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Abstract 

The objectives and hypotheses evidence how the personality traits predict the 

organizational citizenship behavior dimensions. Method: The participants were a number 

of 28 master students from the Faculty of Psychology and Educational Sciences, University 

of Bucharest, age between 23 and 40 years old, employee in the HR departments, Romania.  

Instruments: The Hexaco-Pi-R personality inventory (Ashton & Lee, 2010) adapted on the 

Romanian population by Burtăverde (2015). The organizational Citizenship Behaviour 

(adapted by Tătaru, 2003 after Podsakoff, MacKenzie, Moorman & Fetter, 2000). The tools 

were applied with the keeping of anonymity and ethics in research. The results evidenced 

that sincerity predicts the civic involvement at workplace, liveliness predicts the personal 

development, prudence predicts the organizational loyalty, perfectionism predicts the 

organizational fair-play and sentimentality predicts the civic involvement at workplace.  

The assumptions of the present study have been partially confirmed. The hypotheses 

regarding the anxiety as predictor for the personal development and the social self-esteem 

predictor for the civic involvement were not confirmed. Taking in consideration that the 

group selected was small and with the HR specific, further studies should investigate the 

issued hypotheses on larger employee groups and specializations from the work field.  

 

Keywords: personality traits, Organizational Citizenship Behavior, fair-play, 

personal development.  

 

 

1. INTRODUCTION 

 

Chien (2004) conducted a study about improving the organizational 

citizenship behavior and developing a plan. The author underline that 

Organizational Citizenship Behavior is positively correlated with the characteristics 

of the individual (employee), unit and the organizational performance. In the study 
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the author is focused on highlighting the relationship between the Organization 

Citizenship Behavior and the organizational effectiveness. The results evidence 

that the Organizational Citizenship Behavior is related with the personality traits of 

the employee, with the work climate and the organizational culture.  

Organ (1988) cited by Chien (2003, page 4) explain the organizational 

Citizenship Behavior as the “good soldier syndrome” in the way of doing a better 

job and being above the formal requirements. Turnipsed (1996) was interested to 

analyse the relationship between the Organization Citizenship Behavior and the 

Organization Environment. The central point of the debate was also the “good 

soldier syndrome”. 

Basirudin at al (2016) were interested to investigate the Organizational 

Citizenship Behavior in Public Sector. They issued the research hypotheses 

focused on the relationship between the Job Satisfaction (Payment, Promotion, Co-

workers, Supervisors) and the Organizational Citizenship Behavior (Altruism, 

Courtesy, Civic virtue, Consciousness).  

Jahangir, Akbar & Haq (2004) analyses in their study the multiple definitions 

and dimensions of the Organizational Citizenship Behavior. In this way, the 

authors identified the antecedent of the Organizational Citizenship Behavior. The 

purpose of the literature review presented was focused in the way to improve the 

organizational performance starting from the employee’s interactions and actions. 

Mahdiuon, Ghahramani & Sharif (2010) conducted a study on a sample of 

213 expert staffs focused on the relationship between the personality traits and 

Organizational Citizenship Behavior dimensions. The authors applied the OCB 

instrument (Padsakoff et al, 1990) with the dimensions: Altruism, Civic Virtue, 

Sportsmanship, Consciousness and Courtesy. From the NOE Pi-R personality 

inventory (Costa & McCrae, 2003) the authors applied the dimensions: 

Extraversion, Agreeableness, Conscientiousness, Neuroticism, Openness. The 

results reveal statistically significant (p<0.05) that consciousness, agreeableness 

and openness, predict the Organizational Citizenship Behavior. 

Purba, Oostrom,  Born  & Van der Molen  (2016) investigated the mediator 

effect of affective commitment on the relationship between the variables OCB and 

personality traits in Indonesia. The Organizational Citizenship Behavior was 

calculated on two dimensions: Individual and Organizational. The authors assumed 

that the emotional stability and extraversion as personality traits are positive related 

with the OCB dimensions. Also, the hypotheses regarding the affective 

commitment positively related to OCB dimensions were tested.  The results 

confirmed the hypotheses.  

Majeed, Mufti & Nazir (2018) were interested to reveal the relationship 

between the OCB and the personality traits in organizations. The authors focused 

their presentation starting with the Organizational Citizenship Behavior (Organ, 

1988) with the dimensions: Altruism, Conscientiousness, Courtesy, Sportsmanship 

and Civic Virtue.  



Mihaela Chraif – Romanian Journal of Psychological Studies, Hyperion University 

 

36 

 

Oussama, Johari & Bhatti (2016) were interested in proposing a framework to 

evidence the mediating effect of OCB on the relationship between the personality 

traits and the intention of living the organization. In their study the authors project 

to use the big five dimensions from the Neo Pi-R personality inventory (Costa & 

McRae, 1992) and OCB inventory. They started their intention framing the 

relationship of mediation based on the literature review on the relationship between 

the personality traits and turnover intention with less interest on Organizational 

Citizenship Behavior that was not studied before. 

As the literature reviewed mentioned the Big Five Model of personality 

related with the Organizational Citizenship Behavior, in the present study Hexaco 

(Ashton & Lee, 2010) model plays the central role in testing the research 

hypotheses. 

 

 

2. OBJECTIVE AND HYPOTHESES  

 

2.1. OBJECTIVE 

 

The Organizational Citizenship Behavior represents a central point regarding 

the organizational life. The respect, fair-play, organizational loyalty are the basics 

of the organizational values.  Hence the objective of the study is focused to reveal 

what personality traits predict the dimensions of the Organizational Citizenship 

Behavior. 

 

2.2. HYPOTHESES 

 

1. We assume that sincerity predicts the civic virtue at workplace as 

citizenship organizational behavior. 

2. We assume that liveliness predicts the personal development. 

3. We assume the prudence predicts the organizational loyalty. 

4. We assume that perfectionism predicts the organizational fair-play. 

5. We assume the sentimentality predicts the civic virtue at workplace. 

6. We assume that anxiety predicts the personal development. 

7. We assume that social self-esteem predicts the civic virtue at workplace. 

 

 

3. METHOD  

 

3.1. The participants 

 

 The participants were a group of 28 master students from the Faculty of 

Psychology and Educational Sciences, University of Bucharest, age between 23 
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and 40 years old, Romania. At the moment of the study application they were 

working in HR department of both private and public organizations from Romania. 

 

3.2. The instruments 

 

1. The first instrument applied is the Hexaco-Pi-R personality inventory 

(Ashton & Lee, 2010). The inventory was adapted on the Romanian 

population by Burtăverde (2015). It was applied the 100 items version 

measured on Likert scale from 1 (minimum) to 5 (maximum). 

 

2. The second instrument applied is the Organizational Citizenship 

Behavior Scale (adapted by Tătaru, 2003 after Podsakoff, MacKenzie, 

Moorman & Fetter, 2000) with the following dimensions: Altruism: i2, 

i11, i15, i26;  Fair-play: i3, i4, i10, i21; Organizational Loyalty: i1, i9, 

i12, i16; Conformism: i8, i17, i19, i20; Individual initiative: i7, i18, 

i22, i25;  Civic virtue: i5, i13, i24, i28; Personal Development: i6, i14, 

i23, i27. 

 

3.3. Procedure 

 

The participants anonymity was respected. Also, the GDPR and ethical code in 

research were respected regarding the participation of the study. The participants 

work in the human resources departments, in Romania for minimum 1 year. The 

collected data were analysed in the “results section”. 

 

 

4. RESULTS 

 

      The hypotheses were tested using the simple linear regression model. In table 1 

can be seen the R and R Square values for the prediction model. 
 

Table 1 – Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .392a .154 .121 2.36242 

 

a. Predictors: (Constant), Sincerity 

b. Dependent Variable: civism 

 

In the table 2 can be seen the Constant, the Unstandardized Coefficients and the 

Standardized Coefficients of the regression model. 
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Table 2 – Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 9.447 1.632  5.787 .000 

Sincerity .249 .114 .392 2.172 .039 

 

a. Dependent Variable: Civic virtue 

 

Hence, the hypothesis regarding the Sincerity as predictor for the Civic virtue 

has been confirmed at the significance p=.039<.05. The regression equation 

according the presented model is the following: 

 

Civic virtue=9.447+.249* Sincerity 
 

Table 3 – Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .410a .168 .136 2.44838 

 

a. Predictors: (Constant), liveliness 

b. Dependent Variable: personal development 

 

In table 3 can be seen the R and R Square values for the prediction model 

using the Personal development as predicted variable. 
 

Table 4  – Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardiz

ed 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 9.124 2.114  4.316 .000 

Liveliness .324 .141 .410 2.295 .030 

 

a. Dependent Variable: Personal development 

The second hypothesis regarding the Liveliness as personality trait as predictor 

for the personal development has been confirmed at the significance p=.030<.05. 

The regression equation according the presented model is the following: 

 

Personal development=9.124+.324* Liveliness 
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Table 5 – Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .389a .151 .119 2.49476 

 

a. Predictors: (Constant), prudence 

b. Dependent Variable: Fair play 

 

The third hypothesis regarding the Prudence as personality trait as predictor for 

the Fair-play has been confirmed at the significance p=.041<.05.  
 

Table 6 – Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 18.508 2.324  7.963 .000 

Prudence -.363 .169 -.389 -2.153 .041 

 

a. Dependent Variable: Fair play 

 

The regression equation according the presented model is the following: 

 

Fair-play=18.508-.363* Prudence 

 
Table 7 – Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .376a .141 .108 2.50933 

 

a. Predictors: (Constant), Perfectionism 

b. Dependent Variable: Fair-play 

 

In the table 7 can be seen the R and R Square values for the regression model with 

the Fair-play predicted variable. 
 

Table 8 – Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 5.539 3.928  1.410 .170 

Perfectionism .483 .233 .376 2.069 .049 

 

a. Dependent Variable: Fair-play 
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The fourth hypothesis regarding the Perfectionism as personality trait as 

predictor for the Fair-play has been confirmed at the significance p=.049<.05. The 

regression equation is the following: 

 

Fair-play=5.539+.483* Perfectionism 
 

Table 9 – Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .434a .188 .157 2.31327 

 

a. Predictors: (Constant), Sentimentalism 

b. Dependent Variable: Civic virtue 

 

In the table 9 can be seen the R and R Square coefficients for the predicted 

variable Civic virtue. 
 

Table 10  – Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardiz

ed 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 9.586 1.401  6.841 .000 

Sentimentalism .250 .102 .434 2.457 .021 

 

a. Dependent Variable: Civic virtue 

 

The fifths hypothesis regarding the Sentimentalism as personality trait as 

predictor for the Civic virtue has been confirmed at the significance p=.021<.05. 

The regression equation is the following: 

 

Civic virtue=9.586+.250* Sentimentalism 

 

The last two hypotheses were not confirmed (p>.05): 

6. We assume that anxiety predicts the personal development. 

7. We assume that social self-esteem predicts the Civic virtue at workplace. 

 

 

5. CONCLUSIONS 

 

The personality traits predict the employee behaviour at the workplace. 

Hence, the present research focused on evidencing the personality traits measured 
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with Hexaco Pi-R that predict the dimensions of the Organizational Citizenship 

Behaviour. 

The personality traits Hexaco model (Ashton & Lee, 2010) follows the Big 

Five personality model and provide information for an extra dimension. Hence, as 

long as the international scientific literature investigated the Big five personality 

model related with the Organizational Citizenship Behavior the present study may 

continue the investigation on the HR employee group.  

Seven hypotheses have been tested regarding personality traits predicting the 

Organizational Citizenship Behavior. The results confirmed the first five 

hypotheses (p<.05). In this way the variables predicting the Organizational 

Citizenship Behavior are the followings: liveliness, prudence, perfectionism, 

sentimentality and sincerity.  

The study need to be continued on large population including employee from 

different work domains. Also, endogen variables should be included as predictors 

for the  Organizational Citizenship Behavior. 
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