
 
Kuwait Chapter of Arabian Journal of Business and Management Review    Vol. 3, No.1; Sep. 2013 

 

85 
 

Evaluating the relative importance of emotional intelligence 
dimensions incidence of Extra-role Behavior at Social 

Security Organization in Ardabil province 
MahnazShahi 

Department of Management, Germi Branch, Islamic Azad University, Germi, Iran 
 

Mohammad Feizi (PhD) 
Department of Management, MeshkinShahr Branch, Islamic Azad University, 

MeshkinShahr, Iran 
 

 

Abstract  
This study has done to evaluating the relative importance of emotional intelligence 
dimensions (Self- awareness, Awareness and recognition of emotion in others, 
Regulation of emotion in the self and others, Use of emotion to facilitate 
performance) and Extra-role Behavior (interpersonal citizenship behavior and 
organizational citizenship behavior) at Social Security Organization in Ardabil 
province. We determined the amount of the sample size with the used of Cochran 
sampling method which the statistical sample is 172 of these employees which have 
been selected through the Stratified random sampling in 14 classes. To gathering of 
data, we used two questionnaire. We used Relative Importance method and Pearson 
Correlation to analyze the research hypotheses.The findings of hypothesis 1 show that 
the relative importance/weight of each constructs of emotional intelligence in 
influencing to organizational citizenship behavioris not the same. And also, the 
findings of hypothesis 2 show that the relative importance/weight of each constructs 
of emotional intelligence in influencing to interpersonal citizenship behavioris not the 
same. 
Keywords: emotional intelligence, interpersonal citizenship behavior and 
organizational citizenship behavior 
 

INTRODUCTION  
It’s what makes us respond to a crying baby, a furrowed brow or a smiling face. It’s 
also what brings us together, lifts us upward and inspires us onward. Defined by 
psychologists in the early ‘90s, Emotional Intelligence is the ability to monitor one’s 
own and others’ feelings and emotions, to discriminate among them and to use this 
information to guide one’s thinking and actions. “Know thyself,” said Plutarch, 
writing in ancient Greece. Now extend that to others. According to Mayer et al. 
(2003), “Emotional intelligence involves problem solving with and about emotions”. 

While no substitute for ability, knowledge, or skills, Emotional Intelligence (EI) can 
be a significant asset on the job. 

• EI can affect the bottom line: In one study, experienced partners with high EI in 
a multinational firm delivered $1.2 million more profit from their accounts - 
139% - over their cohorts. 
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• EI can influence effectiveness: a study of manufacturing supervisors given EI 
training saw a reduction of 50% in lost-time accidents, 20% in formal 
grievances, and plant productivity goals exceeded by $250,000. 

• EI can affect personal success: In a cross-cultural study of senior executives, EI 
competencies outweighed both IQ and experience in top performers (Stone, 
2009). 

Emotional Intelligence is formed in infancy, but unlike IQ it can be honed and 
developed with practice. Some seem to possess it in high degree: those in sales, 
human resources, health care and customer service, for instance. EI people tend to be 
socially poised, outgoing, cheerful, committed to people or causes, responsible, 
ethical, sympathetic, caring in relationships, and comfortable with themselves and 
others – all positive attributes for the Value AnalysisProfessional. 
The quickest route to EI in any given situation is through asking yourself four 
questions: 
• How are you and the other person feeling? 

• What are you and the other person thinking as a result of your feelings? 
• What caused you and the other person to feel the way you do? 

• What will you do to manage your, and the other person’s, feelings? (Arlene, 2007) 
Two of the pioneers of the concept of Emotional Intelligence defined it as "the ability 
to monitor one's own and others' emotions, to discriminate among them, and to use 
the information to guide one's thinking and actions" (Salovey and Mayer, 1990). 
Components of emotional intelligence include: 

• Awareness and recognition of emotion in others 

• Regulation of emotion in the self and others 
• Use of emotion to facilitate performance 

There has been intense media interest in emotional intelligence during the 1990s.  
However, recent work by Australian and American researchers (Davies, Stankov and 
Roberts, 1998) suggests that the concept may not exist as a unique human ability in its 
own right.  Rather, it has been described as a new way of dressing up what is familiar 
- the concepts of personality and intelligence.   
One of the places that you can work on your emotional skills is in the 
workplace.Many years ago, before the concept of emotional intelligence waswidely 
known, a senior executive at a large company told me that emotionshave no place at 
work. You simply left half your brain at home and broughtthe other half with you to 
the office. Fortunately, most people’s attitudeshave changed since then. 

The workplace, unfortunately, is a stressful place for many people 
worldwide,according to interviews that I’ve done and surveys that my 
organization(Multi-Health Systems) has carried out. We’ve helped pioneer the 
researchthat brought emotional intelligence to the workplace, and we found out 
muchabout how emotional intelligence can increase productivity, improve 
teamwork,and make you feel better about your work and your workplace alongthe 
way. You can improve your emotional intelligence skills by using some ofthe 
activities in this book at work. 
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Based on a number of studies that Multi-Health Systems and others have carriedout, 
increasing your emotional intelligence at work has many benefits,including the ability 
to: 

- Better manage stress at work. 

- Improve your relationships with co-workers. 

- Deal more effectively with your supervisor. 
- Be more productive. 

- Be a better manager or/and leader. 
- Better manage your work priorities. 

- Be a better team player. 
Because people who have high emotional intelligence are more in tune withthe people 
and situations in the workplace, they generally get comparativelygreater pay raises, 
according to a recent study by Stephan Cote and his colleaguesat the Rotman 
Business School, University of Toronto (Stein, 2009). 

Cavazotte et al, (2012) investigate the effects of intelligence, personality traits and EI, 
as measured by the WLEIS - a self-report measure, on performance of 134 midlevel 
managers from a large Brazilian company that operates in the energy sector. 
Performance was determined by the annual performance ratings. Results revealed a 
relationship between EI and performance; however, after controlling for intelligence 
and personality, this relationship became non-significant. The best predictor of the 
manager's performance in this study was transformational leadership, as determined 
using their subordinates' ratings on the Multifactor Leadership Questionnaire. The 
implications for practice are twofold. First, the findings reinforce the need to use 
control variables (i.e., intelligence, personality and experience) when testing the 
implications of EI, calling attention to the fact that empirical results might be inflated 
whenever control variables are omitted. Second, because the analyses show that 75% 
of variance in EI was explained by intelligence and personality, concerns are raised 
regarding the discriminant validity of the WLEIS scale. This reinforces the idea that 
tests of EI need to be significantly different from personality and intelligence tests. 

Farh et al (2012) examine the relationship between EI, as measured by the MCEIT, 
and job performance by taking into account context of the job. A sample of 212 
professionals from various organizations and industries indicated support for the 
effect of EI, above and beyond the influence of personality, cognitive ability, 
emotional labor job demands, job complexity, and demographic control variables. 
More specifically, results showed that EI related more positively to performance 
under a high managerial work demands context of jobs that require management of 
diverse individuals, functions, and lines of business, potentially because such job 
contexts activate and allow high-EI individuals to act in emotionally intelligent ways 
that facilitate their performance. The results indicate that the relationship between EI 
and performance is not direct; thus, managers should recognize that selecting 
emotionally intelligent employees or training employees' EI may not lead to higher 
performance outcomes in all situations, but investing in the EI of employees working 
in jobs characterized by high managerial demands may be a good thing to do. 

 

Mossholder et al (2005) believe that organizational citizenship behavior concept 
covers a wide range of extra-role pro-social behaviors within an organizational 
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context, interpersonal citizenship behavior is focused more narrowly on helping 
behaviors directed at coworkers. The benefits of interpersonal citizenship behavior 
(ICB) in terms of extra-role behavior make it a suitable dependent variable of 
desirable organizational attitudes and behavior upon which to test competing theories 
of motivation. Organ et al, (2006) other dimensions of organizational citizenship 
behavior such as sportsmanship and conscientiousness are certainly germane. Recent 
research highlights the importance of an underlying helpfulness dimension captured in 
ICB. In particular, ICB has been expected to help coworkers be more productive 
while increasing employee morale and cohesiveness. Indeed, LePine, Erez and 
Johnson (2002: 61), based on a meta-analysis relying on over 100 studies, go so far as 
to suggest that, “From a theoretical standpoint … scholars should begin to explicitly 
think of Organ’s (1988) OCB as a latent construct. Given that the five dimensions 
seem to be behavioral manifestations of positive cooperativeness at work, perhaps this 
latent OCB construct should be redefined as a general tendency to be cooperative and 
helpful in organizational settings” (italics added).( Sanjay et al, 2007). 
Davies and Stankov 
According to the Extra-role Behavior (interpersonal citizenship behavior and 
organizational citizenship behavior)and emotional intelligence (Self- awareness, 
Awareness and recognition of emotion in others, Regulation of emotion in the self and 
others, Use of emotion to facilitate performance), we designed the Initial conceptual 
model of research. (See Fig.1)  

Figure1- Conceptual model of research  

 
 

METHOD  
The main purpose of this study is evaluating the relative importance of Extra-role 
Behavior (interpersonal citizenship behavior and organizational citizenship behavior) 
and emotional intelligence. The population of this study is Social Security 
Organizationemployees in Ardabil province that were 311. We determined the 
amount of the sample size with the used of Cochran sampling method which the 
statistical sample is 172 of these employees which have been selected through the 
Stratified random sampling in 14 classes. Table 1 shows the amount of employees in 
each class. 
Table 1- Research environment and sample size 

Extra-role 
Behavior 

(organizational 
citizenship 
behavior ) 

emotional 
intelligence 

Self- awareness

Awareness and 
recognition of 

emotion in others

Regulation of 
emotion in the self 

and others

Use of emotion to 
facilitate 

performance
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 N n 

Ardabil Office 40 22 

Ardabil Branch 1 90 48 

Ardabil Branch 2 40 22 

Sarein 11 7 

Namin 17 9 

Germi 11 7 

PARSABAD 40 22 

Meshkinshar 21 12 

Bilesuar 11 7 

Khalkhal 30 16 

Total 311 172 

 

To gathering of data, we used two questionnaire; the main factors related to success 
researcher make questionnaire with 21 items. All items of questionnaires were 
designed based on Likert5 degree spectrum. Questionnaires reliability was estimated 
by calculating Cronbach’s Alpha that is shown in the table 2. 

Table2. Results of questionnaires reliability from SPSS software 

Variables Cronbach's Alpha 

Emotional Intelligence  0.776 

Extra-Role Behavior 0.727 

 

We used Relative Importance method and Pearson Correlation to analyze the research 
hypothesis.  

Regression analyses are typically conducted to capture people’s decision policy. 
However, when inter-correlation among predictors exists (as is the case in this study), 
regression coefficients have long been judged inadequate to indicate the relative 
importance of a predictor because the impact of one predictor cannot be considered 
when holding the other predictors constant. Currently, there are two preferred 
methods for determining a predictor’s relative importance: Budescu’s dominance 
analysis and Johnson’s (2000, 2001) relative weights. According to Johnson and 
LeBreton (2004), both indices take a predictor’s direct effect and its effect when 
combined with other predictors into account, and both yield importance weights that 
represent the proportionate contribution each predictor makes to R2. When they are 
used for analyzing the same data, both indices produce virtually the same results. 
Here, we computed Johnson’s relative weights per rater (expressed as proportions of 
R2) because they are easier to compute than Budescu’s dominance analysis. 
 

ANALYSIS AND RESULTS  
1- Descriptive Analysis and Results 
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The data gathered from questionnaires shows that, seventy percent are male and thirty 
percent are female. 43 percent of responder is married and 57 are single. The 
responder’s degree is 10 percent MA, 57 percent BA and 33 percent DA or under. It 
means that the most of the customers have university degree. (Table 3) 
Table3- Responders degree 

Valid Degree Frequency Percent 

 AD or Under 50 33 

 BA 85 57 

MA 15 10 

PhD 0 0 

Total 150 100.0 

 
Table 4 shows age of the responders. 20 percent of responders have less than 30 
years’ old, and 40 percent have between 31-40,30percent 41-50, and finally 10 
percent have more than 51 years of work experience.  

Table 4- age of the responders 

Valid  Frequency Percent 

 Under 30 30 20 

31-40 60 40 

41-50 45 30 

More than 51 15 10 

 Total 150 100.0 

 

 

2- Hypotheses Analysis and Results 
1. The relative importance/weight of each constructs of emotional intelligence in 

influencing to organizational citizenship behavioris not the same. 
Table 5, correlation coefficients between the independent and dependent variables 
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 Research Variables 

    1.000 r  organizational 
citizenship 
behavior 

    . Sig 

    150 N 

   1.000 .497 r  Self- 
awareness    . .000 Sig 
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   150 150 N 

  1.000 .354 .672 r 
others 

awareness   . .000 .000 Sig 

  150 150 150 N 

 1.000 .48 .530 .427 r 
Regulation of 

emotion  . .000 .000 .000 Sig 

 150 150 150 150 N 

1.000 .88 .410 .542 .560 r 

Use of emotion .000 .000 .000 .000 .000 Sig 

150 150 150 150 150 N 

 

The results of above table showsthat there is a correlation between the independent 
variables and also they have significant correlation dependent variable. Therefore, in 
such cases, using a method such as regression to find the net effect of emotional 
intelligence dimensions on the organizational citizenship behavior is not suitable. 

Given the correlation between the independent variables, we have calculated the 
combined effects and weighted share of emotional intelligence four dimensions in 
influencing to organizational citizenship behavior with used of relative importance 
technique.  

Table 6. Emotional intelligence dimensions relative importance / weight to influence 
organizational citizenship behavior with using Johnson model 

Emotional 
intelligence 
dimensions 

Net weight of each 
variable 

relative weight of each 
variable with 100% 

(R2 Net weight of each 
variable) 

N 

Self- awareness 0.110 16.7% 150 

others awareness 0.312 47.3% 150 

Regulation of 
emotion 

0.072 10.8% 150 

Use of emotion 0.167 25.2% 150 

Total  R2= 66.1% 100% 150 

 
The results show that four dimensions of emotional intelligence explained 66.1 
present of organizational citizenship behavior users changes. Awareness and 
recognition of emotion in others dimension have the highest priority and the 
Regulation of emotion in the self and others dimension has the lowest priority.  
From 66 percent, Self- awarenesshave 16.7 present, Awareness and recognition of 
emotion in others have 47.3 present, Regulation of emotion in the self and others have 
10.8 present and Use of emotion to facilitate performance have 25.2 present relative 
weights. 
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2-The relative importance/weight of each constructs of emotional intelligence in 
influencing to interpersonal citizenship behavior is not the same. 

Table 7, correlation coefficients between the independent and dependent variables 
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 Research Variables 

    1.000 r  organizational 
citizenship 
behavior 

    . Sig 

    150 N 

   1.000 .56 r  
Self- 

awareness    . .000 Sig 

   150 150 N 

  1.000 .354 .865 r 
others 

awareness   . .000 .000 Sig 

  150 150 150 N 

 1.000 .48 .530 .486 r 
Regulation of 

emotion  . .000 .000 .000 Sig 

 150 150 150 150 N 

1.000 .88 .410 .542 .442 r 

Use of emotion .000 .000 .000 .000 .000 Sig 

150 150 150 150 150 N 

 

The results of above table shows that there is a correlation between the independent 
variables and also they have significant correlation dependent variable. Therefore, in 
such cases, using a method such as regression to find the net effect of emotional 
intelligence dimensions on the interpersonal citizenship behavior is not suitable. 

Given the correlation between the independent variables, we have calculated the 
combined effects and weighted share of emotional intelligence four dimensions in 
influencing to interpersonal citizenship behavior with used of relative importance 
technique.  

Table 8. Emotional intelligence dimensions relative importance / weight to influence 
interpersonal citizenship behavior with using Johnson model 

Emotional 
intelligence 
dimensions 

Net weight of each 
variable 

relative weight of each 
variable with 100% 

(R2 Net weight of each 
variable) 

N 
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Self- awareness 0.155 18.8% 150 

others awareness 0.554 66.9% 150 

Regulation of 
emotion 

0.069 8.3% 150 

Use of emotion 0.050 6% 150 

Total  R2= 82.7 100% 150 

The results show that four dimensions of emotional intelligence explained 82.7 
present of interpersonal citizenship behavior users changes. Awareness and 
recognition of emotion in others dimension have the highest priority and use of 
emotion to facilitate performance dimension has the lowest priority.  

From 82.7 percent, Self- awareness have 18.8 present, Awareness and recognition of 
emotion in others have 66.9 present, Regulation of emotion in the self and others have 
8.3 present and Use of emotion to facilitate performance have 6 present 
relativeweights. 

 

CONCLUSION  
This study has done to evaluating the relative importance of emotional intelligence 
dimensions (Self- awareness, Awareness and recognition of emotion in others, 
Regulation of emotion in the self and others, Use of emotion to facilitate 
performance) andExtra-role Behavior (interpersonal citizenship behavior and 
organizational citizenship behavior) at Social Security Organization in Ardabil 
province. We used Relative Importance method and Pearson Correlation to analyze 
the research hypotheses.  
The findings of hypothesis 1 show that the relative importance/weight of each 
constructs of emotional intelligence in influencing to organizational citizenship 
behavioris not the same. 

- There is a relationship between self- awareness and organizational citizenship 
behavior among Social Security Organization employees in Ardabil province 
(r=0.497). 

- There is a relationship between awareness and recognition of emotion in 
others and organizational citizenship behavior among Social Security 
Organization employees in Ardabil province (r=0.672). 

- There is a relationship between regulation of emotion in the self and others 
and organizational citizenship behavior among Social Security Organization 
employees in Ardabil province (r=0.427). 

- There is a relationship between use of emotion to facilitate performance and 
organizational citizenship behavior among Social Security Organization 
employees in Ardabil province (r=0.560). 

The findings of hypothesis 2 show that the relative importance/weight of each 
constructs of emotional intelligence in influencing to interpersonal citizenship 
behavioris not the same. 

- There is a relationship between self- awareness and interpersonal citizenship 
behavior among Social Security Organization employees in Ardabil province 
(r=0.56). 
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- There is a relationship between awareness and recognition of emotion in 
others and interpersonal citizenship behavior among Social Security 
Organization employees in Ardabil province (r=0.86). 

- There is a relationship between regulation of emotion in the self and others 
and interpersonal citizenship behavior among Social Security Organization 
employees in Ardabil province (r=0.496). 

- There is a relationship between use of emotion to facilitate performance and 
interpersonal citizenship behavior among Social Security Organization 
employees in Ardabil province (r=0.442). 
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