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Abstract

The study aims to verify the relationship between leaders’ personality traits in leader - member exchange (LMX), and job
performance. Hierarchical Regression Analysis was used to examines (a) how leaders’ personality traits and LMX affect the influence
of social capital on job performance and organizational citizenship behavior; (b) how perceived organization support (POS) can
moderate the influences of LMX on social capital, in turn impacting job performance and OCB. Responses are employees in the
service industry in Thailand, which consisted of 236 independent samples in 77 groups. Each group included at least one leader and
1-5 followers. The results show that there is a significant relationship between leader’s personality traits, LMX and social capital.
Leader with the higher level of conscientious, and agreeableness can always create good relations with their followers. The level of
LMX are also related to social capital and both of these influence OCB and job performance. The moderating effect of perceived
organizational support is also significant that POS can amplify the influence of LMX on social capital. Finally, the research findings
show that perceived organizational support is one of the moderating factors in LMX exchanges. Followers perceived organizational

support can amplify the influence of LMX on social capital.

Keywords : Leaders’ Personality Traits, Organizational Citizenship Behavior, Social Capital, Leader Member Exchange,

Job Performance

JEL Classification Code : M10, M12, M54

1. Research Background and Motivation

With the increasing speed of business, organizations and
their employees must be able to quickly and effectively
adapt to change. Yet, the 2015 Global Leadership Forecast
noted that only 40 percent of Thai leaders consider
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themselves effective in leading and managing and
successfully introducing change. Therefore, leadership plays
a significant role in the organization’s ultimate success of
the firms (Kaiser, Hogan, & Craig, 2008). Leaders must
have the potential to build a work environment to support
followers’ creativity in order to overcome strong
competition and fluctuation in the work community (Tierney,
2008). In the literature, LMX theory of leadership was
developed to explain how leaders can maintain a strong
relationship with their followers through the characteristics
of leadership (Dansereau, Graen, & Haga, 1975). Essentially,
leaders should be skillful at innovativeness at work to
achieve organization goals.

LMX theory is used as a significant tool for examining
and predicting the business success of companies. The
primary reason is centered on the different dyadic
connections amongst leaders and supporters across a range
of traits in the defining of in-groups and out-groups. LMX
quality has been related to different employee results, for
instance job satisfaction, organizational commitment, and
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job performance (Dulebohn, Bommer, Liden, Brouer, &
Ferris, 2012).

Zhang, Wang, and Shi, (2012) characterized theories
under which -leaders have the capability to control task
assignments and identified the performance of their
followers. They considered the impact of likeness and
contrasts in the proactive personality traits of the leader and
follower dyads on subordinate work results, including
effective commitment to the occupation, work execution,
work satisfaction, and found that the LMX quality mediates
this coordinating. According to social identity theory there is
positive relation between OCB and job performance. Cullen,
Edwards, Casper, and Gue (2014) found that there is a
positive relationship between POS. job performance, and job
satisfaction. Consequently, followers that share their goals
with the organization will have better performance (Callea,
Urbini, & Chirumbolo, 2016).

In this study we examine the important relationship —
based on variables, for example, leader - follower
relationships, this factor has been identified with leadership
style and job performance. However, it has not been
analyzed in the relationship between effective leadership and
job performance. The LMX quality influences the level of
leaders’ reciprocity with followers with other resources such
as information and the chance to become involved in
process of making decisions. High quality LMX are
distinguished by elevated requirements with respect to
followers' performance, as the result of the leaders’
commitment (Breevaart, Bakker, Demerouti, & van den
Heuvel, 2015). There is a relationship between leaders’
personality traits and job performance that has been studied
for hundreds of years (Barrick & Mount, 2001).

Though the leader is important in job performance, most
research in LMX focuses on the follower’s point of view.
However, some studies have explored how leaders’
personality are related to LMX and job performance (Schyns,
2015). We thus examine how these two characteristics lead
to LMX and performance focusing on the leader’s point of
view as well.

Based on the research background and motivations
discussed above, the objectives of the present study are:

1. To understand how LMX mediates the influence of
leaders’ personality traits on social capital, which further
facilitate job performance and OCB.

2. To evaluate how perceived organizational support, and
moderate the influence of LMX on social capital.

2. Literature Review

2.1. The Relationship between Follower and
Leaders’ Personality Traits and LMX

LMX is a leadership theory which has evolved steadily
in recent decades. It is characterized LMX is characterized
by the unique relationship between leaders and followers.

The key evidence for the development of LMX theory is that
leaders tend to have high quality relationships with only one
follower (Erdogan & Bauer, 2014). Though if leader’s
personality traits are the center of the characteristics based
approach, most studies have examined followers instead of
leader personality traits as antecedents of LMX quality
(Martin, Guillaume, Thomas, Lee, & Epitropaki, 2016).

Several personal attributes have been connected to
various leadership outcomes (Antonakis & Day, 2017).
Zaccaro et al. (2013) listed 49 attributes which are related to
leadership outcomes. According to Miller et al. (2011) all of
the Big five traits have a correlation to leader outcomes,
especially extraversion and conscientiousness, while
agreeableness has a lower correlation with leader outcomes
than other traits (Antonakis & Day, 2017). The relationship
between individual personality and leadership status in the
in-group relationship is well correlated. The positive
correlations between intelligence and extraversion are very
important. Effective leaders do have characteristics
personality traits that are not for the most part controlled by
nonsupervisory. A few people can be effective as leaders in a
few circumstances yet not in others (Zaccaro, LaPort, &
José, 2013).

Which personality traits are more inclined to set up and
maintain associations with followers? Which ones help
leaders build up and maintain associations with numerous
followers? Leader agreeableness was fundamentally
identified with follower evaluated LMX (Sears & Hackett,
2011). Previous studies on LMX focus in how followers’
personality traits are involved in the advancement of LMX
and how personality traits may influence the relationship
between leader and followers (Schyns et al., 2012; Judge &
Bono, 2001).

One strategy by which followers can reach their leader’s
expectations is to focus on regulatory requirements (Henson
& Beehr, 2018). Follower with this approach is close to the
leader in the leader-member relationship (Zivnuska, Kacmar,
& Valle, 2017). Though several studies show that follower
extraversion is a predictor of LMX, very limited studies
focus on leader extraversion (Dulebohn et al., 2012).
Moreover, leader extraversion and agreeableness are
positively related to LMX quality. Thus, Sear and Hackett
(2011) argued that leader agreeableness was used to predict
that followers in LMX quality are affected by their
enjoyment of the leader.

Hla: Leaders’/ followers’ personality traits
conscientiousness is positively related to LMX.

H1b: Leaders’/ followers’ personality traits extraversion is
positively related to LMX.

H1lc: Leaders’/ followers’ personality traits agreeableness is
positively related to LMX.
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H1d: Leaders’/ followers’ personality traits openness to
experience is positively related to LMX.

Hle: Leaders’/ followers’ personality traits emotional
stability is positively related to LMX.

2.2. The Relationship between Leader Member
Exchange (LMX) and Social Capital (SC)

Koopman, Matta, Scott, and Conlon (2015) revealed that
participating in other-improvement ingratiation conduct may
help workers to build social capital with their leader, and
that followers will obtain larger amounts of equity from
their leader. They also suggest that leader' evaluation of
LMX quality with their follower is an indicator of the
procedure. LMX theory specifies that the leader tends to
create different relationships with followers which are
reciprocal and can strengthen the relationship between
leader and follower (Bauer & Green, 1996). The socio-
emotional exchange is defined as high LMX, while financial
trades is defined as low quality LMX (Dulebohn et al.,
2012). Based on the relationship followers should receive
important resources from their leaders (Koopman et al.,
2015). For the in-group members, who have experience in
high quality LMX, there are plentiful exchanges with
respect and trust. In-group LMX relationships are concrete
whereas, out-group LMX relationships are loose with less
interaction and reciprocity (Hau, Kim, Lee, & Kim, 2013).

Tsai and Ghoshal, (1998) found that social capital has
three measurements, including structural, relational, and
cognitive social capital. However, in this study, we only
focus first two dimensions. Structural social capital means
the association between network relations and social which
defines who can communicate and makes the relationship
successful (Chow & Chan, 2008). Structural social capital
measurement focuses on the general structure of connections
inside a social relationship (Zhao, Lu, Wang, Chau, & Zhang,
2012). For instance, structural social capital may be
described by certain supervisors who possess focal positions,
or central focuses in the whole group, influencing the
network configuration (Ansari, Munir, & Gregg, 2012).

Relational social capital is the useful side of social
capital which alludes to norms sharing and trust between
employees in the association (Cabrera & Cabrera, 2005).
Trust is a major factor in networking because trust can
determine individual and exchange relationships. Employee
who are trustworthy can give social support. People who are
highly-trusted have more satisfaction in their work and life.
Examples of relational social capital include friendship,
family ties, relationships in business, or compatibility with
collaborators. Every relationship expresses an alternate level
of trust(Ansari et al., 2012).

H2: LMX is positively related to social capital

2.3. The Relationship between Social capital
(SC) and Job Performance (JP)

Social capital theory suggests that the person to person
relationship has the most influence on job performance.
Member with higher social capital can encourage
association in social networks by making conditions that
enhance trust, affinity and friendliness which further
facilitate yields positive results (Ellinger et al., 2013).

Ellinger et al., (2013) found that social capital motivates
follower behavior. Moreover, the model recommends that
the disposition of commitment regarding the organization
and the subjective norms of responsibility are related
between social capital and performance outcomes.

H3: Social capital has a positive relationship with job
performance.

2.4. The Relationship between Social Capital
(SC) and Organizational Citizenship Behavior

OCB enhances firm functioning by contributing to the
development of social capital (Basu, Pradhan, & Tewari,
2017). Moreover, it is the cooperation, involvement, and
selflessness displayed by these people that contributes to the
development of trust, affection, and shared understanding
between them, which are important aspects of social capital
(Lin, 2017; Putnam, 2000). Hence, just as the “good citizens”
within a community contribute to the development of social
capital within that community. “Good organizational citizens”
are likely to be important for the creation of social capital
within their organizations (Bolino, Turnley, & Bloodgood,
2002). Thus, it is reasonable to believe that social capital
may result from the willingness of employees to exceed
their formal job requirements in order to help each other, to
subordinate their individual interests for the good of the
organization, and to take a genuine interest in the
organization’s activities and overall goals. Thus, the
following hypothesis is developed:

H4: Social capital is positively related to OCB

2.5. The Relationship between Perceived
Organizational Support (POS), Leader Member
Exchange (LMX) and Social Capital (SC)

This study focused on interpersonal trust in the leader-
member relationship. POS denotes how much trust the
organization has in its employees and how much support
and help it gives them. Several studies observe that POS
influences leader to trust and support and that there is a
positive relationship between trust in social capital and POS
(Ristig, 2009). Rhoades and Eisenberger (2002) found that
follower perception that their leader is concerned with their
well-being and welfare leads to POS. They also found that
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followers share ideals with the leader because they think that
their leader is represent the organization, suggesting that
follower LMX is led to POS (Eisenberger et al., 2014).

High LMX quality shows that followers have a good
value to the organization and leader. It may be argued that
using only the follower point of view to rate leaders as
representative of the organization has is problematic. Thus,
we also focus on how leaders see their followers as agents of
the company as well as how they respond in POS by the
construction of high LMX quality relationships with
followers. Support of the leader is more strongly related to
POS than support by followers (Thomas, 2008). Thus,
followers should have a strong inclination to identify leaders
with the organization. Eisenberger et al. (2014) argued that
of the leaders and followers all perceive higher levels of
POS, then the influence of LMX on social capital will be
strengthened. In the other words, POS will facilitate and
accelerate the influence of LMX on social capital. The
magnitude of the influence from LMX to social capital will
be significantly higher POS group than the lower one. Based
on the above discussion, the following hypothesis is
developed:

H5: POS moderates the relationship between LMX and
social capital.

3. Research Design and Methodology

3.1. The Conceptual Framework

The main purpose of the present study is to clarify how
POS and OCB affect the moderator role of LMX quality and
social capital, in turn leading to job performance. The
framework is shown in Figure 1.

Leader/ Follower Personality pﬂf;;lbm
Traits HS H3

» Openness to \

experience HI LMX 0 Soc.ml

* Conscientiousness capital

o Extraversion

[ Agreeablle11ess H4 _—

« Neuroticism

Figure 1: Conceptual Framework

3.2. Questionnaire Design and Construct
Measurement

There are six main constructs as shown in the conceptual
model as shown in Figure 1. The independent variables are

leader’s personality traits and followers’. Job performance
and OCB are two of the dependent variables. The Five-point
Likert scale was used to score all items in the constructs
ranging from 1 = strongly disagree to 5 = strongly agree.

Discrete variables which cannot be measured using a
Likert scale, such as age, gender, and demographic variables
were shown in the last section of the questionnaire.

LMX quality was measured by 7 items question drawn
from Graen and Uhl-Bien (1995). Leader’s personality traits
and followers’ were measured using the big five personality
traits question items adapted from Barrick and Mount (1991).
Perceived organizational support was measured by using
question items adapted from Liden and Maslyn (2000).
Social capital was measured by four factors: trust,
commitment, structural SC, and relational SC using question
items adapted from Chow and Chan (2008) and Nahapiet
and Goshal (1998). Job performance was measured by using
question items from Shih, Chiang and Hsu (2013). OCB was
measured by using question items adapted from Organ
(1988).

3.3. Sampling Plan and Data Collection
Procedure

The questionnaires were distributed to 300 participants
including leaders and followers in the same team using a
paper questionnaire. The survey was taken in Thailand and
the sample are Thais working in the service industry. The
respondents were asked to indicate their agreement on a 1-5
Likert scale ranging from “strongly agree” to ‘“‘strongly
disagree”. The authors first contacted the human resource
managers and upon their agreement, these managers
distributed the leader questionnaires to leaders and follower
questionnaire to followers. These managers were
responsible for collecting all questionnaires to avoid bias.
The names of the respondents were not mentioned to protect
respondent privacy (Yeo & Ananthram, 2008).

4. Research Results and Discussions

4.1. Descriptive Analysis

The survey questionnaire was delivered in both Thai and
English version. Among 300 participants, 236 were valid,
creating a response rate of 78.7%. Each group includes
one leader and 1-5 followers. Eventually, this study obtained
77 answers from the leaders and 159 from followers. The
data were collected through an anonymous survey utilizing
questionnaires, participation was voluntary, and responses
remained anonymous and confidential.

The demographic attributes of the respondents collected
in this study include: Gender, Age, Education level,
Occupation level, Working Experience and Income/month.
Table 1 shows that 77.54% of the respondents are female
and 22.46% are male. Respondents age 2025 years old, 26—
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30 years, 31-35 years and Over 35 years’ old were 23.73%,
36.44%, 10.17%, and 29.66% respectively. Around 73% of
respondents have an undergraduate degree, following by
postgraduate 18.23% while the remaining 8.89% have high
school or below educational levels. 67.38% of respondents
were followers and 32.62% were Leaders. Approximately
42.38% of the respondents had at least 5 years of work
experience while 16.10% had 1-3 years’ experiences. Only
1.28% of the respondents earned more than 50,000
THB/month  whereas 43.22% earned 10,001-20,000
THB/month.

Table 1: Demographic Characteristics of Respondents

etz Categories Frequency Percentage
teristic (%)
Gender Male 53 22.46
Female 183 77.54
20 — 25 years 56 23.73
Age 26 — 30 years 86 36.44
31 - 35 years 24 10.17
Over 35 years old 70 29.66
Education < undergraduate 21 8.89
Level undergraduate 172 72.88
Postgraduate 43 18.23
Occupation Leader 77 32.62
Level Follower 159 67.38
< 1year 51 21.61
Work 1 -3 years 38 16.10
Experience 3- 5 years 47 19.91
> 5 years 100 42.38
10,001 — 20,000 102 43.22
Income 20,001 — 30,000 87 36.86
/month 30,001 — 40,000 17 7.2
(THB) 40,001 — 50,000 27 11.44
> 50,000 3 1.28

H3: Board member average ages are positively associated
with financial leverage.

4.2. Confirmatory Factor Analysis (CFA)

This study includes confirmatory factor analysis (CFA)

Table 2: CFA Model Fit Results

using AMOS22 and SPSS23 to test correlations of variables
among constructs. The CFA is used to check to construct
validity, which consists of these components: factor loading,
composite reliability (CR), and average variance extracted
(AVE). Following Hair et al., (2011), this study adopts the
following criteria: factor loading >0.6 or higher, composite
reliability (CR)>0.7 or higher and average variance
extracted (AVE) >0.5, CR and AVE are calculated using the
following formulas:

(Z4)°
(Z4)"+(Ze)

CR =

Where:

A = standardized factor loading

i = number of items

n = for n items (Total number of items)

&= variance of the error of items

k
Ea’:l }‘:?
SN+ Var(e))

AVE =

Where:

k is the number of items

A; is the factor loading of item i

Var(e;) is the variance of the error of item i

Following Hair et al., (2010), this study identify four
criteria for the evaluation of model fit: (1) Goodness of Fit
Index (GFI) >0.90, (2) Chi-squared/d.f <3.00, (3)
Comparative Fit Index (CFI1)>0.95, and (4) Root Mean
Square of Standardized Residual (RMSEA) <0.08. With CR
> 0.6; AVE > 0.5, the model fit for all the constructs is
shown in table 2 below:

Research Variables | ltems code | Factor Loading | CR | AVE

Leader’s Personality Traits

Conscientiousness Cons 0.751***

Extraversion Exs 0.845***

Agreeableness Ags 0.865*** 0.864 0.613

Openness to Experience Ops 0.768***

Neuroticism Nus 0.765***
Follower LMX

My Ieader_would be personally inclined to help me solve SLMXL 0,568+

problems in my work.

My working relationship with my leader is effective. fLMX2 0.708***

| have enough confidence in my leader that | would defend and LMX3 0,538+

justify his/her decisions if he or she were not present to do so. ) 0.917 0.623

My leader considers my suggestions for change. fLMX4 0.765***

My leader and | are suited to each other. fLMX5 0.987***

My leader understands my problems and needs. fLMX6 0.922***

My leader recognizes my potential. fLMX7 0.916***
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Perceived Organization Support

My organization values my contribution to its well-being. POS1 0.829***
My organization strongly considers my goals and values. POS2 0.899***
il\l/llri/ec;?anlzanon would understand a long absence due to my POS3 0.708%+*
My organization really cares about my well-being. POS4 0.848*** 0.930 0.690
My organization is willing to extend !t§elf in order to help me POS5 0,834+
perform my job to the best of my ability.
My organization takes pride in my accomplishments at work. POS6 0.854***
Social capital
Commitment Com 0.506***
Structural Social capital SSC 0.751*** 0.642 0.578
Relational Social capital RSC 0.568***
Job Performance
My followers are capable of meeting job objectives. JP1 0.586***
My followers are confident in his/her technical competence. JP2 0.637*** 0.800 0.505
My followers can interact with coworkers well. JP3 0.742%** ’ ’
Overall job performance of My followers is good. JP4 0.849***
Table 2 shows that results of the items in the team level p<0.001), extroversion  (B=0.395, p<0.001) and

analysis satisfy with the threshold of the previous study. The
standardized factor loadings of all items are higher than 0.6,
which show that they truly represent these constructs
sufficiently. The CR values are greater than 0.7, which
indicates good reliability. Furthermore, AVE values are
higher than 0.5, indicating the reliability and validity of all
constructs.

4.3. Hierarchical Regression Analysis

Hierarchical Regression Analysis is applied for testing
the hypotheses. We first tested the relationship between the
Leader’s Personality Traits (conscientiousness, extraversion,
agreeableness, openness to experience, neuroticism), and
follower LMX (H1). We then tested the relationship between
fLMX and social capital (H2), the relationship between
social capital and job performance (H3), the relationship
between social capital and OCB (H4) and the moderating
effect of perceived organizational support on the relationship
between LMX and social capital (H5). The results are shown
in Table 2, which indicate that conscientiousness, ($=0.345,

Table 3: Results of the Hierarchical Regression Analysis

agreeableness (B=0.401, p<0.001) have a significant effect
on LMX, and this LMX also serves as partial mediators to
facilitate the influence of three antecedents on social capital
(B=0.146-0.362, p<0.001) and LMX (p=0.338-0.496,
p<0.001). Therefore, hypotheses H2, and Hla-H3c are
supported. However, openness to experience ($=0.030,
p<0.05) and Neuroticism (p= -0.156, p<0.05) do not show
any significant influence on LMX. Thus, no mediation effect
of these two antecedents was found. Therefore, hypotheses
H1d-H1e, are not supported.

Furthermore, the results shown in Table 3 indicate that
social capital does not have a significant influence on job
performance (f=0.057, p<0.05. It does have a significant
influence on organizational citizenship behavior (p=0.471,
p<0.001). Therefore, hypothesis H3 is not supported, while
hypothesis H4 is supported. For the interaction effect of
LMX and POS on social capital, in addition to the effect of
LMX (B=0.464, p<0.001), and POS (p=0.241, p<0.001), the
moderating effect of POS on social capital is also significant
(B=0.194, p<0.01). Therefore, hypothesis H5 is supported.

Model M1 M2 M3 M4 M5 M6 M7 M8 M9
Dependent Variable fLMX SC fLMX SC fLMX SC fLMX SC fLMX
Control Age -0.112 -0.103 -0.036 -0.078 -0.093 -0.117 -0.058 -0.079 -0.06
Variable Gender -0.013 -0.09 -0.015 -0.094 -0.003 -0.077 -0.026 -0.096 -0.024
Experience 0.155 0.055 0.116 0.043 0.076 0.003 0.141 0.041 0.145
Personal Conscientiousness 0.345*** | 0.146*
Trait Extraversion 0.395** | -0.043
Agreeableness 0.401*** | 0.362***
openness 1o 0.03 0.035
xperience
Neuroticism -0.044
Independent Variable
Job Perfo | Social Capital
OCB Social Capital
fLMX 0.429*** | 0.496*** 0.337** 0.478*+*
POS
fLMX*
POS
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R’ 0.137 0.272 0.175 0.255 0.174 0.359 0.021 0.255 0.022
Adjust—R2 0.122 0.256 0.161 0.239 0.159 0.345 0.004 0.238 0.005
F 9.132 17 12.255 15.742 12.141 25.765 1.241 15.713 1.303
P value 0.000 0.000 0.000 0.000 0.000 0.000 0.643 0.000 0.5
D-W 2.079 2.142 2.09 2.018 2.033 2.292 1.972 2.061 1.938
Model
Dependent Variable SC fLMX SC fLMX SC fLMX SC fLMX
Control Age -0.088 0.014 0.02 -0.026 0.022 -0.104 -0.056 -0.073
Variable Gender -0.094 -0.13 -0.124 -0.008 0.042 -0.105 -0.1 -0.097
Experience 0.054 -0.085 -0.092 0.079 0.022 0.111 0.048 0.05
Personal Conscientiousness
Trait Extraversion
Agreeableness
Openness to
Experience
Neuroticism -0.156
Independent Variable
Job Perfo | Social Capital 0.057
OoCB Social Capital 0.471%**
fLMX 0.472%* 0.386*** | 0.464***
POS 0.283*** | 0.241**
fLMX* -
POS 0.194
R’ 0.278 0.023 0.026 0.005 0.221 0.029 0.324 0.356
Adjust-R’ 0.262 0.01 0.009 -0.008 0.208 0.016 0.309 0.339
F 17.64 1.809 1.542 0.416 16.403 2.292 22.057 21.078
P value 0.000 0.146 0.388 0.273 0.000 0.001 0.000 0.001
D-W 2.059 0.573 0.585 1.96 2.001 2.092 2.112 2.106

Note: SC= Social capital, fLMX= Follower's Leader-follower Exchange, OCB= Organizational Citizenship Behavior, POS= Perceived

Organizational Support.

5. Conclusion and Suggestions
5.1. Research Conclusions

This study explores the Leader—Follower dyad influence
on team level Job Performance. Several conclusions could
be drawn from the results of this study:

First, although big five personality characteristics of
leader and members are critical for job performance (Camps
et al., 2016), few limited studies focus on the Big Five traits
together with LMX (Dulebohn et al., 2012). The study
showed that the effect of leader’s personality traits of
conscientiousness, extraversion and agreeableness is related
to LMX. According to Wolff and Kim, (2012)
conscientiousness is the most generally inspected attributes
among all the big five identity measurements and both
conscientiousness and agreeableness are positively related to
personal concern. Leaders with high agreeableness are
affable, kind, always support their followers (Deinert et al.,
2015), and always create good relationship with their
followers. Schyns et al. (2012) found that leaders’
agreeableness as identified by the followers affects LMX.
Follower LMX is positively related to Social capital.
According to Koopman et al., (2015) the relationship
between followers and leaders will be higher when followers
obtain important resources from their leaders. Thus, LMX is
positively related to social capital and LMX mediates the
relationship between social capitals.

In addition, social capital theory is concerned with the

strength of relationships between employees and people in
the team and organization (Yang et al., 2011) and Social
capital is a quality created between people. Though Ellinger
et al., (2013) found that social capital motivates follower
behavior the disposition of commitment regarding the
organization and the subjective norm of responsibility are
related between social capital and performance outcomes.
However, there is very few studies consider social capital as
an organizational resource with positive outcomes, whereas
others increasingly consider both positive and negative
outcomes (Basu et al., 2017). AbuAlRub (2004) found that
the relationship between social capital and job performance
among workers with higher performance tended to be
significantly higher. They found a nonlinear relationship
between Social Capital and Job Performance with an
inverted U-shaped relationship (Kraimer, Seibert, & Astrove,
2015). These research results may indicate that, when the
social capital is low, increases in social capital will
significantly influence job performance through the
mechanisms of coordination, communication and integration.

However, when social capital becomes too high, the
exercise of coordination and integration will be significantly
reduced. At this point, innovation and continuous
improvement capability will be significantly reduced.
Therefore, beyond a certain level, increases in social capital
will actually reduce the level of job performance. This may
be the reason for the finding of no insignificant relationship
between social capital and job performance.

Furthermore, the results show that there is a significant
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relationship between social capital and organization
citizenship behavior. Leaders should improve the policy of
participative management system and exercise of the
delegation of authority to subordinate within the
organization. In this way, motivation and cooperation in the
organization will improve and organizational efficiency will
increase.

Finally, the research findings show that perceived
organizational support is one of the moderating factors in
LMX exchanges. Followers perceived organizational
support can amplify the influence of LMX on social capital.

5.2. Research Implication and Contributions

5.2.1. Academic Implication

This paper provides a useful approach to showing how
leader characteristics influence LMX and social capital
which further facilitate job performance. However, as
mentioned in the discussion social capital may produce
internal conflict. The results may provide a guide for further
study to identify the relationships between conscientiousness,
extraversion, and agreeableness.

5.2.2. Managerial Implication

With the fierce competition nowadays not only for
business but also for talent acquisition it is important for
companies to search for ways of obtaining and retaining
talent in the company by recognizing their preferences and
needs. Managers must coordinate other people and put the
right people together to develop opportunities. Social capital
is more valuable to a manager with few peers. A manager’s
ability to develop follower’s opportunities is constrained by
the presence of one or more peers in a position to undercut
or denigrate the manager’s proposals. Managers have to
figure out how best to perform the job, which sometimes
depends on getting others to accept the manager’s definition
of the job. The value of social capital decreases with an
increasing number of people doing the same work.
Therefore, exercising such a level of influence on internal
relationships in the organization and the number of people in
the team may break or decrease performance. The manager
should consider the number of people and other factors to
increase job performance.

5.3. Research Limitation

This study has several limitations. First, there are
sampling constraints. Since the method used for sampling
was convenience sampling, the respondents had varied
characteristics. Second, since most of the questionnaires
were distributed during working hours, the respondents may
have had less time to spare to answer the questions. Third,
the survey was collected in one language and one country
and not a specific industry in order to avoid bias. The
original purpose is to study the relationships between leaders
and followers in the same industry. Future research can

extend these research results to different industries in
different countries.
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