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Abstract  Managing the workforce effectively is cumbersome and is also one of the key success factors of any 
organization. While managing workforce a manager deals with many factors affecting the performance of 
organization including workplace behaviour. It has significant role in determining the performance of employees due 
to this reason now the importance of workplace behaviour is being recognized gradually. This study explored the 
association b/w person-organization fit (PO-fit) and organizational citizenship behaviour (OCB), person job fit (PJ-
fit) and organizational citizenship behaviour (OCB), person-organization fit (PO-fit) and deviant behaviours (DB), 
person job fit (PJ-fit) and deviant behaviours (OCB) and the role of empowerment as moderator has been be 
analyzed. Responses were collected from 307 respondents, through questionnaires, from service sector of Pakistan 
where telecommunication and banks were taken under study. Regression analysis were use to test the hypothesis. 
Results showed significant positive association of PO-fit and PJ-fit with that of OCB. Relation of DB with that of 
PO-fit remains disconfirmed whereas unsupported with of PJ-fit. Moreover empowerment was found to moderate 
only between PJ-fit and OCB, but not between PO-fit and OCB. Further studies are needed to explore more about 
antecedent and consequences of DB and the exploring more factors that influence OCB. 
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1. Introduction 
Human resource play significant role in the success or 

failure of any organization and how to manage this 
resource of an organization is the question of which 
human resource department continuously strive to find an 
answer. Human resource management seems to be the 
easiest part of the story but quit contrary to the notion it is 
likewise complicated task as other department of 
organizations has. Some time it become formidable 
challenge for managers to deal with employees problems 
and comes to the solution due to diverse sort of 
employees’ behavior managers faced at work place. 
Employees elicit different behaviors at work place i.e. 
form organizational citizenship behavior to deviant and 
anti-social behaviors. All such behavior didn’t come in 
isolation, these are accompanied by many factors 
including both organizational and individual [1]. The 
point is why to study these actions? The answer is that 
these actions, deeds and behaviors made intentionally or 
unintentionally by employees affect largely to the 
organizational performance [2]. Organizational citizenship 
behaviour (OCB) is a form of employee performance 

behaviour which is affected by many factors either in 
positive or negative end of the spectrum such as job-
satisfaction, organizational justice and job-strain [3,4]. 

On the contrary Deviant behaviors elicit by the 
employees can be define as one’s actions made 
intentionally to violate the organizational norms & 
customs which affects or threatens the welfare of 
organization, its associates or both. Employees do such a 
voluntary deviance acts due to reason that he/she is 
deprived of the motivational aspect to meet certain 
normative expectations of the society or he/she is actually 
enthused to contravene required expectations [5]. 
Workplace deviance is found to be positive associated to 
performance of business unit, however its influence on 
business unit performance is more than that OCB [6]. It is 
found to be positively related to reduction in corporate 
strategies, and is moderated by distributive justice, 
interactional justice and organizational citizenship 
behaviour [7]. Researchers are striving to find solution to 
minimize negative behavior at work place and reinforce 
positive one. This cram revolves around the said context 
i.e. ascertaining the factors that exhibit impact on the 
workplace deviance. Though lots of research has been 
carried out regarding this issue but still this is a conflicting 
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concern in Pakistan and the concept to value employees 
and dealing with their problems is on the initial ladder [8]. 

1.1. Problem Statement 
Massive study regarding work place behavior i.e. 

organizational citizenship behaviors and deviant behaviors 
has been conducted with relation to either person-job fit or 
person-organization fit. In this study all these four 
variables has been taken together to find association b/w 
them  and the role of empowerment, operationalized in 
self-competence & self-determination, as moderating 
variable has been be taken under study as illustrated in 
Figure 1. Moreover little evidence has been found 
regarding this concern in Pakistan. This study explores the 
stated problem in Pakistani context. 

1.2. Research Objectives 
More specifically the objective of the study is: 
•  To study the relationship of organizational 

citizenship behaviour (OCB) and deviant behaviour 
(DB) with that of person-organization fit (PO fit) and 
person-job fit (PJ fit) with empowerment as 
moderator (see Figure 1). 

•  To depict the scope of connection present among 
organizational citizenship behaviour (OCB) and 
deviant behaviour (DB) with that of person-
organization fit (PO fit) and person-job fit (PJ fit) 
with empowerment as moderator (see Figure 1) in 
diverse Pakistani organizations and its implication. 

•  To aid organizations in providing solutions to tackle 
with the behavioural issues of employees and 
confronting with the problems. 

 
Figure 1. Role of PO fit, PJ fit & Empowerment in Workplace Behaviour 

1.3. Research Significance 
In this study two types of behaviours are taken under 

study i.e. organizational citizenship behaviour (OCB) and 
deviant behaviour and two factors have been taken to 
affecting work place behaviour i.e. person-organization fit 
(PO fit) and person-job fit (PJ fit) where moderating role 
of empowerment b/w PO fit & OCB and PJ fit & OCB has 
also taken in to account. The performance and the 
productivity level of the organization have significantly 
found higher in the literature whose employees elicit OCB. 
On the contrary organization’s whose employees show 
deviant behaviours contribute largely towards bad 
performance and good will of the companies. 

1.4. Research Questions 
The study deals with the following research queries: 
1. What is the relationship between person-organization 

fit and organizational citizenship behavior? 

2. What is the relationship between person-organization 
fit and deviant behavior? 

3. What is the relationship between person-job fit and 
organizational citizenship behavior 

4. What is the relationship between person-job fit and 
deviant behavior? 

5. Does empowerment moderate relationship b/w 
person-organization fit and organizational citizenship 
behavior? 

6. Does empowerment moderate relationship b/w 
person-job fit and organizational citizenship behavior? 

2. Literature Review 
On the positive end of the spectrum in workplace 

behaviour is organizational citizenship behaviour. It has 
many determinants where job satisfaction is one of them. 
From 220 executives of Iran, Canada and turkey responses 
were taken concluding the fact that job satisfaction 
influence to the large extent to OCB [4]. Where OCB is a 
form of employee performance behaviour, a research 
conduct on 640 Australian police officers, which is very 
much influenced by job strain & organizational justice [3]. 
In the negative end of spectrum in workplace behaviour 
called workplace deviance, is found to be positive 
associated to performance of business unit, however its 
influence on business unit performance is more than that 
OCB [6]. It is found to be positively related to reduction 
in corporate strategies due to some particular personality 
traits and is moderated by distributive justice, interactional 
justice and organizational citizenship behaviour [7]. 

2.1. Organization Citizenship Behavior (OCB) 
and Person-Organization fit (PO fit) 

PO fit largely influence OCB where sometime it leads 
to OCB or else simply positively related to it [9,10,11]. 
Behaviour of employees at workplace is largely 
determined by their attitudes at work where CB directed at 
organization is linked with PO fit and this relationship is 
mediated by anomic feelings of employees. This was 
illustrated by 198 employees of Spanish Social Security of 
the provincial agency [9]. PO fit gives an indication and 
direction to employees to further examine the ethics and 
customs that aid in calculating the alteration coming 
among both among individual and in the organization. 
This fit can be enhanced if organizations started to 
socialize their employees and train them other than their 
own particular job. By encouraging job rotation 
organization can minimize the mis-fit of person with 
respect to their organization [12]. 

PO fit also serves as the antecedent of OCB directed at 
co-workers and students or clients when tested from the 
high school teachers of Spain where work alienation 
mediated the relationship of these variables.  Actions must 
be devised to encourage PO fit for efficiently managing 
work alienation of employees so that they internalize 
powerfully OCB on the work place [10]. Moreover PO fit 
found to be positively related with commitment and job 
satisfaction from the data taken by 489 members of Nation 
Purchasing Association USA. Here moral intensity was 
found to toughen relationship b/w PO fit and commitment 
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[11]. On the basis of above literature it is hypothesized 
that: 

H1: Person-Organization fit (PO fit) is positively 
related to Organization citizen ship behaviour (OCB) 

2.2. Organization Citizenship Behavior (OCB) 
and Person-Job fit (PJ fit) 

Person-Job fit is an important element that played a 
significant role during hiring of employees and forming a 
psychological contract among them. Moreover it is 
relatively more important than PO fit in hiring human 
capital and for the formation of psychological contract 
[13]. PJ fit is very much influenced positively by having 
sufficient computer knowledge and this PJ fit in results 
give better and effective performance of employees [14]. 
PJ fit is an undeniable factor related to OCB i.e. by 
enhancing PJ fit one can ensure the elevation in OCB 
among employees and hence their overall performance, 
the more an employee will have job involvement the more 
he/she will elicit OCB [15,16,17,18]. 116 Information 
System workers in Malaysia were tested where job-
involvement among them was found to be positively 
correlated with OCB directed to co-workers. The more a 
person will involve in the job, more he/she will share 
information among his/her co-workers [18]. On the basis 
of above literature it is hypothesized that: 

H2: Person-Job fit (PJ) is positively related to 
Organization citizen ship behaviour (OCB) 

2.3. Deviant Behavior (DB) and Person-
Organization fit (PO fit)  

If person’s ethical values match with that of the 
organization then it prevents it from illustrating DB else 
one can be given ethical education to prevent from having 
DB at workplace. To avoid such behaviour at workplace 
organizations can develop such a surroundings having top-
down focus, a mission declaration linking every person in 
the company and put into practice ethical training agenda 
[19]. Ethical ideology is proved to be negatively 
correlated with that of workplace deviance. In other words 
higher the ethical ideology will be lower deviance will be 
found in work place [20]. Also organizational climate 
effects largely on the misbehaviour conduct of employees 
in the organization. Climate such as warmth, support and 
reward is negatively related to misbehaviour in the 
organization. The lower the quality of such climate in 
organization results in higher rate of misbehaviour among 
the employees. This was empirically tested among 97 
supervisory and non-supervisory employees of Israeli 
metal production [21]. On the basis of above literature it is 
hypothesized that: 

H3: Person-Organization fit (PO fit) is negatively 
related to Deviant behaviour (DB) 

2.4. Deviant Behavior (DB) and Person-Job 
fit (PJ fit) 

The counterproductive behaviours affect largely to the 
employee performance and such behaviours are very 
much contributed by the non-alignment of employee with 
the job [7,22]. Employee job status is deemed to be 
considerably correlated to the perceived victimization at 
workplace but some research proved contrary to the stated 

argument. Workers of city government of Georgia were 
assessed randomly and an exploratory factor analysis was 
performed. Results indicate that job status didn’t influence 
perceived victimization at workplace. In fact employees 
having hostile behaviour alleged high altitude of unfair 
treatment than those who were little in these qualities [23]. 
The same concept goes with the anomic behaviour among 
employees. Employees of large retail chain of Australia 
were tested and regression equations were applied on the 
data being gathered. The results indicate the positive 
relationship of anomia of employees and the extent of 
deviant behaviour they illustrate. In other words higher the 
anomia among the employees higher the deviant 
behaviour they’ll illustrate towards both co-workers and 
organization [22]. 

These counterproductive behaviours contribute in the 
overall reduction of strategies. Such behaviours are 
affected largely by the person’s own characteristics and 
traits such as self esteem, internal locus of control and 
internal locus of control. Among this conscientiousness is 
the toughest forecaster of counterproductive behaviours 
among employees chased by agreeableness, self-esteem, 
extraversion, neuroticism &openness to know-how [7]. 
On the basis of above literature it is hypothesized that: 

H4: Person-Job fit (PJ) is negatively related to Deviant 
behaviour (DB) 

2.5. Empowerment and Person Job-fit 
For the aim of enhancing productivity employees are 

given autonomy up to certain extent which is commonly 
termed as empowerment, sometime it involves some 
aspects of job-involvement and job enrichment [24]. On 
the rationale that empowerment can enhance the 
relationship between POF and OCB also of PJF and OCB 
hypothesis 5 and 6 are been made. 

H5: Empowerment moderate the relationship b/w 
Person-Organization fit (PO fit) and Organizational 
citizenship behaviour (OCB) 

H6: Empowerment moderate the relationship b/w 
Person-Job fit (PJ fit) and Organizational citizenship 
behaviour (OCB) 

3. Methodology and Theoretical Model 
In this study two types of behaviours are under study i.e. 

OCB and DB and two factors have been taken to affecting 
work place behaviour i.e. PO fit and PJ fit where 
moderating role of empowerment b/w PO fit and OCB has 
also taken in to account. Empowerment is also taken as 
moderation between PJ fit and empowerment OCB. 
Following is the conceptual model showing the stated 
relationships. 

In the given conceptual model two independent 
variables has been taken i.e. person-organization fit (PO 
fit) and person-job fit (PO fit). PO ft is operationalized in 
“values, ethics, goals and objectives” where 4 elements 
have been taken [25]. PJ fit has determined by “ability to 
perform a job” and measured by 4 elements [26]. 
Moreover two dependent variables i.e. organizational 
citizenship behaviour (OCB) and deviant behaviours (DB) 
has been taken in this model where OCB is determined by 
two dimensions [27] i.e. OCB towards individual (OCBI) 
and OCB towards organization(OCBO). Both OCBI and 
OCBO have been measured by 3 elements each. Deviant 
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behaviours are also determined into 2 dimensions [28] i.e. 
interpersonal deviance item and organizational deviance 
items where both of them are measured by 3 elements 
each.  The moderating variable empowerment has been 
determined by two dimensions i.e. competence item and 
self-determination where both of these dimensions are 
measured by 3 elements each [29]. 

3.1. Data Collection & Sampling 
This study was conducted to explore association among 

PO fit and OCB, PO fit and DB, PJ fit and OCB, PJ fit and 
DB and the moderating role of empowerment in PO fit 
and OCB. The data included qualification of employees, 
age, experience, gender, organizations they were working 
for and their responses on 5-point likert scale on for PJ fit, 
OCB, DB and empowerment. PO fit was taken on 7 point 
likert scale which was coded into 5points after wards. The 
scales of PO fit is taken from [25] having Cronbach alpha 
0.92 where as PJ fit instrument is taken from [26] with 
reliability test of 0.73 to 0.74. OCB measures, 
operationalized in OCB towards individuals and OCB 
towards organization, has been taken from [27] having 
reliability ranged from 0.61 to 0.88. Deviant behaviours 
was measured by the measures taken from [28]. It was 
operationalized in interpersonal and organization deviance 
items. Empowerment was measured by the measure 
developed by [29] operationalized in competence and self-
determination items. 

Data were gathered from employees themselves their 
immediate bosses and line managers. Sample of 380 was 
taken by estimating the population of telecom and banking 
sector both as approximately upto 100,000 [30]. 250 
questionnaires were floated among telecom sector but the 
response rate was 210 and 130 was among banks and 
response rate were found to be 97. It took 4 weeks to 
gather the data. Convenient sampling was used where 
questionnaires were distributed among respondents 
directly as well as indirectly. Online mode was also used 
as some questionnaires were mailed to the organizations. 

4. Data Analysis, Conclusion and 
Recommendations 

For data analysis, reliability statistics, descriptive 
statistics, correlation analysis and multiple regression 
analysis are used. Following equations are used to verify 
the stated hypothesis. 

Equation1: OCB = α + β1 (POF) + β2 (PJF) + ε 
Equation2: D.B = α - β3 (POF) - β4 (PJF) + ε 
Equation3: OCB = α + β5 (POF) + β6 (PJF) + β7 

(E.POF) + β8 (E.PJF) + ε 

4.1. Reliability Analysis 
From the sample of 307 the reliability of each question 

was founded between 0.6 and 0.9 (See Table 1 in 
appendix). For Organizational Citizenship behaviour i.e. 
OCB it was 0.657 which is similar to the reliability 
statistic of Anderson (1991) 0.61 to 0.88. Deviant 
behaviour’s reliability was found to be 0.697 which is 
close to 0.7 and showing a satisfactory reliability. Person 
organization fit i.e. PO fit (POF) was found to be 0.866 

whereas of Person job fit (PJF) it was 0.772. Reliability 
statistic of PJF is close to the reliability statistic of [26] i.e. 
0.73 to 0.74. The reliability of combine question’s of 26 
items were founded as 0.874 which deemed to be strong 
as it is greater than 0.7. The reliability of model founded 
to be 0.706. The actual responses of OCB and DB are 
slightly deviated from the required responses as illustrated 
from the reliability statistics which is less than 0.7 
whereas the collective reliability analysis of 26 items 
reflect the strong reliability i.e. 0.874 and required 
responses. Moreover 0.706 reliability of model illustrate 
that all the taken responses revolved around our research 
area i.e. OCB and DB and the average responses lie under 
our scope of research where the deviation of the actual 
responses is very low. 

4.2. Descriptive Analysis 
The mean response of OCB was found to be lie around 

4.041, between agree to strongly agree (See Table 2 in 
appendix). The minimum responses (1.17) were between 
strongly disagree to disagree and the maximum response 
went up to strongly agree (5.00) on likert scale. The 
variance in response was 0.326 which is observed 
minimum in the table as compared to other variables. 
Mean response of deviant behaviours (DB) were found to 
lay around 1.6695, on the lower end of the likert scale. Its 
minimum responses lay on the extreme lower end (1.00) 
and the maximum responses on the extreme upper end 
(5.00). The variance in the responses was founded as 
0.337. In the descriptive statistics of person organization 
fit or PO fit (POF) the mean of the responses founded to 
revolve around 3.5071, where the minimum responses 
were lying between very poor fit and poor fit (1.07) and 
the maximum response was on the upper extreme end 
(5.00). The variance in the responses found to be greatest 
i.e. 0.923. The mean of response of person job fit i.e. PJ fit 
(PJF) was found to be highest as compared to other 
variables i.e. 4.2011 where the minimum and the 
maximum responses are on the extreme end like deviant 
behaviours. The variance in response was found to be 
0.473. The variances in the responses were found 
maximum in PO fit 0.923 followed by PJF 0.473, DB 
0.337 and OCB 0.326. 

4.3. Correlation Analysis 
The correlation of the dependent variables i.e. OCB and 

DB founded as insignificant 0.061 (See Table 3 in 
appendix). The correlation of OCB with two independent 
variables PO fit (POF), PJ fit (PJF) and moderating 
variable empowerment (E.POF & E.PJF) has been 
founded as significant. Weak correlation of 0.453 has been 
observed between OCB and POF, similarly between OCB 
and PJF (0.454). Again weak correlation (0.497) of 
moderating variable empowerment between POF and 
OCB (E.POF) has been found. Moderate correlation is 
also found in the moderation of empowerment between 
OCB and PJF i.e. 0.547. The correlation of deviant 
behaviour DB with that of PJF and POF founded to be 
very weak values 0.029 and 0.200 respectively. Thus very 
weak correlations (0.029) have found between DB and 
PJF, DB and POF (0.200) but are significant with only 
POF and insignificant with PJF. 
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4.4. Regression Analysis 
In the model summary of organizational citizenship 

behaviour (OCB) the adjusted R2 founded to be 0.269 or 
we can say that the goodness of fit of this model is only 
26.9% (See Table 4 in appendix). It means that 
independent variable PO fit and PJ fit explains only 26.9% 
of OCB. The rest of is explained by other variables or 
factors which is not taken under the scope of this study. 
ANOVA for OCB represents the significant in the model 
with F = 57.430. Standard Coefficient beta for POF and 
PJF founded as 0.301 and 0.304 respectively with both 
having significant values. It is represented as  

Equation4: OCB = α + 0.301 (POF) + 0.304 (PJF) + ε 
The results came consistent with hypothesis (see on 

page 10) and with Equation1 as showing positive relation 
of POF and PJF with that of OCB. In other words with 
one  unit of increase in POF results in increase in OCB 
with rate of 0.301 or one unit rise in POF results in 30.1% 
increase in OCB. Similarly one unit rise in POF results in 
elevation of OCB with rate of 0.304 or 30.4%. The Beta of 
both variables came statistically significant leading 
towards supporting H1 and H2. 

 
Figure 2. Hypothetical Model of relationship b/w POF, PJF and OCB 

In the model summary of deviant behaviour (DB) the 
adjusted R2 founded to be 0.040 or we can say that the 
goodness of fit of this model is only 4.0%which is very 
low. It means that independent variable PO fit and PJ fit 
explains only 4.0% of DB. The rest of is explained by 
other variables or factors which is not taken under the 
scope of this study. ANOVA for DB represents the 
statistically significant value of the model with F = 7.427. 
Standard Coefficient beta for POF and PJF founded as 
0.247 and -0.094. It is represented as  

Equation5: DB = α + 0.247 (POF) - 0.094 (PJF) + ε 
Results came inconsistent with H3, H4 and with 

Equation2. It is showing positive relation of POF but the 
value is showing significance of 0.000 leading towards an 
argument of disconfirming the research hypothesis. It 
means that rejection of null hypothesis doesn’t means 
acceptance of an alternative one. There are might be other 
theories supporting the given results in the present 
situation which is not taken under the scope of this study. 
Similarly the negative beta coefficient of PJF seems 
apparently consistent with H4 but came insignificant 
resulting in hypothesis unsupported. The theoretical based 
null hypothesis can’t be rejected but neither is it deemed 
true due to absence of enough evidence that can support 
null hypothesis. 

 
Figure 3. Hypothetical Model of relationship b/w POF, PJF and DB 

In the model summary of organizational citizenship 
behaviour (OCB) where empowerment is taken as 
moderator for POF and PJF the adjusted R2 founded to be 
0.313 or we can say that the goodness of fit of this model 
is 31.3% which is very low. It means that independent 
variable PO fit and PJ fit with their moderations E.POF & 
E.PJF explains only 31.3% of OCB. The rest of is 
explained by other variables or factors which is not taken 
under the scope of this study. ANOVA of this model 
represents the statistically significant value with F = 
35.871. Standard Coefficient beta for POF, PJF, E.POF, 
and E.PJF are as follows: 

Equation6: OCB = α + 0.326 (POF) - 0.245 (PJF) - 
0.257 (E.POF) + 0.756 (E.PJF) + ε 

Results came inconsistent with H5 and with Equation3. 
It is showing positive relation of POF but the value is 
insignificant leading towards a notion that hypothesis is 
unsupported. Here only empowerment as moderator b/w 
PJF and OCB are giving required and significant results. 

 
Figure 4. Hypothetical Model of relationship b/w POF, PJF, Empowerment 
and OCB 

4.6. Findings 
In descriptive statistics the variance of PO fit (0.923) is 

found greatest which is followed by PJ fit (0.473), DB 
(0.337) and OCB (0.326) respectively. The responses of 
PO fit are found to vary maximum giving a notion that 
responses of all respondents don’t lay around one 
particular concept. In correlation table OCB found to be 
significantly but weakly correlated with POF, PJF and 
E.POF. It has moderate relation with E.PJF. Only the 
correlation of OCB with DB if found to be insignificant. 
Moreover POF and PJF is found to be explaining OCB by 
only 26.9% showing the low goodness of fit but H1 and 
H2 has been supported with highly significant results 
illustrated by Equation4. POF and PJF explain only 4% of 
DB with controversial results as well. H3 has not been 
supported or disconfirm but the alternative one cannot also 
be accepted. The relationship exists between variables 
which can be supported by different other theories which 
is not taken under the scope of this study. Moreover H4 is 
not rejected but we cannot also accept this, illustrated by 
Equation5, due to lack of enough evidence to support the 
null hypothesis H4. Thus we conclude that the hypothesis 
is unsupported by the data. Similarly the H5 has been 
rejected due to insignificant moderation and negative 
direction but H6 has been accepted due to significant 
moderation and positive effect on PJF and OCB. Contrary 
to the apparent picture it is also found that by giving 
empowerment to the individual the relationship of PJF and 
OCB became negative. 
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4.7. Conclusion and Recommendation 

In this study factors affecting workplace behaviour 
(only OCB and DB has taken in study) and nature of the 
relationship between them has been explored. Five 
variables were taken in this study where two were 
independent variables POF, PJF; two were dependent 
variables OCB, DB and one moderating variable 
empowerment was taken. The moderation was taken 
between PO fit and OCB also between PJ fit and OCB. 
Positive relationship of OCB was hypothesised with PO 
fit (H1) and PJ fit (H2) on the basis of literature. 
Conversely negative relationship of DB was hypothesised 
with PO fit (H3) and PJ fit (H4). Moderation of 
empowerment between PO-fit & OCB (H5) has been 
taken. Similarly the same moderation is also hypothesised 
for PJ-fit and OCB (H6). To test the states hypothesis 
sample of 380 was taken from service sector particularly 
from telecommunication and banking sector through 
convenient sampling. The responses were taken on 5-likert 
scale to 7-likert from adapted scales in the time frame of 
almost 4 weeks with 80.78% response rate. The total 
overview can be seen in Table 5 in appendix. 

Results supported the H1, H2, illustrated by Equation4, 
and remain consistent with literature by eliciting positive 
relationship of PO fit & OCB [9,10,11] and PJ-fit & OCB 
[15,16,17,18]. With significant results and positive 
relationship of PO-fit and PJ fit with that of OCB it is 
clearly explained that with the increase in the 
organizational and job-fit, citizenship behaviours of 
individuals also elevate. But weak correlation of both 
variables illustrates weak influence on OCB. Moreover 
PJ-fit, though slightly, illustrate more influence on OCB 
than that of PO-fit which is consistent with the literature 
[16]. Both of the independent variables PO-fit and PJ-fit 
explains little of OCB which might be due to the nature of 
organizations under study. The large percentage of OCB 
among individual in these organizations might be 
influenced by many other factors which is not taken under 
the scope of this study. It is also another possibility that 
citizenshipbehaviours in such an these organizations are 
influenced by the recognition, pay and promotion policies, 
which is not taken under the scope of this study, rather 
that organization and job-fit.  

Results are disconfirmed for H3 due to the rejection of 
null hypothesis but significant results came. Positive 
relationship is been observed between DB and PO-fit ( see 
Equation5) but having high significance level illustrates 
the rise in DB with increase in PO-fit. This controversial 
result came inconsistent with literature. This result could 
explain by other psychological or social theories which are 
not taken under the scope of this study and should must 
explore in further studies. For H4 results again remain 
unsupported and inconsistent with the literature. 
Apparently it supported H4 by having negative relation 
between PJ fit and DB (see Equation5) but results remain 
insignificant leading towards a notion that though we cant 
reject our null hypothesis but neither can accpet it due to 
lack of enough evidence to support the stated hypothesis. 
Moreover PO-fit and PJ-fit explain negligibly of DB. This 
might be due to the fact that DB is very much influenced 
by other factor such as organizational politics, role 
ambiguity, work family or family work conflict which are 
not taken under the scope of study and should explore in 

future studies. Testing H5 also leads towards rejection of 
null hypothesis or we can say that results doesn’t support 
the stated null hypthesis. Empowerment will not serve as 
moderation between PO-fit and OCB but results supported 
H6 results in an argument that empowerment act as 
moderator between PJ-fit and OCB. In other words we can 
say that empowerment stenghthen the relationship of PJ-
fit and OCB. 

This study almost achieved its stated objectives by 
recognizing the relationship of organizational citizenship 
behaviour (OCB) and deviant behaviour (DB) with that of 
person-organization fit (PO-fit) and person-job fit (PJ-fit). 
Also the role of empowerment as moderating variable has 
also been explored in this study. The study contributed 
new course in management sciences, more specifically in 
human resource management, by opening up a debate on 
the significance of workplace behaviours in the 
organizational performance. The piece of information 
indicates that PO-fit and PJ-fit is positively correlated 
with OCB. With DB PO-fit and PJ-fit has disconfirmed 
and unsupported results respectively. Moreover 
empowerment can be moderator only between PJ-fit and 
OCB, not between PO-fit and OCB. The findings suggest 
that management must be focused on giving their 
employees proper working conditions and explore the 
ways so to enhance the organizational and job-fit among 
individuals. But in doing so they should focus a bit more 
on job-fit due to its greater influence on OCB than 
organizational-fit. The more an individual deemed to fit in 
with the job, the more he/she will develop psychological 
contract with their organization. Moreover managers must 
investigate and explore more antecedents of OCB to 
enhance such psychological contract and ultimately to 
enhance the organizational performance.  

Findings also give direction to the managers and 
researchers to study deviant behaviours of employees by 
exploring more factors other than PO-fit and PJ-fit due to 
their negligible influence on DB. But such behaviours 
should not be ignored because they might influence 
largely to organizational performance. Moreover 
managers must consider the concept of empowering 
employees to enhance the job-fit due to the reason that 
with rise in job-fit OCB also increases and this 
relationship is strengthen by empowering the employees. 

4.7.1. Limitations of the Study 

There are certain limitation of this study which should 
be kept in mind while general application. Following are 
those limitations:  
•  This sample size is not enough to generalize the 

application of study in service sector of Pakistan 
regarding the association of OCB and DB with that 
of PO-fit, PJ-fit and empowerment. 

•  The data collection method used in our study is very 
common i.e. questionnaire which ignore lots of other 
empirical evidence. There are also other methods 
which could have been utilized for this research 
study like group discussions/discussion forum etc.  

•  Due to financial and time constraint, detail study on 
the topic is unable to be conducted which might 
could give more generalize and accurate result. 
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Appendix 
Table 1. Reliability Statistics details 

 Cronbach's Alpha N of Items 
OCB .657 6 
DB .697 6 
POF .866 4 
PJF .772 4 

Empowerment .786 6 
Combine questions .874 26 

Model .706 6 

Table 2. Descriptive Statistics 
 Minimum Maximum Mean Variance 

OCB 1.17 5.00 4.0401 .326 
DB 1.00 5.00 1.6695 .337 
POF 1.07 5.00 3.5071 .923 
PJF 1.00 5.00 4.2011 .473 

Table 3. Correlations 
Variables Correlation 

OCB – POF .453** 
OCB – PJF .454** 

OCB – E.POF .497** 
OCB – E.PJF .547** 

DB – POF .200** 
DB – PJF .029 

**. Correlation is significant at the 0.01 level (2-tailed). 

Table 4. Regression Analysis 

Regression Adjusted R2 F Beta t 

POF, PJF – OCB .269 57.430 .301 
.304 

5.342* 
5.391* 

POF, PJF – DB .040 7.427 .247 
-.094 

3.819* 
-1.452 

MOD 
E.POF, E.PJF, 
POF, PJF – OCB 

.313 35.871 -.257 
.756 

-1.138 
3.710* 

* Significant at level 0.01 
** Significant at level 0.05 
***significant 1t level 0.10 
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Table 5. Hypothesis results 
Hypothesis Acceptance/Rejection Significance 
H1: Person-Organization fit (PO fit) is positively related to Organization citizen 
ship behaviour (OCB) Accepted significant* 

H2: Person-Job fit (PJ) is positively related to Organization citizen ship behaviour 
(OCB) Accepted significant* 

H3: Person-Organization fit (PO fit) is negatively related to Deviant behaviour 
(DB) Disconfirmed significant* 

H4: Person-Job fit (PJ) is negatively related to Deviant behaviour (DB) Unsupported not significant 
H5: Empowerment moderate the relationship b/w Person-Organization fit (PO fit) 
and Organizational citizenship behaviour (OCB) Rejected not significant 

H6: Empowerment moderate the relationship b/w Person-Organization fit (PJ fit) 
and Organizational citizenship behaviour (OCB) Accepted significant* 

* Significant at level 0.01 


