
Ijems            Ideal Journal of Economics and Management Sciences  2(3) 84-92          Ijems 

© Ideal True Scholar (2016) (ISSN: 2067-7721) 

http://ijeps.truescholar.org 

84 

 

DETERMINANTS OF SUPERIOR- SUBORDINATE RELATIONSHIP IN LISTED 

DISTRIBUTION COMPANIES IN GHANA 
 

Michael Yeboah 
 Department of Accountancy Kumasi Polytechnic – Ghana 

PhD Student University of Pecs, Hungary 
__________________________________________________________________________________________ 

ABSTRACT 
The study investigated into determinants of superior-subordinate relationship in Unilever (Ghana) Limited and 

Fan Milk (Ghana) Limited across the ten regional capitals in Ghana.This study is releant in that it brings to bear 

relative impact of job characteristic factors combined with superior and subordinate personality trait factors. No 

current study have considered these three factors together in one study; hence the relevance of this study, 

especially in Ghana. The independent variables were big five superior’ personality traits, job characteristics and 

subordinate characteristics. Structured questionnaire was administered to 318 permanent staffs through e-mail. 

SPSS (version 16.0) was used for analysis and the questionnaire was reliable and multicollinearity problem was 

absent. The study found conscientiousness, extraversion and agreeableness traits to havehad significant impact 

on the superior-subordinate relationship, but the other traits had no significant impact. Among the job 

characteristics, task variety and dealing with superior significantly improved superior-subordinate relationship 

and the remaining had no significant impact. Subordinate’s need for achievement had significant positive impact 

but his need for autonomy had significant negative impact on superior-subordinate relationship. The study 

recommends encouragement of superiors to exhibit conscientious, extravert and agreeable character at 

workplaces and smaller teams encouraged with assigned task to achieve. 

                     © Ideal True Scholar 
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__________________________________________________________________________________ 

INTRODUCTION 

In the increasing competition in monopolistic 

competitive market, organizations are increasingly 

relying on management to effect positive changes 

which would make them have competitive 

advantages over others. The management cannot 

alone bring about the required change and they need 

the support of their subordinates. This requires 

positive management –subordinates relationships. 

Recorded in the Leader-Member Exchange Theory, 

leaders develop an exchange with their subordinates 

and the quality of the exchange influences 

subordinates responsibility and performance in an 

organization. This exchange (relationship) starts as 

soon as a person joins an organization (Deluga 1998). 

Deluga (1998) outlined three stages of building 

management –subordinates relationship as role –

taking, (where management assess the abilities and 

talents of a staff); role-making, (where management 

and subordinates engage in informal negotiations 

whereby a role is created for the subordinate and the 

unspoken promise of benefit and power in return for 

dedication and loyalty takes place and routinization 

indicates an established on-going social exchange 

between management and subordinates.  

 

The management -subordinates relations cover key 

areas of employment relationship, collective 

bargaining, performance and reward management 

and also employee involvement which help to 

determine the nature of organizational commitment 

and performance. In the view of Beardwell and 

Claydon (2007), employee’s relation involves the 

roles and laws or regulations which establish the 

rights and responsibilities of both management and 

subordinates. Performance and rewards deals with 

individualised payment for work related pay and 

performance administration. Marchington and 

Wilkinson (2005) emphasised that employee 

involvement is a form of management-employee 

relations that allows employees to be part of  the 

decisions making body of the company; employees 

can influence decisions that are normally meant for 

management. 

 

Beardwell and Clayton (2007) noted that these 

relationships between management and subordinates 

determine behaviour in terms of communication, 

motivation, and commitment to organizational set 

objectives. Management –subordinates relationships 

in an organization effect the overall performance of 

the organization (Valerius1998). Volk and Lucas 

(1991) indicated that leadership style is one of the 

predictors of employee’s retention and accounts for 

32% of variance in employees’ turnover. Kleinman 

(2004) confirmed that leadership style is important 

factor in employee job satisfaction and retention and 

it is seen as important factor in organizational 

performance. 
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From Path-goal theory and Leader-Member 

Exchange theory, management- subordinate 

relationship is influenced by subordinates attitude, 

abilities and motive and behaviour of management 

staff. Eagly and Johnson (1990) has further classified 

these variables as environmental factors, subordinates 

characteristics, demographic characteristics and 

personality factor. The environmental factors include 

task structure (House and Dessler1974); task 

ambiguity (House 1996) and stress matters (Ellison 

1998).Subordinates characteristics comprise of need 

for autonomy, need for achievement (Feldman 1999), 

locus of control (Daft 2006) and abilities whiles 

demographic characteristics are made up of gender, 

age and educational level (Williams and O'Reilly 

1998). Kee and Knox (1970) established that, trust 

and suspicion as personality traits play a vital role in 

the stability or instability of human relationships 

which is relevant to leader-member relationship too. 

A supervisor’s trust of his or her subordinates may 

reflect the supervisor’s knowledge that these 

subordinates competency, reliability, and responsible 

in delivering their assignments (Butler 1991).  

 

Despite the intensive empirical studies on 

determinants of management-subordinates 

relationship, many companies, particularly listed 

distribution companies in Ghana have been 

experiencing a number of management –subordinate 

conflict. It is perceived that some employees do not 

want to continue work with current management of 

some listed distribution companies in Ghana. The 

major problem has to do with unhealthy 

management-subordinate relationship. This problem 

has adversely influenced the employee's 

performance, work productivity and the business 

environment, making the companies losing their 

market shares (House, 1996). This study therefore 

identifies the relative importance of the factors 

influencing management-subordinate relationship in 

the listed distribution companies in Ghana. The study 

aims to bring to bear the relative importance of all 

key determinants of management-subordinates 

relationship in listed distribution companies in 

Ghana. This would help the board and shareholders 

of these companies to address the current 

management–subordinate relationship challenges, 

since the best way to address a problem is to know 

the factors that caused the problem.  

 

Statement of the Problem  

Though many empirical studies have been done on 

determinants of superior-subordinate relationship, 

less attention has been given to Ghana and there is 

thus a growing uncertainty as to what factors 

determine superior-subordinate relationship in 

Ghana. More importantly, all the studies reviewed 

considered some of the factors; job characteristics or 

personality factors but did not combine  all the key 

factors. This study estimates the impact all the key 

factors (job characteristics factors, superior’s 

personality factors and subordinate characteristics) on  

superior-subordinate relationship in listed firms in 

Ghana 

 

Significance and Scope of the Study  

This research is designed to fill in the gap of studies 

on determinants of superior-subordinates relationship 

in Ghana. it would help employers and/or mangers to 

understand what influence their relationship with 

subordinates since this is essential for them to gain 

subordinates’ supports for achieved organizational 

goals. Superiors would understand that their 

relationship with subordinates is not influenced by 

just compensation or remuneration but also other 

equally important factors that they might have eluded 

them in many years. This study would make it clear 

to both superior and subordinates what actually 

influence their relationship; thus paving way for 

health superior-subordinates relationship in listed 

firms in Ghana.  

 

The study covered  respondents who were permanent 

staffs from Uniliver (Ghana) Limited and Fan 

(Ghana) Limited and focused on superior-

subordinates relationship. The superior-subordinate 

relationship in this study was delimited to employee 

involvement. The factors of interest to this study 

were job characteristics factors, superior 

characteristics factors and subordinate characteristics 

factors.  

 

The study progresses as follows: literature review, 

methods, results and discussion, conclusions and 

recommendations, research limitations and 

suggestions for future research.  

 

LITERATURE REVIEW 
Superior-subordinate can be explained as the 

perception made by subordinates about the 

information being shared and the support being 

provided by the superior (Cammannet.al.1979). The 

relationship is influenced by job characteristics, 

superior’s personality and characteristics of 

subordinates. A study by Abugre (2011) on the topic 

“Perceived satisfaction in sustained outcomes of 

organization’s employees” in Ghanaian, found 

interpersonal communication to be significant factor 

in superior- subordinate relationship. This establishes 

and opens up communication line, for the employees 

closeness (page, 41). In a related study by Kuada 

(1994) in Ghana and Kenya revealed that African 

managers do not exhibit transformational managerial 

style where subordinates are supported to develop 

themselves to enhance organizational performance. 

They rather support only their favorites to the 

disadvantage of other subordinate and he referred to 

them as “autocratic-benevolence”. The support given 

to their favorites, According to Kuada (1994) include 

sending them to attend oversea training programme, 
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advancing their promotion and approving their loan 

applications. He emphasized that it is reciprocity of 

support that establishes and sustains superior-

subordinate relationship in African business 

organizations.  

 

Job characteristics theory provides asset of 

implementing principle to enrich jobs in 

organizational setting (Hackman and Oldham 2005). 

The job characteristics factors include autonomy, 

skills variety, task significance, task identity and 

feedback and these affect superior- subordinate 

relationship (Hackman and Oldham 1975). Hackman 

and Oldham (1975) explained that skill variety is the 

degree to which job requires various activities, 

demanding employees to have variety of skills and 

talent whiles task identity is the degree to which job 

requires an employee to complete a specific work 

with visible outcome. Task significance is the degree 

to which job impacts on employee’s livelihood, 

whiles the degree to which job gives an employee 

freedom, independence and right to take to decision 

on his own is classified as autonomy and feedback is 

the degree to which employees have knowledge of 

result (Hackman and Oldham 1975). Willingness on 

the part of the employees to accept delegation and 

relate well with superiors depend on several factors, 

including characteristics of job (Schriesheim et al. 

1998; Hackman and Oldham 1975). The extent to 

which task is specified, whether task is simplified or 

not determine the relationship (House and Dessler 

2012). Nissa (2003) emphasized that employee’s 

uncertainty about his work role, his relationship with 

co-workers, directives and policies makes him act in 

a manner that to not foster positive relationship at 

work place. Feldman (1999) added that subordinate 

who desire to be independent and to have self-control 

will unlikely have unhealthy relationship with his 

superior.  

 

According to modern management theories, those 

who follow a leader do not develop spontaneously, 

but are won over by the leader’s endeavors and 

charisma. Superior’ personality has been known as 

Big Five and they comprise; extraversion, 

agreeableness,  conscientiousness, open to experience 

and neuroticism. Barrick and Mount (1991) noted 

that superior who is conscientious is careful, 

thorough, responsible, organized, playful, 

hardworking, achievement-oriented and persevering 

while’s extraverts are sociable, talkative and active. 

An agreeable superior is courteous, can be trusted, 

good natured, cooperates, easily forgives, soft-

heartedly and tolerant whiles neurotics are anxious, 

depressed, angry, emotional and insecure. A study by 

Liu and Wang (2002) concluded that superior with 

sense of responsibility have good relationship with 

their subordinates. The study by Jennifer and Zhou 

(2001) established that in a developing business 

environment, extraversion could stimulate creative 

behaviors which would foster positive relationship 

with subordinates.  

 

Trust has been extensively studied to influence 

management-subordinate relationship (Kee and Knox 

1969). A supervisor’s trust in subordinate smake him 

or her certain that these subordinates exercise 

competency, reliability, and responsiveness in 

delivering their assignments (Butler 1991). This has 

been confirmed by Ouchi (1981) that trust among 

individuals justify expectations of consistency or 

reliable behaviour and Schindler and Thomas (1993) 

emphasized that trust is basically evaluating ones 

level of integrity, competency, commitment, 

consistency, and openness despite the relationship 

between oneself and a supervisor, a subordinate, or a 

peer. Supervisors who trust their subordinates have a 

good relationship with them and are able to spend 

more time on their development and sharing 

information with them (Gomez and Rosen 2001). 

 

A similar study in Ghana by Gyimah (2013) 

established trust to be the most important factor in 

Principal-teacher relationship in model schools in 

Ghana. The study further found age as significant 

factor in Principal-teacher relationship.  Gyimah 

(2013) explained that teachers give credence to the 

elderly and he or she is accorded the needed respect, 

irrespective of his or her qualification. According to 

Gyimah (2013), this kind of relationship is seen as 

Father-son relationship and most common in 

Ghanaian organizational environment.  

 

Though many empirical studies have been done on 

determinants of superior-subordinate relationship, 

less attention has been given to Ghana and there is 

thus a growing uncertainty as to what factors 

significantly determine superior-subordinate 

relationship in Ghana. More importantly, all the 

studies reviewed considered some of the factors; job 

characteristics or personality factors but did not 

include all the key factors. This study includes all the 

key factors (job characteristics factors, superior’s 

personality factors and subordinate characteristics) to 

determine their significant impact on superior-

subordinate relationship.  

 

From the above literature review, the determinants 

considered were job characteristics (skill variety, 

feedback, task identity, and interacting with 

superior), superior personality (agreeableness, 

conscientiousness, extraversion, neuroticism and 

open to experience) and subordinate characteristics 

(need for achievement and need for autonomy) and 

on the basis of these, the following hypotheses were 

tested.  

1. H1: Job characteristics significantly 

influence superior –subordinate relationship 

in listed distribution companies in Ghana. 

2. H1: Superior’s personalities significantly 
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influence superior–subordinate relationship 

in listed distribution companies in Ghana. 

3. H1: Subordinate’s characteristics 

significantly influence superior –subordinate 

relationship in listed distribution companies 

in Ghana. 

 

METHODS 

The study adopted quantitative research design to 

determine the relative impact of the determinants on 

superior-subordinate relationship. The study selected 

permanent staffs of Unilever (Ghana) limited and Fan 

Milk (Ghana) Limited across the ten regional 

capitals, namely, Kumasi, Accra, Takoradi, Cape 

Coast, Sunyani, Ho, Wa, Bolegatanga, Tamale and 

Koforidua. The total permanent staffs of Unilever 

(Ghana) Limited and Fan Milk (Ghana) Limited were 

920 and 625respectively (The Human Resource 

Section of the companies 2015). Lists of permanent 

staffs were obtained from Human Resource 

Department of each company and the lists contained 

information on contact addresses of the staffs which 

aided access to them through systematic random 

sampling.  

 

The study adopted Gomez and Jones (2010) as in 

equation 1 to calculate the sample size. In all, 318 

permanent staffs were selected from the two 

companies.  On the basis of proportional 

representation, 189 permanent staffs and 129 

permanent staffs from Unilever (Ghana) Limited and 

Fan Milk (Ghana) Limited respectively was used. 

                                                                1 

Where   n = Sample size,  

N = Population of households for all communities   

e = Level of precision (95%) 

 

Data Collection Instrument 

In other to collect data, questionnaire was 

administered to the permanent staffs of the selected 

companies.  The questionnaires got to respondents of 

both companies through an electronic mail. Views of 

management and staffs of both Unilever (Ghana) 

Limited and Fan Milk (Ghana) Limited were 

considered before the questionnaire administration 

and this was in line with views expressed by Gray 

and Laidlaw (2004) that researchers are to explain the 

purpose of the interview, who the information is for, 

how information is handled, why the information was 

collected and how it will be useful to the participants.  

 

The questionnaire has two main sections, namely 

superior-subordinate relationship section and 

determinants section. Superior-subordinate 

relationship has 7-items scale measured from 

strongly disagree (1) to strongly agree (5).  NEO-PI 

was employed to measure personality (Costa and 

McCrae 1992). NEO-PI has a twenty- five (25) items 

measure of personal characteristics with five (5) 

items scale. Responses are based on a five (5) point 

rating scales  ranging from I strongly disagree to 

Istrongly agree. Sims, Szilagyi and Keller’s (1976), 

measured Job characteristics inventory and Job 

characteristics are grouped into six, namely; skills 

variety, autonomy, task identify, feedback, dealing 

with others and friendship opportunity (Sims et al. 

1976). The study dropped autonomy since 

subordinate characteristics has one factor (need for 

autonomy) which is similar to it. The job 

characteristics has 20-items and their responses was 

based on a 5-point rating scale from I strongly 

disagree (rank 1) to I strongly agree (rank 5). 

Subordinate characteristics have 10-items with 

responses ranking from strongly disagree (1) to I 

strongly agree (5). 

 

Data Analysis 

The data were analyzed with SPSS (version 16.0) and 

reliability as well as multi correlinearity tests were 

performed. Mean and Standard Deviation of the 

responses were computed to measure the extent of 

agreement and disagreement. High mean score (3.50-

5.00) indicates agreement whilst low mean score 

(1.00-3.49) indicates disagreement. Independent-

Samples test was used to compare perceptions of 

male and female respondents on all the variables 

selected. Pearson’s Correlation Coefficient was 

preferably used to test the significance of correlation 

among the variables. To determine the relative 

impact of independent variables on dependent 

variables, a Multiple linear regressions were 

estimated. 

 

Model Specification  
This study estimated model on the basis of Baltagi 

(1995). The model is as follows:  

 Y =  (Baltagi, 1995). The derived 

model is as follows (see equation 2): 

SSR= β0+β1PEX+β2PAC+ β3PCOS +β4PNEU + 

β5POE + β6SUBNACH +β7SUBNAUT + β8SV+ β9TI 

+ β10FB 

+β11DWS+ε…………………………………………

….Equation 2 

Where 

SSR= Superior-subordinate relationship 

PEX Extraversion  

PAC= Agreeableness 

PCOS=Conscientiousness 

PNEU= Neuroticism  

POE= Openness to experience  

SUBNACH= Subordinate need for achievement  

SUBNAUT= Subordinate need for autonomy  

SV= Subordinate job characterized with skills variety  

TI= Subordinate job characterized with task identify  

FB=Constant feedback on subordinate performance  

DWS= Subordinate job characterized with dealing 

with subordinate. 
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RESULTS AND DISCUSSION  

Cronbach’s Alpha (α) and Variance Inflation Factor 

tests were performed to assess the reliability of the 

research instrument (see Table 1) and 

multicollinearity problem (see Table 2) respectively.  

 

Table 1: Reliability (Cronbach’s Alpha) of the 

Instrument  
Main Factors  Number of 

Items  

α- value  

Superior-subordinate 
relationship  

7 0.819 

Superior’s Personality  25 0.824 

Job Characteristics  20 0.896 

Subordinate Characteristics  10 0.783 

Source: Field Data (2016) 

 

Table 1 shows reliability test result and each variable 

was reliable since Cronbach’s Alpha for each was 

more than 0.5 (I.e. α˃0.5). The number of items and 

Cronach’s Alpha of variables considered were 

superior- subordinate relationship (7 items; α=0.819), 

superior’ personality (25 items; α=0.824), job 

characteristics (20 items; α=0.896) and subordinate 

characteristics (10 items; α=0.783). 

 

The collinearity diagnostics in Table 2 shows that 

VIF for the independent variables were less than 3 

with tolerance level above 0.4 and this indicates that 

multicollinearity does not exist among the established 

independent variables in the study. 

 

Table 2: Collinarity Statistics  
Constructs Tolerance level  VIF 

PEX 0.876 1.141 

PAC 0.903 1.108 

PCOS 0.669 1.493 

PNEU 0.895 1.117 

POE 0.846 1.182 

SUBNACH 0.740 1.351 

SUBNAUT 0.509 1.965 

SV 0.505 1.980 

TI 0.941 1.063 

FB 0.972 1.028 

DWS 0.937 1.068 

Source: Field Data (2016): The variables are as 

already defined Descriptive Statistics  

 

The perceptions of respondents on superior-

subordinate relation, superior personality, job 

characteristics and subordinate characteristics are 

given in Table 3. Independent-Samples test was used 

to test for significant differences in the perceptions of 

male respondents and female respondents with 

regards to these variables. 

 

 

Table 3: Differences in Perceptions of Male and Female Staffs 
Variables  Males 

Mean 

(Std. Dev.) 

Females  

Mean  

(Std. Dev) 

Total  

Mean (Std. 

Dev) 

p-value  

Superior-subordinate relationship  3.8281 

(0.69902) 

3.8492 

(0.69360) 

3.8365 

(0.69586) 

0.792 

Superior’s conscientiousness  3.1632 

(0.83272) 

3.1693 

(0.77945) 

3.1656 

(0.81079) 

0.948 

Superior’s extraversion  3.6840 

(1.19614) 

3.6878 

(1.24418) 

3.6855 

(1.21346) 

0.978 

Superior’s agreeableness  3.6233 

(0.74721) 

3.6032 

(0.75626) 

3.6153 

(0.74968) 

0.816 

Superior’s openness to experience  3.5312 

(0.77868) 

3.7460 

(0.90276) 

3.6164 

(0.83530) 

0.025 

Superior’s neuroticism   3.2552 
(1.04479) 

3.4524 
(1.02456) 

3.3333 
(1.03970) 

0.097 

Subordinate need for achievement  3.2448 

(1.05504) 

3.2937 

(0.97853) 

3.2642 

(1.02412) 

0.678 

Subordinate need for autonomy  3.1146 
(0.84977) 

3.2063 
(0.88429) 

3.1509 
(0.86340) 

0.359 

Job characterized with skills variety  3.6940 

(0.74483) 

3.7262 

(0.74460) 

3.7068 

(0.743730 

0.707 

Job characterized with task identity  2.6750 
(0.77324) 

3.1032 
(0.73571) 

2.8447 
(0.74373) 

0.000 

Job characterized with receiving constant feedback 3.4531 

(0.81728) 

3.4524 

(0.82566) 

3.4528 

(0.81931) 

0.994 

Job characterized with dealing with superior   3.6198 
(0.83523) 

3.3095 
(0.814510 

3.4969 
(0.83967) 

0.001 

Source: Field Data (2016); Independent-Samples T test is significant at 5%: Standard Deviations are given in 

prentices  

 

Table 3 shows that superior-subordinate relationship 

was positive (Mean=3.8365; std.dev=0.81079), 

indicating that superiors provided needed supports to 

subordinates and shared needed information with 

their subordinates. From Table 3, superiors were 

perceived to be extravert (Mean=3.6855: 

std.dev=1.21346), agreeable (Mean=3.6153; 

std.dev=0.74968) and open (Mean=3.6164; 

std.dev=0.83530). Superiors were however perceived 

as not conscientious and neurotic (see Table 3).  

               

Subordinates jobs were characteristics with skills 

variety but not task identity, constantly receiving of 
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feedback, dealing directly with superiors. Table 3 

further shows that subordinates were not anxious for 

achievement and to exercise autonomy.  

 

Perceptions on superior as being open to experience 

(p=0.025), subordinate’s job as task identity (p<.001) 

and subordinate’s job dealing with superior (p=0.001) 

significantly differed between male and female 

respondents.  

 

Correlation Analysis  

Pearson’s Correlation coefficients of the variables are 

presented in Table 4. 

 

 

Table 4: Correlation Matrix Table  
 SSR PCOS PEX PAC SNACH SNAUT SV TI FB DWS POE PNEU 

SSR 1.00 .509** .271** .359** .604** .013 .139* .049 -.091 .210** -.043 .028 

PCOS  1.00 .201** .215** .472** .285** .288** .113* .009 .067 -.106 -.035 

PEX   1.00 .113* .231** -.010 .016 .104 -.060 -.047 .174** .040 

PAC    1.00 .185** .171** .205** .103 -.024 .011 -.082 .002 

SNACH     1.00 .069 .108 .053 -.062 .085 -.040 -.043 

SNAUT      1.00 .690** .031 -.014 -.083 -.040 -.005 

SV       1.00 .061 -.061 -.069 -.032 .007 

TI        1.00 .065 -.162 .022 -.019 

FB         1.00 -.076 -.073 -.019 

DWS          1.00 .025 .055 

POE           1.00 .315** 

PNEU            1.00 

Source: Field Data (2016); The variables are as already defined in the work  
**

Correlation is significant at level 0.01 (2-tailed) 
* 
Correlation is significant at level 0.05 (2-tailed) 

 

From Table 4, superior-subordinate relationship was 

significantly positively correlated to superior 

conscientiousness (R=.509), superior extraversion 

(R=.271), subordinate need for achievement 

(R=.604), subordinate’ job with skills variety 

(R=.139) and subordinate’s job dealing with superior 

(R=.210). This suggests that as superiors become 

more extravert and conscientious, superior-

subordinate relationships improve and as subordinate 

performs better, superior-subordinate relationships 

improve. Subordinate with variety of skills and report 

directly to superior, tends to have improved 

relationship with his or her superior. 

 

Multiple Linear Regressions 
The estimated multiple linear regressions results are 

shown in below.   

 

 

Table 4: Multiple Linear Regressions(MLR) 
Variables  Unstandardized Coefficient  Standardized 

Coefficient  

t  p-value 

Β Std. error Beta 

Constant  1.048 .311  3.366 .001 

PCOS .225 .041 .263 5.503 .000 

PEX .060 .024 .104 2.498 .013 

PAC .206 .038 .222 5.401 .000 

SNACH .273 .031 .402 8.863 .000 

SNAUT -.155 .044 .-192 -3.503 .001 

SV .104 .051 .111 2.022 .044 

TI -.003 .036 -003 -.084 .933 

FB -.036 .034 -.042 -1.073 .284 

DWS .121 .033 .146 3.620 .000 

POE -021 .035 -0.25 -.587 .558 

PNEU .031 .028 .047 1.133 .258 

Source: Field Data (2016): Significant at 0.05; N=318; Dependent Variable=SSR; Variables are as already 

defined in the work 

 

Table 4 shows that among the five superior 

personality dimensions, conscientiousness (β=.255; 

p<0.001), extraversions (β=.060; p=0.013) and 

agreeableness (β=.206; p<0.001) had significant 

positive impact on superior-subordinate relationship. 

The findings are consistent with some previous 

studies.  Agreeableness is when superior is sociable, 

gregarious, trusting, soft-hearted, tolerant and 

forgiving (Barrick and Mount 1991). The influence 

of trust in relationship is extensively studied and 

impacts on superior-subordinate relationship (Kee 

and Knox 1969). A supervisor’s trust for his or her 

subordinate may reflect the supervisor’s knowledge 

that subordinate is competent, reliable, and 

responsible in carrying out his assignments (Butler 

1991). This has been confirmed by Ouchi (1981) that 

trust between individuals involves expectations of 

consistent or reliable behaviour. According to 

Schindler and Thomas (1993) trust is based on an 

evaluation of integrity, competence, and commitment 

to one another, reliability, and openness despite 
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whether the relationship is between subordinates and 

their supervisors, or peers. Supervisors who trust 

their subordinates have a good relationship with them 

are able to spend more time developing themselves 

and neglect having to directly oversee their 

subordinates on a continuous basis (Gomez and 

Rosen 2001). Crouch and Yetton (1988) indicated 

that a subordinate who is trustworthy is more likely 

to be consulted for views and given additional 

responsibilities.   

 

Barrick and Mount (1991) noted that superior who is 

conscientious is careful, thorough, responsible, 

organized, playful, hardworking, achievement-

oriented and persevering; while responsibility could 

hinder creative behaviors whiles extraverts are 

sociable, talkative and active. A study by Liu and 

Wang (2002) concluded that superior with sense of 

responsibility have good relationship with their 

subordinates. The study by Jennifer and Zhou (2001) 

established that in a progressing business 

environment, extraversion could stimulate creative 

behaviours.  

 

Table 4 shows that subordinates need for 

achievement had significant positive impact on 

superior-subordinate relationship (β=0.273; p<0.001). 

This is because, distribution companies are task 

oriented and superior are given tasks to achieve, 

monthly. Superiors therefore develop good 

relationship with subordinates who perform better at 

work. However, subordinate desire to be autonomous 

had significant negative impact on superior-

subordinate relationship (β= -0.155; p=0.001).  This 

is consistent with findings by Fredman (1999) that 

subordinates desire to be independent and to have 

self-control determine undermines management-

subordinate relationship.  

 

Among the job characteristics factors, skills variety 

(β=0.104; p=0.044) and dealing directly with superior 

(β=0.121; p<0.001) had significant positive impact 

on superior-subordinate relationship. Subordinates 

who are multi-skilled and technical are mostly 

consulted more than other subordinates. Leana (1986) 

emphasized that superiors are less willing to consult 

if there is lack of confidence in the subordinate’s 

ability and if tasks are technically difficult to done by 

subordinates. Therefore task variety and 

subordinate’s ability act as important factors in 

superior-subordinate relationship and when they are 

absent the relationship will not be effective.   

 

CONCLUSIONS AND RECOMMENDATIONS 

The importance of superior-subordinate relationship 

to performance is of great importance to examine the 

factors that influence the relation. Many factors 

influence the relationship but this study focused on 

superior’ personality by adoption Big five model 

(extraversion, conscientiousness, neuroticism, open 

to experience and agreeableness), job characteristics 

(task identity, task variety, feedback, and dealing 

with superior) and finally subordinates’ 

characteristics (need for achievement and need for 

autonomy).   

 

The study indicates significant positive impact of 

conscientiousness, extraversions and agreeableness 

on superior-subordinate relationship whiles 

neuroticism and open to experience did not have 

significant impact on superior-subordinate 

relationship. Among the job characteristics, skills 

variety and dealing with superior had significant 

positive impact of superior-subordinate relationship. 

To conclude, subordinates interaction achievement 

may significantly improve superior-subordinate 

relationship but need for autonomy significantly 

undermine the relationship. 

 

The following recommendations are made to improve 

superior-subordinate relationship in service industry.  

1. Superiors of service industry should 

cultivate positive personality trait such as 

conscientiousness, agreeableness and 

extraversion to help them to initiate positive 

relationship with their subordinates.  

2. Job should be designed in such a way that 

each subordinate’s job is linked directly to 

superior’s job to create the opportunity for 

each subordinate to interact with his 

superior. In this way, the number of 

subordinates under each superior should not 

be too large to enable each subordinate to be 

closer to his superior. 

3. Recruitment in service industry should take 

into consideration skills and sense of 

achievement of applicants. Applicants with 

multi skills and sense of achievement should 

be given a priority in recruitment since this 

would promote jobs with task variety for 

enhanced superior-subordinate relationship.  

 

LIMITATION OF THE STUDY 

The study focused listed firm in Ghana but  was 

limited to two listed firms (Univer (Ghana) Limited 

and Fan Milk (Ghana) Limited) due to time and 

financial constraint.  Another limitation present in 

any primary collected data was applicable to this 

study. This has to do with reluctance to provide 

accurate data related to superior for fear of 

victimization. The researcher made several effort to 

assure them of strict confidentiality and anonymity 

but the possibility of some pretending can not 

entirely be ruled out.   

 

SUGGESTIONS FOR FUTURE RESEARCH  

Future researchers should consider the following: 

1. Similar study determinants of superior-

subordinate relationship in listed financial 

institutions in Ghana. 
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2. Comparative study of superior-subordinate 

relationship in service industry and 

manufacturing industry in Ghana. 
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