
Egypt’s Future Outlook: The Search for a New Balances [BAEPS Conference: November 24, 2020]   1 

 
 

2020 BAEPS Conference Proceedings 

 Egypt’s Future Outlook:  

The Search for a New Balances 

The Impact of Personality Traits on Counterproductive 

Sustainability Behaviors: The Moderating Role of Job 

Satisfaction in Call Centers in Egypt 

Safaa Shaban * and Nouran Ali** 

Department of Business Administration, Faculty of Business Administration, 

Economics and Political Sciences, British University in Egypt, El Sherouk City - 

Cairo*, ** 

Received: September 1, 2020; Accepted: March 30, 2021; Published: April 30, 2021 

 

Abstract: This paper examines “counterproductive sustainability behaviors” 

(CSBs) as a novel expression of counterproductive work behaviors (CWBs). This 

study investigates the impact of personality traits on CSBs in the Egyptian context, 

investigates the moderating effects of job satisfaction on the relationship between 

the personality traits and CSBs, and fills a gap in the literature related to the lack of 

coverage for the concept of CSBs. A structured questionnaire was used to measure 

the research variables. The convenience sampling procedure was used to gather a 

sample (N = 117) from employees in Egyptian call centers. The proposed 

relationships were tested using an SPSS statistical software, IBM version 23, 

applying correlation and regression analysis. The results of this study support 

Hypotheses 1 and 2. The moderating effects of job satisfaction are strongly 

supported. The statistical results indicate that job satisfaction strongly moderates 

the relationship between personality traits and CSBs. The limitations and 

implications of the study are then discussed. 
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Introduction 

Many organizations of various sizes and from different industries have become 

more interested in taking their operations systems into a more environmentally 

friendly and sustainable direction (Bansal & Roth, 2000; Fukukawa & Teramoto, 

2009; Marcus & Fremeth, 2009; Dilchert, 2018). Most focus on the industrial-

organizational psychology approach, especially with practices analyzed, facilitated, 

and directed toward the “greening” of the world economy (Dierdorff et al., 2009; 

DuBois & DuBois, 2010; Huffman & Klein, 2013; Jackson, Ones, & Dilchert, 

2012; Ones & Dilchert, 2012; Osbaldiston & Schott, 2011, & Aurosoorya, 2011; 

Wirtenberg, 2010). Some studies and literature have aimed to gain a clear 

understanding of what establishes environmentally sustainable behaviors in 

organizations from the human resources perspective including recruiting, selecting, 

training, and motivating individuals for higher performance (Ones & Dilchert, 

2009; 2012). Nevertheless, when it comes to environmental sustainability, most 

work has focused on environmentally responsible behavior as the positive side of 

the coin, whereas less attention has been paid to harmful, deviant, or 

counterproductive employee behaviors in the domain of environmental 

sustainability. 

In the wake of the public environmental scandals during the 2000’s, there has been 

an increasing interest in counterproductive sustainability behaviors (CSBs) as a 

novel expression of counterproductive work behaviors (CWBs), not only for 

theoretical and conceptual reasons but also the practical and managerial 

implications (Spain, Harms, & Lebreton, 2014). CSBs are commonly defined as the 

different behaviors and actions that employees undertake that are linked with, 

contribute, or draw away from environmental sustainability (Ones & Dilchert, 

2012). 

There are different bodies that have adapted the environmental approach and 

evaluated, eased, or provided clear leadership and policy for the “greening” of 



Egypt’s Future Outlook: The Search for a New Balances [BAEPS Conference: November 24, 2020]   3 

 
 

world economies (Huffman & Klein, 2013; Jackson, Ones, & Dilchert, 2012; 

Osbaldiston & Schott, 2011; SHRM, BSR, & Aurosoorya, 2011; DuBois & 

DuBois, 2010). Most of this work has focused on the exact meaning and a clear 

understanding of environmentally sustainable behaviors within organizations 

(Ones & Dilchert, 2012). A fundamental understanding of a principal domain is 

crucial at all levels of human resource management (HRM). To recruit, select, train, 

and motivate individuals for expected performance, it is very important to first 

examine what such performance involves and requires. Nevertheless, with respect 

to environmental sustainability, much of this work has focused on the positive 

environmentally responsible behavior required, whereas less attention has been 

paid to harmful, deviant, and counterproductive behaviors from the employee side. 

Environmental sustainability is now considered one of an organization’s strategic 

goals, as the environment is an important concern for the stakeholders in most 

enterprises. The behaviors of employees that harm the environment are against the 

legitimate interests for every organization (Dilchert, 2018). Therefore, CSBs may 

be the counterproductive side of environmental sustainability-relevant behaviors. 

To contribute to the existing literature, this research was conducted to investigate 

the impact of personality traits on Counterproductive Sustainable Behaviors 

(CSBs), The Egyptian call center sector was chosen as a field of application because 

very few studies that address both CSBs and CWBs in organizations have been 

conducted in Egypt (Kashkosha, 2011). The call center industry was chosen 

specifically due to its importance, the number of call centers in Egypt, and the many 

employees who work in this sector. This paper examines the CSBs as a novel 

expression of CWBs, the impact of personality traits on CSBs in the Egyptian 

context, and the extent to which job satisfaction moderates the relationship between 

the two variables. This study aims to confirm the relationship between the two 

variables and the moderating role of job satisfaction. 
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A structured questionnaire was used to measure the research variables. The 

convenience sampling procedure was used to gather a sample (N = 117) from 

employees of Egyptian call centers. The proposed relationships were tested using 

SPSS statistical software, applying correlation and regression analysis. The results 

of this study support Hypotheses 1 and 2 and confirm the moderating effects of job 

satisfaction. In addition, the statistical results demonstrate that the relationship 

between personality traits and CSBs is strong and significant. The limitations and 

implications of the study are then discussed. 

Literature Review, Hypotheses, and Framework 

Literature review 

This study includes three variables, which include personality traits as an 

independent variable, CSBs as a dependent variable, and job satisfaction as a 

moderator variable. 

 

Personality Traits 

Personality is considered by some as a vague term with many contradictory 

definitions. However, in the field of personality research, the problem does not lie 

in contradicting definitions as much as in the lack of asserting and using a singular 

definition for research (Mayer, 2007). Mayer (2007) defines personality as a system 

of parts that is organized, developed, and expressed in a person’s actions (Mayer, 

2007). According to Mayer, the later definition is the most historically common 

and agreed upon (Mayer, 2007). Therefore, Mayer’s definition of personality is the 

base definition used in this study. 

Within the research field of the effects of personality on organizational behaviors, 

two models are commonly used: the Five Factor Model (FFM) and the Dark Triad 

Model. The FFM, also known as the OCEAN Model, and the Big Five Model, is a 
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framework of personality traits developed by McCrae and Costa in 1988. The FFM 

was developed based on psycho-lexical research to uncover the most important 

dimensions of personality (Spain, Harms, & Lebreton, 2014). The FFM comprises 

five broad domains that define human personality and account for individual 

differences: openness to experience, conscientiousness, extraversion, 

agreeableness, and neuroticism (McCrae & Costa, 2003). It should be noted that 

these domains do not imply that personality differences can be reduced exclusively 

to those five traits, but that they represent the individual’s personality on the 

broadest level of abstraction and summarize a large number of more specific, 

distinct personality characteristics (Bui, 2017). 

For this study, the FFM was chosen as the basis for a personality taxonomy as it 

has consolidated the most empirically supported model of personality in the 

personality research field (Salgado, 2002). In addition, it is considered the most 

robust model for studying personality, forms a reliable and comprehensive 

personality concept, and is deemed stable across people of different ages 

(Mohamed, Asaari, & Desa, 2016). Moreover, the FFM has been used to study 

various work-related constructs, such as bullying, workplace accidents, salary 

earning, and job satisfaction, which further supports its fitness for studying both 

negative and positive organizational behavior (DeShong, Grant, & Mullins-Sweatt, 

2015). Furthermore, DeShong et al. (2015) compared the FFM and the Dark Triad 

personality models and concluded that the FFM offers better-fit data when studying 

the personality and CWBs relationship. The FFM comprised of core personality 

traits is considered an auspicious candidate that can predict individual differences 

when it comes to environmental behaviors because it is cross-culturally reliable, 

has a high level of internal validity, and may be a determinant of factors such as 

attitudes (Brick & Lewis, 2016). Although there is an established relationship 

between personality traits and behavior across several domains and research areas, 

basic personality traits (the FFM, also known as the Big Five and OCEAN models) 



Egypt’s Future Outlook: The Search for a New Balances [BAEPS Conference: November 24, 2020]   6 

 
 

have been less frequently used to predict environmental behaviors in individuals 

(Brick & Lewis, 2016). 

Counterproductive Sustainability Behaviors (CSBs) 

With the growing importance of environmentally sustainable behaviors, more 

organizations are seeking to understand how employee behavior affects the natural 

environment and which individual differences can lead to behaviors that are for or 

against environmental sustainability (Wiernik, Dilchert, & Ones, 2016). Dilchert 

(2018) argues that environmental sustainability should be a priority in 

organizational goals of any business, that natural resources are one of the most 

important resources for any business, and that behaviors that pose a threat to the 

environment pose a threat to the organization itself and should consequently be 

considered counterproductive behaviors (Dilchert, 2018). 

Environmentally-related employee behaviors have been called various names, 

including Employee’s Green/Un-green Behaviors (Ones & Dilchert, 2012), 

environmentally irresponsible behaviors (Olivier, Nicolas, & Pascal, 2015), and 

employees’ CSBs (Dilchert, 2018). The agreed upon definition for these behaviors 

are scalable actions and behaviors that employees engage in that are linked with 

and contribute to or detract from environmental sustainability (Ones & Dilchert, 

2012). These behaviors can be a dimension (or a part of a dimension) of job 

performance and can be discretionary or a requirement based on job nature 

(Campbell & Wiernik, 2015). Employees’ CSBs can range from choosing to abstain 

from environmentally friendly acts that are expected of them (e.g., recycling) to 

actively performing behaviors that harm the environment (e.g., polluting) (Ones & 

Dilchert, 2012). Certainly, the two sets of behaviors are not the same. However, 

both are contrary to organizations’ legitimate interests and therefore fulfill the 

common definitions of CWBs and CSBs (Ones & Dilchert, 2012). 

In 2012, Ones and Dilchert asked, “What do we know about the determinants of 

employee green behaviors?” and “How can we use the different HRM interventions 
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to increase these behaviors and decrease their counterparts?” The answer was that 

surprisingly little research regarding these topics exist. However, there was a large 

body of research on general pro-environmental behaviors that offered insight for 

new research and applications in this area (Ones & Dilchert, 2012). Since then, 

there has been an ongoing effort to fill this research gap. Nevertheless, when it 

comes to environmentally-related behaviors, there are two sides—the positive and 

the negative side. According to Dilchert (2018), most of the work in the sustainable 

behaviors field has focused on its positive side. Most literature targeted “pro-

sustainability” behaviors, with little attention paid to the harmful side of the matter, 

or CSBs. Consequently, the existing knowledge on how to limit these behaviors 

through HRM practices is minimal (Dilchert, 2018). This paper aims to understand 

the antecedents of employees’ CSBs based on it limiting these behaviors. 

The existing body of literature tackled many antecedents that might be the cause of 

CSBs, including positive affect, personality traits, job attitudes, age, personal 

norms, and environmental beliefs (Wiernik, Dilchert, & Ones, 2016). However, this 

study aims to form a more holistic perspective on CSBs and determine the factors 

that can be used to predict them. Following the philosophy of Bennett & Robinson 

(2005) when studying CWBs, this paper considers both individual differences that 

are represented by preexisting personality traits and the work environment or 

experiences that are represented by job satisfaction. Both factors have been 

previously used to predict CSBs. However, the combined effects of both factors on 

CSBs remains an unexplored area. 

 

Job Satisfaction 

Job satisfaction is a significant topic in organizational research; it affects an overall 

organization in many ways, which makes it a broadly researched topic in industrial 

and organizational psychology (Said, Abukraa, & Rose, 2015). Job satisfaction is 

influenced by organizational and dispositional factors; personality is one of the 
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dispositional factors that can affect job satisfaction because some individuals are 

prone to negative affectivity, whereas others are predisposed to positive affectivity 

(Said, Abukraa, & Rose, 2015). 

Job satisfaction was defined by Locke (1969) as the positive or pleasurable state 

that results from an individual appraising their job or job experience (Locke, 1969). 

Since then, many definitions for job satisfaction have been put forth. A later one by 

Noordin (2010) defined job satisfaction as the positive or negative relationship that 

an individual may have with their job (Noordin & Jusoff, 2010). 

Although the definitions may vary, the importance of job satisfaction is 

indisputable. It has been linked to key organizational factors, such as absenteeism, 

turnover, productivity, performance, and workplace and organizational citizenship 

behavior (Said, Abukraa, & Rose, 2015). Happy workers are satisfied workers; a 

higher level of job satisfaction results in more productive and committed 

employees, unlike their dissatisfied counterparts who are less productive and 

committed to the organization. Such superior performance levels result in higher 

levels of competitive advantage, which turns into increased profits. This is why 

many organizations are interested in understanding the antecedents that lead to job 

satisfaction (Said, Abukraa, & Rose, 2015). 

Job satisfaction can be influenced by both organizational and dispositional factors 

(e.g., personality traits) (Said, Abukraa, & Rose, 2015). This led to many studies 

that were conducted to identify the relationship between personality traits and job 

satisfaction (Said, Abukraa, & Rose, 2015). The findings of these studies indicate 

that the FFM’s personality dimensions are important factors that affect employee 

satisfaction (Said, Abukraa, & Rose, 2015). A meta-analysis by Judge, Heller, and 

Mount (2002) proposed that the disparity in an employee’s level of job satisfaction 

can be attributed to their personality differences (Judge, Heller, & Mount, 2002). 

This was further confirmed in another study by Furnhama, Petridesa, Jackson, and 

Cotter (2002), which found that some of the FFM’s personality traits were related 
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to job satisfaction, whereas some were related to dissatisfaction (Said, Abukraa, & 

Rose, 2015). 

As previously mentioned, this study focuses on the hypothesis that personality traits 

partially impact CSBs through job satisfaction. The moderating effects of job 

satisfaction on the relationship between personality traits and CSBs have been 

proven before. Mount, Ilies, and Johnson (2006) proposed that personality traits 

influence the way individuals perceive their jobs and form their attitudes toward 

work, which in turn determines the level of an individual’s involvement in CSBs. 

Through their empirical study, Mount, Ilies, and Johnson proved a partial mediating 

relationship between personality traits and CSBs (Mount, Ilies, & Johnson, 2006). 

The study by Alias, Rosdi, and Khan (2017) was consistent with that of Mount and 

his colleagues; in addition, it indicated that job satisfaction mediates the 

relationship (Alias, Rosdi, & Khan, 2017). However, when it comes to personality 

traits and CSBs, the moderation effects of job satisfaction are still well-targeted. 

 

Figure 1: A theoretical framework for the study developed by the authors 

To achieve the aforementioned objectives of this study, the following hypotheses 

will be examined. 
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H1: There is a positive significant relationship between personality traits and 

CSBs. 

H2: Job Satisfaction moderates the relationship between personality traits and 

CSBs. 

Methodology 

Sample: The targeted population for this study were employees of call centers in 

Egypt. To gather the primary information needed for the analysis of the relationship 

between the variables, a quantitative research approach was used. A convenience 

sampling procedure was used to gather the sample from different organizations. 

The participants were approached online and offline; online, using social media 

outlets and offline, by visiting different organizations. After assuring the 

participants that participation was voluntary and that anonymity was guaranteed, 

117 questionnaires were completed. A total of 57.3% of the respondents were male, 

and 42.6% were females. The age range was dominantly between 21 years and 29 

years (73.9% of the respondents), followed by 30–39 years (14.8% of the 

respondents), 20 years or younger (4.3% of the respondents), and 40–49 years 

(1.7% of the respondents). A total of 73% of the respondents are call center 

representatives/agents, 12.1% are team leaders (front-line managers); 6.9% are 

middle managers; 3.4% are top managers; and 4.3% represent other positions. 

These characteristics indicate that a reasonable mix of demographic groups was 

represented in the collected data. 

 

Measurement instruments: A four-part questionnaire was used to measure the 

study’s variables. Personality traits were measured using the 20-item mini-

International Personality Item Pool (IPIP) developed by Goldberg (1999), in which 

each trait was assessed with four items. Participants were asked to indicate, on a 

five-point Likert scale ranging from 1 = strongly disagree to 5 = strongly agree, 
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how accurately each statement described them (Donnellan, Oswald, Baird, & 

Lucas, 2006). Job satisfaction was measured using the 18-item measure developed 

by Brayfield and Rothe (1951) that assesses overall job satisfaction using 18 items 

in which participants were asked to indicate, on a five-point Likert scale ranging 

from 1 = strongly disagree to 5 = strongly agree, to what extent they agreed with 

each statement (Fields, 2002). CSBs were measured using the 27-item employee 

green behaviors questionnaire developed by Jacqueline C. McConnaughy (2014). 

The questionnaire consists of 27 statements about behaviors that can occur in the 

workplace. Participants were asked to answer on a scale from 1 to 5 how likely they 

were to commit/abstain from these behaviors (McConnaughy, 2014). Finally, 

demographic variables including age, gender, and organizational position were also 

assessed. To analyze the data, correlation and regression analysis will be used. 

 

Data analysis: SPSS IBM (version 23) software was used to analyze the data 

collected from the quantitative part of this study. In addition, the analysis of 

variance (ANOVA) technique was used to assess the relationship between the three 

variables. ANOVA was chosen as a statistical technique to check how much the 

residual variance was reduced by the predicting variables. Validation t-tests were 

used to measure how consistent the statements were with the votes in the 

questionnaire. From Table 1, it can be observed that the t-test values are all positive 

and significant as all p-values are equal to 0.0000, which presents a high level of 

consistency. Cronbach’s alpha test was used to measure the degree of stability in 

the study variables. Table 2 indicates that the stability factor for the sample 

responsiveness is 57.8%, which indicates a high response raete in the questionnaire. 

A qualitive approach was applied to this study to confirm or reject the data findings. 
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Analysis and Descriptive Statistics 

Reliability and Validity: To test the internal consistency of the subscales, 

Cronbach’s coefficient was used for the data collected, and the reported Cronbach’s 

alpha coefficient is reasonably reliable (above 0.6). Table 1 demonstrates reliability 

results from the used scales. 

Table 1. Reliability test for all variables 

Scale Personality 

Traits 

Job 

Satisfaction 

Counterproductive Sustainability 

Behavior (CSB) 

Alpha .728 .875 .658 

Validity was examined by a panel of 5 academics. The panel concluded that the 

used instrument is clear and complies with the Egyptian culture. 

 

Table 2. Descriptive statistics, correlation coefficients, and the reliability of the 

study variables 

Correlations 

 Mean 

Std. Dev. Personalit

y Traits 
Job 

Satisfaction CSB 

Personality Traits 54.976

0 
8.83671    

Job Satisfaction 195.82

40 
36.23152 .617** 1 .427** 

Counterproductive 

Sustainability 

Behavior (CSB) 

82.500

0 
8.56829 .257** .427** 1 

 **. Correlation is significant at the 0.01 level (2-tailed). 

 

Two steps were taken to test the validity of the used measures. First, the four-part 

questionnaire was reviewed and revised by a panel of 10 academics and experts 

who assessed the contents of the tree parts and evaluated them according to the 

Egyptian culture and context. The comments of the academics and experts indicated 

that these questionnaires were valid and culturally appropriate. Second, 

confirmatory factor analysis was conducted using SPSS, as shown in Table 1. Table 
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2 shows that the relationship between personality traits and job satisfaction is 

strongly correlated and significant. However, the relationship between personality 

traits and CSBs is significant but not strong. 

Statistical Results Findings and Discussion 

The goal of this study was to give a clear delineation of the concept of CSBs as a 

novel expression of CWBs and highlight the role of job satisfaction as a moderating 

factor in the relationship between personality traits and CSBs. This is the first time 

that this relationship is being investigated in the academic context. 

The results demonstrate that there is a significant relationship between personality 

traits and CSBs and that job satisfaction moderates the relationship between the 

two. Both hypotheses are confirmed. 

 

Table 3. Model Summary 

Model Summary 

Model R R Square Adjusted R Square 

Std. Error of 

the Estimate 

1 .357a .076 .072 7.29749 

2 .626b .191 .194 9.78511 

a. Predictors: (Constant), RL 

b. Predictors: (Constant), RL, SL 
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Table 4. ANOVA 

 

As it is shown in the previous results and tables, the regression coefficient of PT 

was higher or doubled when JS was added to the model. Therefore, it can be 

concluded that JS moderates the relationship between PT and CSBs. The results 

were confirmed using hierarchal multiple regression, as R and R-squared were 

doubled, as shown in Table 4. Therefore, the first and second hypotheses are 

accepted. There are previous studies that are consistent with these findings that have 

already confirmed the relationship between the two variables. A study conducted 

by Stephan Dilchert (2018) shows that at the domain level, the personality traits of 

agreeableness, conscientiousness, and neuroticism were most strongly related to 

CSB (Rs of 52.25, 2.19, .20, respectively). Participants who are agreeable, 

conscientious, and emotionally stable reported engaging in fewer CSBs (Dilchert, 

2018). Another study by Cameron Brick and Gary Lewis in 2016 confirmed that 

personality traits predicted environmental behavior (Brick & Lewis, 2016). 

Moreover, a study by Dilchert (2018) found that personality traits can predict CSBs, 

and that participants who were agreeable, conscientious, and emotionally stable 

ANOVAa 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 1306.110 1 1206.120 17.519 .000b 

Residual 17074.390 248 68.848   

Total 18380.500 249    

2 Regression 3410.358 2 1655.179 27.310 .000c 

Residual 15970.142 247 60.608   

Total 19280.500 249    

a. Dependent Variable: CSB 

b. Predictors: (Constant), PT 

c. Predictors: (Constant), PT, JS 
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reported engaging in fewer CSBs. Neuroticism has been shown to relate positively 

to engaging in CSBs. Extraversion and openness displayed slightly less significant 

and positive relationships with CSB (Dilchert, 2018). This is, to an extent, aligned 

with what was previously concluded by Brick and Lewis (2016). A research 

conducted by Brick and Lewis (2016) proved that personality traits provided a 

partial explanation for employees’ environmental actions. The results of their 

research demonstrate that openness, conscientiousness, and extraversion strongly 

predicted the likelihood of undertaking a specific environmentally sustainable 

behavior; however, these effects of personality were mediated by attitude toward 

the natural environment (Brick & Lewis, 2016). 

Tables 3 and 4 shows that R and F have increased by nearly double from the first 

step to the second step, which shows that JS moderates the relationship between 

PT and CSBs. This finding is also backed up by previous studies, for example, a 

study by Kim, Kim, and Han (2019), which investigated the link between job 

satisfaction and voluntary workplace green behaviors and proved that job 

satisfaction positively predicted voluntary workplace green behaviors. However, 

the negative side of this relationship remained unexplored. 

 

Table 5. Coefficients 

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 69.699 3.339  20.876 .000 

PT .247 .059 .257 4.186 .000 

2 (Constant) 66.413 3.182  20.872 .000 

PT −.089 .079 −.093 −1.120 .264 

JS .112 .019 .487 5.892 .000 

a. Dependent Variable: RE 
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Multiple regression analysis indicates that there is a significant interaction between 

PT and JS that affects CSBs, which supports the acceptance of the two hypotheses. 

Table 5 shows that the relationship between PT and CSBs is significant but not 

strong. However, when JS is inserted in the analysis, it shows a very strong and 

significant relationship. Research on the relationship between job satisfaction and 

employees’ environment-related behaviors is limited (Kim, Kim, & Han, 2019). 

Some studies (Delmas & Pekovic, 2016; Paillé & Mejía-Morelos, 2014; Paillé & 

Raineri, 2015; Paillé et al. 2016) have investigated the relationship between job 

satisfaction and organizational commitment (i.e., job attitudes) and an employee’s 

voluntary contribution to the environmental performance of an organization (Kim, 

Kim, & Han, 2019). A study by Kim, Kim, and Han (2019) that investigated the 

link between job satisfaction and voluntary workplace green behaviors proved that 

job satisfaction positively predicts voluntary workplace green behaviors. 

Various studies have suggested there is a relationship between personality traits and 

CSBs, especially for specific traits, while not for other traits. However, when the 

mediating role of job satisfaction was considered, it doubled the R value, which 

proves that in this sector, job satisfaction has a mediating role in the relationship 

between personality traits and CSBs. Therefore, JS moderates the relationship 

between PTs and CSBs. 

 

Conclusion 

This study indicates several theoretical implications. Theory-wise, the study 

attempted to contribute to the existing body of knowledge by filling the gap in the 

literature by answering questions regarding the moderation effects of job 

satisfaction and enriched the literature with more studies related to CSBs and its 

relations with personality traits and job satisfaction. This study opens the door for 
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new research that includes the main dimensions of personality traits and CSBs, 

which will help us to further understand and control this phenomenon. 

In addition, the results have practical implications. The study demonstrates that 

personality traits are extremely important when studying behavior, in general, and 

positive behaviors, specifically. Thus, managers should employee integrity tests 

when hiring to maximize green sustainable behaviors. 

The study was also subjected to the following limitations. (a) The study can be 

considered as a pilot study for employees in this sector to help decision-makers 

further research in this area while recruiting new generations of employees. (b) The 

research sample, comprised of 117 respondents, and the nature of the sector may 

also limit the generalizability of the results in Egypt and other sectors; however, the 

study pointed out that personality traits are an essential component to investigating 

while recruiting. 

 

Future research should address the fact that the FFM is conceptualized on two 

different levels: the broad level, which includes the traits investigated in this study, 

and the narrow level, in which each of these traits branches out to six constituting 

facets (Hastings & O’Neill, 2009). Many have pointed out that personality studies 

should consider the two levels, as the interaction between the facets can lead to 

different relationships than those that appear without considering the interaction of 

the facets (Hastings & O’Neill, 2009). It would be interesting to reconsider the 

relationship between the narrow levels of personality traits and CSBs with the 

mediating effects of job satisfaction and conducting more investigation to update 

the theory with each dimension of personality traits. Many authors recommend that 

future work should significantly broaden the measurement of CSBs to include other 

environmentally harmful behaviors (Dilchert, 2018). 

A comparative study with different personality models like the Dark Triad and the 

FFM may be beneficial for determining which model has a higher predictive 
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validity in the presence of job satisfaction and CSBs. As recommended by various 

authors, further investigation can be essential to furthering the understanding of 

patterns of heterogeneity in individual differences, both in personality and 

psychopathology (Giulio et al., 2019; Fried & Cramer, 2017; Mõttus et al., 2015; 

Østergaard, Jensen, & Bech, 2011 
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