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Dimensions of organisational leadership and
organisational citizenship behaviour in Ghanaian
workplaces

James Donkor?, Moses Segbenya®* and Daisy Ofosuhene?

Abstract: This study examined the dimensions of leadership style and organisational
citizenship behaviour among workers in Ghana. The explanatory study design was
used from the quantitative approach and a sample of 636 workers from judicial
service, local government, insurance, banking and finance, health, education, ICT,
and immigration workers from both the public and private sectors of Ghana.
A questionnaire was the data collection instrument for the cross-sectional survey
method adopted, and the data gathered was analysed with Partial Least Square-
Structural Equation Modelling. The results revealed that directive, supportive, and
achievement-oriented leadership styles achieved a significant relationship with orga-
nisational citizenship behaviour. Participatory leadership style is also significantly
related to directive leadership behaviour in the workplace. The non-significant rela-
tionship between the participative leadership style and organisational behaviour was,
however, significantly mediated by the directive leadership style. It is recommended
that leaders or superiors at workplaces should give more attention to the directive,
participatory, achievement-oriented, and supportive leadership styles to be able to
enhance organisational citizenship behaviour among workers.

Subjects: Social Influence; Social Psychology; Work & Organizational Psychology

Keywords: directive leadership style; participatory leadership style; achievement-oriented
leadership style; supportive leadership style; organisational citizenship behaviour

1. Introduction

The role of leadership in organisational success cannot be underestimated. Leadership relates to
the ability to influence followers or workers to perform the necessary tasks to attain organisational
goals (Karam et al,, 2019). Leadership provides direction for organisational members or workers
and is important for achieving both employee and organisational performance (Dartey-Baah &
Addo, 2019). Leadership has been found to have influenced employees’ attitudes and actions at
the workplace (Dartey-Baah & Addo, 2019; Karam et al., 2019). The kind of influence leadership
can exert on the performance of employees is determined by the leadership style exhibited by
leaders.

The four main leadership styles found to have influenced employee performance based on the
goal-path theory are participative, directive, supportive, and achievement-oriented leadership style
(Tran, 2023). Thus, the type of leadership style used by a leader determines the employees and

© 2023 The Author(s). Published by Informa UK Limited, trading as Taylor & Francis Group.
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organisational outcomes in terms of performance and the attainment of organisational goals
(Subhaktiyasa et al., 2023). The outcome of a leader who exhibits either a participative, directive,
supportive, or achievement-oriented leadership style is not the same (Hermawan et al., 2023). For
example, a friendly and open leader who shows concern for the status, well-being, and needs of
subordinates (supportive) will get different results as compared to a leader who sets challenging
goals, and expects subordinates to perform at their highest level (achievement-oriented).

Leadership style influences employee performance, which is either measured in profitability,
meeting targets set for workers or reduction in errors as well as pleasing or meeting customers’
deadlines. Organisational existence and progress are highly dependent on employee performance.
It is for this reason that the employees or workers have remained the most important resource
among all the resources at the disposal of organisations. Employee performance is influenced by
reciprocity (Mekpor & Dartey-Baah, 2017). That is, employees give out their best depending on
what they will personally profit from the outcome of their actions. Another new area of employee
performance outside the equity argument is the voluntary behaviour of workers beyond which they
are remunerated. This extra and voluntary behaviour of workers required for organisational
efficiency and growth is what is termed organisational citizenship behaviour (OCB) (Mostafa,
2018). The leadership style of a leader could serve as a springboard for exhibiting OCB among
workers (Lee et al., 2019). Alternatively, workers could decide not to take on extra and voluntary
work behaviour due to the kind of leadership style of the leader (Rezaei et al., 2017).

Studies on leadership style and organisational citizenship behaviour by Pratiwi et al. (2023); Tran
(2023); Subhaktiyasa et al. (2023); Khan and Muhammad (2023) and Hermawan et al. (2023) have
confirmed that leadership style influences organisational citizenship behaviour and organisational
performance. Unfortunately, these studies were conducted outside Ghana and focused on the
servant, transformative, and transactional leadership styles other than the participative, directive,
supportive, or achievement-oriented leadership styles which are the focus of this study. Similar
studies on leadership style and organisational citizenship behaviour in Ghana by Azila-Gbettor
(2023); Osei-Owusu (2023); Kwarteng et al. (2023) and Emur et al. (2023) have also centred on
transformational leadership and customer OCB in the hotel and health sectors in Ghana, and
Authentic Leadership in the educational sector among others.

There are limited studies on participative, directive, supportive, or achievement-oriented leader-
ship style and organisational citizenship behaviour among workers. Meanwhile, the path-goal
theory and the leader-member exchange theory have all suggested the importance of participa-
tive, directive, supportive, or achievement-oriented leadership style to organisational performance.
Thus, there is a dearth of research on the leadership style of using participative, directive,
supportive, or achievement-oriented leadership to achieve organisational citizenship across all or
several sectors from a developing economy like Ghana creating a contextual and conceptual gap.
To fill the lacunae in the literature, this study sought to examine how dimensions of leadership
style (such as participative, directive, supportive, or achievement-oriented leadership style) can
lead to organisational citizenship behaviour among Ghanaian workers.

2. Literature review

2.1. Theoretical framework

This study has its foundation in the Leader-Member Exchange (LMX) theory of leadership which
was proposed by (Dansereau et al., 1995). The theory was originally positioned as the Vertical Dyad
Linkage (VDL) theory of leadership, which did not focus on the leader or subordinates, but instead
looked at the dyadic relationship between them (Erdogan & Bauer, 2014). As extensive research
was carried out on the VDL theory, it was renamed as the Leader-Member Exchange (LMX) theory
in the 1980s. The theory postulates that leaders do not assume a steady or prescribed leadership
style towards all followers at the various work units within an organisation. Instead, leaders adopt
different types of relationships with their followers with different qualities of the relationship (Lee
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et al,, 2019). The central tenet of this theory lies in its focus on effective leadership through the
development of good leadership relationships between the leader and the followers. The LMX
theory is regarded as a process as well as a transactional approach. It takes a process approach
because it emphasises the need for collaboration between the leader and his followers. It is also
considered a transactional approach because of the requirement for the leader and the followers
to be active participants. The nature of the transaction or interaction between the leader and the
subordinates is a recipe for counter-influence (Northouse, 2019); thus, it is not only the leader who
influences his followers; the influence of the followers or subordinates also affects the leader.

The interaction between the leader and the subordinates is likely to produce two outcomes-
high-quality for “in-group” members and low-quality relationships for “out-group” members.
Masood et al. (2019) noted that subordinates with high-quality relationships enjoy support and
affection from leaders and exhibit trust, honesty, and organisational citizenship behaviours. They
enjoy the challenging task, which provides an opportunity for learning and creativity and makes
work more meaningful. Zhao et al. (2020) also observed that a high-quality relationship between
the leader and the subordinates was characterized by team improvement, reduced turnover, and
team performance. This theory was selected over the goal-path theory because the latter focuses
on the target or attainment of organisational goals, while the former focuses on both the relation-
ship between the leader and the followers and how the relationship can lead to the attainment of
goals his study, how it can lead to organisational citizenship behaviour among workers. Thus, the
Leader-Member Exchange (LMX) theory helps explain how leadership style dimensions such as
participative, directive, supportive, and achievement-oriented leadership styles relate to organisa-
tional citizenship behaviour in Ghanaian workplaces.

3. Conceptual review, hypothesis development, and conceptual framework

3.1. Organisational Citizenship Behaviour (OCB)

Organisational citizenship behaviour (OCB) is frequently seen as an individual’s self-driven beha-
viour that does not appear to be openly or directly described by the formal incentive system
(Wengang et al., 2023). According to several authors (Thompson et al., 2020; Yaakobi & Weisberg,
2020), organisational citizenship behaviour generally refers to employee discretionary and bene-
ficial roles that are not directly or explicitly recognised by the formal reward system but none-
theless significantly contribute to a variety of desirable work outcomes. The studies of Ramadhanty
et al. (2022); Saadah and Rijanti (2022); Sunarsi et al. (2020) describe organizational citizenship
behaviour as any act that is discretionary and is not explicitly or outside of organization’s formal
performance management system. Organizational citizenship behavior (OCB), is very profitable for
companies because it can lead to organizational effectiveness and efficiency even though it is not
recognized by a formal reward system.

The OCB direction is typically divided into two categories: OCB-O and OCB-P. OCB-O represents
organisational citizenship behaviour towards organisations and relates to those activities that are
focused on the organisation as a whole. OCB-P represents organisational citizenship behaviour
towards persons which relates to those activities that are focused on the advantages of the
individual members or co-workers (Butt et al., 2020; Spector et al., 2010). Actions requiring
behaviours that go above and beyond one’s job schedule are considered extra efforts.
Organisational citizenship behaviours are acts of invention, creativity, taking on additional duties,
and motivating people inside the organisation with the goal of enhancing individual and organisa-
tional performances. All dimensions of OCB include Helping behaviour, Sportsmanship, organiza-
tional loyalty, Obedience, Civic Virtue, and Self-development (Khali, 2017; Mekpor & Dartey-Baah,
2017; Ozduran & Tanova, 2017).

3.2. Achievement-oriented leadership style and organisational citizenship behaviour
The achievement-oriented leader sets challenging goals, expects subordinates to perform at their

highest level, continuously seeks improvement in performance, and shows a high degree of

Page 3 of 17



Donkor et al., Cogent Business & Management (2023), 10: 2281711 O;K-: cogent P b us | Nness & mana ge me nt

https://doi.org/10.1080/23311975.2023.2281711

confidence that the subordinates will assume responsibility, put forth an effort, and accomplish
challenging goals (Wijaya, 2023). This behaviour was asserted to cause subordinates to strive for
higher standards of performance and to have more confidence in their ability to meet challenging
goals (Wijaya, 2023). Since achievement-oriented is based on goal-setting and motivation, it is
likely to increase subordinates’ motivation and competency if they successfully achieve the
challenging task in an uncertain work environment (Dartey-Baah & Addo, 2019; Karam et al,,
2019). This has the potential to enable the practice of OCB. Following this, a hypothesis has been
formulated that:

Ho: 1 Achievement-oriented leadership style significantly relates to organisational citizenship
behaviour at Ghanaian workplaces.

3.3. Directive leadership style and organisational citizenship behaviour

According to Organ et al. (2006), directive leadership styles correlate positively with employee
OCB practice. Directive leadership entails giving specific guidance on what should be done and
how it should be done, clarifying the path to the subordinate, scheduling work to be done,
maintaining definite performance standards, and so on. It stands to reason that directive
leadership can occasion voluntary work behaviours from subordinates for reciprocity (Mahdi
et al,, 2014) since managers show interest in clarifying work expectations and showing sub-
ordinates what to do. The study of Puni and Hilton (2020) identified no significant effect of
directive leadership style on OCB. Thus, there is an inconclusive debate on the influence of
directive leadership style on OCB, and further studies on this are required. For this reason, this
study hypothesised that:

Ho: 2 Directive Leadership style has a direct effect on OCB practice at Ghanaian workplaces.

Ho: 3 Directive Leadership style is significantly influenced by participative leadership style at
Ghanaian workplaces

3.4. Participative leadership style and organisational citizenship behaviour

The participative leadership style relates to how leaders clarify path-goal relationships in relation
to efforts and work-goal attainment. Participative leadership style also increases congruence
between subordinate goals and organisational goals, increases subordinate autonomy, and
increases subordinate involvement and commitment (House, 1996). Also known as the demo-
cratic style, the participative leadership style encourages staff to be a part of the decision-
making, keeps staff informed about everything that affects their work and shares decision-
making and problem-solving responsibilities. As one of the four leadership styles of the path-
goal leadership theory, it is posited to have a positive relationship with employee’s extra-
curricular activities (OCB) (Bogler & Somech, 2019). The study of Sagnak (2016) indicates that
participative leadership facilitates OCB practice among employees. The study of Puni et al. (2019)
found that participative leadership behaviour indirectly affects subordinate’s OCB and the growth
of competent employees. However, it is unclear what the relationship between participative
leadership style and OCB will be among workers from a developing country like Ghana. In view
of this, the study hypothesized that:

Ho: 4 Participative leadership style significantly relates to organisational citizenship behaviour in
Ghanaian workplaces.

3.5. Supportive leadership style and organisational citizenship behaviour

The study of Ehrhart and Naumann (2004) has established a positive influence between leadership
style and subordinate’s OCB practices in several instances. Aside from personality and attitude,
leadership is identified as a great antecedent of OCB (Organ et al., 2006). Studies by several
scholars have established a positive relationship between supportive leadership style on voluntary
employee behaviours (e.g., Al-Sharafi & Rajiani, 2013; Ozduran & Tanova, 2017; Zhang & Chen,
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Figure 1. Conceptual frame-
work of the study.

2013). Supportive leadership and OCB are found to be significantly and positively correlated in the
study of Puni and Hilton (2020). Furthermore, some other studies (Euwema et al., 2007; Pearce &
Herbik, 2004; Podsakoff et al., 2000) identified that empowerment (supportive) leadership beha-
viour has a significant positive effect on extra-role behaviours of employees. All these studies were
conducted outside Ghana, and it is not clear what the relationship will be from the developing
economy perspective. In view of this, the study hypothesized that:

Ho: 5 Supportive leadership style significantly relates to organisational citizenship behaviour at
Ghanaian workplaces

Based on the conceptual review of the relationship between the various dimensions of path-goal
leadership style and organisational citizenship behaviour, a conceptual framework was designed to
guide this study, as shown in Figure 1.

4. Methodology

This study adopted the explanatory study design from the quantitative approach. The study used
the stratified random sampling technique to collect data from a sample of 636 out of 2760 000
study population of workers from banking and finance, judicial service, education, health, ICT,
Local Government, insurance, and immigration workers from both the public and private sectors of
Ghana (Danish Trade Union Development Agency, 2023). The 2,760 000 workers are made up of
1,200 000 workers in the public sector and 1, 560 000 workers in the formal private sector of
Ghana (Danish Trade Union Development Agency, 2023, Oppong & Segbenya, 2023).

An adopted questionnaire with an OCB scale from Salam (2020) and Donkor and Segbenya
(2023), and the dimensions of the leadership style scale from Wittner et al. (2020) were used for
the study. The scale was, however, modified to suit the context of Ghana and was measured on
a 4-point scale where 1 = strongly disagree, 2 = disagree, 3 = agree, and 4 = strongly agree. The
4-point scale was used instead of the 5-point measurement Likert scale due to the fact that this
study did not use undecided or neutral since the study wanted each respondent to take a stand
either by agreeing or disagreeing with the statements. Additionally, the undecided or neutral
response could also influence the mean values/results to be obtained since such undecided results
could not belong to any of the two extremes (agree or disagree). The questionnaire had six parts
which were focused on the demographic characteristics of respondents, supportive leadership
style, directive leadership style, participative leadership style, and organisational citizenship beha-
viour. Reliability and validity were checked for the instrument using the Cronbach Alpha coefficient,
and all variables achieved a value above the minimum co-efficient threshold of 0.70 (Segbenya &
Anokye, 2022). The OCB scale produced a Cronbach’s Alpha value of 0.936, and each dimension of
leadership style - Supportive Leadership Style (SLS) had 0.724, Directive Leadership Style (DLS) =

Supportive Leadership
Style (SLS)

Achievement-Oriented H5
Leadership Style (ALS)

H1 Organisational Citizenship

: : X Behaviour
Directive Leadership

Style (DLS) H2 (OCB)

HST
H4

Participative Leadership
Style (PLS)
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.790; Participative Leadership Style (PLS) = .728 and lastly Achievement-Oriented Leadership Style
(ALS) = .753. Details of the pretest analyses of the instrument can be found in Appendix A.

All ethical considerations, including anonymity, confidentiality, respondents’ free consent, and
freedom to withdraw even if the participant had begun the process, among others, were ensured.
Partial Least Square- Structural Equation Modelling (PLS-SEM) was used for the analysis of the
hypotheses that guided the study. Ethical clearance was granted by the Department of Business
Studies, College of Distance Education, for the University of Cape Coast Institutional Review Board.

5. Results and discussion

The presentation of the results of the study in this section will focus on three aspects: demographic
characteristics of respondents, preliminary analysis for the PLS-SEM used and results for testing of
hypotheses guiding the study. Results for respondents’ demographic characteristics are therefore
presented in Table 1. It is clear from Table 1 that most of the respondents had one 1-5 years of
working experience (49.4%) worked in the public sector (71.4%), were male workers (50.2%), were
31-40years (48.1%), and were in non-managerial positions (67.9%).

The preliminary analysis for the study to test the PLS-SEM was done by checking the factor
loading for all the variables of the study, and the results are presented in Table 2. The results in
Table 2 reveal that all were kept in the table used for measuring the five variables of the study
above the minimum threshold of 0.70 (Segbenya et al., 2022). Specifically, three items were used
to measure achievement-oriented leadership style (ALS), four items for directive leadership style
(DLS), 10 good items for organisational citizenship behaviour (OCB), four well-loaded items used for
participative leadership style (PLS), and finally, three well-loaded items used for supportive leader-
ship style (SLS).

It is also important to take note of the pictorial presentation of the loading of the items
measuring the variables of the study, as presented in Figure 2. The results presented in Figure 2
are a confirmation that all the items reported in Table 2 really loaded well. These are displayed
with the arrows in Figure 2.

The second preliminary analysis was to check the construct’s reliability and validity, and the
analysis was done by using four main indicators (Donkor & Segbenya, 2023). The results of this
effect are presented in Table 3. The results revealed that the values recorded for Cronbach’s Alpha
ranged between 0.798 and 0.928; rho_A ranged from 0.801 to 0.931. It is also important to note
the Composite Reliability and the Average Variance Extracted (AVE), respectively, recorded values
ranging between 0.881 to 0.939 and 0.605 to 0.757. All values obtained for the first three
indicators were judged with a criterion suggested by Hair et al. (2017) and Segbenya and
Anokye (2022) that a minimum threshold of 0.70 is acceptable. The last indicator was also
evaluated based on Segbenya et al. (2022) and Hair et al. (2017) suggestion of a minimum
threshold of 0.50. Comparing all values obtained for rho_A, Cronbach’s Alpha, Composite
Reliability, and Average Variance Extracted (AVE) to the required thresholds, it can be seen that
all the indicators are within the acceptable thresholds. The results indicate that the model has
attained the construct reliability and validity requirement and could be used for further higher-
level analysis.

6. Discriminant validity

The PLS-SEM model used was also checked in terms of discriminant validity to see how unique the
factors or variables of the study were (Segbenya & Mensah-Minadzi, 2022), and the results are
presented in Table 4. The analysis was done with Heterotrait-Monotrait Ratio (HTMT). Henseler
et al. (2015) and Segbenya et al. (2023) recommended that HTMT value is less than the maximum
threshold of 0.850 was used. Thus, judging from the values reported in Table 4 for the HTMT, which
were between 0.309 and 0.799, indicating that these values were below the maximum thresholds.

Page 6 of 17



Donkor et al., Cogent Business & Management (2023), 10: 2281711 ﬂvf Cogent P b us | Nness & mana gement
https://doi.org/10.1080/23311975.2023.2281711

Table 1. Demographic characteristics

Demographic variable No. %
Tenure

1-5 Years 314 49.4
6-10 Years 147 23.1
11 Years and Above 175 27.5
Total 636 100.0
Gender

Female 317 49.8
Male 319 50.2
Total 636 100.0
Sector

Public 454 71.4
Private 182 28.6
Total 636 100.0
Age

20-30 223 35.1
31-40 306 48.1
41-50 89 14.0
51 Years and Above 18 2.8
Total 636 100.0
Levels

Management Member 204 321
Non-Management Member 432 67.9
Total 636 100.0

Field survey (2023)

This means that the PLS-SEM model used met the discriminant validity test and the variables used
for this study were distinct.

7. Collinearity statistics

Path relationship to be established for the hypotheses of the study can be spurious if there is the
presence of multicollinearity. For this reason, the study checked for the presence of multicollinear-
ity, and the results are presented in Table 5. Segbenya et al. (2022) revealed that
a multicollinearity value of 3.30 and above indicates that the model contains multicollinearity.
Values obtained from the model used for this study revealed that they were between 1.000 and
2.391; these values were below the maximum threshold, suggesting that the PLS-SEM was without
the presence of multicollinearity. Thus, the path relationship to be obtained will not be spurious,
and type 1 and type 2 errors will not be committed.

8. Path coefficients

The main results for testing the hypotheses of the study are presented in Table 6. The results for the
path relationship between the variables of the study show that one hypothesis was not supported by
the study due to a non-significant relationship. The remaining five hypotheses were, however,
adopted or accepted by the study because of the significant relationship between these variables
of the study. Specifically, hypothesis one achieved a significant relationship between Achievement-
Oriented Leadership Style (ALS) and organisational citizenship behaviour (OCB) at (8 =0.124, t =2.385,
p=0.017). There was a significant relationship between Directive Leadership Style (DLS) and organi-
sational citizenship behaviour (OCB) at (8 =0.209, t = 3.941, p = 0.000) for the second hypothesis of the
study. Furthermore, it was also observed for hypothesis three that Participative Leadership Style (PLS)
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Table 2. Outer loadings

ALS DLS ocB PLS SLS
ALS1 0.900
ALS2 0.761
ALS3 0.876
DLS1 0.850
DLS2 0.896
DLS3 0.854
DLS4 0.879
0CB10 0.747
OCB11 0.791
OCB14 0.734
0OCB16 0.794
OCB17 0.780
0CB18 0.756
OCB5 0.801
0CB6 0.786
OCB8 0.806
OCB9 0.782
PLS1 0.831
PLS2 0.861
PLS4 0.854
PLS5 0.855
SLS1 0.820
SLS4 0.850
SLS5 0.862

Field survey (2023)

obtained a significant relationship with Directive Leadership Style (DLS) at (8=0.551, t=18.146, p=
0.000). The fourth hypothesis of the study was, however, not accepted because it established that
there was a non-statistically significant relationship between Participative Leadership Style (PLS) and
organisational citizenship behaviour (OCB) at (6=-0.006, t=0.118, p=0.906). It is also important to
note that the last direct hypothesis was also validated because it attained a statistically significant
relationship. That is, Supportive Leadership Style (SLS) significantly influenced organisational citizen-
ship behaviour (OCB) at (8=0.167, t=3.077, p=0.002). The final hypothesis of the study, which
bordered on the indirect relationship, was also accepted. That is, Directive Leadership Style (DLS)
significantly mediated the relationship between Participative Leadership Style (PLS) and organisa-
tional citizenship behaviour (OCB) at (8=0.115, t=4.002, p=0.000). The results in Table 6 also reveal
that the overall contributions of the dependent variables expressed as the R-square suggest that the
model explained about 30% variance in Directive Leadership Style (DLS) and approximately 19% of
the variance in organisational citizenship behaviour (OCB).

Apart from the results for the overall contributions of the variables of the study presented in
Table 6, a graphical presentation of the same has also been provided in Figure 2. The bootstrapping
results using the recommended 5000 samples by Hair et al. (2017) also further confirm the
significant relationship between the variables presented earlier in Table 6. Thus, the arrows and
values obtained and presented in Figure 3 strongly highlight the significant relationship between
the variables and also further show the pictorial view of how these variables relate to each other in
terms of significance.
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9. Discussion of the results

A deeper reflection on each of the findings for each hypothesis of the study is provided in this
section. The first findings of the study showed that Achievement-Oriented Leadership Style (ALS)
significantly predicted organisational citizenship behaviour (OCB) could be explained further. The
results mean that any percentage increase in Achievement-Oriented Leadership Style (ALS) by
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Table 3. Construct Reliability and validity

Cronbach’s rho_A Composite Average
Alpha Reliability Variance
Extracted (AVE)

ALS 0.805 0.840 0.884 0.719
DLS 0.893 0.898 0.926 0.757
ocB 0.928 0.931 0.939 0.605
PLS 0.873 0.880 0.913 0.723
SLS 0.798 0.801 0.881 0.712

Field survey (2023)

Table 4. Heterotrait-monotrait ratio (HTMT)

ALS DLS ocB PLS SLS
ALS
DLS 0.799
0CB 0.400 0.434
PLS 0.659 0.614 0.309
SLS 0.671 0.766 0.419 0.749

Field survey (2023)

Table 5. Collinearity Statistics (VIF) inner VIF values

ALS DLS ocB PLS SLS
ALS 2.103
DLS 2.391
0CB
PLS 1.000 1.881
SLS 2.131

Field survey (2023)

leaders of organisations in Ghana will lead to a proportional percentage increase in organisational
citizenship behaviour (OCB) of workers in Ghana. This means that leaders who let subordinates
know what he expects them to perform at their highest level and set quite challenging goals for
subordinates’ performance are in a better position to move or urge their subordinates to bring on
board voluntary behaviours to enhance the organisational efficiency and effectiveness.
Furthermore, the results suggest that leaders who encourage continual improvement in subordi-
nates’ performance will be able to influence OCB among subordinates in the workplace. The
findings of this study are in tandem with earlier findings of Wijaya (2023) that also found
a significant relationship between Achievement-Oriented Leadership Style and organisational
citizenship behaviour (OCB). The findings of Dartey-Baah and Addo (2019) that Achievement-
Oriented Leadership Style (ALS) significantly predicts organisational citizenship behaviour are
upheld by the findings of this study. The findings of this study further corroborate the earlier
findings of Karam et al. (2019) that Achievement-Oriented Leadership Style (ALS) significantly
predicted organisational citizenship behaviour.

The findings for the study’s second hypothesis that Directive Leadership Style (DLS) significantly
influenced organisational citizenship behaviour also mean a lot. The results suggest that any
percentage increase in Directive Leadership Style among leaders in workplaces will elicit the
same percentage increase in organisational citizenship behaviour among workers under such
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leaders. Thus, leaders can use Directive Leadership Style to influence voluntary work behaviour
among their subordinates. The leaders who use Directive Leadership Style believe that though
subordinates may know what is expected of them, there is a need to inform them about what
needs to be done and how it needs to be done. Directive Leadership Style also ensures that
subordinates follow standard rules and regulations. This finding corroborates Puni and Hilton
(2020) findings that Directive Leadership Style influences OCB. Furthermore, the findings of this
study corroborate the earlier findings of Mahdi et al. (2014) that directive leadership style influ-
ences OCB.

Hypothesis three established that Participative Leadership Style (PLS) obtained a significant
relationship with Directive Leadership Style (DLS). These results mean that leaders who consult
with subordinates when facing a problem listen receptively to subordinates’ ideas and suggestions
and ask for suggestions from subordinates concerning how to carry out assignments stand
a better chance of ensuring a directive leadership style at the workplace. That means that it
explains the level of performance that is expected of subordinates, if a leader pays more attention
to Participative Leadership Style in the workplace. The results agree with the findings of Puni et al.
(2019), who earlier established a significant relationship between Participative Leadership Style
and organisational citizenship behaviour. Also, the findings of Mahdi et al. (2014) that participative
leadership style influences organisational citizenship behaviour are upheld by this study.

The findings of hypothesis four that there was a non-statistically significant relationship
between Participative Leadership Style (PLS) and organisational citizenship behaviour (OCB)
meant that participatory leadership style was not adequate in predicting OCB behaviour among
workers. That means that workers in Ghanaian workplaces require a more influencing leadership
style other than participatory leadership style in order to act voluntarily for the betterment of
their organisations. That is, any percentage increase in participatory leadership style will not
necessarily induce organisational citizenship behaviour among workers. Participatory leadership
is significantly related to the distributive leadership style but fails to attain the same significant
relationship. Thus, leaders who exhibit a solely participatory leadership style will not succeed in
eliciting voluntary behaviour or OCB among their subordinates in the workplace. The findings of
this study, therefore, disagree with the findings of Dartey-Baah and Addo (2019); Karam et al.
(2019) that participatory leadership style affects organisational citizenship behaviour. The dis-
parity could be coming from contextual differences and analytical differences.

The findings that Supportive Leadership Style (SLS) significantly influenced organisational citizen-
ship behaviour for hypothesis five can be explained further. The findings suggest that any percentage
increase in supportive leadership style will result in the same percentage increase in inducing
organisational citizenship behaviour among workers in the workplace. That is, leaders who behave
in a manner that is thoughtful of subordinates’ personal needs and helps subordinates overcome
problems that stop them from carrying out their tasks stand a better chance to influence their workers
to contribute to the organisational success voluntarily. Supportive leaders also maintain friendly
working relationships with subordinates and do little things to make it pleasant to be members of
a group. The results mean that for workers to exhibit organisational citizenship behaviour at the
workplace, leaders in superior positions will need to demonstrate supportive leadership towards
workers. The findings are in agreement with the earlier findings of Ozduran and Tanova (2017); that
supportive leadership style significantly relates to organisational citizenship behaviour at the work-
place. The findings further agree with the findings of Al-Sharafi and Rajiani (2013) that a supportive
leadership style significantly relates to organisational citizenship behaviour at the workplace. The
results further support the assertion held by Zhang and Chen (2013) that a supportive leadership style
significantly relates to organisational citizenship behavior in the workplace.

The findings for the last hypothesis of the study are very important because it is the contribution of
this paper to knowledge. The findings that the directive leadership style significantly mediates the

relationship between participatory leadership and organisational citizenship behaviour can be
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explained further. The results are very important because it takes the results for hypothesis four to
a further level. That is, though participatory leadership did not significantly relate to organisational
citizenship behaviour when directive leadership behaviour was introduced, the non-significant rela-
tionship soon became significant. The results indicate that participatory leadership style and organi-
sational citizenship behaviour share their potency or predictive power with the directive leadership
style. That is, the participatory leadership style effectively predicts organisational citizenship beha-
viour only when shared with the distributive leadership style. Therefore, leaders exhibiting only
participatory leadership style will need to combine it with a directive leadership style to be able to
influence organisational citizenship behaviour among workers. The findings for the significant med-
iating role of directive leadership style are the contribution of this study to existing knowledge on the
topic since this relationship does not exist in the literature. Even though the existing literature
(Ozduran & Tanova, 2017) has established a relationship between participatory leadership and OCB,
the literature did not examine the mediating power of directive leadership style on the relationship
between participative leadership behaviour and organisational citizenship behaviour.

10. Theoretical and practical implications

The outcome of this study, in terms of findings, has several implications for theory and practice.
That is, the leadership exchange theory used for this study is very much linked to the outcomes of
this study. Specifically, the theoretical implication of the findings of this study is that leadership is
very important for organisational growth and direction. The review of the theory has been limited
to how it could influence the performance of employees’ job schedules for which they are paid.
This study has proven and contributed to the leadership exchange theory by extending its
dimensions (directive, supportive, participative, and achievement-oriented leadership styles) to
establish their ability to predict voluntary work behaviour among workers beyond the work
schedules for which they are paid. Thus, a review of the theory has now been expanded to
cover organisational citizenship behaviour in developing economies.

The practical implications of the findings of this study are also very important. The practical
implication for leaders based on the findings of this study is that in order to influence OCB among
their workers, there is the need to pay attention to directive leadership behaviour followed by
a supportive leadership style and, finally, achievement-oriented leadership style. Though the
participative leadership style was not adequate to predict OCB in Ghanaian workplaces, it can be
successful when the directive leadership style is closely associated with it.

11. Conclusions and recommendations

This study examined the dimensions of leadership style and organisational citizenship behaviour
among workers in Ghana. It can be concluded that directive, supportive, and achievement-oriented
leadership styles achieved a significant relationship with organisational citizenship behaviour.
Participatory leadership style is also significantly related to directive leadership behaviour in the
workplace. The non-significant relationship between the participative leadership style and organi-
sational behaviour was, however, significantly mediated by the directive leadership style.

Based on the conclusions of this study, it is recommended that leaders or superiors at work-
places should give more attention to the directive leadership style by explicitly indicating what is
expected of subordinates, informing subordinates about what needs to be done and how it needs
to be done, and finally explains the level of performance that is expected of subordinates. Leaders
are further encouraged to pay attention to a supportive leadership style at the workplace. This can
be done by ensuring that he/she maintains a friendly working relationship with subordinates,
behaves in a manner that is thoughtful of subordinates’ personal needs and helps subordinates
overcome problems that stop them from carrying out their tasks. It is finally recommended that
leaders and supervisors in workplaces use more of an achievement-oriented leadership style. This
can also be exhibited by encouraging continual improvement in subordinates’ performance, as well
as setting challenging goals for subordinates’ performance.
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12. Suggestions for further studies

- cogent.-business & management

The findings of this study are limited to workers in Ghana and further studies could consider
a comparative study between workers in Ghana and other African countries. The R-square value of
approximately 19% explanation of the variance in the OCB suggests that there are other variables
contributing about 81% variance in the OCB that were not included in this model. Further studies
should consider other variables in explaining antecedents of OCB among workers.
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Appendix A: Pretest results for the instrument

Variables Cronbach’s Alpha No of Items

0CB 936 18

Dimensions of Leadership

Supportive Leadership Style (SLS) 724 5
Directive Leadership Style (DLS) .790 5
Participative Leadership Style (PLS) 728 5
Achievement-Oriented Leadership .753 4
Style (ALS)
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