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Abstract: Using the social exchange theory and the social cognitive perspective in group dynamics,
this study seeks to examine how different individuals in the degree of engagement in organizational
citizenship behavior (OCB) among members of a team (i.e., the OCB gap) can affect their work
performance across varying levels of task interdependence. The research hypotheses were tested
empirically using field data regarding 146 employee-supervisor dyads collected from 41 teams in
South Korea. The results of the hierarchical linear modeling (HLM) analysis indicate that having a
lover level of OCB engagement than the group average induces feelings of indebtedness in employees,
and this sense of obligation is stronger in a high level of task dependence context. We further discuss
the theoretical and practical implications of this research and suggest areas for future research.

Keywords: organizational citizenship behavior (OCB) gab; task performance; task interdependence;
social exchange theory; social cognitive perspective

1. Introduction

Since its introduction in 1983 [1], the concept of organizational citizenship behavior
(OCB) has attracted the interest of several scholars and continues to be one of the most
popular topics in organizational behavior research [2,3]. With the increased dependence
on work groups in organizations, interactions among team members have gained greater
importance in terms of organizational performance. Thus, researchers have become in-
creasingly focused on investigating OCB within the group context [4,5]. For example, a
large discrepancy between the maximum and minimum helping behavior within teams
has a negative effect on overall group performance [6]. The OCB composition among
group members, such as the minimum and average levels of helping behavior exhibited by
members of a team, also affected member effectiveness via the group helping norm [7–9].
According to Choi and Sy [4], the interpersonal perceptions of group members can affect
employee behavior. Consequently, research has consistently argued that the differing levels
of OCB among teams in an organization can have a major impact on organizational success.

Bandura [10] argued that what individuals observe and perceive within the context
of their social interactions affect their thoughts and actions. In organizational teams,
wherein employees need to interact with each other, it is their subjective perceptions
toward the external environment that formulates their behavioral reactions toward this
external environment [10]. Bommer and colleagues [7] found that employees that engaged
in high levels of OCB performed significantly better in the race group OCB context than
in the group OCB context, showing the important role of relative OCB levels in relation
to individual performance. Therefore, from a social cognitive perspective, the employees’
observation and perception of the relative OCB of their team members is likely to influence
their behavioral reactions to such a situation. Several studies emphasized the importance of
the relative OCB level among team members; however, these studies neglected individuals’
internal perception of the OCB gap. In other words, previous studies that investigated
OCB in social interactions focused on the effect of the ‘external existence’ of the lower or
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higher level of OCB levels within groups [6–8], failing to consider individuals’ ‘internal
reactions’ from a social cognitive perspective. To enlighten our understanding of OCB in
group dynamics, this study proposes the concept of the OCB gap, which represents the
perception of one’s OCB in comparison to that of team members. By examining the effect
of the OCB gap on task performance, we attempt to investigate the inter-member dynamics
of OCB among group members from a social cognitive perspective [11].

Since task performance has been the traditional and primary focus of previous OCB
studies [12], this study investigates the relationship between the OCB gap perception and
task performance. We adopted social exchange theory [13] to examine the relationships
hypothesized in this study given that the influence of OCB on performance is examined
based on social exchange theory [13] and the norm of reciprocity [14]. This theory and
norm may well explain individuals’ reactions to the perceived OCB gap. When individuals
perceive a relative difference in OCB among group members and find out that their cowork-
ers share more resources and exhibit favorable behaviors with goodwill, their intention to
reciprocate these actions to their coworkers will become greater.

There has been a continuous call for more attention to be paid to the issue of contextual
moderation in the OCB literature [15–17]. As Organ [18] argued that task interdependence
may increase the effectiveness of OCB in terms of job task completion. Hence, in this study,
we investigate the interactive role of task interdependence on the relationship between the
OCB gap and task performance.

In summary, by integrating the social exchange theory [13] and social cognitive per-
spective in group dynamics [11], we propose the OCB gap as an individual-within-group
construct that refers to the perception of one’s actual level of OCB engagement when
compared with the average OCB engagement level of other members in the group. Addi-
tionally, we add task interdependence as a contextual contingency to further support to the
link between positive OCB gab and task performance. The overall conceptual framework
presented in Figure 1.
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2. Background and Hypotheses

After Bateman and Organ [1] introduced the concept of OCB, the dominance of
team systems in the field of OCB research attracted the further interest of researchers
toward OCB in a group context [12,19]. OCB in groups entails the exchange of favors
that are discretionary and beneficial to other group members, which regulates social
interactions among them. To understand OCB in group settings, therefore, it is important
to understand the OCB that exists within group dynamics. Although a series of studies
have investigated OCB, focusing on the group dynamics, such as the OCB composition
among group members or the relative OCB levels within teams [6,9], our understanding
of OCB within group dynamics is still lacking. To elaborate our analyses and interpret
OCB in group dynamics context, we adopted a social cognitive perspective and focused on
how individual perceptions of OCB in group settings influence their behavior [10]. For this
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purpose, we suggested that the OCB gap reflects the individual perception of the difference
in OCB levels among group members.

In this study, we propose the OCB gap as the perception of one’s OCB in comparison
to the OCB of other team members. Furthermore, we operationalize the OCB gap as a
focal person’s self-reported OCB subtracted from his/her group’s mean OCB [11]. The
perception that his/her coworkers have a higher level of OCB engagement that that of
focal person, it can be perceived that the OCB gap is positive. In contrast, a negative
OCB gap reflects the perception that the focal person engages in OCB more that his/her
team members.

The effect of OCB on employee behavior has been well understood in extant stud-
ies over the past decades [17,19,20]. The rationale of why OCB may positively relate to
employee performance has often been explained by social exchange theory [21]. Social
exchange theory posits that the benefits received from other people evoke a sense of obliga-
tions in employees, which encourages them to reciprocate these benefits to the providing
party either directly or indirectly [13,19,21]. For example, perceived organizational sup-
port is related to employee behaviors that are beneficial to the organization, such as job
performance and OCB [22,23]. The perceived support of a team leader (high LMX) is
positively related to behaviors that are favorable for the leader or the team since team
leaders serve as proxies for the team [24,25]. Likewise, the support, reward, and other
beneficial behaviors that individuals receive as results of their coworkers’ OCB induces
them to reciprocate in way that are favorable to the organization, leading to improved
performance. In particular, the augmented feeling of indebtedness is only induced when
employees perceive that their coworkers engage in OCB more often than they do, as in
a positive OCB gap situation. Otherwise, individuals tent to feel that other people are
obligated to reciprocate any positive OCB they receive.

A positive OCB gap implies that coworkers spend more of their energy, time, and
other resources on helping their colleagues to complete or improve their respective per-
formance [18,26]. Since OCB is a discretionary behavior, the perception of a positive OCB
gap will be appreciated by employees and evoke a strong intention to reciprocate [18].
According to Molm [21], the exchange of favors among individuals may take several forms,
including direct and indirect exchange. In organizational teams, OCBs are often directed
at job performance or the organization itself rather than a specific individual. Therefore,
as a way to reciprocate work related help received from their coworkers, employees who
perceive a positive OCB gap will contribute to the group as a whole and exert more efforts
to improve their performance instead of or in addition to reciprocating directly to the
giver. Thus, the perception of a positive OCB gap is expected to be positively related to
task performance, which has obvious benefits for the team members who provide their
coworkers with additional help. Therefore, we hypothesized the following hypothesis:

Hypothesis 1. The OCB gap is positively related to employees’ task performance.

Although Podsakoff and colleagues [5] suggested that contextual factors such as
task interdependence [27–29] may affect the influence of OCB on employee performance,
the issue of contextual moderation has only received limited attention in the OCB liter-
ature [16,17,30]. Task interdependence has been conceptualized as the extent to which
employees need to cooperate with other members to accomplish their work effectively [28].
As one of the more important contextual factors for teams [31], the influence of task interde-
pendence on employee performance has attracted significant research attention [15,31,32].
Over time, researchers have shown that task interdependence has diverse effects, such as
encouraging team members to be more cooperative [15], making employees more willing
to share their knowledge with their coworkers [33]. Task interdependence is also a critical
factor that influences job performance [34]. Based on these arguments and the available
empirical results, there is strong evidence that the task interdependence perceived by group
members affects the influence of OCB on task performance [15,17].
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Task interdependence is related to high ratings in terms of the importance of OCB [15],
implying that people value OCB more when the task is interdependent in nature. When
tasks are interdependent, team members should interact closely with each other to com-
plete tasks, which presents them with more chances to compare each other’s citizenship
behavior [35]. Thus, task interdependence provides a context wherein citizenship behavior
can be distinguished. We assessed task interdependence by asking individuals if their
respective performance affected the performance of others and whether collaboration with
other team members was essential for successful task completion [36]. Consequently, when
task interdependence is high, the value of a positive OCB gap tends to be more appreciated.
This high level of appreciation generates a stronger sense of reciprocity among employees,
which naturally results in their extra effort to return the favor to the group and its members
with their performance.

When task interdependence is high, employees benefit more from the information and
resources provided by their coworkers [37]. When there is a positive OCB gap, employees
can utilize the additional information and materials received from their coworkers to per-
form the task more effectively, provided that the task is interdependent. When task interde-
pendence is low, on the other hand, excessive help and resources from team members may
be interpreted as nosy interference and may not effectively help employee performance.

Thus, task interdependence may moderate the effect of the OCB gap on employee
performance. In addition to the fact that task interdependence should impact the absolute
level of benefit that employees may enjoy from a positive OCB gap, employees tend to
have a greater appreciation of their coworkers’ OCB when working on interdependence
task. Therefore, when the task is interdependent in nature, employees will be more strongly
motivated to pay back the favors received from their coworkers and will exert more effort
in their task performance. When the task is independent in nature, the actual benefit that
employees receive from their coworkers’ additional OCB will be smaller. Accordingly,
employees will be less motivated to return this extra support and thus will exert less efforts
on task performance.

Hypothesis 2. Task interdependence moderates the relationship between the OCB gap and employ-
ees’ job performance, such that the relationship is stronger when task interdependence is high rather
than low.

3. Methodology
3.1. Samples

In this study, the data were collected from different Korean organizations from the
manufacturing, electronics, and telecommunication industries. The wide variety of data
used for the current study increased the generalizability of the study results. To reduce
common method bias, we administered two sets of the survey: one to the employees of the
selected organizations and the other to their immediate supervisors. Trained researchers
visited the contacted organizations and distributed two sets of the paper-based surveys to
the participants. All participants received a brief documentation that informed them of the
purposes of this study and guaranteed the confidentiality of their responses. When they
completed the questionnaire, the participants were urged to seal their survey envelope and
to return the survey directly to the trained researchers.

Out of the 160 sets of surveys distributed, 150 completed sets were returned (manager
response rate = 97.7%; employee response rate = 93.8%). After excluding incomplete
responses and unmatching the data from the supervisory ratings, we obtained a final
sample of 146 employees working in 41 teams. Among these employees, 54.1% were male,
with the participants having an average age of 34.9 years (SD = 5.45), and had an average
organizational tenure of 6.0 years (SD = 5.45). Among the respondents, the highest level
of education was high school, a two-year college education, a bachelor’s degree, and a
master’s degree or doctorate for 1.4, 23.3, 63.7 and 11.6% of the respondents, respectively.
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3.2. Measures

By following Brislin’s [38] procedure, all the survey items were back-translated. Except
for the demographic data, the responses for all items were provided on a seven-point scale
ranging from 1 (not at all) to 7 (extremely).

Organizational Citizenship Behavior. Individuals reported their OCB using the 16-item
scale (α = 0.96) from Lee and Allen [39]. Example items include “Help others who have
been absent” and “Express loyalty toward the organization”.

OCB Gap. We computed the OCB gap by subtracting an individual’s OCB from
his/her group’s mean OCB [40]. This value reflects the difference and distance between the
individual and the aggregate OCB scores of the individuals. A positive OCB gap means
that a group’s mean OCB level is higher than the OCB level of individual team members.

Task Interdependence. Individuals were asked to examine their task interdependence
using the four-item scale (α = 0.91) from Pearce and Gregersen [36]. Example items include
“The way individual members perform their jobs has a significant impact upon others in
the group” and “I frequently must coordinate my efforts with others in my work group.”

Task Performance. Immediate supervisors measured task performance of their employ-
ees using the seven-item scale (α = 0.90) from Williams and Anderson [26]. Example items
include “The subordinate adequately completes assigned duties” and “The subordinate
meets formal performance requirements of the job.”

Control Variables. To rule out any alternative explanations, we included the employ-
ees’ demographic information (age, gender, organizational tenure, and education level) as
control variables, which was suggested by prior OCB research [19,20]. Age and organiza-
tional tenure were measured in years. Gender was dummy coded as 0 for male and 1 for
female. The education level was measured by the last education level achieved ((1) high
school, (2) junior college, (3) undergraduate, (4) master’s and doctoral degree).

3.3. Analyses

We found that the group-level variance, which is the proportion of the between-group
variance in task performance in the total variance, was significant at 36.4% (p < 0.001,
respectively). To rule out the supervisor effect in the outcome variable, all hypotheses
were tested using a multi-stage analytical procedure via HLM [41,42]. First, to examine
the main effect of the OCB gap on task performance, we included five control variables in
Step 1. Next, to test the moderating hypotheses, we included the moderating variable and
interaction term in Steps 2 and 3. Finally, to interpret the moderating effect, we employed
Aiken and West [43] procedure by drawing separate regression lines (±1 SD).

4. Results
4.1. Validity and Reliability Analysis Analyses

To examine the validity of the measures, we conducted exploratory factor analysis
(EFA). All items were rotated by varimax rotation under the assumption that there is
no correlation among factors. We also measured the Cronbach’s alpha to examine the
reliabilities of measures. Table 1 presents the results of the EFA and the Cronbach’s
alpha values. All items were clearly loaded on three factors with a significantly high
reliability coefficient.
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Table 1. The results of exploratory factor analyses.

Iteams Factor 1
(OCB)

Factor 2
(TP)

Factor 3
(TI)

Cronbach’s
Alpha

OCB1 0.670 0.361 0.099

0.96

OCB2 0.723 0.429 0.029
OCB3 0.685 0.511 0.001
OCB4 0.727 0.371 0.092
OCB5 0.621 0.505 0.063
OCB6 0.637 0.443 0.096
OCB7 0.665 0.502 −0.029
OCB8 0.610 0.485 −0.057
OCB9 0.602 0.561 0.109

OCB10 0.693 0.472 0.125
OCB11 0.865 0.216 −0.029
OCB12 0.811 0.332 0.148
OCB13 0.830 0.300 0.019
OCB14 0.850 0.257 0.057
OCB15 0.814 0.359 0.013
OCB16 0.796 0.262 0.151

TP1 0.310 0.786 −0.016

0.90

TP2 0.354 0.755 0.069
TP3 0.443 0.682 0.063
TP4 0.476 0.680 0.054
TP5 0.500 0.452 0.095
TP6 −0.032 0.731 0.221
TP7 0.066 0.746 0.153

TI1 0.094 0.076 0.812

0.91
TI2 0.064 0.057 0.932
TI3 0.067 0.058 0.928
TI4 0.113 0.058 0.893

Eigenvalues 8.113 7.475 3.393
Variance

explained (%) 30.047 27.686 12.568

Accumulative
variance

explained (%)
30.047 57.733 70.301

Abbreviation: OCB = organizational citizenship behavior, TP = task performance, TI = task interdependence.

4.2. Discriptives Statistics

Table 2 provides the means, standard deviations, and zero-order correlations of the
variables in this study. The correlations were generally consistent with the study hypotheses.
The OCB gap found to be positively correlated with task interdependence (r = 0.17, p < 0.05)
and task performance (r = 0.38, p < 0.001).

Table 2. Means, standard deviations, and inter-scale correlation.

Mean S.D. 1 2 3 4 5 6 7

1. Age 34.90 6.73
2. Gender 0.48 0.54 −0.05
3. Education 2.86 0.62 −0.10 −0.08
4. Tenure 6.04 5.45 0.49 *** 0.01 −0.12
5. OCB 5.04 0.88 −0.04 −0.19 * 0.21 * 0.14
6. OCB gab 0.01 0.51 −0.07 0.09 −0.15 −0.06 −0.62 ***
7. Task
interdependence 4.86 1.02 −0.11 −0.16 * 0.05 0.13 0.18 * 0.17 *

8. Task performance 5.12 0.86 −0.11 −0.11 0.15 0.10 0.76 *** 0.38 *** 0.21 *

Note. N = 146, *** < 0.001, * < 0.05. Two-tailed.
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4.3. Hypotheses Testing

The effect of OCB gap on task performance. Hypothesis 1 proposed that the OCB
gap has a positive effect on task performance. After controlling the four demographical
variables and OCB, we then entered the OCB gap as the main predictor in the HLM
equations to predict task performance. As shown in Model 1 (Table 3), the OCB gap had
a significant positive effect on task performance (γ = 0.26, p < 0.05). Thus, Hypothesis 1
was supported.

Table 3. Hierarchical linear models predicting creativity.

Task Performance
Variable Model 1 Model 2 Model 3

Constant 5.37 *** 5.36 *** 5.35 ***
Age −0.01 −0.01 −0.01
Gender 0.08 0.08 0.08
Education −0.02 −0.02 −0.01
Tenure 0.01 0.01 0.01
OCB 0.83 *** 0.83 *** 0.82 ***
OCB gap 0.26 * 0.26 * 0.25 *
Task interdependence (TI) 0.07 0.07
OCB gap X TI 0.16 **
Pseudo R square 0.05 0.05 0.06

Note. N = 146, *** <0.001, ** <0.01, * <0.05. two-tailed.

The moderating effect of task interdependence. Hypothesis 2 proposed that the task
interdependence has a positive moderating effect on the relationship between the OCB gap
and task performance. The results in Model 3 of Table 3 shows that the moderation role
of task interdependence in predicting the main effect was significant (γ = 0.16, p < 0.01).
To further explore this moderating effect, we plotted the simple slopes of two levels of
task interdependence: one standard deviation above and below the mean [42]. As shown
in Figure 2, there was a significant positive relationship between the OCB gap and task
performance in a high task interdependence context (b = 0.41, p < 0.001), however, this
relationship was insignificant when task interdependence was low (b = 0.09, ns). Thus,
Hypothesis 2 was supported.
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5. Discussion
5.1. Overall Findings

Since its introduction in the sixties, OCB has attracted in the interest of many scholars
and is still one of the most popular topics in organizational behavior studies [2,3]. OCB
has yet been investigated within teams from a social cognitive perspective even after
decades of studies. With the increasing dominance of team systems in contemporary
organizations, inter-member dynamics have gained increasing importance. In particular,
employee perceptions of the OCB of other members in a team are likely to influence their
organizational behaviors. We hypothesized and demonstrated that how the OCB gap can
be utilized to predict the job performance of team workers keeping this issue in mind. We
also investigated the moderating effect of task interdependence on the relationship between
the OCB gap and task performance.

As hypothesized, we found that the OCB gap was positively related to task per-
formance. The findings revealed that when employees perceive that they are receiving
favorable supports from their team members, they try to reciprocate this support by im-
proving their performance [21]. In order to investigate the cognitive perception of the
work context on the effect of the OCB gap, this study examined task interdependence as
a moderating variable. We posited that high task interdependence increases the value of
help and favorable support received from coworkers and thus, coworkers’ OCB is more
appreciated by the recipient parties. These results confirmed that the positive effect of the
OCB gap on task performance is stronger when the task is interdependent in nature. In the
following subsection, we highlight the theoretical and practical implications of this study
and provide directions for future research.

5.2. Implications for Theory and Practice

By demonstrating that the OCB gap exerts a positive effect on individual task perfor-
mance, this study represents the first attempt to empirically examine the social cognitive
aspects of OCB within teams. Thus, the current study makes a major contribution in extend-
ing OCB studies regarding team dynamics by incorporating a social cognitive perspective.
Departing from extant studies which considered the external existence of OCB among team
members, this research focused on the internal perceptions and subsequent reactions of
employees to the OCB gap among team members.

This study expands and contributes to the OCB literature based on social exchange
theory. While extant studies investigated employee performance in the sense that the super-
visors provide generous evaluations to employees who engaged in a high level of OCB [43],
the present study is focused on the internal motivation of employees who perceived the
OCB gap to reciprocate the benefits of coworker support by improving their task perfor-
mance. Stronger reciprocal intention leads to improved task performance, especially due to
the invaluable support provided by coworkers in a high interdependence contest.

By confirming the moderating effect of task interdependence, this study revealed
an important caveat: the interpretation of the coworker OCB gap among coworkers is
dependent upon the attributes of the work context. In the previous literature, a number
of studies empirically supported the notion that task interdependence has a positive
effect on OCB on task performance. However, most of these studies found that, in high
interdependence conditions, the cumulative OCB engagement level increased, resulting
in improved team performance [15]. Rather than adding to these prolific studies, the
current study focused on the perception of OCB among team members. It also successfully
demonstrated that task interdependence strengthens the reciprocal motivation of employees
who perceived a high OCB gap, leading to enhanced task performance.

Additionally, this study has several practical implications for employee management.
First, organizations may choose to place emphasis on employee OCB since organizational
emphasis on OCB will make team members’ citizenship behaviors more noticeable to each
other. Employees are more inclined to compare their own OCB engagement levels with
those of their coworkers when the OCB of other team members is more visible and are



Sustainability 2022, 14, 61 9 of 11

more likely to perceive a high OCB gap. Second, by demonstrating that task performance
is dependent on a combination of OCB gap and task interdependence, this study has
significant practical managerial value. Managers may want to consider both OCB and task
interdependence in their workplace to increase their employees’ performance

5.3. Limitations and Directions for Future Research

Although this research contributes a new perspective to OCB research, it has certain
limitations to note. First, since this study utilized cross-sectional data that were collected
from several organizations, the causal relationship among the data should be interpreted
with care. Although these relationships were theoretically supported in this study, the
nature of cross-sectional data may limit the clear causal inferences that could be derived
from the data. Thus, future research should use a time-lagged data to rule out any potential
issues related to reverse causality.

Second, the current research explored the effect of the OCB gap on task performance.
The perception of employees’ OCB engagement at Time 1 may further influence their OCB
engagement at Time 2. For example, employees who perceive that they exhibit a lower
OCB engagement level than the average engagement level of their coworkers may seek to
improve their OCB engagement. Future studies could further elaborate the understanding
of the OCB gap by investigating the OCB gap at Time 1 and Time 2.

Finally, we utilized an indirect gap measure by subtracting the self-measured OCB of
team members from the team’s average self-measured OCB value. Although this type of
indirect measure has been widely used in prior literature to measure differences in percep-
tion, using a direct assessment of the perception gap may provide a more proximal measure
of team members’ attitudes and behaviors [11]. Future researchers may further examine
the effect of the OCB gap using a direct measure, which may directly ask individuals about
their perception of the relative OCB differences among members.

In contemporary organizations, the interpersonal dynamics among team members are
regarded as the cornerstone of team performance [5,6]. This study offers novel insights
into how OCB differences among members may affect employee performances. We also
validated the distinct role that task interdependence has on employee reactions to the OCB
gap. This study paves the way for further theoretical and empirical endeavors aimed at
understanding the complex inter-member dynamics present within organizational teams.
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