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Abstract: Using Structural Equation  variance  base  Modeling  based  on  90  statistically  independent
samples, this research identified personality traits Existing in Hamkaran System's staff then investigated the
relationships between those finding and Organizational citizenship behavior based on Big five personality
model. A survey is conducted by using questionnaires from the previous research. Validity and reliability tests
like Content Validity, Construct Validity, Discriminant Validity and compound reliability were used to evaluate
the questionnaire contents.. The result of the research showed that Extraversion, Agreeableness,
Conscientiousness, Emotional Stability and opening to experience are five personality traits were identified in
system group's staff also Extraversion and Agreeableness have a possible and significant effect on the
organizational citizenship behavior. But Conscientiousness, emotional stability and opening  to  experience
have no Significant effect on OCB. There fore to develop  organizational  citizenship  behavior  in  this
company, human resource team should recruit the employee that have personality traits like Extraversion and
Agreeableness or develop this traits as organizational culture among the organization. Structural model in this
research is: OCB=0.481*Extraversion + 0.362*Agreeableness
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INTRODUCTION programs and can significantly contribute to job

In today’s competitive world, organizations Personality is a concept constantly used by  individuals
constantly seek new methods to maximize employee in their daily life. According to Salvatore Maddi,
performance and efforts. Some believe that organization’s “Personality is a stable set of characteristics and
performance largely depends on employees’ effort tendencies that determine those commonalities and
beyond the predefined requirements of role. In addition, differences in the psychological behavior (thoughts,
to compete at global level, meeting customer demands and feeling and actions) of people that have continuity in time
needs and adapt to changing nature of jobs, organizations and that may not be easily understood as the sole result
tend to choose employees who act beyond the roles and of the social and biological pressures of the moment”. 
functions defined in job descriptions. Remarkable A usual question in this area is whether or not
organizational performance cannot be achieved through emergence of citizenship behavior is associated with
the efforts of ordinary and usual employees. Such a personality traits of individuals. 
behavior is known as Organizational Citizenship Behavior
(OCB). Based on most definitions, citizenship behavior Significance of the Study: Development of OCB in
includes altruism, conscientiousness, sportsmanship, employees improves their performance. The positive
civic culture and voluntary activities as well as avoiding relationship between these two variables has been
undesirable behaviors such as complaining, faultfinding confirmed by Organ and Batman [1] and Van Emmerick
and arguing with others. Many believe that these and Euwema [2]. Once personality traits with positive
behaviors are beyond the roles reflected in performance impact on development of OCB are identified, they can be
evaluation. They influence employees’ participation in used  in employing new employees whose characteristics

involvement, organizational commitment and self-esteem.
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match these traits. This increases the level of OCB in literature on connections between OCB and personality.
employees, thereby improving organizational and They reported only a positive significant relationship
individual performance as well as effectiveness. between OCB and agreeableness. Although this
Moreover, managers become familiar with effective relationship was limited to an average level and their
characteristics on OCB and can encourage such findings were not conclusive, however, their study drew
behaviors through making use of proper incentives. attentions toward this type of regulators [5].

Personality Models the Relationship between Openness to Experience and
Best Known Personality Traits Models Include: Myers- Organizational Citizenship Behavior, Elanine proposed
Briggs Type Indicator, Personality types A and B, that openness to experience is significantly related to
Personality traits based on the theory of interactive, The OCB in the presence of control and organizational justice
Big Five Personality traits, The Minnesota Multiphasic (r=0.41, p<0.01). 
Personality Inventory(MMPI), The Alport theory, In his 2009 study, A Prosocial Self-Concept
Personality model of Bern Reuter, Eysenk Theory. Approach to Understanding Organizational Citizenship

The present study applies the Big Five Model of Behavior. [6] Clifton Mayfield showed that social self-
Personality to investigate extroversion, agreeableness, concept is sufficiently related to OCB in students (r=0.16,
conscientiousness, emotional stability and openness. p<0.05), although the relationship was not significant for

The present study applies the Big Five Model of college students (r=0.12) [7].
Personality to investigate extroversion, agreeableness, Organ and Ryan (1995) found that despite of a
conscientiousness, emotional stability and openness. positive significant relationship between altruism and

Research Objectives: The primary goal of this study is to when  all  factors  (personality  dimensions)  are  taken
identify personality traits that are determinant in into account (r=0.04). The relationship is weak but
development of organizational citizenship behavior. significant.

In other words, we examine impacts of extroversion, Kanesky and Organ (1996) found positive significant
agreeableness, conscientiousness, emotional stability and connection between agreeableness and helpful civil
openness on development of organizational citizenship behaviors as well as between conscientiousness in
behavior. citizenship behavior and civil behavior. In this

Hypotheses: The following hypotheses are examined here: in their study that conscientiousness predicts 5% of

Employees’ extroversion leads to development of An important study regarded as a very valuable one
organizational citizen behavior. by OCB scholars is a study carried out in 2000 by
Employees’ agreeableness leads to development of Podsakoff et al. Through extensive review of OCB
organizational citizen behavior. research, they found that conscientiousness, receptivity
Employees’ conscientiousness leads to development and openness, among other personality traits, have the
of organizational citizen behavior. most sififnicat impacts on OCB. 
Employees’ affective stability leads to development In their 2001 analytical article, Organ and Ryan
of organizational citizen behavior. indicated a considerable link between OCB and
Employees’ openness to experience leads to personality traits (conscientiousness, receptivity and
development of organizational citizen behavior. extroversion). Others believe that the connection between

Literature Review: Seyed Morteza Azimzadeh stated that In  addition,  Mini Huei showed a positive
among the five major personality traits, openness and relationship  between OCB, collectivism and willingness
conscientiousness are positively and significantly related to trust [9].
to citizenship [3]. In her study on citizenship behavior, Hill [10], Moon [11] and van Emrik and Oyuma [2]
Roya Akhavan Sharif found positive significant found a negative significant link between OCB and
relationship between all big five factors and citizenship affective stability. 
behavior [4]. In Structural Correlation, Personality and OCB,

In 1995, Organ and Ryan carried out the first and the Cameo and Griffith [7] examined 128 psychology students
most extensive case study and reviewed available using Big Five Model and found a positive significant

In Control and Organizational Justice as Mediators of

conscience (r=0.22), the relationship will not be significant

connection, Hattrup, Ockanell, and Vingatt (1988) stated

variations in OCB. 

OCB and personality traits is unclear [8].
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relationship between OCB and openness (r=0.18). It,
however, predicted only 3% of variations in OCB. No
relationship was found between OCB and
conscientiousness (r=0.9). 

Another study examined the connection between
OCB, personality and the role of effective leadership and
found that extroversion and openness to experience
influenced OCB in teachers [2].

Doff investigated the line between organizational
atmosphere, personality and OCB to find that personality
factors (receptivity) are more influential than Fig. 1: Conceptual model
organizational atmosphere in predicting OCB. [12].
Another study by Tan and Tan stated that most scholars A research in the banking sector of Pakistan shows
believe in close connection between conscientiousness that leadership qualities and positive personality traits
and OCB and regard this factor as a major predictor of significantly enhance organizational citizenship behavior
such behaviors [13]. [16].

Borman and Motowidlo showed OCB is largely
predicted by personality and attitudinal factors more than Methodology
it can be predicted by motivational factors, although Type of Study: With respect to its objectives, the present
experimental evidences do not largely support this idea study is an applied research since its findings may be
[14]. applied in practice. The study is a correlational descriptive

Najari, Reza and Ahmadi, Freyedon tested research with respect to its nature and methodology. 
relationship between personality and organizational
citizenship behavior (OCB) in public organizations in Iran. Sampling: The statistical population consists of
The result of the research showed that all the five Hamkaran System company groups. Population size is
dimensions (i.e. Emotional Stability, Extraversion, 1000. Simple random sampling was used in this study and
Openness to Experience, conscientiousness and the sample size obtained through the formula was 90. 
Agreeableness) and personality itself have a possible and
significant effect on the organizational citizenship Finding
behavior [6]. Determining Validity and Reliability Through

Dan Chiaburu and In-Sue Oh found that Emotional Quantitative Methods: In structural equation modeling
Stability, Extraversion and Openness/Intellect have (SEM), we need to first examine construct validity to
incremental validity for citizenship over and above verify whether indicators used for measurements have
Conscientiousness and Agreeableness, 2 well- acceptable accuracy. Confirmatory factor analysis (CFA)
established FFM predictors of citizenship. In addition, was employed for this purpose. Factor loading (t) for each
FFM personality traits predict citizenship  over  and indicator with respect to its construct is above 1.96.
above job satisfaction. Finally, They compared the effect Factor loading explains the structure of relationships in
sizes obtained in the current meta-analysis with the identification and measurements for a dataset. 
comparable effect sizes predicting task performance from As seen in Table 1 in the appendix, the indicator q16
previous meta-analyses. As a result, They found that for the construct extroversion, q21 for agreeableness, as
Conscientiousness, Emotional Stability and Extraversion well as q22 and q27 are not significant in measurements
have similar magnitudes of rela- tionships with citizenship since their corresponding t-values are less than 1.96.
and task performance, whereas Openness and Thus, we ignore these indicators in our analysis.
Agreeableness have stronger relationships with Construct validity analysis carried out to examine
citizenship than with task performance. This lends some accuracy and significance of indicators in measurements
support to the idea that personality traits are (slightly) showed that the remaining indicators provide a proper
more important determinants of citizenship than of task factor structure to make measurements in the model used
performance. They conclude with proposed directions for here.
future research on the relationships between FFM In addition to construct validity used to determine
personality traits and specific forms of citizenship, based significance of indicators, discriminant validity in SEM is
on the current findings [15]. used to identify whether indicators for each construct
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provide a proper level of discrimination for measurements.
In order to achieve validity, this value must be greater
than 0.4. We first used mean and variance to determine
whether the Average Variance Extracted (AVE) was above
0.4. Table 2 in the appendix present the coefficients.

The second method to examine discriminant validity
is to use square roots of AVE which must be greater than
correlations between other factors with this construct.
Table 3 present the results. 

Finally, convergent validity is used to verify that the
remaining indicators have the highest level of correlation
with their respective constructs compared to other
constructs. Cross-loading was used for this purpose. To
do this, factor loading is determined for other constructs
in addition to the respective construct for the indicator of
interest. Maximum cross-loading must be achieved when
an indicator is loaded on its respective construct and the
values found for loading on other constructs must be
lower than this maximum value. Convergent validity was
confirmed here since maximum loading for each indicator
was obtained in connection with its corresponding
construct. If the first question is selected for the construct
X it may not be more significantly correlated with the
construct Y. convergent validity is used to control for
overlap.

Furthermore, to identify reliability, we used
Cronbach’s alpha and combined reliability. Reliability
shows that respondents to the same study had similar
understanding of questions. In SEM methodology,
combined reliability coefficient is used together with
Cronbach’s alpha. Coefficients above 0.6 indicate
acceptable reliability for a construct. The critical value
(0.6) was obtained by statisticians as squared sum of
loading factors for indicators divided by sum of squared
factors plus sum of loadings for measurement error. The
critical value for Cronbach’s alpha is 0.7. The values are
relative and the minimum values are used to create a
uniform approach to identification of reliability of
questions. Table 4 shows the results. 

Structural Model (Hypothesis Testing): SEM was used to
test the five hypotheses. The results are presented in the
following section. Based on linear and nonlinear relations
between dependent and independent constructs, the
coefficients obtained through the analysis can be
employed to examine significance of relationships
between the constructs. Standardized beta, also known as
regression coefficient or path coefficient, was utilized for
path analysis. Significance of the coefficients for
hypothesis testing is determined based on t-values. If it
lies in the range 1.64 to 1.96, the coefficient is  significant

Table 1: Factor loading (t) for each indicator with respect to its construct

Standardized

Construct path coefficient P level Explained variance/R* 2

Extroversion 0.362 0.006 0.548

Agreeableness 0.481 0.000

Conscientiousness 0.18 0.098

Affective stability -0.074 0.377

Openness -0.143 0.184

t-values are greater than 1.96  * 

indicating a significant relationship between dependent
and independent variables at 5% error level. If t is larger
than 1.95, then the relationship is significant at 1%. For t-
values smaller than 1.64 (p-level) the null hypothesis is
confirmed, indicating no significant effect. Explained
variation (that varies from 0 to 1) shows those variations
in independent variable which can be predicted by
dependent variable. 

H1: Extroversion has direct effect on OCB. As seen in the
table, extroversion has significant effect on OCB and
therefore H0 is rejected. Since the significance level is
smaller than 0.05 extroversion leads to development of
OCB.

H2: Agreeableness has direct effect on OCB. As seen in
the table, agreeableness has significant effect on OCB and
therefore H0 is rejected. Since the significance level is
smaller than 0.05 extroversion leads to development of
OCB. In other word, for the sample observed in this study,
agreeableness predicts development of OCB. In general,
hypothesis testing indicates that agreeableness is the
most determinant factor in predicting OCB; that is,
development of agreeableness results in development of
OCB.

H3: Conscientiousness has direct effect on OCB. As seen
in the table, conscientiousness has no significant effect
on OCB since the significance level is above 0.05.
Therefore H0 is confirmed indicating that effect of
conscientiousness on OCB is not statistically significant.
Given the significance level of 0.09, one can say that
conscientiousness weakly influences OCB; however, the
path coefficient 0.180 is not considerable. In other words,
conscientiousness does not considerably influence
development of OCB. 

H4: Affective stability has direct effect on OCB. As seen
in  the  table,  affective  stability  has  no  significant effect
on   OCB   since   the   significance   level   is   above  0.05.
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Fig. 2: Final model fitted to investigate causal relations

Table 2: Examination of Average Variance Extracted
Index Value Significance level  Result
ARS 0.548 0.000 Significant; therefore both linear and nonlinear relationships 

are present in the model and have been properly identified.
APC 0.161 0.087 Not significant; multicollinearity was controlled
AVFI 3.910 --- Less than 5; multicollinearity was controlled*

Good if < 5 *

Therefore H0 is confirmed indicating that effect of CONCLUSION
affective stability on OCB is not statistically significant.
Thus, the path coefficient is not significant. In other A significant relationship was found between OCB
words, affective stability does not considerably influence and extroversion in employees of Hamkaran System. This
development of OCB. is in contrast with the findings of Moon [11] but in line

H5: Openness has direct effect on OCB. As seen in the and Doff [12] who reported a positive relationship
table, openness has no significant effect on OCB since between extroversion and OCB while Neuman and Kickul
the  significance level  is  above  0.05.  Therefore   H0   is [18] found a negative relationship between these two
confirmed indicating that effect of affective stability on variables.
OCB is not statistically significant. Thus, the path Receptivity is another personal trait examined in this
coefficient is not significant. In other words, affective study. Out findings suggest a positive significant
stability does not considerably influence development of relationship between agreeableness/receptivity and OCB.
OCB and cannot effectively predict OCB. This is not consistent with the findings of Barrick et al.

Finally, in order to show the validity of our findings, [17] and Moon [11] who found no positive significant
we used PLS-based fitness indices for SEM. Average relationship with OCB. However, our findings are in line
variance inflation factor (AVIF) and average path with many other previous studies including Moorman
coefficient (APC) obtained here indicate that [19], Kanesky and Organ [1] Neuman and Kickul [18],
multicollinearity has been properly controlled for in our Cameo and Griffith [7], van Emrik and Oyuma [2] and Doff
model. Model accuracy in predicting OCB is largely [12], all reporting a positive significant relationship
reliable and each independent construct describes a between OCB and receptivity. Some of these studies, like
unique portion of variations in the dependent variable. Moorman [19], Neuman and Kickul [18] and Doff [12]
Moreover, average R square (ARC) shows that linear and suggest that receptivity is a good predictor of OCB as
nonlinear relations between variables were properly indicated by our findings while others reported that
identified. The highest coefficient was used to test the receptivity is significantly related to OCB without being
hypotheses because of its significant value. These values capable of predicting any type of OCB [7].
are presented in the following section. Our findings also indicated that conscientiousness

Using the data on model fitness, a structural model has no significant effect on OCB at 5%. However, at 9%,
can be proposed for OCB: a weak effect of conscientiousness on OCB was observed

OCB = 0.481 x agreeableness + 0.362 x extroversion [17], Kanesky and Organ [1], Newman and Kickul [18] and

with Organ and Kanesky [1], Barrick et al. [17], Hill [10]

(path coefficient = 0.18). Studies such as Barrick et al.
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Tan and Tan [13] reported a proper relationship between Impacts of other personality traits (e.g. control
the two variables. Cameo and Griffith found no
relationship between conscientiousness and OCB [7].
Furthermore, Moon [11] reported a negative relationship
between conscientiousness and OCB probably due to
conditions not controlled for in this study. These
conditions perhaps weakened the impacts of personality.

Affective stability has no significant effect on OCB
in Hamkaran System employees. This is in line with
Barrick et al [17] who reported no significant relationship
between the two variables. Hill [10], Moon [11] and van
Emrik and Oyuma [2] found a negative relationship
between OCB and emotional stability that lies on the other
end of the spectrum. 

The last personality trait whose relationship with
OCB was examined here is openness to experience which
has no significant effect on OCB in Hamkaran System
employees. This is in contrast with Hill [10] and Doff [12]
who reported a positive relationship between OCB and
openness. On the other hand, Organ [1] and Borman et al.
[14] found no significant relationship between the two
variables.

Suggestions
Practical Suggestions:

Employers can be provided with questions on
extroversion and agreeableness to use them in
interviews with potential employees and to measure
their extroversion and agreeableness. 
Interpersonal and intergroup conflict control
approaches should be offered to managers who can
apply them to manage problems and avoid conflicts.
This can improve interpersonal agreeableness. 
Through the search and hiring process, the two
features mentioned above can be considered as
requirements for hiring. Initial trainings can also
emphasis the importance of these traits. 
To make managers aware of the value and importance
of these behaviors and to develop, establish and
maintain them, managers and employees can meet to
discuss the findings of the present study. 
In assembling workgroups, it is better to use
extrovert and agreeable employees to improve OCB
in the group and eventually, at organizational level.

Suggestions for Future Research:

Similar research should rely on more powerful tools
with improved reliability and validity. 

center, self-concept, self-esteem, etc) on OCB should
be examined by future studies. 
Other types of questionnaires, such as MMPI or
Cattell’s Personality Questionnaire, can be employed
in future research. 
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Appendix

Table 1: Impact of independent constructs on OCB
Construct Indicator Factor loading P level Result
Organizational Citizenship Q1 920/0 001/0>P Fitness
Behavior Q2 924/0 001/0>P Fitness

Q3 878/0 001/0>P Fitness
Q4 814/0 001/0>P Fitness
Q5 721/0 001/0>P Fitness
Q6 879/0 001/0>P Fitness
Q7 936/0 001/0>P Fitness
Q8 839/0 001/0>P Fitness
Q9 731/0 001/0>P Fitness
Q10 611/0 001/0>P Fitness

Extroversion Q11 775/0 001/0>P Fitness
Q12 247/0 001/0>P Fitness
Q13 557/0 001/0>P Fitness
Q14 755/0 001/0>P Fitness
Q15 704/0 001/0>P Fitness
Q16 Ignore 245/0 Ignore

Agreeableness Q17 745/0 001/0>P Fitness
Q18 929/0 001/0>P Fitness
Q19 825/0 001/0>P Fitness
Q20 789/0 001/0>P Fitness
Q21 Ignore 321/0 Ignore

Conscientiousness Q22 Ignore 451/0 Ignore
Q23 588/0 001/0>P Fitness
Q24 854/0 001/0>P Fitness
Q25 716/0 001/0>P Fitness
Q26 737/0 001/0>P Fitness
Q27 Ignore 680/0 Ignore
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Table 1: Continued
Construct Indicator Factor loading P level Result
Affective stability Q28 808/0 001/0>P Fitness

Q29 896/0 001/0>P Fitness
Q30 806/0 001/0>P Fitness
Q31 755/0 001/0>P Fitness
Q32 793/0 001/0>P Fitness
Q33 646/0 001/0>P Fitness

Openness Q34 715/0 001/0>P Fitness
Q35 853/0 001/0>P Fitness
Q36 996/0 001/0>P Fitness
Q37 772/0 001/0>P Fitness
Q38 883/0 001/0>P Fitness

Table 2: multicollinearity indices and nonlinear estimations 
Construct Average Variance Extracted (AVE) Acceptable Level
Organizational Citizenship Behavior 421/0 Apr-00
Extroversion 746/0 Apr-00
Agreeableness 714/0 Apr-00
Conscientiousness 859/0 Apr-00
Affective stability 624/0 Apr-00
Openness 696/0 Apr-00

Table 2: multicollinearity indices and nonlinear estimations 
Depend F1 F2 F3 F4 F5

Organizational Citizenship Behavior(Depend) 649/0 561/0 584/0 505/0 593/0 570/0
Extroversion(H1) 561/0 864/0 687/0 737/0 696/0 696/0
Agreeableness(H2) 584/0 687/0 845/0 707/0 760/0 640/0
Conscientiousness(H3) 505/0 737/0 707/0 927/0 698/0 697/0
Affective stability(H4) 593/0 696/0 760/0 698/0 790/0 675/0
Openness(H5) 570/0 696/0 640/0 697/0 675/0 834/0

Table 4: Examination of constructs by using of Cronbach's alpha and combined reliability
Construct CR Acceptable Level Cronbach’s alpha Acceptable Level Result
Organizational Citizenship Behavior 870/0 Jun-00 843/0 Jul-00 acceptable reliability for a construct
Extroversion 936/0 Jun-00 915/0 Jul-00 acceptable reliability for a construct
Agreeableness 907/0 Jun-00 858/0 Jul-00 acceptable reliability for a construct
Conscientiousness 960/0 Jun-00 945/0 Jul-00 acceptable reliability for a construct
Affective stability 909/0 Jun-00 879/0 Jul-00 acceptable reliability for a construct
Openness 919/0 Jun-00 889/0 Jul-00 acceptable reliability for a construct


