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ABSTRACT 

Research on Organizational Citizenship Behaviour (OCB) has received a great deal of 

attention from researchers with the belief that empowerment in the organizations play a 

key role in the overall efficiency of the experts. The aim of this study was to determine 

relationship between organizational citizenship behaviour and empowerment. The 

methodological approach of this study was descriptive- correlative. The research 

population consisted of 177 extension experts, which was selected using randomized 

sampling method (n= 117). Validity of the instrument was established by a panel of 

experts consisting of senior faculty members and research committee advisors. Reliability 

analysis was conducted by using and Cronbach Alpha formula and result was 0.88. 

Necessary data was collected through Podsakoff questionnaire for organizational 

citizenship behavior. Empowerment questionnaire was self-made. The independent 

variables were dimensions of organizational citizenship behaviour (altruism, courtesy, 

sportsmanship, conscientiousness, and civic virtue). Dependent variable was 

empowerment. The results showed that 0.9, 66.6, and 32.5% of experts had, respectively, 

low, moderate, and high empowerment. Also, altruism, courtesy, conscientiousness, and 

civic virtue had positive significant relationship with empowerment. The results of the 

multiple regression analysis (stepwise method) revealed that courtesy and 

conscientiousness explained 41.2% of the variations in the experts’ empowerment. 

Keywords: Descriptive-correlative research, Podsakoff questionnaire, Self-made questionnaire. 
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INTRODUCTION 

The concept of organizational citizenship 

behaviour has been widely studied during 

the last 20 years and its importance is 

growing. In fact, citizenship behaviour of 

employees overcome their role 

requirements, and is beneficial for the 

organization. It is also defined as an 

inevitable necessity for an organization’s 

efficient performance (Hodson, 2006). This 

definition was first introduced by Batman 

and Organ in the early 1980s. Organ 

believes that organizational citizenship 

behaviour is a personal and voluntary 

behaviour which is not directly designed by 

formal reward systems but enhances the 

efficiency and effectiveness of the 

organization. In fact, three main 

characteristics of citizenship behaviour are: 

(1) It is voluntary, i.e. it should not be 

predefined and it should not be a part of an 

individual’s formal tasks, (2) It has 

organizational advantages, and (3) It is a 

multidimensional entity (Podsakoff and 

Mackenzie, 1997). 

According to this definition, it is expected 

that a person should perform more than 

his/her role as a citizen and functions in an 

organization. In other words, the structure of 

organizational citizenship behaviour is 

looking for identification, governance, and 

evaluation of employees’ multifunction 

behaviors in the organization and its effect 
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on improving organizational efficiency 

(Korkmaz and Arpaci, 2009). Organizations 

cannot develop their efficiency without their 

employees’ voluntary tendency. In addition 

to this behavior, in today’s modern world, 

voluntary participation in efficient 

administration of strategic decisions is 

necessary (Rivkin and Siggelkow, 2003). 

Organizations, especially the ones in 

developing countries—which require a jump 

for enhancing efficiency—must prepare the 

setting for their employees and managers to 

gain experience, ability, and capacity for 

advancing the organizational objective. This 

would not be possible unless the factors of 

developing organizational citizenship 

behaviour are identified and the necessary 

settings for implementing such kind of 

behaviors are prepared. In fact, 

organizational citizenship behaviour 

includes voluntary behaviour of the staff, 

which is not part of their formal functions, 

and is not directly considered by the formal 

reward system of the organization, but 

enhances the efficiency of the organization 

(Korkmaz and Arpaci, 2009). The effect of 

the organizational citizenship behaviour on 

job satisfaction should not be ignored, as 

there is a direct relation between job 

satisfaction and performance of employees. 

In other words, people who are more 

satisfied will perform better. Generally, job 

satisfaction improves individual efficiency 

and commitment toward the organization. It 

also improves the physical and mental health 

of the staff, increases their morale, and 

makes them learn new skills. Organizational 

citizenship behaviour creates a sense of trust 

between the managers and the staff and 

plays a key role. This is because 

management is a mental and physical 

process, in which the manager or the leader 

works by controlling formal and informal 

functions of the organization. In fact, the 

fate of an organization is determined by its 

leadership quality (Jonson, 2010). 

In a study on the relationship between job 

and organizational factors and 

organizational citizenship behaviour by 

faculty members, it was concluded that the 

organizational atmosphere had the most 

significant influence on organizational 

citizenship behavior, followed by job 

satisfaction and burnout (Jamali et al., 

2009). In a research investigating 

organizational justice and the effect of 

organizational health on organizational 

citizenship behavior, it was concluded that 

there was a positive relationship between 

organizational justice and organizational 

citizenship behavior. Accordingly, more 

positive images of organizational justice in 

an employee’s mind result in more 

organizational citizenship behavior. There is 

also a positive relationship between 

organizational justice and citizenship 

behaviour through organizational health 

personality. It means that the organization 

with a healthy personality creates a positive 

image in the minds of the employees 

(Zekiani, 2008). 

A research was conducted on the effects of 

supervision factors on job satisfaction of the 

auditors and also their intention to continue 

their cooperation. The results of the study 

show that the main dimensions of the 

supervision factors include the supervisors’ 

proper relationship with the auditors and 

preparing proper job conditions. The third 

dimension is that true job division has a 

positive relationship with the auditors’ job 

satisfaction and their intention to continue 

cooperation with the auditing institutions. 

Also, the auditors of private institutions have 

a higher rate of satisfaction with these three 

factors and, so, they have a higher rate of job 

satisfaction (Davanipour, 2007). 

Thurstona and Glendon (2018) concluded 

that organizational identification had 

positive significant relationship with 

empowerment. Also, high empowerment 

and positive supervisor safety practices 

predicted higher safety participation.  

Chan and Lai (2017) showed that 

organizational citizenship behaviors were 

influenced by communication satisfaction 

and perceived justice. Communication 

satisfaction is a mediator between perceived 

justice and organizational citizenship 

behaviors. Perceived justice is not a 

 [
 D

O
R

: 2
0.

10
01

.1
.1

68
07

07
3.

20
19

.2
1.

2.
13

.4
 ]

 
 [

 D
ow

nl
oa

de
d 

fr
om

 ja
st

.m
od

ar
es

.a
c.

ir
 o

n 
20

25
-0

7-
21

 ]
 

                             2 / 11

https://dorl.net/dor/20.1001.1.16807073.2019.21.2.13.4
https://jast.modares.ac.ir/article-23-15995-en.html


Organizational Citizenship Behaviour and Empowerment __________________________  

267 

mediator between communication 

satisfaction and organizational citizenship 

behaviors. This finding points to the need 

for enhancing communication practices and 

creating a fair working environment in order 

to encourage discretionary behaviors. 

Theoretical and practical implications are 

discussed along with the limitations. 

Cheasakul and Varma (2016) show that 

there are relationships between 

empowerment (status, professional growth, 

self-efficacy, decision making, impact, and 

autonomy) with the organizational 

citizenship behaviour of teachers. 

In fact, Runhaar et al. (2013) in their study 

concluded that a teacher’s organizational 

citizenship behaviour was at a proper level 

and job commitment, independence, and 

member-leader interaction had a meaningful 

and positive relationship with organizational 

citizenship behavior. 

Aksel et al. (2013), investigating teachers’ 

understanding of organizational citizenship 

behaviour and mental empowerment, 

concluded that mental empowerment 

determines 32.5 percent of teachers’ 

organizational citizenship behaviour 

changes. 

Zhang and Chen (2013) concluded that 

469 of the supervisors had a fair 

organizational citizenship behaviour 

response. In addition, organizational identity 

had a positive and meaningful relationship 

with organizational citizenship behavior. 

Jang and George (2012) conducted a 

research on the effect of understanding 

organizational support and mental 

empowerment on job performance, in which 

organizational citizenship behaviour was 

considered an intermediary factor. This 

study investigated the way that hotel staff 

understood organizational support, mental 

empowerment, organizational citizenship 

behavior, and organizational performance. It 

also dealt with the causative relationship 

among these variables. A total of 513 hotel 

staffers participated in this study. The results 

showed that understanding organizational 

support and mental empowerment as well as 

organizational citizenship behaviour had a 

positive effect on job performance. 

Organizational citizenship performance acts 

as an intermediary variable between 

organizational understanding and job 

performance as well as between mental 

empowerment and job performance. 

Chiang and Hsieb (2012) indicated that 

perceived organizational support and 

empowerment both positively affected 

organizational citizenship behavior. 

Perceived organizational support did not 

positively influence job performance. 

Empowerment and organizational 

citizenship behaviour positively influenced 

job performance. Organizational behaviour 

acted as a partial mediator between 

perceived organizational support and job 

performance, as well as between 

empowerment and job performance. 

Zeinabadi and Salehi (2011) studied the 

procedural justice, trust, job satisfaction, and 

organizational commitments in teachers’ 

organizational citizenship behavior. Data of 

the research had been collected through a 

questionnaire. The most important finding of 

the research was that procedural justice 

helped promote organizational citizenship 

behaviour in two ways. Firstly, by 

influencing teachers’ trust, and, secondly, by 

influencing organizational citizenship 

behaviour through job satisfaction and 

organizational commitment. 

Mckenzie (2011) in a study on the 

relationship between trust dimension and 

organizational citizenship behaviour 

concluded that trust is the best indicator of 

organizational citizenship behavior. Nadiri 

and Tanova (2010) investigated the effect of 

justice on tendency to change the position, 

job satisfaction, and organizational 

citizenship behaviour in the hospitality 

industry. In this research, 208 staff members 

and managers completed the questionnaire. 

The findings showed that objectivity on 

personal results might have more effect on 

the tendency to change the position, job 

satisfaction, and organizational citizenship 

behavior, provided companies’ tendencies 

are fair and just. In addition, the findings 

showed that, although improvement in job 
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Figure 1. Theoretical framework of research. 

 

satisfaction might be related to 

organizational citizenship behavior, 

organizational justice is a key factor, with a 

stronger effect on the citizenship behaviour 

and job satisfaction. 

Judge et al. (2010) studied the relationship 

between payment and job satisfaction. The 

results of the correlation analysis between 

payment level and job satisfaction showed a 

slight relationship between payment level 

and job satisfaction. Zeinabadi (2010), in his 

research, gathered data using questionnaires 

and the results showed that job satisfaction 

was a dominant variable which directly 

affected citizenship behaviour and through 

commitment intermediary. 

Han et al. (2009) conducted a comparative 

study on empowerment, job satisfaction, and 

organizational commitment among part-time 

and full-time nurses. The sample included 

416 nurses in 19 hospitals. The findings 

showed that, in general, full-time nurses had 

higher job satisfaction levels, organizational 

commitment, and ability compared to part-

time nurses. 

Harris et al. (2009) studied direct and 

interactive effects of empowerment and 

interactive leadership on job satisfaction. 

This study investigated the mediatory effects 

of empowerment on the relationship 

between leadership quality and leader-

member interaction and its consequences, 

such as job satisfaction and tendency to 

move. The results provide evidence 

supporting mediatory effect of 

empowerment between leader-member and 

job consequences. 

Pearson correlations and multiple 

regression analyses indicated that teachers’ 

perceptions of their level of empowerment 

are significantly related to their feelings of 

commitment to the organization and to the 

profession, and to their organizational 

citizenship behavior. Among the six 

subscales of empowerment, professional 

growth, status, and self-efficacy were 

significant predictors of organizational and 

professional commitment, while decision-

making, self-efficacy, and status were 

significant predictors of organizational 

citizenship behavior. Practical implications 

of the study are discussed in relation to 

teachers, principals, and policy-makers 

(Bogler and Somech, 2004). 

Based on the path model (Figure 1), the 

following hypotheses were generated for 

testing: 

 There is significant relationship between 

altruism and empowerment; 

 There is significant relationship between 

courtesy and empowerment; 
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Table 1. Reliability of research variables. 

Variables Cronbach Alpha 

Altruism 0.83 

Courtesy 0.89 

Sportsmanship 0.79 

Conscientiousness 0.91 

Civic virtue 0.89 

Empowerment 0.89 

 

 

 There is significant relationship between 

sportsmanship and empowerment; 

 There is significant relationship between 

conscientiousness and empowerment, 

 There is significant relationship between 

civic virtue and empowerment. 

MATERIALS AND METHODS 

This research was applied in relation to the 

objective, since the results can be employed 

by programmers and policy makers. In order 

to reach precise and reliable data, we used a 

quantitative method. Since this research 

simply investigates conditions that existed 

and defines them, and as there is no 

possibility to control or manipulate the 

variables, it is descriptive. Furthermore, 

because it investigates and analyzes the 

relations between independent and 

dependent variables, it is correctional. The 

population of the study included 177 

extension experts in Iran. In this study, 

stratified sampling method was applied and 

the population was sampled using the 

Cochran formula (n= 117) (Equation 1). 

    (1) 

 In Equation (1), N includes all extension 

experts (N= 177), t represents the t student at 

confidence level of 95 percent or 5 percent 

error (t= 1.96), S represents the highest 

Standard deviation, which was obtained 

through a pilot test (S= 2.3) and d represents 

half of the approximate trust distance (d= 

0.26). 

In order to determine the validity, we put 

multiple copies of the questionnaire at the 

disposal of masters and some of the experts, 

and also Pilot test was performed to 

determine the reliability of the research 

equipment. We gave the questionnaire to 20 

experts who were similar to the statistical 

society in regional, economic, cultural, and 

social conditions. After obtaining the data, 

we determined the Cronbach Alpha 

coefficient for all the variables with a scale 

degree of 0.88 (Table1) Necessary data was 

collected through Podsakoff questionnaire 

for organizational citizenship behavior. 

Empowerment questionnaire was self-made. 

The independent variables were dimensions 

of organizational citizenship behaviour 

(altruism, courtesy, sportsmanship, 

conscientiousness and civic virtue). 

Dependent variable was empowerment. All 

data were analyzed using the Statistical 

Package for the Social Sciences, Personal 

Computer Version (SPSS/PC+). Appropriate 

statistical procedures for description and 

inference were used. The Alpha level was 

set a priori at 0.05 (Table1). Regression 

model as a proposed model included: 

Empowerment= β1 altruism+ β2 

courtesy+β3 sportsmanship+β4 

conscientiousness+β civic virtue+ε 

RESULTS AND DISCUSSION 

Dimensions of Organizational 

Citizenship Behavior 

Altruism, courtesy, sportsmanship, 

conscientiousness, and civic virtue were 

measured with four questions each, using a 

five-item Likert spectrum among experts 

(Strongly agree= 5, Agree= 4, Moderate= 3, 

Disagree= 2, Strongly disagree= 1). Hence, 

the maximum score for dimension was 20 

and the minimum score was four. 

Altruism: Based on results, 9.4 percent of 

the respondents had bad altruism, 53.8 

percent had moderate, and 36.8 percent had 

good altruism. 
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Table 2.  Analysis of dimensions of organizational citizenship behaviour among experts (n= 117). 

Variable Frequency Percentage Central tendency and dispersion 

Altruism    

Bad (4-8) 11 9.4 
M= 12.3 

S.D= 2.8 
Moderate (9-14) 63 53.8 

Good (15-20) 43 36.8 

Courtesy    

Bad (4-8) 44 37.6 
M= 10.4 

S.D= 3.1 
Moderate (9-14) 59 50.4 

Good (15-20) 14 12 

Sportsmanship    

Bad (4-8) 2 1.7 
M= 13.6 

S.D= 2.7 
Moderate (9-14) 53 45.3 

Good (15-20) 62 53 

Conscientiousness    

Bad (4-8) 0 0 
M= 14.8 

S.D= 2.1 
Moderate (9-14) 25 21.4 

Good (15-20) 92 78.6 

Civic virtue    

Bad (4-8) 2 1.7 
M= 14.3 

S.D= 2.2 
Moderate (9-14) 42 35.9 

Good (15-20) 73 62.4 

 

 

 

Courtesy: 37.6 percent of the respondents 

had bad courtesy, 50.4 percent had moderate 

and 12 percent had good courtesy. 

Sportsmanship: 1.7 percent of the 

respondents had bad sportsmanship, 45.3 

percent had moderate, and 53 percent had 

good sportsmanship. 

Conscientiousness: 21.4 percent of the 

respondents had moderate conscientiousness 

and 78.6 percent had good 

conscientiousness. 

Civic virtue: 1.7 percent of the 

respondents had bad civic virtue, 35.9 

percent had moderate and 62.4 percent had 

good civic virtue (Table 2). 

Dimensions of Empowerment among 

Experts 

Dimensions of empowerment include self-

efficacy, meaningfulness, self-determinism, 

personal consequence, and trust. In order to 

determine dimension of self-efficacy, we 

measured 10 questions, 8 questions for 

meaningfulness dimension, 13 questions for 

self-determinism dimension, 11 questions 

for personal consequence dimension and 10 

questions were measured for trust dimension 

(Very low= 1, Low= 2, Average= 3, High= 

4, Very high= 5). Consequently, the minimal 

score for dimensions of self-efficacy, 

meaningfulness, self-determinism, personal 

consequence and trust were 10, 8, 13. 11 and 

10, and the maximal scores were 50, 40, 65, 

55 and 50, respectively. Finally, 

empowerment of experts was measured by 

52 questions Thus, the maximum score of 

empowerment was 260 and the minimum 

score was 52.  

Self-efficacy: 14.5 percent of the 

respondents had very low and low self-

efficacy, 65.8 percent had moderate, and 

19.7 percent had high and very high self-

efficacy. 
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Table 3. Analysis of dimensions of empowerment among experts (n= 117). 

Variable Frequency Percentage Central tendency and dispersion 

Self-efficacy    

Very low and low (10-25) 17 14.5 
M= 30.4 

SD= 6.4 
Moderate (26-33) 77 65.8 

High and very high  (34-50) 23 19.7 

Meaningfulness    

Very low and low (8-20) 21 17.9 
M= 24.7 

SD= 5.1 
Moderate (21-26) 58 49.6 

High and very high  (27-40) 38 32.5 

Self-determinism   
 

Very low and low (13-32) 0 0 
M= 44.9 

SD= 4.3 
Moderate (33-43) 42 35.9 

High and very high  (44-65) 75 64.1 

Personal consequence   
 

Very low and low (11-28) 12 10.3 
M= 33.8 

SD= 3.8 
Moderate (29-36) 75 64.1 

High and very high  (37-55) 30 25.6 

Trust   
 

Very low and low (10-25) 0 0 
M= 38.9 

SD= 4.1 
Moderate (26-33) 16 13.7 

High and very high  (34-50) 101 86.3 

Table 4. Analysis of empowerment among experts. 

Situation of empowerment frequency Percent Cumulative percent 

Very low (52-93) 0 0 0 

Low (94-135) 1 0.9 0.9 

Moderate (136-176) 78 66.6 76.5 

High (177-218) 38 32.5 100 

Very high (219-260) 0 0 100 

Total 

 

117 100 - 

M= 172.8  SD= 15.7  

 

 

Meaningfulness: 17.9 percent of the 

respondents had very low and low 

meaningfulness, 49.6 percent had moderate, 

and 32.5 percent had high and very high 

meaningfulness. 

Self-determinism: 35.9 percent of the 

respondents had moderate self-determinism, 

and 64.1 percent had high and very high 

self-determinism. 

Personal consequence: 10.3 percent of the 

respondents had very low and low personal 

consequence, 64.1 percent had moderate, 

and 25.6 percent had high and very high 

personal consequence. 

Trust: 13.7 percent of the respondents had 

moderate trust and 86.3 percent had high 

and very high trust. Overall, 0.9, 66.6, and 

32.5 percent of experts empowerment was 

low, moderate, and high, respectively (Table 

3 and 4). 
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Table 5. The relation of dimensions of organizational citizenship behaviour with empowerment. 

Variables Pearson correlation coefficient Significant level 

Altruism 0.372** 0.000 

Courtesy 0.611** 0.000 

Sportsmanship 0.174 0.061 

Conscientiousness 0.232* 0.012 

Civic virtue 0.302** 0.001 

 * P< 0.05 ** P< 0.01 

Table 6. Analyzing the regression of empowerment. 

Steps R R
2
 Adjusted R

2
 F Sig 

1 0.611 0.374 0.368 68.68 0.000 

2 0.642 0.412 0.402 39.93 0.000 

 

Table 7. The standardized and non- standardized coefficients of empowerment. 

Variables B Beta t Sig 

Constant 119.1 - 13.32 0.000 

Courtesy 3.02 0.60 8.33 0.000 

Conscientiousness 1.52 0.20 2.72 0.008 

 

 

 

Figure 2. Operational framework of research. 
 

 

Role of Dimensions of Organizational 

Citizenship Behaviour on Empowerment 

Table 5 shows intensity, relation orientation, 

and a meaningful level of dimensions of 

organizational citizenship behaviour with 

empowerment. As the table shows, 

dimensions of altruism, courtesy, 

conscientiousness, and civic virtue with 

empowerment have meaningful and positive 

relation with empowerment. 

In order to predict the role of dimensions 

of organizational citizenship behaviour in 

empowerment, we used step by step 

regression. Analyzing the regression enables 

the researcher to predict the variance of 
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dependent variable through independent 

variables and determine the role of every 

independent variable in explanation of the 

dependent variable. In a step-by-step 

method, the strongest variables enter the 

equation one after another. This process 

goes on until the errors of meaning exam 

reache 0.05 errors. Results showed 

dimensions of courtesy and 

conscientiousness enter the equation in two 

of the steps, respectively. This means that 

courtesy has the highest influence on 

empowerment. This variable alone explained 

37.4 percent of variance in empowerment. 

Courtesy and conscientiousness jointly 

explained 41.2 percent of variance in 

empowerment, in step two. 

According to the value of beta in Table 7, 

we can write the regression equation as 

follows: Y= 0.60 Courtesy+0.20 

Conscientiousness  

CONCLUSIONS 

The results show that dimensions of 

sportsmanship, conscientiousness, and civic 

virtue among experts have a better situation 

such that 53 percent of experts had high 

sportsmanship, 78.6 percent of experts had 

high conscientiousness, and 62.4 percent of 

experts had high civic virtue. The results 

show that dimension of altruism has 99% 

positive correlation with empowerment. In 

fact, with improvement in dimension of 

altruism, the experts’ empowerment process 

goes up. The rate of the correlation with 

empowerment was 0.372, which is 

considered moderate based on the Davis 

Table. Also, dimension of courtesy has 99% 

positive correlation with empowerment. In 

fact, with improvement in dimension of 

courtesy, the experts’ empowerment process 

goes up. The rate of the correlation with 

empowerment was 0.611, which is 

considered high based on the Davis Table. 

Similarly, dimension of conscientiousness 

has 95% positive correlation with 

empowerment. In fact, with increase in 

dimension of sportsmanship, the experts’ 

empowerment process goes up. The rate of 

the correlation with empowerment was 

0.232, which is considered low based on the 

Davis Table. 

The results show that dimension civic 

virtue has 99% positive correlation with 

empowerment. In fact, as dimension of civic 

virtue increases, the experts’ empowerment 

process goes up. The rate of the correlation 

with empowerment was 0.302, which is 

considered moderate based on the Davis 

Table. The above mentioned results conform 

to the results obtained by Cheasakul and 

Varma (2016), Chiang and Hsieb (2012), 

Harris et al. (2009), Steffen (2008), Bogler 

and Somech (2004), Runhaar et al. (2013), 

and Zhang and Chen (2013). The results of 

stepwise regression show that courtesy and 

conscientiousness enter the equation in two 

of the steps, respectively. This means that 

courtesy has the highest influence on 

empowerment. This variable alone explained 

37.4 percent of variance in empowerment. 

The second dimension influencing the 

empowerment was conscientiousness. 

Dimension of conscientiousness explained a 

variation of 3.8% of empowerment of 

experts. The above mentioned results 

conform to the results gained by Cheasakul 

and Varma (2016), Chiang and Hsieb 

(2012), Chan and Lai (2017), Stephen 

(2008), Bogler and Somech (2004), Runhaar 

et al (2013), and Zhang and Chen (2013). To 

improve the competence of experts, it is 

suggested that altruism and courtesy among 

experts be raised and conscientiousness and 

civic virtue be institutionalized. 
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 کارشىاسان ترييج درتًاومىدسازي  ي يسازماو يرفتار شهريودرابطٍ بيه 

 ي ن. وعيميان پىاٌر. ديه

 چکيدٌ

تحقيق ثر رفتبر شْرًٍذي سبزهبًي تَجِ زيبدي از هحققبى را داشتِ است چرا کِ ثر ايي ثبٍرًذ 

رفتبر راثطِ ثيي ّذف ايي تحقيق ثررسي رشٌبسبى دارد. ًقش کليذي در کبرايي کلي کب تَاًوٌذسبزي

ّوجستگي هي ثبشذ. کبرشٌبسبى  -تَاًوٌذسبزي ثَد. ايي تحقيق ازًَع تَصيفي ٍ يسبزهبً يشْرًٍذ

ايي تحقيق اًتخبة شذًذ ٍ ثب استفبدُ از ًوًَِ گيري تصبدفي  (N=177) ترٍيج ثِ عٌَاى جبهعِ آهبري

گرديذًذ. رٍايي اثسار پژٍّش از طريق اعضبي ّيئت  اًتخبةبري کبرشٌبس ثِ عٌَاى ًوًَِ آه 117

علوي ٍ کبرشٌبسبى ثِ دست آهذ. آزهَى هقذهبتي ٍ اعتجبر پرسشٌبهِ از طريق ضريت اطويٌبى آلفبي 

ي پَدسکبف ٍ سبزهبً يرفتبر شْرًٍذدادُ ّبي لازم از طريق پرسشٌبهِ  هحبسجِ گرديذ. 88/0کرًٍجبخ 

هتغيرّبي هستقل اثعبد رفتبر شْرًٍذي َاًوٌذسبزي جوع آٍري شذ. پرسشٌبهِ هحقق سبختِ ت

 ( ثَدًذ. هتغير ٍاثستِسبزهبًي)ًَع دٍستي، ًساکت، جَاًوردي، ٍظيفِ شٌبسي ٍ فضيلت هذًي

 6/66درصذ از پبسخگَيبى، ٍضعيت تَاًوٌذسبزي را کن،  9/0 ثَد. ًتبيج ًشبى داد کِ تَاًوٌذسبزي

 لتيٍ فض يشٌبس فِيظًساکت، ٍ ،يًَع دٍستّوچٌيي  ثيبى کردًذ. درصذ زيبد 5/32درصذ هتَسط ٍ 

ثب تَاًوٌذسبزي راثطِ هثجت ٍ هعٌي داري داشتٌذ. ًتبيج رگرسيَى گبم ثِ گبم ًشبى داد کِ ًساکت  يهذً

 .درصذ از تغييرات تَاًوٌذسبزي را تجييي ًوَدُ اًذ 2/41 يشٌبس فِيٍ ٍظ
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