring to the concefpheed for
achievement had reported that, “the majority of wWrkers here fall into the moderately
dedicated group of workers as against low or higtlichtion” While another informant had
this to say:

“The major motivation is a kind of self disciplin&hatever is worth doing

is worth doing well. Self motivation to put in yobest can really get you

going beyond the call of duty. So you develop es¢rand give yourself

joy from the job”

(d) Perception of Organizational Integrity and resmwnding in kind towards the
Organization. On this, while the quantitative study showed atright relationship between
the perception of Organizational Integrity and terformance of OCB, it was not that
straight forward in the case of the IDI study. Hoee there were some responses that
approximate a linkage of the perception of the @izmtional Integrity of the FRSCN to
being an antecedent variable to OCB. For exampl@&farmant had observed that,

“The idea that working for this organization meamdunteering for the

country ranks high on the motivational reasons thine and my

colleagues joining this service and making allgherifices we make”.
This is related to what another informant think nb@ymotivating the Special Marshals: “The
Special Marshals are one group that | know thay #re drawn to the Federal Road Safety
Commission because of the high level of integtigttexists in my organization”. Ironically,

the Special Marshals were also mentioned by anatii@mant as a source of pride in their



organization and a proof of their organizationggnity, and a gesture they are very willing to
reciprocate to their organization. According to it@rmant,
| don’t think you can show me any other organizatibat has university
professors, big men [sic] of the society, docttawyers, high class people
[sic] working for it as volunteers than the Fedemdbad Safety
Commission of Nigeria. This is why we hold our heagh so high, and
this is why we have sworn that we will give our testhe Federal Road
Safety Commission of Nigeria, whether they pay arsdur initiatives or
not”.
(e) Others: In addition to the already theorized sources ofivatibn for engaging in OCB
that had been reported by the informants, theadsis another source that emerged which is
significant for the performance of OCB in serviggeated organizations, where the workers
interact directly with the public. One of the infioants had reported that:
“Also an individual may reward you for engaging Some of those
activities not paid for by the organization but alhiends up making
the organization more efficient and effective. Ethgre was a case of a
young man from abroad that died in an auto accidBat all his
belongings were recovered and accounted for byaicexfficer(s)
about 10 years ago. But years later the familyedathe officers
involved and rewarded the concerned officers witkttdy job(s)
outside of the FRSC.”
However, the responses of the informants appebe tmainly in consonance with the views
equally expressed by the major sources in theatiiee with regard to possible theoretical
explanations to the performance of OCB (see faiaimse, Adams, 1963; 1965; Blau, 1964;

Dansereau et al, 1975; Greenberg, 1985; 1990; &ye®d75; Lowin, & Craig, 1968;



McClelland, 1961; 1965; McClelland & Boyatzis, 198®IcClelland & Burnham,1976;
Moorhead & Griffin, 1995; Organ, & Bateman, 199Ip@én et al, 2006).

It was in the context of the foregoing mappingloé theoretical underpinnings to the
performance of OCB among members of the FRSC apds#ries of probes that the
researcher applied while conducting the In-Deptirinew with key informants around the
foregoing issues that the issue of discretion bielbavwas raised by some of the key
informants.

Discretion Behaviour

What | have chosen to call “discretion behaviounti avhich members of the FRSC simply
refer to as “using discretion” or “discretion” igfqaps the most interesting emergent issue
out of this research; emergent in the sense thanhivt an element that was hypothesized nor
expected to “emerge” from the research. ‘Discreti@maviour among members of FRSC
could be regarded as a strand of extra-role, goatsibehaviour, which in some instances
amount to outright justification for corrupt (ande@ anti-citizenship) behaviour.

‘Discretion behaviour’ following the characterizati given by the different officers
who participated in the IDI operates in differerdays. One of the way in which it operates is
captured in this statement by one of the informants

There is a problem we had, with the police whery thdl always be

saying ‘espirit d’corp’ and want to fight you andake trouble. So our

boss advised us to use our discretion when dealitiy the police and

other military and paramilitary groups and allovertnto go whenever we

see them at our check points. Our boss later dedigie public

enlightenment that target [sic] the police and empy other

paramilitaries. That tended to solve the problewabee they then started

to cooperate with us.



Another pattern that “discretion” behaviour takesaptured in this comment by one of the

informants:
Perhaps the uniform affects people’s psychology amdkes them
aggressive or to use their discretion in a bad \Bay.one instance where |
had to use my own discretion in a way | think i®daevas a situation where
| noticed that my officers arrested a very renowtadyer and he was on
his way to Abuja for an important government fuooti He accepted that
he was wrong and accepted to pay the fine he walssoiofor but the banks
had all closed for the day by then, his car wdkistpounded and he must
get to Abuja that day. | then intervened, and askgdofficers to release
the lawyer’s car and asked the lawyer to give neefihe money and his
details so that | will pay the money into the bamkhis behalf by tomorrow
[sic] myself and he will come to the office later ¢ollect his teller. |
allowed him to go with his licence and particulgs®]. That was how |

solved that problem. But | never really wanted &b igvolved.

Another characterization of discretion behaviourswgven by another informant in the
following words:

Some motorists have aggressive manner of appraathhis affects our

officers in the way they use their discretion oa tbad. Many of the times

we get very well-behaved motorists, so we usuallytion them and allow

them to go. Many of the times also we get very aggjve motorists also

who want to prove to us that they know [sic]. Wit do to them is that

we arrest them, take their vehicle to our officd amake sure that they pay

all the fines necessary before their vehicle paldis [sic] and driver’s

licence are released to them. But sometimes if@t@gerson with a good



manner of approach, if the person had committed, ttheee or four

offences, we may just ask them to go or to booknther only one or two

of those offences to make the fine easier for théndepends on the

officers who arrested the person.
Another informant further reports that ‘discretibahaviour’ on the roads while performing
their duty could operate among members of the FRSKe following ways:

If | am faced with a situation where the offendeaitt] apprehend on the

high way happens to be someone known to me or sten&ho is a friend

of my colleagues or my commanding officer, | wileumy discretion and

allow the person to go without booking him [for tbHfences]. | will not

want to be having problems with my commanding effior even with my

colleagues.
In addition to other kinds of anti-citizenship betwar, the informants also reported on
outright corruption perpetrated under the guisedddcretion’. For example, one informant
reports that:

Deviants are in the organization even though thgamization is

regimented and bureaucratically structured. Dewancthe organization

includes lateness to duty. For example, 2 persamstm on duty when 3

people are actually scheduled to be there. Thaksdsthe issue of manner

of approach while on the job and people’s condutttlee road. For

example, because fellow officers are free to usdr thiscretion on the

road, you see some people collecting money fronorist$ to let them off

the look when they have contravened Road Safety..Latowever, we

have bad eggs in every organization.



It is therefore obvious from the foregoing thatsthetion behaviour” operates in different
ways. However, the closest idea one could ti®itauld be that of patron-clientelism.
Discretion behaviour is applied in situations whe&escretion”-performing FRSCN officer
encounters a high-ranking professional, friend elatron, temperate or “good-natured”
individuals, persons who drop the names of colleagur superior officers or show evidence
of knowing the officer's commanding officer, or meers of other paramilitary
organizations.

Discretion as can be seen from the analysis thera@foperformed in the course of
duty of the officer(s). It could involve and maytnoe limited to out-rightly letting an
offender off; letting an offender off with only #ight penalty for a severe or “big” offence;
letting an offender off due to some form of gragfiion (in cash or kind); letting an offender
go while collecting the legitimate fine for the effice to pay to the designated bank(s) on
behalf of the offender; not engaging an offendar fiear of or in consideration of his
presumed social status or what the person is cajgdloloing.

Even though these findings were not hypothesizeltlagrefore emerged in the course
of the fieldwork, it could still be recalled thdtet Federal Road Safety Commission of Nigeria
as an organization either singly or lumped togethign other paramilitary organizations in
Nigeria, has been identified as having problemshi nature of negative forms of in-role
behaviour or extra-role behaviours that are detntiadeto the organization. These ultimately
would impinge on the efficiency and effectivene$she organization, and may include but
are not limited to: anti-citizenship behaviours,riqmace deviance and corruption (Adesina,
2003; Agunbiade, 2008; Alemika, 2003; Okpanku, 2008emika (2003) Smith (2007),
Okpanku (2008), and Agunbiade (2008) have notedpnast others, that Nigerian
paramilitary organizations face a crisis and clmaiéeof integrity. Since the literature indicates

that higher levels of Organizational Integrity wdukead to more performance of OCB, it



might follow that lower levels of Organizationalégrity would lead to more engagement in
anti-citizenship behaviour. Agunbiade (2008), arkgh&hku (2008)particularize on the FRSC
with each writer denouncing certain unwholesometmas of members of this organization
on Nigerian roads that bother on corruption and@etizenship behaviours. It would therefore
appear that “discretion behaviour” is at the badishese practices among the FRSCN that
bother on corruption and sometimes anti-citizendiepaviour as the members themselves
have chosen the term “discretion” as their own pleda to capture all those behaviour that
fall within the rubric of extra-role behaviours.

Conclusion onForms of OCB among Members of the FRSC

Interpretative analysis of the qualitative dataeggated through the use of In-Depth Interview
of key informants was done. The results from th&rument were presented in sequence in
consonance with the major issues raised duringfigh@work and as contained in the In-
Depth Interview guide.

The findings from the 12 informants interviewed wkd a great deal of similarity in
the ideas held about the forms of OCB among membeithe FRSC so that there was
noticeably a theoretical saturation as more andenudrthe interviews were conducted.
However, there were also some considerable degifedisergence in the opinions of some
of the key informants. It was indeed by the redearprobing further on one of the divergent
views of the informants that perhaps the most fant emergent issue of this research was
uncovered. That is, the issue of “Discretion Bebawi. Results from the instrument
provided insight into two other major areas, nam#ig issue of characterizing OCB in the
FRSC, and the issue of theoretical underpinningeg¢gerformance of OCB at the FRSC.

This means that there are forms of behaviour amoegqbers of the FRSC that
conform to the regular patterns of OCB performaincether service-oriented organizations

as well as some yet-to-be-properly charted areastod-role work behaviour that need to be



studied further to deepen the understanding of .sOcdke such area as can be deduced from
this study is the area of aniti-citizeship behaviamong workers. Another area is the area of
integrating the local elements such as the positwvens of “discretion behaviour” to the
generally adopted versions of the components oed#ions of OCB, hence a redefinition or

at least an expansion of the definition of OCBdomnmodate varied cultural contexts.

Concluding Remarks

This study had set out to examine the effect of aDizptional Integrity on the OCB

performance of members of the FRSC; and experiftgnéxplored the effect of an

intervention programme on Organizational Integ(@) on the Ol scores of members of the
FRSCN. The findings of the study were consistenthwhe findings of some previous
researchers such as Bettercourt, Gwinner, and M¢R@®1); Pasanen (2000); Podsakoff,
Mackenzie, Paine, & Bachrach (2000); and Ladeb©8420~ho found that loyalty behaviour,
employee participation and service delivery/consiodels behaviour are related to OCB.
Some of these researchers also found out that @egemal Integrity is related to

Organizational Citizenship Behaviour as an antecedariable.

The study ultimately concludes therefore that @¢nventions (in form of workshops,
seminars and other forms of trainings, etc.) afecéf’e ways of improving the Ol levels and
by implication the OCBs of members of the FRSC aimdilar organizations. There are
consequently a number of implications and practpgllications to the findings of the study.

Based on some of the obvious implications of thedytthe study recommended
amongst others the need for training of memberth®fparamilitary and the armed forces in
Organizational Integrity be factored into futurelipes on the paramilitary and the armed
forces in Africa. Part of the reason for this recoemdation is that if the members of

paramilitary forces are targeted for Ol trainadginitio, it will influence their performance of



OCBs thus ultimately helping to actualize the preendf, and meet the challenges of the
modern Nigerian or African state, in whose serpeeamilitary organizations are essentially
deployed. To design and execute these training ranoges should be experts in
organizational/industrial sociology. Whether theamization in question is a paramilitary
organization or any other public or private bureaag, the way to move forward is to involve
experts in specific areas, and, in this case Ol @@B, to conceptualize and carry out
intervention programmes that will serve as regolantation programmes designed to raise
the Ol perception of the workers and improve thekers’ performance of OCB for the
ultimate improvement in the efficiency and effeetiess of such a workforce.

The study also recommends further qualitative meteato the area of extra-role
work behaviour in order to deepen the understandirthem. For example, the need to look
at the area of aniti-citizeship behaviour among keos as well as the positive forms of
“discretion behaviour”. These are necessary forbieefit of the scientific understanding of
the motivational basis of employees’ behaviourg] #re formation of positive employee

attitudes.



References

Abdulahi, A. B. (2002) Contract employment in Niger financial sectorBenefits and
drawbacks. Unpublished master’'s thesis, DepartroémMlanagement, University of
Nigeria, Nsukka.

Adam, I. S. (1963). Towards an understanding ofitggdournal of Abnormal and Social
Psychology, 12, 433 — 436.

Adam, I. S. (1965). Inequity in social exchange. Un Berkowitz (ed.), Advances in
experimental psychology (Vol. 2, pp. 267 — 299). New York: Academic Press.

Adesina, A. (2003). Attitudes and beliefs of thenfiies of policemen to the Nigeria police.
In V. T. Jike (ed.).The Nigeria Police and the crisis of law and order (pp. 90-100).
Lagos: NISS Publications.

Agunbiade, T. (2008, July 18). FRSC and Sanityaauds.Thisday, p. 18.

Alemika, E. E. O. (2003). Police and policing ingdiia: Mandate, crisis and challenges. In
V. T, Jike (Ed.)The Nigeria Police and the crisis of law and order (pp. 19 — 32).
Lagos: NISS Publications.

Anan, K. A. (2004) Lunching of the organizationalegrity initiative: An introduction letter
to United Nations staff on the United Nations ofigational integrity survey 2004
(final report). Availablehttp://www.un.org/News/ossg/integritysurvey.pdf

Bateman, T. S., & Organ, D. W. (1983). Job satitdac and the good soldier: The
relationship between affect and employee “citizgm8hAcademy of Management
Journal, 26, 587-595.

Bettencourt, L.A., Gwinner, K. P., & Meuter, M. 1(2001). A comparison of attitude,
personality, and knowledge predictors of serviderded organizational citizenship
behavioursJournal of Applied Psychology, 86(1), 29 — 41.

Blau, P. M. (1964)Exchange and power in social life. New York: Wiley

Blundo, G., and Olivier de Sardan, J. P., with a&niif N.B., and Alou, M. T., (2006).
Everyday corruption and the state: Citizens and public officials in Africa. London and
New York: Zed Books.

Borman, W. C., & Motowidlo, S. J. (1993). Expandihg criterion domain to include

Crossgrove, J., Scheer, Scott, D., Conklin, N.,e3pnJ. & Safrit, R. D., (2005).
Organizational values perceived as evident among Glate University extension
personnelJournal of Extension. Volume 43, Number 5. Article Number 5RIB5 pp. 1 —
8. Available [online]http://www.joe.org/joe/20050ctober/rb6.shtml

Dansereau, F. D. Jr., Graen, G., & Haga, W. J.5L9X vertical dyad linkage approach to
leadership within formal organizations: A longiial investigation of the rolemaking
processOrganizational Behaviour and Human Performance, 13, 46 — 78.



Ehigie, B. O., & Otukoya, O. W. (2005). Antecedeot®rganizational citizenship behaviour
in a government-owned enterprise in Nigerturopean Journal of Work and
Organization  Psychology [on-line], 14(4), 389 - 399. Available:
www.ingentaconnect.com/content/psych/pewo/2005/00024/0000004
elements of contextual performance. In N. Schriiitt, C. Borman, and Associates
(Eds.),Personal selection in organizations (pp. 71 — 98). San Francisco: Jossey-Bass

Greenberg, J. (1986). Determinants of perceivadéas of performance evaluatiodsurnal
of Applied Psychology, 71, 340-342.

Greenberg, J. (1987). Approaching equity and aagidtiequity in groups and organizations.
In J. Greenberg., & R. L. Cohen (EdEquity and justice in social behavior. New
York: Academic Press.

Greenberg, J. (1990). Organizational justice: Yestg today and tomorrowdournal of
Management. 16, 399 — 432.

Greene, C. N. (1975). The reciprocal nature ofuirfice between leader and subordinate.
Journal of Applied Psychology, 71, 340 — 342.

Katz, D., & Kahn, R. L. (1966)The social psychology of organizations: New York: Wiley.

Katz, D., & Kahn, R. L. (1978)The social psychology of organizations (2nd edition.). New

Ladebo, O. (2004). Employees’ personal motivesefogaging in citizenship behavior. The
case of workers in Nigeria's agricultural industGRISP [on-line] 9(16), 220-234
Available:www.uiowa.edu/grpproc/crisp.9.16hmtl

Lowin, A, & Craig, J. R. (1968). The influence @ivel of performance on managerial style:
An experimental object lesson in the ambiguity ofrelational dataOrganizational
Behaviour and Human Performance, 3, 440 — 458.

McClelland, D. C. (1961)The achieving society. Princeton, N. J: Van Nostrand.

McClelland, D. C. (1965). Achievement motivationnche learnedHarvard Business
Review, 14, 6 — 24.

McClelland, D. C., & Boyatzis, R. (1982). The leestép motive pattern and long-term
success in managemedwurnal of applied Psychology, 67, 737 — 743.

McClelland, D. C., & Burnham, D. (1976). Power e tgreat motivatordarvard Business
Review 25, 159 — 166.

Moorhead, G., & Griffin, R. (1995). Organizatiori®haviour. Boston: Houghton Mifflin.
Morrison, E.W., & Phelps, C. C. (1999). Taking afeiat work: Extrarole efforts to initiate
work-place changeicademy of Management Journal, 42(4), 403-419.

Munene, J. C. (1995). Not on seat: An investigatiboorrelates of organizational citizenship
behaviour in NigeriaApplied Psychology. An International Review, 44(2), 111 — 122.

Okpanku, J. (2008, July 4). FRSC: Are better ddysad?Thisday, p. 33.



Onyishi, E. I. (2006). The role of perceived orgational support, psychological
empowerment and contract status on organizationidzeship behaviour.
Unpublished doctoral dissertation, Department gcRslogy, UNN.

Organ, D. W. (1977). A reappraisal and reinterpgieta of the satisfaction-causes
performance hypothesi&cademy of Management Review, 2, 46-53.

Organ, D. W. (1988)Organizational citizenship behaviour. The good soldier syndrome.
Lexington, MA: Lexington Books.

Organ, D. W. (1988)Organizational citizenship behaviour. The good soldier syndrome.
Lexington, MA: Lexington Books.

Organ, D. W., & Bateman, T. S. (199Drganizational behaviour, 4" edition. Homewood
lllinois: lrwin.

Organ, D. W., & Konovsky, M. (1989). Cognitive vass affective determinants of
organizational citizenship behaviodaurnal of applied Psychology, 74(1), 157 — 164.

Organ, D. W., Podsakoff, P. M., & Mackenzie S. BO@6). Organizational citizenship
behaviour: Its nature, antecedents, and consequences. Thousand Oaks, California:
Sage Publications, Inc.

Osoba, S. O., (1996). Corruption in Nigeria: Higtal perspectivesReview of African
Palitical Economy, 23 (69), 371 — 396.

Pasanen, S. (2000). Emotional intelligence, consiciesness and integrity as predictors of
organizational citizenship behaviour (OCB). An ublghed psychology masters thesis
submitted to the department of psychology, Calitor@tate University, Long Beach,
California, USA.

Podsakoff, P. M., & Mackenzie, S. B. (1994). Orgational citizenship behaviour and sales
unit effectivenesslournal of Marketing research, 31, 351 — 363.

Podsakoff, P. M., Mackenzie, S. B., Paine, J. BB&hrach, D. G. (2000). Organizational
citizenship behaviours: A critical review of theetiretical and empirical literature and
suggestions for future researdburnal of Management, 26(3), 513 — 563.

Robinson, C. (2004). Virtuous companies performeveAdvanced leadership consulting.

Available:
www. http:mhtml:file//H:DOC%20T0%20PRINTED/Virtuous2@Companies%20Perform%...1/4/1980

Rose-Ackerman, S. (1996ajligh-level rent-seeking and corruption in African regimes.
Theory and Cases. Yale University: Jacqueline Coolidge Foreign Invesnt
Advisory Service. World Bank Group.

Rose-Ackerman, S. (1996b, April). The political Bomy of corruption: Causes and
consequence¥iewpoint (World Bank) No. 74.

Simons, T. & Allen, H. (2008). The integrity impé&kee. Available [onling at:
http://www.trainingmag.com/msg/content_display/pedations/e3i25cba8ba761bcf124
199d8c049945a0



Simons, T. (2002). The integrity  dividend.  Availabl [onling] at:
http://www.trainingmag.com/msg/content_display/pedtions/e3i25cba8ba761bcf124199d8c0
49945a0

Smith, C. A., Organ, D. W., & Near, J. P. (1983)génizational citizenship behaviour: Its
nature and antecedenisurnal of Applied Psychology, 68, 653 — 663.

Smith, D. J. (2007)A culture of corruption: Everyday deception and popular discontent in
Nigeria. Princeton: Princeton University Press.

Tella, A., Ayeni C. O., & Popoola, S. O. (2007). Wanotivation, job satisfaction, and
organizational commitment of library personnel scademic and research libraries in
Oyo State, Nigerialibrary Philosophy and Practice, [on-line] 1, 1 — 16. Available:
www.webpages.uidaho.edu/mbolin/tella2.html

The United Nations (2004). The United Nations orgational integrity survey 2004 (final
report). Availablehttp://www.un.org/News/ossg/integritysurvey.pdf

Wikipedia (2009). Organizational citizenship belwani [Online] Retrieved from:
http://en.wikipedia.org/wiki/organizationalcitizernipbehaviour
York: Wiley



