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ABSTRACT

This paper presents a better understanding towards the concept of Organisational Citizenship
Behaviour (OCB) and Person-Supervisor Fit (P-S Fit) and its relationship at a conceptual level.
Previous literature discusses the effects of OCB in positive and negative outcomes. A right level
of OCB by employees should be exhibited by considering the relationship of PS Fit in the
particular organisation. Using Person-Environment Fit (P-E Fit) theory, we hypothesised that PS
Fit has a positive relationship towards OCB. Past literature of OCB and PS Fit and its relationship
should provide a direction for additional research to be empirically validated, to be practically
used and to be extended in its line of research.
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1.0 INTRODUCTION

In the past, much research focused on organisational citizenship behaviour (OCB) which was
identified as one the behaviours among employees. Most researchers refer to OCB based on the
definition by Organ (1988, p.4) as to “individual behaviour that is discretionary, not directly or
explicitly recognised by the formal reward system....” and that in the aggregate promotes the
effective functioning of the organisation. According to Tamunomiebi and Owere (2019), OCB
may help organisation to sustain and acts as competitive advantage as it promotes positive
individual outcomes (Akram, Lei, Haider & Hussain, 2019) such as productivity (Barsulai,
Mokopondo and Fwaya, 2019) and effectiveness of the organisation (Sayuti, Hazisma & Riama,
2019). On the contrary, OCB has its downsides in the aspect of organisation and individuality
for example, negative workplace gossip (Xie, Huang, Wang & Shen 2019) and wellbeing (Bolino,
Hsiung, Harvey & LePine, 2015).

Supervisors are involved in the everyday work experience with the subordinates. One of the
theories to describe the relationship of supervisors and subordinates is found in the PE Fit
theory. According to Namini, Appel, Jurgensen & Murken (2010), PE fit theory explains the
compatibility between individual and work environment which includes person-job fit (P-J Fit),
person-organisation fit (P-O Fit), person-group fit (P-G Fit), and person-supervisor fit (P-S Fit).
While PO fit emphasises the similarity between individual and organisational values, PJ and PS
fit focus on personality, goal and work style similarity or the suitability between individual skills
and the group’s demand (Huynh, 2019). Dimensions of PE Fit by previous scholars are
inadequate to describe the entire framework of OCB. Some noteworthy gaps relating to the
antecedents of OCB role definitions (Podsakoff, Mackenzie & Podsakoff, 2018). Therefore, the
P-E fit theory will be grounded in this study. According to Kristof Brown, Zimmerman & Johnson



Journal of BIMP-EAGA Regional Development Volume 7. No 1. 2021
ISSN 2232-1055

11

(2005), other types of fit, such as an individual’s compatibility with supervisors have emerged
as an important research domain and little attention has been paid to person–supervisor fit. PS
fit is the most recent addition and has the least attention compared to other dimensions of PE
Fit (Guay, Kim, Oh & Vogel, 2019). In exhibiting OCB, the P-S fit is warranted for further
investigations and act as an antecedent in this study.

2.0 LITERATURE REVIEW

2.1 The Concept of Organisational Citizenship Behaviour (OCB)

According to Harvey, Bolino and Kelemen (2018), OCB may differ from each and different
organisations. The definition of OCB refers to the output that supports the social and
psychological environment in which tasks are performed (Hazzi, 2018). To trace back, Organ
(1977, p. 95) defines OCB as performance that supports the social and psychological
environment. The study Cascio (2016) states that OCB is discretionary behaviours performed
outside of one’s formal role that help other employees to perform their job or showing support
and conscientiousness towards the organisation. According to Jan and Gul (2016), OCB is that
“extra role behaviour of the employees that they start exhibiting when they develop a close
association with their organisations. In addition, Organ (1998) mentioned the OCB originates
from personality which proved by Eumewa, Hein and Hetty (2007) that personality includes
three types of OCB such as conscientiousness, agreeableness (ability to agree) and openness to
experience have positive effect on OCB employees. According to Whiting and Maynes (2016),
OCB behaviour in the form of helping and conscientiousness influenced the performance on the
field in the employee’s first year. The most often dimensions used to measure OCB are found in
Organ (1998) namely, altruism (helping others), conscientiousness (attentiveness), courtesy
(preventing conflict), civic virtue (showing involvement), and sportsmanship (perform without
complaints). Since OCB is a behaviour that is on a positive side, often employees may self-rate
themselves with high OCB which could show biases. Thus, different research has different types
in measuring OCB, either in OCB (individual), OCB (organisation), overall OCB, OCB change and
OCB team and with different measures, which includes supervisors, peer, and self-evaluation
(Becker, 1992; Lambert, Tepper, Carr, Holt and Barelka, 2012; Cole, Carter and Zhang 2013
and Tomlinson, Lewicki and Ash, 2014).

2.2 Person Supervisor Fit (P-S Fit)

P-S fit refers to the chemistry or the dyadic relationship between an individual and the
supervisor (Kristof-Brown et al., 2005). The main intention of P-S Fit is to match the gap
between an individual to the supervisor. This is to ensure the compatibility of subordinates and
the supervisors (Zhang, Ling, Zhang and Xie, 2015) and to reduce concomitant adverse
consequences (Andela and van der Doef, 2019). According to Lambert, Leone, Hogan, Buckner,
Worley and Worley (2020) recommended the enhancement of supervision as one of the aspects
in improving bonds in the organisation. PS fit is the attitudinal compatibility between
supervisors and the subordinates (Klaic, Burtscher & Jonas, 2018). In addition, when
employees perceive congruence with their supervisors, subordinates could accurately predict
supervisor goals and expectations (Colbert, 2004). Kristoff (1996) divides P-S Fit into two main
types which are supplementary and complementary. According to Kristoff (1996),
complementary fit is when you get what you need as complementary fit occurs when
requirements of the supervisor can be fulfilled by the abilities of the subordinates.
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Supplementary fit, on the other hand, is the similarity between an individual and a factor of
interest (Schoon, 2008). Most P-S Fit literature conceptualise the idea as supplementary fit
(Czerw and Czarnota-Bojarska, 2016). The elements such as trust, support, and commitment in
the relationship of subordinates and supervisor indirectly affect the level of motivation of the
subordinates as supported by Czerw and Czarnota-Bojarska (2016), the willingness to get
involved in their organisation which results in high P-S Fit. The similarity-attraction paradigm
mentioned that the similarity in traits between leaders and followers can create interpersonal
attraction which could lead to higher PS fit (Byrne Gouaux and Griffitt, 1997). According to
Chuang, Shen and Judge (2016), the scores of the person supervisor fit scale could allow the
identification of the exact reason for a mismatch between a subordinate and a supervisor in
terms of personalities, work styles, or leadership styles. Research Enwereuzor, Ugwu, and
Nnadozie (2021) used the same scales as proposed by Chuang et al. (2016).

2.3 The Relationship of Person Supervisor (P-S) Fit and Organisational Citizenship
Behaviour

PS fit is the similarity of the characteristics of supervisor and the subordinate.   According to
Sambung and Iring (2014), individual differences play a role in showing their OCB in the
workplace. The paradigm from Byrne et al. (1997) discussed that people would be attracted to
those who possess similar traits and qualities because subsequent communications among them
resulting in guiding behaviours. Recent evidence showed the positive relationship between PS
Fit and OCB such as Shao Changzhi (2008), which is based on a sample in Taiwan and takes P-
S fit as one of the dimensions of PE fit, acknowledges its positive effect on organisational
citizenship behaviour. Research has found PS fit to be related to OCB (Huang and Iun, 2006).
When subordinates perceive fair treatment from supervisors, they feel a need to reciprocate by
engaging OCB (Deluga, 1995).

However, as noted by Moorman (1991), only some of the OCB behaviours may be performed
within the view of the supervisor. According to Velickovska (2017), the study speaks of the
importance of the supervisor valuing the subordinates’ work and effort so that they engage in
extra organisation activities. Based on Guay et al. (2019), conscientious employees who work
with conscientious supervisors are more likely to get consensual validation for their perspectives
to perceive higher PS fit (Byrne et al., 1997), thereby subsequently feeling more satisfied with
their jobs and engaging more OCB. However, the study of Tomlinson, Lewicki, and Ash (2014)
reported positive correlation between PS Fit and OCB for organisations and negative correlation
between PS Fit and OCB for individuals. Supervisor characteristics may influence employees’
behaviours (van Vianen, A., Shen, C. and Chuang, 2011).

3.0 RESEARCH FRAMEWORK

This conceptual paper uses the template of a “model” paper. According to Cornelissen (2017), a
model paper identifies previous unexplored connections between constructs and explains why
elements of a process lead to an outcome. In this study, this typically explains how it works for
the disclosure of an antecedent (person-supervisor fit) and an outcome (organisational
citizenship behaviour). The ground theory of this study, P-E Fit explains the relationship of
person and the supervisor in terms of fit which is by comparing the internal aspects of the

https://www.emerald.com/insight/search?q=Ibeawuchi%20K.%20Enwereuzor
https://www.emerald.com/insight/search?q=Lawrence%20E.%20Ugwu
https://www.emerald.com/insight/search?q=Ebele%20E.%20Nnadozie
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Independent Variable

Person Supervisor Fit Organisational
Citizenship Behaviour

person and of the external which includes supervisor's values, personality, goals, and job
demands (Oh, Guay, Kim, Harold, Lee, Heo and Shin, 2014).

In the study of Pickford and Joy (2016), personal traits and organisational conditions would
encourage individuals to contribute beyond their formal job requirements is much to be
discussed. When subordinates’ own characteristics are congruent with those of their work
environment, they tend to exhibit more OCB (Kristof-Brown et al., 2005). PE Fit theory has
contributed to explaining behaviours, such as job performance and organisational citizenship
(Giauque, Resentarra and Siggen, 2013). Organ, Podsakoff and Mackenzie (2006) stated that if
an organisation has employees who have high organisational citizenship behaviour (OCB), it can
be expected that the organisation will be able to face challenges that arise from both internal
and external environmental changes. Figure 1 depicts the research framework of this study with
the concept of P-E Fit theory.

Figure 1: Research Framework

4.0 DISCUSSION

As P-E Fit theory is grounded in this study, it can be of discretionary behaviours exhibited by
subordinates that would support the social and psychological environment in which tasks are
performed, which is much discussed by (Hazzi, 2018). The task performed could be related to
the performance of the subordinates which would bring the importance of PS Fit. OCB is also
defined as a kind of behaviour that emphasises the discretion of people which is not directly
rewarded to enhance the organisation’s performance (Chib, 2016). According to Huang, Hsieh
and He (2014), scholars have suggested that supervisors should relinquish some authority and
play new roles as coaches who guide employee behaviours at work. However, supervisors
should find other ways to informally reward behaviours such as OCB (Bergeron, Van and
Thompson, 2018) in order for subordinates to exhibit further of their extra role.

Training programs should be prepared specifically for frontline supervisors to enhance
relationship management capacities (Chih, Kiazad, Cheng, Lajom and Restubog, 2017). Careful
consideration wanted and received affects the level of OCB (Podsakoff et al. 2018).
Conscientiousness and extraversion are the most powerful predictors of OCB (Singh and Singh,
2009) Prior research, Cascio (2016) revealed that conscientiousness is a dispositional predictor
of OCB and findings have shown positive correlation between conscientiousness and OCB
(Wang and Bowling, 2016). However, one of the significant findings relating to Moorman (1991),
only some OCB behaviours will be performed in the view of supervisors. However, studies such
as Guay, Kim, Oh and and Vogel (2019) have researched conscientiousness with PS Fit and OCB.

Dependent Variable

https://www.tandfonline.com/doi/full/10.1080/23311908.2018.1514961


Journal of BIMP-EAGA Regional Development Volume 7. No 1. 2021
ISSN 2232-1055

14

5.0 CONCLUSION AND RECOMMENDATIONS

In view of all that has been mentioned, one may suppose that by building a holistic
understanding of the topic OCB, PS fit is relevant as it contributes towards OCB. Practically, as
discussed in the previous section, organisations should apply a person-supervisor fit scale that
is useful for the identification of the mismatch of oneself and the supervisors. Besides the fit of
person-supervisors, efforts by the organisations or through the supervisors are crucial. PS Fit
should be taken into consideration in employee selection in consulting the supervisors,
supervisors’ training to be provided in order to recognize OCB behaviours and to informally
reward employees of the behaviours. Future research should focus on the behaviours that are
to be concerned in the OCB behaviours, such as altruism and conscientiousness.

Areas of future research in terms of theory, focusing particularly on the behaviour of
conscientiousness and other OCB associated behaviours which relate much to PS Fit. To further
research on this topic, researchers should first understand the concept of PS Fit thoroughly.
Integration of different fit theories instead of the PE Fit theory can be applied to measure PS Fit
and OCB to explore deeper insights. Types and measurement of PS Fit and OCB as discussed in
the previous section should be well designed to be methodologically tested to further validate
this study. When the PS fit is higher between the supervisor and the subordinate, goals at work
are easier to achieve.
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