
Chapter 9

Personality
(and Individual Differences)



An Integrative Model of 
Organizational Behavior



Traits

Traits: recurring trends in people’s responses to the environment

In other words, how people “tend to” behave/respond.



Personality 

• A collection of multiple traits

• What people are generally like

• NOT just about being extraverted/introverted

• Described by adjectives (responsible/accountable/easy-going/polite)

In short, personality refers to:

The structures and propensities inside a person that explain their 
characteristic patterns of thoughts, emotions, and behaviors.



How can we describe what employees are like?
(when there are 1000+ adjectives to describe someone’s trait)

The Big Five



Would you use personality tests in 
personnel-selection (hiring) process?

We will revisit this question after reviewing the evidence.



Conscientiousness in the workplace

• Hard-workers

• On-time performance

• Detail-orientation

• Prioritize accomplishments (accomplishment strivers)



Any downsides to being 
highly conscientious in the workplace?



Agreeableness in the workplace

• Team players

• Cooperation and altruistic behaviors

• Prioritize communion-striving

• Getting along > Getting ahead



Any costs associated with 
being highly agreeable in the workplace?



Extraversion in the 
workplace

• Networkers

• Perform well in zero-
acquaintance situations

• Status-striving

• Effective for leaders

• Typically high in Positive 
Affectivity (positive emotions)



Any downsides to being 
highly extraverted in the workplace?



Neuroticism in the workplace

• More prone to appraise situations as stressful

• Less prone to believe they can handle/cope with 
stressors

• External locus of control (environment, chance, fate, 
luck, etc.)
• c.f., internal locus of control (”self” has the control)

• Typically high in Negative Affectivity (negative emotions)



Any benefits of being 
neurotic in the workplace?



Openness to Experience
in the workplace

• Excel in learning and training 
environment

• Tend to be more adaptive

• Savvy in noticing when the “old ways” 
don’t work

• Useful for some jobs but not in others



Based on all 5 personality characteristics we discussed 
(conscientiousness, agreeableness, extraversion, neuroticism, & openness to experience),

what do you think is the strongest predictor of 
job performance?



Conscientiousness



What’s NOT related to job performance?



Agreeableness 
(only in some jobs; effective in service jobs)

Extraversion 
(mostly in leadership roles)

Neuroticism 
(negatively related to satisfaction/happiness)

Openness to Experience 
(only in some jobs; effective in creativity-requiring jobs)



Okay, we know that conscientiousness predicts 
job performance better than the rest of the

personality characters.

But, how strongly?



.20 – .30

Evidence suggests:
• Conscientious salespeople set higher goals and are more committed to the goals

• Particularly valuable during the first year of employment

• Highly conscientious children had much greater career success 5 decades later



So.. Let’s revisit the question:

Is it a wise thing to use personality tests 
for employee selection (i.e., to hire people)?





As we discussed,
personality isn’t just about extraversion or introversion

1. Hofstede’s Cultural Values



2. Dispositional Motivation (Regulatory Focus)

• Promotion-focused employees
• motivated to gain, win, get many things done, achieve, go further, go faster, etc.

• Prevention-focused employees
• motivated to maintain status quo, not lose, avoid risks, etc.

What’s a better reward for an employee who is
highly promotion-focused vs. highly prevention-focused?



Situational Strength (situational cue)
Your coworker lost a family member: 

• Would you show empathy vs. no?

Your manager has been consistent about what behaviors are rewarded or 
punished in the workplace 

vs.
Has not been consistent about what behaviors are rewarded or punished

Personality characteristics and individual differences are more significant drivers of behavior 
in WEAK situations than in strong situations. 



And.. Combining all we know from research findings
in OB, I/O psychology, HR thus far…

The single best predictor of job performance is:

Cognitive Ability 



In summary

________ is the personality taxonomy typically used in OB.

Among all, ________ is the strongest predictor of job performance.

At best, _________ predicts job performance at the rate of __________.

Individual differences are not just about personality but also entail ___________ and ___________. 

In short, an effective manager would utilize the above 

to tailor work designs and rewards for the employees. 


