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Abstract 
 

Employees are a group that plays an important role in determining the quality, reputation, and performance of an organization. Personali-

ty traits within them were seen to predict employees’ behavior towards organizations. This research aims to examine the relationship 

between big five personality traits and counterproductive work behaviour (CWB) among employees in the manufacturing industry. Five 

research hypotheses were examined while considering the Big Five dimensions of personality, which are extraversion, agreeableness, 

conscientiousness, neuroticism, and openness, which are believed to influence the employees’ CWB. Present research specifically focus-

es on individual (CWB-I). 200 employees in the furniture manufacturing industry at Muar, Johor were randomly selected to complete the 

Big Five questionnaire. Software PLS -SEM was used to analyse the data collected. For CWB-I, the result showed negative relationship 

of neuroticism and agreeableness, whereas positive relationship with extraversion, openness and conscientiousness. 

 
Keywords: Counterproductive Work Behaviour, Big Five Personality Traits. 

 

1. Introduction 

Personality represents the fundamental characteristics that can 

affect human behaviour. Thousands of personality traits had been 

identified so far, among all these, Big five personality traits is 

widely accepted and commonly used to measure or evaluate the 

personality by researchers (1). According to O'Connor (2), these 

five traits are agreeableness, conscientiousness, neuroticism, ex-

traversion, and openness to experience. Employees are the main 

resource in any organization to increase the efficiency, profitabil-

ity, and productivity of the organization. While on the other hand 

counter productive work behaviour of the employees can harm the 

organizations. According to Kozako et al., (3), counterproductive 

work behaviours (CWBs) are determined as volitional act which 

are harmful or intentional to injure people in an organization. As 

suggested by Spector et al., (4), five dimensions included in CWB 

are theft, abuse, withdrawal, sabotage and production deviance. 

These behaviours can harm organizations from small magnitude to 

a seriousness situation. 

Malaysian furniture industry is mainly exported-oriented, over 90 

per cent of production from furniture sub-sector is being exported 

(5). Malaysian furniture is being exported to more than 160 coun-

tries. An outstanding growth has been achieved under a rapid 

change of Malaysian furniture industry and it showed an average 

growth of 10 per cent annually over the past decade. Even though 

the furniture manufacturing is well-established in Malaysia, the 

effects of different nature of work, environment of work and the 

spread of globalisation have undoubtedly affected the organiza-

tional growth. Thus, it is essential for an organization to have 

productive and loyal employees that can help to improve the per-

formance and increase the profitability of the industry. Individual 

personality had become one of the important criteria in the process 

of selection and recruitment of new employees. This is because 

employees’ personality may affect organization and also their 

attitude related to counterproductive work behaviour. Thus, it is 

important for the manufacturing industry to understand how em-

ployees’ personality will affect their counterproductive work be-

haviour in order to improve their human resources management 

and thus raise their performance. CWB cases in furniture industry 

had substantially increased from 5,200 cases in 1994 to around 

11,700 cases in 2003 (3). Thus, having knowledge or preparation 

about it can help to reduce or even avoid the counterproductive 

work behaviour that can causes losses to an organization in future. 

In addition, there are lot of studies regarding the big five personal-

ity traits conducted in Western countries, and only few studies had 

been carried out in Asian countries especially in Malaysia. More-

over, most of these studies focused on the service sector such as 

hotels, while research in the manufacturing industry is still scarce. 

Hence, this research is intended to examine the relationship be-

tween big five personality dimensions and CWB among manufac-

turing employees in Malaysia, particularly in the furniture manu-

facturing industry. 

2. Literature Review 

The five-factor model of personality (FFM) is a set of five broad 

trait dimensions or domains, often referred to as the “Big Five”. 

Big-five personality traits have been widely regarded as static 

dispositional characteristics that cannot change (6). Scholars argue 
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that the “Big Five” traits universally form the basis of personality 

(6-7). Big five personality are conscientiousness, extraversion, 

agreeableness, Neuroticism and Openness to Experience. 

Conscientiousness is a trend that shows self-discipline, it consists 

of many features that associate with the self-regulation (3). Ac-

cording to Eswaran et al., (8), conscientiousness includes features 

such as responsible, patient, organized, reliable, thorough, and 

hardworking.  

Extraversion refers to characteristics such as outgoing, chatty, 

sociable, positive, and enjoying being in social situations (9). Ac-

cording to Eswaran et al., (8), extraverts are usually very active, 

enjoy communicating and interactively. A study was conducted by 

Fidtriyah (10) using big five personality traits. The results showed 

that personality dimensions of extraversion and neuroticism corre-

lates to career options. In another study by Hafizah (11) the find-

ings showed that the Big Five personality traits have significant 

differences by gender in terms of personality traits of extraversion 

and neuroticism.  

Agreeableness refers to characteristics such as cooperative, soft-

heart, trusting, and caring (9). Employees that are high ranking on 

agreeableness are probable to show less hostile or violent behav-

iour towards one another during the working time (12).  In con-

trast, individuals with low scores in agreeableness are self-centred, 

spiteful, and jealous towards others (13). Thus, agreeableness can 

reduce conflict among workers and contribute to a good working 

atmosphere.  

Neuroticism is the personality trait which is related to a person’s 

emotional stability, this is one of the personality dimensions that is 

characterised by negative emotions. It reflects the feelings of dis-

tress, less trusting, depressed, anxious, nervous, helplessness and 

worry a lot about different life conditions (9). They are unsure 

about their own ability and capability to carry out their tasks. This 

causes highly neurotic individuals to feel stressed and depressed in 

their work environment. In comparison, emotionally stable indi-

viduals are able to control their negative emotions. Emotional 

stability may able to assists individual in facing and tolerating for 

the different culture and get along with their numbers (14). 

The last of the Big Five personality dimensions is openness to 

experiences. This dimension shows the character of individual 

which is more creative, imaginative, and curious (3). Persons 

higher in openness are willing to consider and accept new ideas, 

suggestions and opinions from others, not stifled by tradition, and 

are likely to be creative in developing solutions. They will behave 

favourably toward learning, as they are curious about what is hap-

pening in their surroundings. In contrast, a low score in openness 

refers to a narrow intellectual focus and a preference for familiari-

ty (14). A significant correlation was found between Openness and 

intelligence only in female students (15). 

According to Kozako et al., (3), Counterproductive work behav-

iour (CWB) is defined as volitional behaviours that harm or inten-

tionally harm to the people in organizations. In other words, it can 

be determined as unproductive activity that is damaging to goal of 

organization and is harmful because it directly influences the func-

tioning of organization or by hurting employees in a way that will 

reduce their effectiveness (16). Based on author Fox et al., (17), 

few researchers have found out and proved that perception of 

CWB and its relationship on individual and organizational level 

can be classified into two types. One of them is interpersonal 

counterproductive behaviours targeting at individuals (CWB-I); 

another one is organizational counterproductive behaviours which 

aim on an organization (CWB-O) (18).   Present study has focused 

only on CBW-I. based on the literature the following conceptual 

frame work has been proposed (figure 1) 
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Extraversion
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Conscientiousness

Counterproductive 
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Figure 1: Conceptual Framework 

3. Methodology 

To study the relationship between big five personality traits and 

counterproductive work behaviour, a quantitative research method 

was employed. The data collected was analysed quantitatively 

using PLS-SEM software. Smart PLS has been used for data anal-

ysis because it does not require assumptions about variable distri-

bution and accepts smaller sample size as well. Moreover it is well 

suited for the social sciences research. A total 200 employees in 

the furniture manufacturing industry were targeted in this re-

search. For this study, random sampling is used. Sample size was 

determined by Krejcie (19). For present study, the targeted popu-

lation was employees in the furniture industry in Muar, Johor. 

Survey questionnaire was used to collect the data from the re-

spondents. Responses were collected on five point Likert scale. 

4. Results and Findings 

Data analysis results show that internal consistency and reliability 

of the construct is within acceptable range as no value is below 

0.5. Cronbach's Alpha values, Composite Reliability and Average 

Variance Extracted shows good construct reliability. The values of 

0.8 or 0.9 in advance stages of a research indicate the internal 

consistency reliability of a measurement model, while values be-

low 0.6 indicate low reliability. AVE represents convergent validi-

ty and guarantees that one item only measure its intended con-

struct. Results show that all AVE values are above the threshold 

value of 0.5.  

Table 1: Constuct’s Reliability and Validity Values 

 Construct CA CR AV
E 

NEUROTICISM (N) 0.92

8 

0.93

4 

0.54

3 

EXTRAVERSION (E) 0.90
3 

0.91
8 

0.50
7 

OPENNESS (O) 0.94

3 

0.95

0 

0.61

4 

AGREEABLENESS (A) 0.95
0 

0.95
6 

0.64
5 

CONSCIENTIOUSNESS (C) 0.91

2 

0.92

3 

0.50

5 

COUNTERPRODUCTIVE WORK BEHAV-
IOUR- (CWB-I) 

0.86
7 

0.90
2 

0.61
3 

Coefficient of determination (R²) is used to determine the good-

ness of structural model. It is further explained that the value of R² 

determines the amount of variance in dependent variable caused 

by independent variable(s). Results indicate that R² value for 

CWB- I is 0.777. This shows that 77.7 % variance in CWB is 

caused by all big five personality traits as individual effect and as 

a whole effect this variance is 66%. Model fitness was measured 

through effect size ƒ². Results show that there is a weak effect of 

agreeableness and conscientiousness and neuroticism with ƒ² val-

ues of (0.033), (0.023) and (0.080) respectively. While, extraver-

sion is having moderate effect with ƒ² value of (0.177). On the 

other hand openness and big five as a whole is having strong ef-

fect with ƒ² values of (0.358) and (1.956) respectively. Results 

clearly indicate that the overall model is fit for further analysis. 

Based on the results obtained through PLS-SEM, structural model 

was used to test the hypothesis of the study. The values of path 

coefficients, t-values, and p-values at significance level of 0.05 

were evaluated to test the hypothesis. The first hypothesis was: 

H1: There is a significant relationship between neuroticism and 

the counterproductive work behaviour 

The path coefficient value for neuroticism and CWB is (-0.172), t 

value is (2.305) and P value is (0.022) these results indicate that, 

there is a significant negative relationship between neuroticism 

and the counterproductive work behaviour, which means that a 

decrease in neuroticism will result in a decrease in  counterproduc-

tive work behaviour. Employees who are having low score in 
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neuroticism will be less towards counterproductive work behav-

iour. These results are in line with the research work by Awais 

Bhatti et al., (14), according to it, lower scorer in neuroticism will 

be able to tolerate in different culture and get along with other 

members. The result indicate that employees lower in neuroticism 

are less likely to involve in CWB. Hence the hypothesis 1 has 

been accepted.  Second hypothesis of the study was: 

H2: There is a significant relationship between extraversion and 

the counterproductive work behaviour. 

The path coefficient value for extraversion is (0.474), t value is 

(7.468) and the P value is (0.000). These values show that, there is 

a significant relationship between extraversion and CWB. This 

means that an increase in extraversion will result in a decrease in 

CWB. The result of the study validates the finding of (3), which 

indicated that lower in extraversion is more likely to involve in 

CWB.  Therefore hypothesis 2 has been accepted. Third hypothe-

sis of the study was: 

H3: There is a significant relationship between openness and the 

counterproductive work behaviour 

Our structural model results show the path coefficient value for 

openness is (0.530), t value is (10.226) and P value is (0.000). 

These results clearly depict significant relationship between open-

ness and CWB. An increase in openness will eventually result in a 

decrease in CWB. The result of the study was similar with the 

(20). As per research work of (14), lower score in openness natu-

rally narrow their intellectual focus and resistant to change, thus, 

employees lower in openness have more tendency to get involve 

in CWB. Therefore the hypothesis 3 has been accepted. Fourth 

hypothesis of the present study was: 

H4: There is a significant relationship between agreeableness and 

the counterproductive work behaviourData analysis results show 

the path coefficient value is (-0.150) t value is (2.965) and p value 

is (0.003). The results show a very weak relationship between 

agreeableness and CWB. Results validate the past research by 

(3,21) have found a negative relationship. Hypothesis 4  of the 

study has been accepted. Fifth hypothesis of the study was: H5: 

There is a significant relationship between conscientiousness and 

the counterproductive work behaviour. 

Results obtained show the path coefficient value of (0.099), t val-

ue is (2.205) and the p value is (0.003). These results point out 

that an increase in conscientiousness will result in decrease in 

CWB. These findings are in line with the research work of (22-

23). According to Eswaran et al., (8), low in conscientiousness 

normally results careless attitude toward responsibilities and are 

disorganized. Thus, employees low in conscientiousness would 

more likely to demonstrate higher CWB.Thus the hypothesis 5 has 

been accepted. This research also proposed a combined effect of 

big five personality traits on CWB-I and the proposed hypothesis 

was: 

H6: There is a relationship between Big Five and CWB-I 

Results depict a strong relationship between all big 5 personality 

traits and CWB. Path coefficient value is found to be (0.812), t 

value is (59.557) while the p value is (0.000). Previous studies by 

Awais Bhatti et al., (14) and (3,21-23) also find the same results. 

These results indicate that personality traits have a strong influ-

ence on CWB.  

5. Conclusion 

Overall, the research has achieved the research objective that is to 

identify the relationship between big five personality traits and 

counterproductive work behaviour. The research shows that all 

five personality traits have influence on counterproductive work 

behaviour. Neuroticism and agreeableness is having a negative 

relationship with CWB, Future study can be focused on specific 

demographic background or by comparison between two different 

types of manufacturing industries. This comparison may identify 

some other factors related to their personality and counterproduc-

tive work behaviour. Findings of this research work can be of 

significance for the manufacturing industry in lowering down the 

counterproductive work behaviour of their employees. 
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