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Abstract: Within this research we analyzed on the one hand the relationship existing among the
motivational persistence, seen as a personality factor, which includes three sub-factors: long term
purposes pursuing, current purposes pursuing, recurrence of unattained purposes, and on the other
hand the organizational citizenship behaviour. We also made a predictive model for organizational
citizenship behaviour, taking into account the personality factors, model which will be followed during
the hiring process.
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1. Introduction
The interest towards employees’ professional performance and organizational
performance has lead to an increase in the number of studies that focus on identifying
employee behaviours that lead to an increased organizational performance. The increased
interest manifested throughout the last three decades towards identifying behaviours that lead
to higher organizational performance, other than behaviours that presume a direct
involvement in tasks, has resulted in the emergence of a considerable palette, out of which
we can mention: organizational citizenship behaviour (Smith, Organ & Near, 1983; Organ,
1988; Organ, Podsakoff & MacKenzie, 2006), contextual performance (Borman &
Motowidlo, 1993), citizenship performance (Borman, Penner, Alen & Motowidlo, 2001),
organizational spontaneity (George & Brief, 1992), prosocial organizational behaviour
(Brief & Motowidlo,1986), extra-role behaviour (Van Dyne, Cummings & Parks, 1995),
proactive behaviour in organizations (Crant, 2000), personal initiative (Frese & Fay, 2001),
adaptive performance (Pulakos, Arad, Donovan & Plamondon, 2000).
Throughout this work we will focus our attention on organizational citizenship
behaviour, which has received up until now a series of ample analysis as far as antecedents
are concerned (Organ & Ryan, 1995; Chiaburu, Oh, Berry, Li & Gardner, 2010), antecedents
which we will insist on throughout our study, but also deepening this relationship by a
detailed analysis of the relation between the factors and sub-factors of the Big Five model
and the sub-factors of motivational persistence.
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2. The concepts of research

2.1. Organizational citizenship behaviour
Organizational citizenship behaviour is an „individual behaviour that is discretionary,
not directly or explicitly recognized by the formal rewards system, and that in the aggregate
promotes the effective functioning of the organization” (Organ, 1988, p. 4). At the factors
level of the organizational citizenship behaviour Smith et al., (1983) suggest a number of two
factors, namely: altruism and generalized compliance. Throughout this paper the references
to organizational citizenship behaviour will be made according to the initial model suggested
by Smith et al., (1983).

2.2. Personality factors – the Big Five Model
The

most

widely

used

personality

models

in

industrial/organizational

psychology research and practice have lately been the five factor models (McCrae
& Costa,1987; Goldberg,1999). Prior to the development of these vast five-factor
models, which suggest the existence of five meta-factors, each having its attached
sub-factors, a number of other models had been given attention to, such as: Fiske,
1949; Norman, 1963 or Borgatta, 1964. Throughout this paper the references to
the aspects of the five personality factors will be done in accordance with the
IPIP-NEO model, which was suggested by Goldberg in 1999 and finalized in
2006 by Goldberg et al.. According to the IPIP-NEO model, there are six subfactors

attached

to

the

five

personality factors,

for

example

the

factor

of

agreeableness has the following sub-factors attached to it: trust, morality, altruism,
cooperation, modesty and sympathy.
As regards the personality factors seen as antecedents of the organizational
citizenship behaviour there have been a series of studies that have presented arguments in
favour of their existence (Organ, 1994; Organ & Ryan, 1995; Ilies, Fulmer, Spitzmuller &
Johnson, 2009; Chiaburu, Oh, Berry, Li & Gardner, 2010) and several meta-analysis that
probe the existence of significant relations between the factors of the Big Five Model and
work performance for different categories of employees (Salgado, 1997; Hurtz & Donovan,
2000; Judge & Ilies, 2002; Dudley, Orvis, Lebiecki & Cortina, 2006; Morgeson & al., 2007;
Judge, Klinger, Simon &Wen Fen Yang, 2008).
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2.3. Motivational persistence
Motivational persistence represents another concept that we will analyze throughout
this paper. We will define motivational persistence according to Constantin (2013) and
namely as being the „predisposition of a person to persist in motivation concerning the effort
directed to reaching an assumed goal (once the decision of motivational implication has been
made), finding the necessary personal resources for overcoming obstacles and resisting
routine, stress, fatigue and other distractions”, simultaneously considered a stable personality
trait with three dimensions, according to the time axis, namely: long term purpose pursuing,
current purpose pursuing and recurrence of unattained purposes (Constantin, Holman &
Hajbotă, 2012). As concepts related to motivational persistence we can mention:
perseverance ( Londoner, 1972; 1999; Williams & DeSteno, 2008), grit (Duckworth,
Petterson, Matthews & Kelly, 2007), tenacity (Gollwitze, Parks Stam, Jaudas & Sheeran
Paschal, 2007); industriousness (Eisenberger, 1992).

3.

The relation between personality variables and organizational citizenship

behaviour
As far as the relation between personality factors and professional performance is
concerned, the results of the meta-analysis reveal the fact that the conscientiousness
personality factor is a predictor of professional performance for different performance
criteria: Barrick & Mount, 1991; Tett, Jackson & Rothstein, 1997; Hurtz & Donovan, 2000;
Dudley et al., 2006. More specifically, conscientiousness as a personality factor has been
identified as being in a positive relation with organizational citizenship behaviour (Organ &
Ryan, 1995; Ilies et al., 2009; Chiaburu et al., 2010). Similarly to conscientiousness, the
agreeableness personality factor has been identified as a valid predictor of organizational
citizenship behaviour (Organ & Ryan, 1995; Ilies et al., 2009; Chiaburu et al., 2010).
The relation between motivational persistence and professional performance has been
analysed in Romania by Țuțu and Constantin (2012). The data reveal that two of the factors
of motivational persistence are correlated with performance (long term purpose pursuing and
current purpose pursuing), also having a predictive force as far as performance is concerned.

4.

Research methodology

4.1.

Research hypothesis
309

CCI3

PSYCHOLOGY AND SOCIOLOGY

Hypothesis 1
There is a significant positive relation between organizational citizenship behaviour
and two of the factors of the Big Five model (conscientiousness and agreeableness);
Hypothesis 2
There is a significant positive relation between the sub-factors of motivational
persistence (long term purpose pursuing, current purpose pursuing and recurrence of
unattained purposes) and organizational citizenship behaviour
Hypothesis 3
There is a valid predictive model of organizational citizenship behaviour according to
the personality sub-factors of the Big Five Model and the sub-factors of motivational
persistence.

4.2.

Measures:
a) Organizational citizenship behaviour evaluation questionnaire (Smith et al., 1983),

containing a number of 16 items, the answers to the items being evaluated on a scale of 1 to
5, 5 being very characteristic and 1 being not at all characteristic.
b) The Big Five©plus personality inventory developed by Constantin et al., (2013).
The questionnaire has a number of 240 items and allows the evaluation of the five metafactors and the 30 facets/ subsumed factors of the five meta-factors.
c) The Motivational Persistence Scale (Constantin, 2013) allows the evaluation of
motivational persistence, with the focus of identifying the three factors: long term purpose
pursuing (LTPP), current purpose pursuing (CPP) and recurrence of unattained purposes
(RUP).

4.3.

Participants
The lot of subjects was made up of 102 operators of the water production and

distribution system. The average age of the operators is M=51, (SD=6.70).

5.

The obtained results and their interpretation
5.1.

Verifying the research hypothesis

To verify the first hypothesis we have calculated the Pearson r correlation coefficient
between the personality factors of the Big Five Model (conscientiousness and agreeableness)
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and organizational citizenship behaviour.
According to the resulting data there is a significant positive correlation between the
conscientiousness personality factor and organizational citizenship behaviour ((r = 0,19, p˂
0.05) of the operators. Operators with a higher level of conscientiousness tend to exhibit a
higher level of organizational citizenship behaviour.
The agreeableness personality factor is in a significant positive correlation with
organizational citizenship behaviour (r = 0, 20, p ˂ 0.05). We can conclude that operators
with a higher level of agreeableness tend to exhibit a higher level of organizational
citizenship behaviour.
Verifying the second hypothesis has also been done by calculating the Pearson r
correlation coefficient between the sub-factor of motivational persistence and organizational
citizenship behaviour. Based on the analysis there is a significant positive relation between
the recurrence of unattained purposes sub-factor and organizational citizenship behaviour (r =
0,23, p˂ 0.05), but there are no significant correlations between the sub-factors of
motivational persistence (long term purpose pursuing and current purpose pursuing) and
organizational citizenship behaviour. Operators with a higher level of recurrence of
unattained purposes tend to exhibit a higher level of organizational citizenship behaviour.
The third hypothesis has been verified through a multiple regression analysis. We
preliminarily checked the existing linearity between the dependent variables and the
independent variables and the orthogonality of the predictor variables. Potential predictors
being associated in blocks, three sub-factors of conscientiousness forming the first block,
factor identified in speciality literature as being a predictor of organizational citizenship
behaviour. The factors included in the first block have obtained during the preliminary
analysis the highest correlation coefficient at the level of conscientiousness personality factor
and organizational citizenship behaviour: cautiousness, dutifulness and self-efficacy. Into the
second block we have also introduced two other sub-factors of conscientiousness: orderliness
and self-discipline, and in the third block we have introduced the sub-factor of motivational
persistence that has a significant positive relation with organizational citizenship behaviour,
which is recurrence of unattained purposes (RUP). The results show that model 1, which
contains the variables: cautiousness, dutifulness and self-efficacy, explains best the
organizational citizenship behaviour identified at the level of operators; as such, operators
with higher scores at dutifulness and cautiousness sub-factors, and who also have lower
scores at the self-efficacy sub-factor; tend to manifest a higher organizational citizenship
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behaviour. Model 1 reached an adjusted value of

= .203, which means that the

model explains 20.3 % of the variation of organizational citizenship behaviour (table 1).
Organizational citizenship behaviour tends to be higher if operators are: extremely fair
people, with a very well-developed sense of duty and moral obligations, for whom all rules
are made to be unconditionally respected, being very demanding when it comes to principles,
norms and promises; who are very preoccupied by obligations and responsibilities; who
always allow themselves time to think before making a decision and carefully weigh all the
consequences; who prefer to have all the available data and analyze them in detail when
making decisions and who consider that they are not in control of their lives and believe in a
present destiny, doubting their professional competences and sometimes having the
impression that things are out of their control, and who generally only feel capable and ready
in situations that are clear and that have been experienced by them and are not convinced that

MODEL
3

MODEL
2

MODEL
1

they can accomplish everything they set out to.
Variables
dutifulness
self-efficacy

B
,785
-,552

Standard error B
,201
,216

BETA
,382*
-,256**

cautiousness
dutifulness
self-efficacy
cautiousness
self-discipline
orderliness
dutifulness
self-efficacy
cautiousness
self-discipline
orderliness
recurrence
of
unattained
purposes (RUP)
*significant at level 0,01
** significant at level 0,05

,555
570
-,596
,404
,375
,145
,563
-,578
,448
,404
-,024
,121

,245
,234
,217
,273
,221
,219
,229
,212
,268
,217
,227
,056

,224**
,277**
-,275*
,163
,189
,070
,274**
-,266*
,181
,204
-,011
,218**

Table 1. The data resulting from the multiple hierarchic regression of the predictors of organizational citizenship
behaviour

6.

Discussions

The results obtained through this study regarding the existing correlation between
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personality factors and organizational citizenship behaviour have revealed that there is a
connection between personality factors: conscientiousness and agreeableness and
organizational citizenship behaviour; the results were in accordance with the data obtained in
previous studies: Organ and Ryan, 1995; Ilies et al., 2009; Chiaburu et al., 2010. The
prepared predictive model has revealed the fact that the predictors of organizational
citizenship behaviour are the sub-factors of conscientiousness: dutifulness, self-efficacy and
cautiousness. In the organizational citizenship behaviour model that we have created there
are three conscientiousness sub-factors, but with a positive relation between the sub-factor of
cautiousness and organizational citizenship behaviour, which contradicts the meta-analysis of
Dudley et al., (2006). The results we have obtained confirm the necessity of focusing our
attention from the analysis of the five personality meta-factors to the level of their subfactors, just as in the case of the other elements embedded at the level of the employees'
professional performance.
The results regarding the relation between organizational citizenship behaviour
(aspect of professional performance) and motivational persistence have revealed the fact that
the sub-factors of motivational persistence (long term purpose pursuing and current purpose
pursuing) show no significant relation. On the other hand, the recurrence of unattained
purposes sub-factor of motivational persistence is in a significant positive correlation with the
display of organizational citizenship behaviour, data which differs from the result of the
research done by Țuțu and Constantin (2012) who took into account task performance (aspect
of professional performance).

Conclusions
We can conclude that the factors conscientiousness and agreeableness have been
identified as being in a significant positive relation with organizational citizenship behaviour,
the results being enrolled in the data provided by studies aimed at the analysis of this relation.
At the level of the relation between the sub-factors of motivational persistence and
organizational citizenship behaviour we have identified a significant positive relation only
with the recurrence of unattained purposes sub-factor. The resulting predictive model for
organizational citizenship behaviour has as predictors: dutifulness, self-efficacy and
cautiousness.
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