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ABSTRACT

The main purpose of this study was the relation between organizational citizenship behavior and emotional
intelligence. For this reason,60 people were chosen random stratified and their data were gathered by Schutte
emotional intelligence scale and Van Dyne et al organizational citizenship behavior scale. After that, to analyze the
data, Pearson correlation, regression analyzes. Result showed that there is a relation between organizational
citizenship behavior and emotional intelligence. Results were further analyzed using regression analysis with the
model accounting for 28% of the variance in total OCB using the variable of total El. Implication for future
research are discussed.
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INTRODUCTION

There has been a growing interest in the study rghmzational citizenship behavior(OCB) as a woakpl
construct[7][8. Researchers have devoted attention to identifyheg antecedents of organizational citizenship
behavior(OCB)[13]. Infact, after proving the impamte and value of citizenship the education systataaded to
extend and intensify this important factor[22]. Asapance of citizenship concept in organization @yachagement
science under title of organizational citizenshgh#évior indeed is formed as a combination of spgpialitical and
educational science[26].A growing body of researth organizational citizenship behavior (OCB) sests that
employees demonstrate greater role performance wWienexperience a strong connection to their drgdion,
have a sense of ownership over to its continuedess; are loyal to their role and work colleaguestaave found a
sense of meaning and purpose in their daily workil&r results have been found for intact work teafhl].
Research exploring OCB and an organization's odvgraiformance has also found significant relatigmsh
Organizations whose employees demonstrate OCBy &igber managerial productivity, the efficient baarding
of new hires, improved strategic planning, busimasgesses and the allocation of key organizatiossdurces and
the frequency of communication between and acrask groups[13].

There is even research into the relationship betw@€B and its antecedents, those factors that rdeteran
individual or work team's propensity to demonsti@@Bs when at work[11].In one such study,Van Dymaltam
and Dienesch[30].identified six key characteristicglerpinning employee's willingness to display GCRositive
job attitudes, shared workplace values, the amotimiotivating job characteristics, length of tenyob level and ,
a low incident of employee cynicism[25].Howeverrdmains why unclear what the meditating factor©GB are.
Most research to date has focusing on exploring nteglitating relationship of employee job satisfactito
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OCBjJ6].Formal research is yet to determine a coimgmsive account of the characteristics shown toitatedan
individual employee's choice to go beyond just tlegfuired to perform immediate job role. Studieplering the
specific factors contributing to employee discnetiy effort remains of significant interest to angaational
behavior research[19].

OCB has often been referred to in academic liteeatis a construct focused on helping[11]. Thosel@raps that
demonstrate OCB s are more likely to provide othvéith assistance in completing work tasks and destnate
loyalty to work colleagues and the organizatiorstéo connectedness with other individuals and wedms, and
promote the goals of the organization whilst alsontdbuting to its social and psychological
environment[17].Variance in each of these impogamizational outcomes has also been predicted wsirigus
measures of employee Emotional Intelligence(El) [3]

Therefore it was hypothesized that OCBs would eaj@psitive relationship with the demonstratioreofployee El
in the workplace. Recent research completed berfif].supports — although only partially — thispbthesized
relationship [1]. There are many definitions of eimoal intelligence(El) currently in literature, omseful definition
states that El involves thinking with emotion anfleetively communication the outcome of that thimi
[5].Therefore, an individual's El potential is rteld to his or her level of cognitive, emotionalfeative, intra-
personal, inter-personal and aesthetic developn@mtiously, individual differences in El are morengplex than
an individual just thinking about how her or shel$fl4].Researches result suggests that thererédationship
between OCB and El, however, the result also sugdeat an individual's choice to demonstrate OGBentikely
to be intrinsically motivated[6].

Although academic research demonstrates the import@le of EI in facilitating high employee
performance[10].and OCBs|[28].less is known abou weim employee demonstrates OCBs. What intrinsically
motivates an individual employee to utilize disareary effort independent of any explicit recogmitiby the
organization's formal reward system? The presesgareh aims to explore the relationship betweearozgtional
citizenship behavior (OCB) and Emotional Intellige(El).

Organizational Citizenship Behavior(OCB)

Organizations to be successful should have empsoyd® go beyond their formal job responsibilitiesl dreely
give off their time and energy to succeed at thek.t&uch behavior is neither prescribed nor rewhrget, it
contributes to the smooth functioning of the orgation[20].The summary of literature review indesitthat
different citizenship behaviors are separable aadous definitions have been presented, but thezeaalot of
overlaps between them. Some approaches are asdollo

a)Organ model:

Probably the most valid classification for orgati@aal citizenship behavior elements has been ptede
Organ[22].that is used in the different researcki¥gan has presented a classification of orgawiaaticitizenship
behavior approaches which formed the concept of @l8ws:

1-ConscientiousnessA mood therein the organization members perforecdje behaviors and work beyond the
minimum task level required for conducting that war in other word, the individuals who express atbed
citizenship behavior. In the worst conditions anerein illness and disability state, they contiriieir work that
implies their high conscientiousness. This apprdaa$ been considered as working conscience inttitges of
Graham[30].and fareh et al[13].and in Lambert[1®}d@l as the obedience that is explained in the seotions.

2-Altruism: refers to the useful and effective behaviors sashcreating closeness, empathy and compassion
between the colleagues that helps directly or éudiy the employees involved in working problents, éxample
helping who have a high volume of work. As Grahabh@truism has been defined as interpersonal taasib as
Lambert[16].as the participation and responsibilibat is explained in the next sections.

3-Civic virtue: including behaviors such as attending the extiaarg activities when this presence is not required
supporting the presented development and changas Inathe organization managers and tendency tyisty the
book, magazine and increasing general informatiwh @aying attention to the handing poster and aoticthe
organization for the others information. This amio of organizational citizenship behavior is cepanding to the
faithfully support in Graham([30]. study and protentof organizational benefits in the model of Faet al[13].and
organizational loyalty and civic behavior in theasbof Podsakoff[24]. that is explained in the ngattions.
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3-Magnanimity: refers to patience against undesirable and utdeitdtuations without objection, dissatisfaction
and complaining. As Graham[30].magnanimity has bedsfined as individual ardency, Podsakoff et
al[13][25].defined as chivalry and Lambert[16].agdlty that is explained in the next section.

4-Respect and reverencethis approach indicates the manner of behavinh thi¢ colleagues, heads and audiences
of organization. The people who behave with therhwith respect have advanced citizenship behatios factor
has been considered as social etiquettes in stagiped by Fareh et al[13] [24].and as loyaltytlie studies
provided by Lambert[16].

b)Graham model:
He assumes 4 following approaches for this behasmwvell:

1-Interpersonal helping: that focuses on helping the others to performjdhs.

2-Individual ardency: describes the relationship with the others in wagkenvironment towards individual or
group academic advance.

3-Individual effort; performing a specific work equal or more thangkeson's assigned task.
Faithfully support: means improving the organizasamage outside it[2].

c)Fareh et al model;
Fareh et al[13].have considered the elements oénizgtional citizenship behavior according to thdtural
conditions of china as follows:

Social etiquettes, altruism, work conscience, putirig the organizational benefits[13].

d)Podsakoff et al model:
1-Helping behaviors Including voluntarily helping the others or pretien from happening problems related to
work.

2-Sportsmanship: one of organizational citizenship behaviors thaweh been considered less than helping
behaviors. As Organ[22].sportsmanship has beemeldfas tendency to tolerating the unavoidable yingo
conditions in work without complaint and expressihg sadness.

3-Organizational loyalty: this category of behaviors including defending titganization against the threats,
participation in achieving the reputation for thganization and collaboration with the others thiage the whole
benefits. Organizational loyalty due to promotioh arganizational position before external benefieis is
necessary. Protection and defend against extémedts and binding even in undesirable conditioag be deemed
as loyalty [8].

4-Organizational obedience organizational obedience has a long record irctimext of organizational citizenship
behavior. Organizational obedience is acceptinghgeessity and appropriateness of logic rules agdnizational
regulations that are reflected in job descriptiand policies of organization. Respecting the raled instructions,
believing the work completion at the appointed tiamel adequate consideration to the job indicatesbedience.
The reason for considering the this behavior asdtganizational citizenship behavior is that everspite of
expecting every person to obey all organizatiomajufations, rules and procedures at any situatioany of
employees don't do it simply. Therefore, these eyg#s who obey all regulations and instructions ofut
conscience even in the event of lacking superviarendeemed as good citizens.

5-Individual initiatives : this type of organizational citizenship behav®an extra-role behavior that is beyond the
minimum expected general requirements. The behlaumiuding tasks voluntary creative activity wesglained
as the elements of this structure[8].

6-Civic behavior or virtue: the civic behavior is arising from interest or coitment in the organization.
Supervision over environment for the purpose ohiifging the opportunities and threats is a samgfiehese

behaviors(considering the changes of industry dutsteffect on the organization) even by persoe@mhbursement.
This behavior reflects the individual's understagdof this point that he is a part of whole andtes citizens are
responsible for the society, he as an organizatiember has some responsibilities for the orgamimatn Organ's
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studies, this factor has been considered as aledhiavior and as organizational collaboration amgtudies applied
by Graham[30] [2].

7-Self-growth; including voluntary behaviors of employees for mmement of their knowledge, skills and
capabilities. The characteristic of this behavisrthat the new group of skills is learned for depetent of
collaboration domain in organization, however thpproach of organizational citizenship behavior hasbeen
studied in the literature, studies and researcmelfeless, it seems this type of behaviors thasabgect to the
discretion of employees are distinct from otheramigational citizenship behavior contextually[225].

4-Lambert model:
1-First class: obedience including respecting the structurespodesses regularly. This class, as the viewpdint o
Lambert inclues the Organ's conscientiousnessrfacto

2-Second classtoyalty and development of activities includingndering the appropriate services to the employees
and preserving the values. As Lambert, loyaltyudels the courtesy and magnanimity of Organ [4].

3-Third class: collaboration and responsibility including selfrtiml under regulations and laws. As Lambert,
altruism and complaisance factors of Organ aregpléc this class[15].

Emotional Intelligence(El)

In recent years Emotional Intelligence(El) has meemf great interest in psychological researchieearching
theories on emotional intelligence and its relaghip to organizational citizenship behavior, theegrchers were
unable to find many theoretical and empirical #¢sdhat pertained solely to these two constru¢tsli& conducted
with employees show that emotional intelligenca gkill that minimizes the negative stress consece® [4].

Both the public and academia remained mostly unawiemotional intelligence until 1995, when Dar@alleman
popularized the construct in his trade boBkjotional intelligence: Why it can matter more than 1Q. Emotional
intelligence quickly captured the interest of thedia, general public and researchers [1].Emotiorelligence and
emotional quotient (EQ) were, in fact, selectedresmost useful new words or phrases of 1995 byAtherican
Dialect Society and, from there, the concept of #onal intelligence made it to the cover dfme magazine
[12][24].Following shortly behind this developmeBar-On [3].introduced his work on emotional inig#ince and
this led to the 1990s being flooded with work byl&wan (1998), Bar-On [3]. who proved emotional lilgence as
a type of ability.

According to Salovey and Mayer[4][8]. emotions amgyanized responses that cross psychological sigrsys
which include the physiological, cognitive, motiwatal and experiential systems. Emotions withiniradividual,
both positive and negative, arise from a responseither an internal or an external event. Emotioas be
distinguished from the closely related concept abods in that emotions are shorter and generallyenmense.
With regard to intelligence, the most often citedimition is Wechsler's statement that 'intelligemns the aggregate
of global capacity of the individual to act purphgly, to think rationally, and to deal effectivelwith his
environment' [8]. Closely overlapping the constrwft emotional intelligence are the constructs otialo
intelligence, alexithymia[4][8]. affective orieniah [8]. emotional competence [26]. and psycholabgimindedness
[8]. Itis apparent that the evolution of the défon of emotional intelligence is echoed in theigus definitions of
these constructs. The construct of alexithymia,dgample, refers to difficulty in identifying andstinguishing
bodily sensations of emotional arousal and difficuh describing feelings. The construct of affeetiorientation
refers to the extent to which people are awardeif ttmotions. The construct of emotional competeiaalefined
as a demonstration of capacity and skill in elgjtiemotional-social transactions and is regardedenas a
transaction than a characteristic. The definitiohsalexithymia, affective orientation and emotiomaimpetence
parallel the definition of emotional intelligencimcorporating the aspects of thinking, feeling,igeaware and
expressing emotions as defined by Mayer and Salf8jegnd Goleman [12]. Attempting a more holistjgpaoach
and a move towards the definition of emotional lligence are the constructs of social intelligermed
psychological mindedness. The construct of soai@lligence incorporates the ability to think, fegld behave in
order to achieve social tasks while functioningisocial environment. The construct of psycholdgicimdedness
is more encompassing and refers to the desirata e possible meanings and causes of both aitand external
experiences as well as to the ability to look imdgarather than only outwards at environmental factthus
allowing the conceptualization of the relationshgross thoughts, feelings and actions within arirenment. The
constructs of social intelligence and psychologit@thdedness are therefore closer to the definitibemotional
intelligence as defined by Bar-On [3]. below beeatkey incorporate the concepts of thinking, fagkmd actions
within a certain environment.
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THEORETICAL FOUNDATION OF THE BAR-ON MODEL

Darwin's early work on the importance of emotioeabression for survival and adaptation (1872/19683
influenced the ongoing development of the Bar-Ondehowhich both stresses the importance of emotiona
expression and views the outcome of emotionally sodally intelligent behavior in Darwinian termg effective
adaptation. Additional influence on this thinkingncbe traced to Thorndike's description of socitdligence and
its importance for human performance (1920) and/&zhsler's observations relating to the impactawi-cognitive
and conative factors on what he refers to as ligégit behavior' (1940; 1943). Sifneos' descriptidralexithymia
(1967) on the pathological end of the emotionaiaodntelligence (ESI) continuum and Appelbaum's
conceptualization of psychological mindedness (}@#8the eupsychic end of this continuum have atgzacted
on the ongoing development of the Bar-On model {B8a}[3]. From Darwin to the present, most desooipsi,
definitions and conceptualizations of ESI include @r more of the following key components: (a) aidity to
recognize, to understand and to express emotiothdestings; (b) the ability to understand how oghfel and to
relate to them; (c) the ability to manage and totd emotions; (d) the ability to manage changeadapt and to
solve problems of both a personal and an interpetstature; and (e) the ability to generate posiéiffect and to be
self-motivated [12].

The Bar-On model provides the theoretical basigHeremotional quotient inventory (EQ-I) instrumenhich was
originally developed to assess various aspecthisfconstruct and to examine its conceptualizathatording to
this model, ESI is a cross-section of interreladedotional and social competencies, skills and ifatirs that
determine how effectively we understand and expoesselves, understand others and relate to thetihcape with
daily demands. The emotional and social competensiglls and facilitators referred to in this ceptualization
include the five key components described aboveh @& these components, in turn, also comprisimyimber of
closely related competencies, skills and facilitetaConsistent with this model, to be emotionalhd asocially
intelligent is effectively to understand and exgremeself, to understand and relate well to othemg, to cope
successfully with daily demands, challenges andgumes. This is based, first and foremost, on angapersonal
ability to be aware of one's feelings, to undemdtane's strengths and weaknesses and to expreéssemlamgs and
thoughts non-destructively. On the interpersonegllebeing emotionally and socially intelligent engpasses the
ability to be aware of others' emotions, feelings aeeds and to establish and maintain cooperatrestructive
and mutually satisfying relationships. Ultimatelyging emotionally and socially intelligent means n@anage
personal, social and environmental change effdgtibg realistically and flexibly coping with the mmediate
situation, solving problems and making decisions. do this, people need to manage emotions so kit t
emotions work for them and not against them artkteufficiently optimistic, positive and self-mated [3].

Bar-On [3].defines emotional intelligence as aragmf non-cognitive capabilities, competencies skitls. These
influence one's ability to cope with environmerdaimands and pressures (Bar-On, 1997, p. 365). érigésn of
the emotional intelligence model of Bar-On comsifige scales with fifteen subscales. These arepcising self-
regard, emotional awareness, assertiveness, indepem and self-actualization; comprising empathygiad
responsibility and interpersonal relationships; pasing stress tolerance and impulse control; caspy reality
testing, flexibility and problem solving; and coriging optimism and happiness [3].The descriptiorath of the
scales is presented in below. According to McCalk&rRiper [12]. the model proposed by Bar-On is jp@dthe
clearest and most comprehensive to date. The nebaghotional intelligence by Bar-On [3].can be suanired as
follows:

» The model comprises the intrapersonal, interpefsetrass management, adaptability and general racalés
e The scales of stress management, adaptability @mergl mood are unique to the model

» The model maps more clearly onto the five-factodeto

* Its definition offers the context of environment.

MATERIALS AND METHODS

Participants

The participants for the present study consisteé@®employees (20 male , 40 females) in Urmia Paixaor
university. The sample was selected by using &@dtrandom sampling method from among Universitpiyees.
Participants completed the following questionnai@asures, all scales were adapted for Iranian| gt

Schutte Emotional Intelligence Scale(SEIS).

The SEIS, developed by Schutte and her colleag8fs2 trait-based measure of emotional intell@eoonsisting
of 33 positive and negatively keyed items measufing dimensions: Appraisal of Emotions In self, pkpisal of
Emotions In others, Emotional Regulation in selfl aising Emotions in problem solving. The instrumetilizes a
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five-point Likert scale, where 1 = never and 5=ajs/aScale items can be summed to provide a Totaitianal
Intelligence(Total El) score, with a reported rbiidy coefficient (a) for total EI of 0.90 [28].

Organizational Citizenship Behavior Scale(OSBS).

The OCBS, developed by Van Dyne, Graham and Didi@@tis a 34-item instrument measuring five fastof
OCB: Loyalty, Obedience, Social Participation, Adaoy participation and functional participationents are
responded to using a seven point Likert scale, etiedoes not apply to me and 7=applies very wethé& All
items can be summed to produce a Total OCB scoreorfling to the scale authors, Total OCB has artego
reliability coefficient(a) of 0.95 [30].

RESULTS AND DISCUSSION

Pearson correlation test was used to study theiasism between organizational citizenship behagiod emotional
intelligence.

The theoretical range, means(M), standard devistiid), reliability coefficient(a) and Pearson's retation
coefficients(r) for each measure used in the presteidy are presented in Table 1. In general, thans, standard
deviations and alpha coefficients were similatose reported by the scale authors.

Table 1: descriptive statistics, reliability coeffcients(a) and between-scale correlations(r) for eaaneasure.

Theoretical Range M SD a SEIS
OCBS 34-238 17229 2130 .92 BF*
SEIS 33-165 82.88 9.42 .94
#* % ¥ p<0.001

As shown in Table 1, participants in the presentdy demonstrate a level OCBs higher than the #ieal mid-
point for the OCBs. This result suggests a highegrele of discretionary effort is being used by ¢he#ho
participated in the present study. However, paudiots demonstrate a level of overall El(Total Highgly below
the midpoint score for the SEIS.

Further, the results presented in Table also shmat €émployees’ Total OCB is significantly and puesly
correlated with their overall level of El.

Table 2: Regression analysis predicting Total OCBasing variables Total EI(N=60)

Predictor| Beta(B) t R| RZ R2
Total El .53 4.28%% | 53| 28| .28k%*
* % ¥ p<0.001

As presented in Table 2, regression was conductguredict Total OCB. Total ElI was entered. The esgion
model was significant with Total EI accounting 8% of the variance in Total OCB(F(1,47)=18.14, 88Q).

CONCLUSION

The present study aimed to examine the relationséipveen OCB and El. There will be a significant positive
relationship between EI and OCB. There are rardiestuthat show the relationship between emotiamalligence
and organizational citizenship behavior[9] [27] [2%e present study aimed to replicate the findiafprevious
research[27] [29]..which utilized trait-based measuof workplace El. The results provide furthepsart for the
positive role of El in employee demonstration of B¥5].An employee's overall level of El was a sfipaint
predictor of an employee's demonstration of OCBs;oanting for 28% of the variance. As suggested by
Wright[31].the skills, abilities and competencieaipled with the level of motivation, commitment astgagement
act as drivers in terms of the employees' acti®hsir task and discretionary behavior improvesndke them to go
beyond the normal actions. Emotional intelligenedien applied to the workplace, involves the capatit
effectively perceive, express, understand and neeagtions in a professional and effective manheioak.

Limitations
Caution should be exercised when interpreting thdirfigs presented for this study due the small $arsjze.
Future research should attempt to generate a lpagécipant sample.
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Implications

The current study has a number of practical imgitics for managers, leaders and organizationstlyigevelop
programs for the employees' emotional intelligealo#ity and organizational citizenship behaviorthé employees
feel secure, emotionally stable, satisfied and ctiffely connected to organization, commit againkeirt
responsibility. More importantly, developing empdag’ emotional intelligence competency such aspietsonal to
increase employees' ability to cope with changba$t been shown in the literature that employees stiow high
organizational citizenship behavior exhibit a reads to share and walk that extra mile to ensw®tbanization's
success[9].Besides, leaders or managers need ttoyemarious strategies that would move employeds in
organizational citizenship behavior. Besides, agadens who are involved in social interaction nesdotional
intelligence competency to work effectively in acisb setting. Therefore, developing those compétsnmight
help academic staff to improve work performancehsas, maintaining high academic standards in ldesmom,
teaching quality, research dedication and producing only the brightest students but also thoseglsband
employable for the industry. This study has implaas for the strategic managerial roles and resibdities as
change agents in the organization. Besides, to neeh@&mployees' mativation, they also need to censid
incorporating a culture of appreciation and rewfod those who are deserving and a progressive nesneigt
approach that leads to development and improvemembrk quality and management of change.
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