
6. Describe way~ '" .. _ ....... -- • -

I es enter the organization with fairly well-established personalities And y;'mp oye . . . • · Ltheir personalities have a strong mfl~en_ce on their ~e~avtor at work. In this chap. 
ter, we introduce several models for classifying personahaes and show the importance 
of matching personality with jobs to increase employee performance. Then we move 
to the topic of emotions. Whi_le long overlooked in discussions of organizational 
behavior, we'll show how emotions play a key role in helping to explain and predict 
employee behavior. 

PERSONALITY 
Some people are quiet and passive; others are loud and aggressive. When we describe 
people in terms of characteristics such as quiet, passive, loud, .aggressive, ambitious, 
loyal, or sociable, we're categorizing them in terms of personality traits. An individual's 
personality, therefore, is the combination of psychological traits we use to classify 
that person. 
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Intuitively, it would seem that people ~ho are c~ and secure would do better on 

almost all jobs than people who are anxious and inse~re. ~he researchers suggested 

that the answer might be that only people who score fairly high on emotional stabili~ 

retain their jobs. If that is true, then the range among those people studied, all of 

whom were employed, would tend to be quite small. 

Other Key Personality Attributes 

Six additional personality attributes have been identified that appear to have more 

direct relevance for explaining and predicting behavior in organizations. T~ey are 

locus of control, Machiavellianism, self-esteem, self-monitoring, risk propensity, an! 

Type A personality. 
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in the Organization . . 
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