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The impact of Supervisor Support towards
Extra-Role Behavior
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Abstract: Effective supervisor support consists of two main
features: emotional and instrumental support. Recent studies
from the perspective of organizational climate which focus on the
execution of such features among supervisors has a significant
impact towards positive employee outcomes especially in their
extra-role behavior. Even though this relationship has been
widely explored, the role of supervisor support as a vital construct
is still less discussed in the organizational climate literature.
Therefore, this research was conduct to investigate the
relationship between supervisor support and extra-role behavior.
The data was collected using survey on 113 executives and
non-executives from a telecommunication organization. The
findings from the SmartPLS model analysis revealed that,
extra-role behavior contributed to 31% variance on the proposed
model. This shows that the ability of supervisors to provide
emotional and instrumental support to employees has led to an
increase in their extra-role behavior in the organization. The
implications of this study in relation to theories, methodologies
and organizational practitioners are also discussed.
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I. INTRODUCTION

S

upervisor support is one of the most important aspects in
organizational climate model [1,2]. Supervisor support is
often viewed as the aid given by supervisors through caring
for the employees and appreciate their contributions to the
organization [3,4]. With regard to organizational climate,
supervisors who play an important part in the organizational
hierarchy play a vital role in influencing employees’ trust,
attitudes and behavioral outcomes [5]. Thus, strong and
consistent support from the supervisors will eventually
benefit the employees’ work motivation, work efficiency and
reduce waste of resources [6].
Supervisor support is divided into two main components,
namely emotional support and instrumental support [7,8].
Emotional support is where supervisors provide help to
enhance employees’ positive emotions in the workplace
[9,10].
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For example, showing respect, care, listening to their
problems, providing words of encouragement and
appreciation towards the employees [8,9,11]. Meanwhile,
instrumental support is where the supervisors provide
assistance through tangible aid and/or service when
employees completing their task [7,10]. The examples
include solving difficult tasks, giving constructive feedback
on improving work skills and helping employees in building
career planning [12–14]. Employees who receive high
emotional and instrumental support can reinforce high level
of congruence between their goals and capabilities [15]. Thus,
by simultaneously analyzing the impact of these two types of
supervisor support, the study gives insights on how emotional
and instrumental support influence the employees’ attitudes
and behaviors.
In the era of the global industrial revolution 4.0 (IR4.0), the
organization should keep up with the rapid changes in
technology and its impact on customers [16,17]. The
management should actively explore tremendous
opportunities with complex tasks, as competitors will
challenge new outputs by offering nearly similar goods and
services that are unique at a reasonable price [16,17]. The
success of the organization depends heavily on the
commitment from all employees [18,19]. This is where the
role of supervisor is important in providing emotional and
instrumental support to the employees because this would
encourage positive attitudes especially the extra-role behavior
[6,20–23]. In the context of organizational climate, extra-role
behavior is defined as employee’s voluntary actions that are
spontaneous, self-driven, which are not listed in job
descriptions that indirectly contribute to the effectiveness of
the organization [24,25].
Organizational climate has been regularly analyzed as a
broad construct that includes many support sources including
supervisor support [1,26]. Thus, even though the nature of the
relationship between supervisor support and extra-role
behavior has been extensively explored, the role of supervisor
support specifically in multidimensional aspects and as a
predictor of the stated behavior is still poorly discussed in the
context of organizational climate [6,20–23]. Hence, this study
focuses on two main objectives: first, to analyze the
relationship between emotional support and extra-role
behavior. Second, to analyze the relationship between
instrumental support and extra-role behavior. Other
components such as literature review, methodology, findings,
discussion and conclusion will be further explained.
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II. LITERATURE REVIEW
Supervisor support

A. Relationship between Supervisor support and
Extra-Role behavior
Supervisor support has two main elements, which are
emotional support and instrumental support [7,8]. Emotional
support is often refers to as reciprocal interactions of mutual
obligations to enhance employees’ positive emotions at work
[9,10]. Whereby, instrumental support usually means
providing assistance through tangible aid and/or service in
employees’ task [7,10].
The role of supervisor support as an important predictor of
extra-role behavior is in line with the notion of Organizational
Support theory [14]. This theory explains that when
employees in the organization perceived the support given
from their supervisor as beneficial, it may in return reinforce
employees’ positive attitudes and outcomes [1,14]. Besides,
Path-Goal theory is also related to this study in which
supervisors would perform specific behaviors that are best
suited to the employees’ needs and working environment so
that employees will act in certain way to accomplish work
activities [27–29]. The use of these theories in supervisor
support model shows that, constructive and continuous
support from the supervisor towards employees is often
associated with emotional support [20,21,23] and
instrumental support [6,22]. The spirit of both theories has
obtained a strong support from perceived organizational
support literature.
There are several recent studies on supervisor support
which include emotional support and instrumental support
conducted
based
on
samples
from
different
organizations. The studies involved perceptions of 234
teachers from high schools in Turkey, 211 employees from
various organizations in China, 405 employees from sports
center in Taiwan, 183 protégés from construction companies
in Korea and 350 employees from telecommunication sector
in Pakistan [6,20–23]. These studies show two important
outcomes of the role of supervisor support in maintaining an
effective organization. First, emotional support is working
towards providing employees’ with positive emotion. While
instrumental support is done through providing tangible aid
and/or service to the employees. The ability of supervisors to
practice such supports have become important predictors of
extra-role behavior among employees in the respective
organizations. Therefore, the hypotheses of the study are as
follows:
H1: Emotional support has a positive impact on extra-role
behavior
H2: Instrumental support has a positive impact on extra-role
behavior
Fig. 1 demonstrates the study model of the relationship
between supervisor support and extra-role behaviour.

Emotional
support
Extra-role
behavior
Instrumental
support

Fig. 1.:The proposed model
III. METHODOLOGY
A. Sample and Procedures
The respondents of this study were employees from a
telecommunication organization in Malaysia. Structured
questionnaires were utilized to collect cross-sectional data
from the respondents and were translated from English to
Malay language for a better understanding of the respondents.
Back translation was also used to translate questionnaires
from Malay language to English in order to increase the
validity and reliability of the research outcomes [30,31]. The
sample of this study consists of 113 respondents. The
respondents were selected through purposive sampling
technique. This technique was selected because the list of
registered employees was not given to the researchers due to
confidentiality reason. This causes the researchers to not able
to randomly select the participants for this study.
B. Measures
Supervisor support was measured using the items adapted
from the previous studies found in the perceived organization
support literature [12–14]. Emotional support was measured
using 4 items, which were adapted from 14. Instrumental
support was measured using 5 items, which was adapted from
12,13. Meanwhile, extra-role behavior was measured using 3
items, which was adapted from 32 through the notion
of organizational behavior literature. The constructs were
presented using a 7-point Likert scale with 7 marking
‘Strongly Agree’ and 1 marking ‘Strongly Disagree’.
C. Data Analysis
The Smart PLS software version 3.2 was used to analyze the
questionnaire due to its ability to produce latent variable
scores, avoid small sample size problems and estimate
complex models scores [33,34]. The data was first analyzed
using confirmatory factor analysis (measurement model) in
order to measure the validity and reliability of the constructs
and instruments. After that, structural model analysis was
done to measure the hypothesized model in order to explain
the significant relationship between independent variable and
dependent variable if the t-statistic value exceeds 1.65 [34].
Next, R² value is used as an indicator of the overall predictive
strength of the model through these criteria: 0.25 (weak), 0.50
(moderate) and 0.75 (substantial) [33,34].
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Then, f² value is used to ensure the effect size of the
independent variable in research model based on criteria: 0.02
(weak), 0.15 (medium) and 0.35 (strong) [33]. Finally, Q²
value for dependent variable which is greater than 0 (zero)
indicates that the research model has predictive relevance
[33].
IV. RESULTS
A. Respondents’ Demographic Profile
The majority of the respondents were female (59.3%),
permanent employees (98.2%), non-executive (34.5%), 33 to
44 years old (38.9%), degree holders (52.2%), those who
have served the organization between 15 and 25 years
(33.6%) and those with a salary of RM7,000 and above
(41.6%).
B. Measurement Model Analysis
Measurement model analysis was done to ensure the
validity and reliability of each item and construct. In terms of
reliability, the factor loading values for items in emotional
support were between 0.781 and 0.854, instrumental support;

between 0.762 and 0.813 and extra role behavior; between
0.743 and 0.882.
The values, which were greater than 0.708 indicate that the
measurement of the construct model had met its reliability
criteria. In addition, the composite reliability values for
emotional support was 0.899, instrumental support was 0.888
and extra role behavior was 0.846. The values which were
greater than 0.708 signaling that the internal consistency for
the research instrument was high [33]. As for the average
variance extracted (AVE), the value for emotional support
was 0.691, instrumental support was 0.614 and extra role
behavior was 0.648. The values which exceeded 0.5 indicate
that the constructs meet the acceptable level of convergent
validity [33]. Furthermore, the output values of variance
inflation factor (VIF) between independent variables
(emotional support and instrumental support) and dependent
variable (extra role behavior) ranged from 1.365 to 2.134
which were lower than 5.0 indicating that the constructs were
free from serious collinearity problems [33]. These analysis
results are demonstrated in Table I.

Table- I: Validity and Reliability analysis results
Factor Loading
VIF
AVE
Constructs
Items
CR (>0.708)
(>0.708)
(<5.0)
(>0.5)
Emotional support (ES)
1.919
ES1
0.851
ES2
0.854
2.098
0.691
0.899
ES3
0.835
2.134
ES4
0.781
1.764
Instrumental support (IS)
IS1
0.791
1.801
IS2
0.779
2.017
0.614
0.888
IS3
0.813
1.897
IS4
0.772
1.750
IS5
0.762
1.693
Extra-role behaviour
ERB1
0.882
1.653
0.648
0.846
(ERB)
ERB2
0.743
1.365
ERB3
0.784
1.442
Note: VIF= Variance Inflation Factor; AVE=Average Variance Extracted; CR= Composite Reliability
The discriminant validity of the measurement model is shown through the HTMT criterion (Heterotrait-Monotrait Ratio).
The values range from 0.531 to 0.644, which were less than 0.90. These values (HTMT) indicate that the constructs had
achieved discriminant validity criteria [33]. The results are shown as in Table II. In brief, it can be said that, the results of the
measurement model confirm that the instruments have met the validity and reliability standards.
Table- II: Discriminant validity analysis through HTMT criterion
Constructs/ HTMT values
ES
IS
ES
IS
0.636
ERB
0.644
0.531
Note: ES= Emotional support; IS=Instrumental support; ERB= Extra-role behavior
C. Structural Model Analysis
Table III illustrates that the presence of emotional support
and instrumental support from the supervisors had
contributed to 31% changes in extra role behavior. This
outcome shows that supervisor support provides a weak
support for the model [33,34]. Furthermore, the research
hypotheses examined display two fundamental research
findings: first, emotional support significantly impacts extra
role behavior (β= 0.409; t= 4.454; p=0.000), thus H1 is
supported. Second, instrumental support significantly impacts

ERB

extra role behavior (β= 0.211; t= 2.551; p= 0.005), therefore
H2 is also supported. The findings confirm that the
assessment of emotional support and instrumental support are
important predictors of extra role behavior.
Bootstrapping and Blindfolding procedures were
conducted to measure effect
size (f²) and predictive
relevance (Q²). The result from
the effect size test reveals that
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emotional support was 0.169 where the value was less than
0.35. This shows that the construct gives a modest impact
towards extra role behavior [33]. Meanwhile the f² value for
instrumental support was 0.045 where the value was less than
0.15. This means that the construct has a weak effect towards

extra role behavior [33]. In addition, the results of testing the
predictive relevance of reflective endogenous latent variable
show that the Q² for extra role behavior was greater than zero
which was 0.178 [33] and this suggests that this construct has
predictive relevance.

Table III: Structural Model Analysis Results
Relationship between Supervisor
BCI UL
β
Std error
t-value
p-value
Support and Extra-Role behavior
5%
H1:
Emotional support has a
positive impact on extra0.409
0.092
4.454
0.000
0.258
role behavior
H2:
Instrumental support has
a positive impact on
0.211
0.083
2.551
0.005
0.083
extra-role behavior
Note 1: BCI UL= Bias-corrected-interval upper level; BCI LL= Bias-corrected–interval lower level
Note 2: Significant at *t > 1.65 (One Tail Testing)

BCI LL
95%

f²

0.561

0.169

0.358

R²

Q²

0.306

0.178

0.045

V. DISCUSSIONS

VI. LIMITATIONS AND RECOMMENDATIONS

Based on the results, this study confirms that supervisor
support does play its role as a crucial predictor of extra-role
behavior. The supervisors in the respected organization have
implemented proper and adequate supports through listening
to employees’ problems, appreciating their work
contributions, giving constructive feedback and encouraging
employees to improve their work skills. Thus, the ability of
supervisor in executing emotional support and instrumental
support have seen to give impact on extra-role behavior
among these employees.
This study has addressed three important contributions. In
terms of theoretical aspect, the findings of this study are
consistent with the notion of Organizational Support theory
[14] and Path-Goal theory [27,28] .These theories suggest
that, positive perceptions from employees on support given
by the organization through supervisors acting as the
representative can lead to extra-role behavior [6,20–23]. As
for the methodology contributions, the questionnaires used in
this study have met the reliability and validity criteria.
Extensive analysis was done by focusing on the impact and
influence of exogenous variables (emotional support and
instrumental support) on extra-role behavior. As a result, it
can lead to accurate and reliable research outcomes.
Meanwhile, in terms of practitioner contributions, the
findings can be used as basis of developing a guideline
practitioners in improving their humanistic skills related to
emotional support and instrumental support. Therefore, it is
important for the management to consider several aspects.
First, the management should implement continuous
psychological courses such as Neuro Linguistics Programs
(NLP) for supervisors to strengthen their relationship with
employees and to tackle them psychologically according to
different generations (Generation X, Y and Z). Second, the
management should organize and distribute workloads
according to appropriate supervisor-employee ratio based on
their expertise, skills and interests. This can help supervisors
to navigate the direction of the task based on the
organization's objectives and build a good teamwork. Lastly,
supervisors can develop emotional and instrumental support
skills through regular discussions and feedback relating to
work, and personal matters so that when both of them have a
good rapport, employees could give their helping hands
indirectly outside their job scope when it is needed.

There are several limitations that exist while conducting
this study. First, using the cross-sectional research design had
made the researchers to collect the data only once within a
short period of time. Thus, the importance of the relationship
between variables could not properly explained in detail.
Second, this study does not discuss in detail the relationship
between the dimensions of the variables. Third, the use of
purposive sampling technique will not escape the issue of
bias. The limitations mentioned may reduce the capacity in
producing generalizability of the findings to other types of
organizations.
Thus, there are several suggestions made to strengthen
similar research in future. First, the use of longitudinal
research design is believed to be more useful in describing the
patterns of change and the direction of the magnitude of
causal relationships between variables. Second, further
research should explore the impact of supervisor support
(emotional support and instrumental support) on other
attitudinal outcomes such as engagement and turnover
intention [35–37]. Lastly, in order to decrease the response
bias effect, the researcher should distribute the survey to a
larger sample size so that the research outcome will be more
relevant and reliable.
VII. CONCLUSION
This study reveals that supervisor support has become an
important predictor for extra-role behavior in the context of
organizational climate. The ability of supervisor in executing
and implementing both emotional support and instrumental
support properly towards the employees has resulted in
enhancing positive attitudinal and behavioral outcomes (in
this case is extra-role behavior). This is where the proposed
model significantly explained 31% of variance in employees’
extra-role behavior. Therefore, in the current practice within
workplace, the management should consider areas for
improvement especially instrumental support to ensure the
role of supervisor could effectively delivered to employees in
future.
REFERENCES
1.

Retrieval Number: D8318118419/2019©BEIESP
DOI:10.35940/ijrte.D8318.118419
Journal Website: www.ijrte.org

5112

Rhoades L, Eisenberger R. Perceived Organizational Support : A
Review of the Literature. J Appl
Psychol. 2002;87(4):698–714.

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

International Journal of Recent Technology and Engineering (IJRTE)
ISSN: 2277-3878 (Online), Volume-8 Issue-4, November 2019
2.

3.

4.

5.

6.

7.

8.

9.
10.

11.
12.

13.

14.
15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

Kurtessis JN, Eisenberger R, Ford MT, Buffardi LC, Stewart KA, Adis
CS. Perceived Organizational Support: A Meta-Analytic Evaluation of
Organizational Support Theory. J Manage. 2015;1–31.
Eisenberger, Stinglhamber F, Vandenberghe C, Sucharski IL, Rhoades
L. Perceived supervisor support: Contributions to perceived
organizational support and employee retention. J Appl Psychol.
2002;87(3):565–73.
Golden TD, Veiga JF. The impact of superior – subordinate
relationships on the commitment , job satisfaction , and performance of
virtual workers. Leadersh Q. 2008;19:77–88.
Sultana N, Rabie O, Farooq M. The Impact of Perceived Supervisor
Support on OCB : The Moderating Effect of Introversion. Lahore J
Bus. 2016;1(Autumn 2016):37–58.
Akram A, Kamran M, Iqbal MS, Habibah U. The impact of
supervisory justice and perceived Supervisor support on organizational
citizenship behavior and commitment to supervisor : the mediating
role of trust. Cogent Bus Manag. 2018;5(1):1–17.

27.

Greenhaus JH, Ziegert JC, Allen TD. When family-supportive
supervision matters : Relations between multiple sources of support
and work – family balance. J Vocat Behav. 2012;80(2):266–75.
Bhanthumnavin D. Perceived Social Support from Supervisor and
Group Members ’ Psychological and Situational Characteristics as
Predictors of Subordinate Performance in Thai Work Units. Hum
Resour Dev Q. 2003;14(1):79–97.
Reblin M, Uchino BN. Social and emotional support and its
implication for health. Curr Opinio Psychiatry. 2008;21:201–5.
Thacker R., Stoner J. Supervisors ’ Instrumental and Emotional
Influences on Subordinate Help-Seeking Behavior : An Exploratory
Study. J Appl Soc Psychol. 2012;42(1):40–61.
Langford CP., Maloney JP, Dsn PPL. Social support : a conceptual
analysis. J Adv Nurs. 1997;25:95–100.
London M. Relationships between career motivation , empowerment
and support for career development. J Occup Organ Psychol.
1993;66:55–69.
Maurer TJ, Lippstreu M. Who will be committed to an organization
that provides support for employee development ? J Manag Dev.
2008;27(3):328–47.
Eisenberger R, Huntington R, Hutchinson S, Sowa D. Perceived
Organizational Support. J Appl Psychol. 1986;71(3):500–7.
Pohl S, Galletta M. The role of supervisor emotional support on
individual job satisfaction: A multilevel analysis. Appl Nurs Res.
2017;33:61–6.
Nagy J, Ol J, Erdei E. The Role and Impact of Industry 4 . 0 and the
Internet of Things on the Business Strategy of the Value Chain — The
Case of Hungary. Sustain. 2018;10(3491):1–25.
Anbumozhi V, Kimura F. Industry 4.0: Empowering ASEAN for the
Circular Economy. Economic Research Institute for ASEAN and East
Asia 2018, editor. National Library of Indonesia; 2018. 410 p.
Keskes I. Relationship between leadership styles and dimensions of
employee organizational commitment: A critical review and discussion
of future directions. Intang Cap. 2014;2014(1):26–51.
Tolera DG. Effects of employees ’ commitment on organizational
performance at Arjo Didessa Sugar Factory. African J Bus Manag.
2018;12(9):252–7.
Uzun T. A Study of Correlations between Perceived Supervisor
Support, Organizational Identification, Organizational Citizenship
Behavior, and Burnout at Schools. Eur J Educ Res. 2018;7(3):501–11.
Lv J. Family Supportive Supervisor Behaviors and Relationship :
Effects on Employees Organizational Citizen Behavior. Open J Bus
Manag. 2018;6:400–11.
Son SJ, Kim DY. The role of perceived management support and trust
in mentors on protégés’ organizational citizenship behavior. Asia
Pacific J Hum Resour. 2016;54(4):481–97.
Chang C-M, Wu C-S, Mui W-C, Lin Y-H. The Impact Of Perceived
Supervisor Support And Workplace Friendship On Organizational
Citizenship Behavior In Sport Center. Int J Organ Innov.
2018;10(4):140–9.
Lee, Allen NJ. Organizational Citizenship Behavior and Workplace
Deviance : The Role of Affect and Cognitions. J Appl Psychol.
2002;87(1):131–42.
Choudary N, Naqshbandi MM, Philip P., Kumar R. Employee job
performance: The interplay of leaders’ emotion management ability
and employee perception of job characteristics. J Manag Dev.
2017;36(8):1087–98.
Aizzat MN, Ling TC. Linking Social Support, Work Engagement and
Job Performance in Nursing. Int J Bus Soc. 2018;19(2):363–86.

34.

28.
29.

30.

31.

32.

33.

35.

36.

37.

Northouse PG. Leadership : theory and practice. Seventh ed.
University WM, editor. SAGE; 2016.
Evans M. The Effects of Supervisory Behavior on the Path-Goal
Relationship. Organ Behav Hum Perform. 1970;277–298(5).
Sökmen A, Gökhan Bitmiş M, Mithat Üner M. The mediating role of
person organization fit in the supportive leadership-outcome
relationships. E a M Ekon a Manag. 2015;18(3):62–72.
Creswell JW. Research design: qualitative, quantitative and mixed
methods approaches. 4th ed. Thousand Oaks, CA: SAGE Publication;
2014.
Sekaran U, Bougie R. Research Methods For Business: A Skill
Building Approach. 7th ed. United Kingdom: John Wiley & Sons, Inc.;
2016.
Williams LJ, Anderson SE. Job satisfaction and organizational
commitment as predictors of organizational citizenship and in-role
behaviors. J Manage. 1991;17(3):601–17.
Hair JF, Hult GTM, Ringle CM, Sarstedt M. A Primer on Partial Least
Squares Structural Equation Modeling (PLS-SEM). 2nd ed. Thousand
Oaks, CA: SAGE Publication; 2017.
Henseler J, Ringle CM, Sinkovics RR. The use of partial least squares
path modeling in international marketing. Adv Int Mark.
2009;20:277–319.
Fazio J, Gong B, Sims R, Yurova Y. The role of affective commitment
in the relationship between social support and turnover intention.
Manag Decis. 2017;55(3).
Teoh KR-H, Dwayne IC, Leather DP, Zarola A. The interaction
between supportive and unsupportive manager behaviors on employee
work attitudes. Pers Rev. 2016;45(6).
Kumar, Jauhari H, Rastogi A, Sandeep Sivakumar. Managerial support
for development and turnover intention: roles of organizational
support, work engagement and job satisfaction. J Organ Chang Manag.
2018;26(6):1071–90.
AUTHORS PROFILE
Asyakireen Samsudin is currently a PhD student in
Faculty of Economics & Management at Universiti
Kebangsaan Malaysia. Her area of research interests
are Leadership, Management and Human Resource.
She
can
be
reach
through
e-mail:
syakanda1304@gmail.com.

Azman Ismail is an Associate Professor in Faculty of
Economics & Management at Universiti Kebangsaan
Malaysia. His field of interests are Career
Management, Reward System, Organizational
Justice, Coaching, Mentoring and Leadership. He
actively shares his passion of knowledge through
Centre of Global Business and Digital Economy
(GloBDE) in UKM. He can be reach through e-mail:
azisma12@ukm.edu.my.

Retrieval Number: D8318118419/2019©BEIESP
DOI:10.35940/ijrte.D8318.118419
Journal Website: www.ijrte.org

5113

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

