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Abstract:

Organizational Citizenship Activity (OCB) is defined as "discretionary behavior that is not

immediately or openly acknowledged by the formal incentive system and supports the

efficient and effective running of the organization in the aggregate" (Organ, 1988, p. 3). The

notion of OCB has been thoroughly researched (e.g. Organ, 1988; Organ and Ryan, 1995;

Chen et al, 1998; Podsakoff et al, 2000; Organ et al, 2006).

According to the ‘Big Five' concept, personality is made up of five largely independent

characteristics that together form a useful taxonomy for studying individual variations.

Openness to Experience, Conscientiousness, Extraversion, Agreeableness, and Neuroticism

are the five dimensions. Each of the Big Five dimensions’ acts as a bucket, containing a

collection of qualities that frequently occur together. Our understanding of the Big Five is

identical to our assessment of the five-factor personality model.

1.Introduction
Employee emotions, personality, and values

systems at work are being discussed by

social scientists, who are looking at

additional aspects of employee motivation

and commitment that are due to employee

personality, values, and organizational

structure rather than monetary rewards and

incentives. Having dedicated and loyal

personnel in the business is a must these

days since a committed and loyal workforce

is just as vital as finances and technology for

a productive and efficient firm. One of the

most significant employee behaviors that

leads to loyalty and ownership of the
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company, coordination and collaboration

with coworkers, and dedication to the job is

what we term organizational citizenship

behavior (Barnard 1938, Katz & Kahn, 1966,

Organ, 1988). (1988, Organ)

2.Statement of the problem

OCBs, according to Philip M. Podsakoff and

Scott B. MacKenzie (1997), may improve

colleague efficiency, managerial

productivity, free up resources for more

productive reasons, and minimize the need

to devote scarce resources to solely

maintenance activities. Furthermore, OCB

may be a useful tool for organizing activities

among team members and work groups.

However, the true problem for businesses is

to correctly identify the elements that cause

OCB among employees, as well as the

factors that prevent employees from

displaying such behavior.

Persistence, valuing workers' efficiency and

qualities, and providing them with high job

satisfaction are all characteristics of a high-

performance business. Employees that can

perform above and beyond the work scope

are preferred by a company that strives for

success. Organizational citizenship

behaviors (OCB) are a type of behavior that

inspires workers to go above and beyond

their job responsibilities. Organizational

performance is measured by OCB. Dennis

Organ, widely regarded as the father of OCB,

defines it as "organizational citizenship

behavior."

Individual behavior that is discretionary, not

directly or officially acknowledged by the

formal incentive system, and contributes to

the organization's overall effectiveness.

OCB is an additional role behavior that

improves organizational performance.

Despite the fact that several studies have

been conducted in this field, the debate over

the operationalization or definition of OCB

persists.

It's possible that this is because OCB

research has yet to define the construct,

whereas studies have been conducted to

better understand OCB and related aspects.

Employees, on the other hand, are not

motivated by prizes, and managers cannot

force their subordinates to do OCB.

Mangers, on the other hand, as Organ

pointed out do consider the

accomplishments of their subordinates and

recognize them in the form of promotion or

better ratings in performance appraisals.
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Research objectives

The aim of the research is to establish the

empirical evidence for the measurement of

personality on organization citizenship

behavior. To accomplish this, aim the

following objectives are framed:

To study the relationship between

Personality and Organisation citizenship

behavior.

To identify the type of personality and level

of Organisation Citizenship behavior of

Vivanta by Taj Aurangabad Employee,

To study significant difference exists in

Personality type and Organisational

Citizenship Behaviour with regards to

occupational level.

Review of literature

The theory of personality traits postulates

that people naturally deal with different

situations and interact with their

environment in different ways. From a

management perspective, information about

an individual's personality can provide

valuable information pertaining to what is

the best method of communicating with

them and what types of jobs and tasks they

are most suitable for in the organisation.

The Big Five Model-

Although a number of popular models of

personality traits continue to influence

contemporary research (Jung, 1971, Kirton

and De Ciantis, 1986), the Five Factor

Model (the ‘Big Five’) proposed by McCrae

and Costa Jr (1999) is the most widely used

and recognized model today (Rossberger,

2014). It builds upon the 35 bipolar clusters

of terms related to personality traits

developed by Cattell (1943) and the classic

Myers-Briggs Type Indicator (MBTI) by

adding an important fifth personality trait,

namely neuroticism or emotional stability,

which is a core domain predictive of

depression and anxiety disorders. A brief

description of the Big Five traits is provided

below (Rossberger, 2014): Extraversion:

extent to which individuals engage with the

external world and experience enthusiasm

and other positive emotions.

Agreeableness: extent to which individuals

value cooperation and social harmony,

honesty, decency, and trustworthiness.

Agreeable individuals also tend to have an

optimistic view of human nature.

Conscientiousness: extent to which

individuals value planning, possess the

quality of persistence, and are achievement-

oriented.
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Neuroticism: extent to which individuals

experience negative feelings and their

tendency to emotionally over react.

Openness to Experience: extent to which

individuals exhibit intellectual curiosity,

self-awareness, and individualism.

Furthermore, a number of ‘mini-markers’ of

each personality trait have been defined and

studied, such as ‘talkative’ for Extraversion,

‘sympathetic’ for Agreeableness,

‘disorganized’ (reverse-coded) for

Conscientiousness, ‘temperamental’ for

Neuroticism, and ‘imaginative’ for

Openness to Experience (Bozionelos et al.,

2014, Weele, 2013).

Table 1 : Classification of Organisational

Citizenship Behaviour

Organization Citizenship Behavior concept

first discovered by Dennis Organ also knows

as Father of Organizational Citizenship

behavior in the year 1988 and he defined as

“Individual behavior that is discretionary not

directly or explicitly recognized by the

formal reward system, and that in the

aggregate promotes the effective functioning

of the organization.” Joh L. Pierce et.el.

(2002), OCB have certain key features like –

They are voluntary on the part of employee,

They are intentional; the employee

consciously , decides to perform them, They

are intended to be positively valued by the

employee and the organization and the

behavior primarily benefits the organization

(or coworkers) and not the employees

themselves.

There are different types of OCB which

Fred Luthans (2011) has found as loyalty

OCBs, Service Delivering OCBs,

Participation OCBs that though all are

undetected by the reward system but they all

lead to high performance and increase

effectiveness.

Gregory Moorhead & Rickey W. Griffin

(2008) mentioned OCB as “Housekeeping

Behaviour”
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Typical organ’s OCB include five

dimensions i.e.

Altruism -helping colleagues on a task or

helping behaviors for supporting personnel

or the co- workers who have work related

problems

Courtesy - alerting others in the

organization about changes that may affect

their work or polite manners that prevent

creation of problem at workplace.

Conscientiousness -- carrying out one’s

duties beyond the minimum requirements or

behaviors that cause a person to do tasks

more than what he is expected

Sportsmanship -- refraining from

complaining about trivial matters

Civic virtue -- participating in the

governance of the organization. Or manners

representing individual’s involvement in the

activities related to the organization.

These five dimensions of OCB have been

classified into three main categories by the

researchers, namely, interpersonal

organizational citizenship behavior (OCBI)

which includes altruism and courtesy,

organizational (OCBO) which includes

sportsmanship and civic virtue and task

(OCBT) that includes Conscientiousness.

Relationship between Personality and

Organisation Citizenship Behavior-

OCB literature mostly focused on

Personality (Organ and Ryan, 1995;

Konovsky and Organ,1996; Chiaburu et

el,2011). Relationship between Personality

and OCB have found conscientiousness and

agreeableness to be the best predictor of

OCB (Organ and Ryan, 1995; Ilies et

el,2009). There is moderate correlations

between extraversion and emotional stability

and OCB (Oh and Berry ,2009; Richards

and Schat,2011), while others found only

extroversion and not emotional stability

correlating with OCB (King et el,2005; Cote

and Miners,2006). Different studies have

been done on personality and OCB

Relationship like (Raja, 2004; Kumar et al,

2009; Singh and Singh ,2009; Ariani 2010;

Lin and Ho, 2010; Suresh and

Venkatammal,2010). Meta-analysis of 87

independent studies on OCB, Chiabaru et al

(2011) suggested small to moderate

correlations between ’Big Five’ personality

traits and OCB, indicating that there are
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possible intervening variables affecting the

personality –OCB relationship. Organ and

Ryan revealed that work attitudes might

explain the relationship between personality

and OCB. (Bouradge, Lee & Shin,2012)

suggest that an individual known as an

organizational citizen may well be low on

Honesty and Humility. a personality trait

that has been found to be associated with

behaviours that are harmful to the

organization and /or to its members. Big

Five is a useful framework to explain the

person logical basis of OCB (Kumar, Bakshi

&Rani, 2009). (Bouradge, Lee & Shin,2012)

also suggest that one implication of this

finding seems to be that managers should

consider not only observable work

behaviours but also the motives behind the

behaviours. (Patki, Shobhana &

Abhyankar,2016) research finding suggest

that

Conscientiousness, agreeableness, openness

to experience and extraversion are positively

correlated with both OCBI and OCBO,

Openness to experience is the strongest

predictor of both OCBI and OCBO,

Openness to experience fully mediates the

relationship between agreeableness and

OCBI, Extraversion partially mediates the

relationship between agreeableness and

OCBI , Openness to experience partially

mediates the relationship between

conscientiousness and OCBO and

Extraversion partially mediates the

relationship between conscientiousness and

OCBO.

There are several studies have been

conducted between OCB and Personality

which is mainly in the western culture and

countries where they have explored the

relationship between all the variables of

OCB and Personality Big Five Model. This

research specially with Indian context and

specially in the services industry with hotels

is very significant for academic and industry

purpose.

Research methodology

The study used a multi-phased approach to

screen personality characteristics and their

impact on organizational citizenship

behavior. This investigation took a

quantitative method. The study is purely

descriptive in nature. As the research

progressed, both in terms of literature

analysis and field work on personality and

organizational citizenship behavior, the
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concepts and models changed. The variables

for the study were obtained from the NEO-

Personality Inventory by Paul T. Costa and

Bobert R. McCrare. These two were the

ones that came up with the idea. It has 60

items and is based on Vivek Sharma and

Sangeeta Jain's research on Openness to

Experience, Conscientiousness, Extraversion,

Agreeableness, and Neuroticism.

Organizational Citizenship Behaviour

Measuring Organizational Citizenship

Behaviour It has 36 things, including 22

items connected to alturism, 5 items related

to organizational compliance, 6 items related

to sportsmanship, and 6 items associated to

loyalty (3 items).

The sample size was 104, with 77 responses

being selected for data analysis, resulting in

a response rate of 74%. Using the

independent factors of personality, Multiple

Regression Analysis was utilized to predict

the dependent variable (Organisation

Citizenship Behavior of Vivanta by Taj

workers) (altruism, organisational

compliance, sportsmanship, and loyalty).

The hypothetical Research model

The hypotheses were framed after

developing the hypothetical research model

as follows:

Figure 1: Hypothetical Research

framework for the study

Hypotheses for testing:

H01: There will be significant correlation

between Personality domains and

Organisation Citizenship Behaviour of

VBTA Employees.
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H02: There will be significant difference in

Organisation Citizenship Behaviour with

regard to their occupational levels.

Analysis and results

Descriptive Statistics

The descriptive statistics of the dataset were

initially examined. The demographic

distribution gives the general idea about the

respondents who have participated in this

research. The study was conducted in

Vivanta by Taj Aurangabad- is an Indian

hotel chain established in September 2010.

The brand is a part of the Indian Hotels

Company Limited, a subsidiary of the

TATA Group with total employees …. The

Sample is entire population of employee’s

perusing jobs in Vivanta By Taj-

Aurangabad. Their age range is between 20

to 57. They are categorized based on

Occupational level in the unit.

Demographic Statistics

inferential statistics

Normality of the Data

Normality of the Data

Before inferential analysis of the data, the

conditions of normality, reliability and

discriminant validity were established. The

following table shows the skewness and

kurtosis of the data distribution. The means

and standard deviations of the latent

constructs were then derived to give an idea

of the central tendencies and dispersion of

the distribution of data.

Analysis of Table _ explains that the data is

normally distributed falling well within the

range of -2 to +2 (George & Mallery,2010).

The reliability of the construct has been

measured through Cronbach’s alpha to test

the internal consistency of the questionnaire.
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The Cronbach’s Alpha showed an overall

reliability of 0.748. (Table)

To measure the discriminant validity,

Pearson’s correlations was done. Inter-item

correlations as well as item-to-total

correlations were established (Jackson 2012).

Using the criteria presented by Hair et al.

(1998), the statements all showed item-to-

total correlations greater than the criterion

of .50. The latent variables also displayed

inter-item correlations exceeding the

criterion of .30. Both the item-to- total

correlations and inter-item correlations are

considered to be significant and represent

homogeneity. The correlation matrix was

extracted after ascertaining the reliability of

the constructs.
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The model summary table shows that there

exist multiple correlations between different

personality type and organisation citizenship

behaviour of employees is .647 (R). The

coefficient of multiple determination (R2)

is .418. This implies that 41.8% of the

variance in OCB is explained by different

personality type. There was significant

effect of personality type and OCB at the

p<.05 level for different personality types [F

(5, 70) = 10.070, p = .000b]. From the

ANOVA table (table) it can be seen that the

model significantly (p < .05) explains

variations in dependent variable.

From the coefficient table (table 4.8) it can

be seen that personality type significantly (p

< .05) contributes to the model.
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To further analyze these outcomes, the

regression equation is created as follows:

OCB= 40.567-

.025*N+0.307*E+0.138*OTE+0.138*A+0.

236*C

Analysis of the significance values in table

leads to the inference that the Organisation

Citizenship behaviour depends on

personality variable based on significance

values (p < .05) from coefficients table,

shown that Extraversion (p < .05) and

Consciousness (p < .05) found to be

statistically significant for the dependent

variable.Further analysis has been done to

identify the difference in OCB on the basis

of three occupational level – FTC, Executive

and Staff. Table shows that ANOVA (F

(2,73, p=.362), (p > .05 explains that there is

no significant difference of three

occupational level on Organisation

Citizenship Behaviour of employees.

Table12: Test of Homogeneity of Variances
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Above table shows that the data is not

homogeneous P=.563 > .05 so Games-

Howell test has been done to see which

group differed from each other. Below table

shows that there is no significant difference

between the groups Executive p = .363,

Staff p = .997, FTC p=.615. each other.

Discussion and Findings

The purpose of this research is to determine

the link between organizational citizenship

behavior and personality domain, as well as

the influence of occupational level on

organizational citizenship behavior among

Vivanta by Taj Aurangabad workers.

Extraversion and consciousness, according

to the study, have a positive significant

impact on organizational citizenship

behavior, whereas neuroticism, openness to

experience, and agreeableness have no

significant impact on organizational

citizenship behavior as measured by

Altruism, Organizational Compliance,

Sportsmanship, and Loyality. While the

study found no effect of occupational level

on organizational citizenship behavior,

Limitation and Further Scope for

Research

Future research in the subject of

organizational citizenship behavior in many

sectors might benefit from the findings of

this study. The research was limited to a

certain location of the Vivanta by Taj

Aurangabad. With its rich culture and

possibilities, India offers ample opportunity
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for extensive research in the field of

organizational citizenship behavior. Despite

the fact that this is the first study in this field

and there is supporting research material, the

researchers recommend that the findings be

handled with care and not applied to the

whole hotel sector in India. The sample size

was a constraint for the researchers, and they

claim that if the sample size had been bigger,

the outcomes of the research study would

have been different. Further research might

be conducted in this sector if the findings in

this study differ from those in other

industries.
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