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Abstract

Human resources play an important and fundamental role in gaining and maintaining competitive
advantage in organizations, and for this reason, new concepts such as the dark triad of personality
and its relationship with employees' perceptions and behaviors are gaining the attention of
researchers. This research was also conducted with the aim of investigating the effect of the dark
triad of personality on organizational citizenship behavior with the mediating role of rudeness in
the work environment and Islamic work ethics in Tabriz Petrochemical Company. This research
is applied in terms of purpose and descriptive-survey in terms of nature. The statistical population
of the present research consists of the employees of Tabriz Petrochemical Company, under the
ownership of National Iranian Petrochemical Industries Company, which has 941 official
employees; Out of this number, about 200 people responded to the questionnaire items as a sample
based on Cochran's formula and using the available sampling method. The data collection tool
was a researcher-made questionnaire taken from the studies of Johnson and Webster (2010),
Cortina et al. (2001), Podaskoff et al. (1990) and Tofail et al. To measure the face validity of the
questionnaire, the experts' opinions were used and to measure its content validity with a relative
content validity index, the opinions of 10 experts knowledgeable about the research topic and its
reliability or validity were considered and Cronbach's alpha coefficient test was applied. Data
were analyzed using SPSSS Software and partial least squares method and Smart PLS Software.
Examining the results of this research showed that the dark triad of the personality directly affects
the organizational citizenship behavior and rudeness in the workplace. Moreover, rudeness in the
workplace has a significant effect on the organizational citizenship behavior, and finally the
Islamic work ethic has a significant effect on the organizational citizenship behavior. Impoliteness
in the workplace mediates the relationship between the dark triad of the personality and
organizational citizenship behavior. Furthermore, Islamic work ethics moderates the relationship
between impoliteness in the workplace and organizational citizenship behavior.
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Extended abstract

1. Introduction

Today, one of the most annoying and undesirable
personality traits is the dark triad of personality,
or the dark triangle, first proposed in 2002 by
Pavlos and Williams .The dark triad of
personality is a set of personality traits with three
distinct dimensions of narcissism,
machiavellianism, and antisociality, which have
different theoretical origins.

However, it generally includes a lack of
empathy, emotional cruelty, and a tendency to
"fall back" rather than "be together". People's
attitude reflects their behavior at work, which
mostly affects individual and organizational
efficiency. The character of every person is
universal and essential for individual, group,
departmental or organizational achievements.
Given that personality is a set of psychological
characteristics based on which people can be
classified, these personality traits permanently
affect a person's behavior and based on that,
people's behavior can be determined in various
situations. Therefore, due to the lack of desire and
cooperation, dark personalities create problems in
valuable relationships in the workplace with
management and peers, which further provides a
basis for reducing individual and organizational
performance. Studies in the dark triangle area
provide valuable information about rudeness and
aggression, manners, unprofessional workplace
activities, and unethical behavior of individuals.

One of the forms of misbehavior and one of
the most common anti-productivity behaviors is
rudeness in the workplace, so that many
employees are the target of rude behavior of their
colleagues. Most of the time, these harmful
behaviors are rooted in the personality traits of
humans and are less due to the external factors of
the environment. In addition, Anderson and
Pearson (1999) believe that incivility in the
workplace is a reciprocal action in which the
organizational climate threatens the individual
and forces them to display an aggressive and
thoughtless act.

Islamic work ethics refers to a set of work-
oriented norms and ethical standards that
consider virtues such as self-sacrifice,
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responsibility, work conscience, commitment,
helping others and constructive interpersonal
relationships based on the religion of Islam.

This Islamic work ethic has been a guide to the
actions of employees in the workplace and has
provided values that create an ethical atmosphere
that encourages positive behaviors and friendly
interpersonal relationships. In this regard,
organizational citizenship behaviors refer to the
positive behaviors of people who act in the work
environment and are not directly required by the
organization. This type of behavior is not
supported by any direct reward system, while it is
considered an important factor for planning the
smooth performance of the employees. In this
way, in the current research, we investigate the
adverse effects of dark personality on
organizational citizenship behaviors and as a
mediator, we find the source of uncivilized
behavior of the people in the workplace as
rudeness in the workplace.

In addition, we examine the moderating role
of Islamic work ethics as a moral factor.
Therefore, in the current research, we investigate
the role of the dark triad of personality on
organizational citizenship behavior with the
mediating role of rudeness in the work
environment and the adjustment of Islamic work
ethics.

2. Research Methods

This article examines the role of the dark triad of
personality —on  organizational citizenship
behaviors by mediating rudeness in the work
environment and adjusting Islamic work ethics in
Tabriz Petrochemical. In this research, to collect
data, a researcher-made questionnaire has been
used with 6 items related to the dark triad of the
personality adopted from the studies of Johnson
and Webster (2010), 6 items related to incivility
in the workplace adopted from Cortina et al.
(2001), 8 items related to organizational
citizenship behavior adopted from Podaskoff et
al. (1990), and finally, 4 items related to Islamic
work ethics adopted from Tofail et al. (2017). The
statistical population included the employees of
Tabriz Petrochemical Company under the
ownership of National Iranian Petrochemical
Industries Company, which has 941 official
personnel. Out of this number, about 200 people
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answered the questions of the questionnaire as a
sample selected based on the Cochran formula
and using the available sampling method. To
investigate this hypothesis, structural equation
modeling with partial least squares method were
used in SPSS and Smart PLS Software. This
research also examines six hypotheses.

3. Results

In this research, it was found that the dark triad of
the employees’ personality has a significant
effect on rudeness in the workplace and
organizational citizenship behavior. Also, the
results of this research showed that the Islamic
work ethics can be effective on organizational
citizenship behavior. In addition, the obtained
results confirmed the significant impact of
incivility on the organizational citizenship
behavior. In indirect ways, rudeness in the
workplace as a mediator was able to mediate the
relationship between the dark ethics and
organizational citizenship behavior. And finally,
the results showed that Islamic work ethic as a
moderator is able to moderate the relationship
between the  workplace incivility and
organizational citizenship behavior.
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4. Conclusion

Based on the findings of this research, Tabriz
Petrochemical Company can use the findings of
this research to evaluate the effective factors of
dark ethics, rudeness in the workplace,
organizational citizenship behavior and Islamic
work ethics, promote and improve Islamic work
ethics and organizational citizenship behavior,
and provide an atmosphere in the organization for
the employees to be able to manage their dark
ethics and reduce rudeness in the workplace
through the development of the Islamic work
ethics in the organization.
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