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mployees enter the organization with fairly wel_l-establ?shed personalities, Ay
. eir personalities have a strong influence on their behavior at work. In this

ter, we introduce several models for classifying personalities and show the impor

of matching personality with jobs to increase employee performance. Then we
to the topic of emotions. While long overlooked in discus

behavior, we’ll show how emotions play a k
employee behavior.

hap.
tance
Move
sions of organizationy|
ey role in helping to explain and predict

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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used as a selection test for choosing among job candidates

The Big-Five Model
‘Whereas the MBTT lacks valid supporting evidence, that can’t be said for
the five-factor model of vmwmo:»:Q|BOnm typically called the “Big Five.”s §
In recent years, an impressive body of research supports that five
basic personality dimensions underlie all others. Factors in the Big-Five Model are:

Extroversion: This dimension captures one’s comfort level with relationships.
Extroverts tend to be gregarious, assertive, and sociable. Introverts tend to be

reserved, timid, and quiet.
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Intuitively, it would seem that people who are calm and secure would do better op,

&BOMM all jobs 9».: people who are anxious and insecure. The researchers suggested
that the answer might be that only people who score fairly high on emotional stability

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. They are
locus of control, Machiavellianism, self-esteem, self-monitoring, risk propensity, and
Type A personality.

Some people believe they are masters of their own fate. Other people see them-
selves as pawns of fate, believing that what happens to them is due to luck or chance.
Locus of control in the first case is internal; these people believe they control their
destiny. Those who see their life as being n@bﬂd:& by outsiders are externals. The evi-
dence shows that employees who rate high in nx.ﬁ_.s»_:m are nwwm m.»nmmoa with their jobs,
more alienated from the work setting, and less involved in their jobs than are internals.
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