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Abstract: This article explores the effects of personality types on work-related performance, with particular
emphasis on the impact of personality dimensions on group dynamics and productivity. The current study
employed a quantitative survey research methodology to administer questionnaires, collecting data from 200
respondents across various organizational sectors including finance, healthcare, education, and technology. To
measure participants on the personality aspects of the study, the Big Five Inventory, named BFI-44, was

employed to estimate participants'’ conscientiousness, agreeableness, extraversion, and emotional stability. A
survey schedule with set questions was used to assess the behavioral pattern regarding the working teams and
productivity output. The data were analyzed with the help of Statistical Package for the Social Sciences (SPSS)
and using descriptive analysis, Pearson’s correlation coefficients, and multiple regression in an examination of
outcome variables with personality dimensions. The results revealed that there is a positive correlation between
conscientiousness and agreeableness with team collaboration and productivity levels, and that extraversion
predicts engagement in team activities. The study revealed self-regulation as a crucial factor to consider in
assessing a team's ability to effectively manage conflict. It is emphasized that to increase the efficiency of
teams, it is necessary to be aware of personality dynamics. The recommendations are focused on recruitment,

the formation of the optimal team composition, and prospective training programs.
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Introduction facets concerning the manner in which
teamwork and productivity occur to improve
organizational performance (Roberts et al.,
2021; Soto, 2022). Personality disposition is an
individual attribute that affects a person's
behavior in different situations, such as at
work. The Five-Factor Model (FFM)—
conscientiousness, agreeableness, extraversion,
openness to experience, and emotional
stability—gives a systematic model that
explains such traits (McCrae & Costa, 2023).

Personality characteristics play an important
role in organizational behavior, which in turn
has a profound effect on interpersonal
relationships and work  outcomes for
individuals as well as teams. Organizations
today rely on group work to achieve business
goals, and thus it is vital to identify how
personality influences behavior at the
workplace. The current article aims at
exploring the contribution of certain personality



Of these, the five key dimensions that have a
strong impact on the workplace include
conscientiousness, agreeableness, extraversion,
and emotional stability, which define how a
person relates to co-workers, work attitude, as
well as how one can handle stress (Schmidt &
Le, 2020).

Researchers have confirmed that aspects of
conscientiousness, such as responsibility,
courtesy, and dependability, are predictive
factors of job performance and productivity.
People with a high level of conscientiousness
are hardworking, dependable, and focused on
achieving targets, which is important in group
contexts. Findings of several research works
have revealed that the conscientiousness of
human resources is a favorable predictor of
success in those positions that demand
precision, devotion, and perseverance. This
research  will seek to establish how
conscientiousness  facilitates  productivity,
especially when working in teams since this is
an essential activity in organizations today
(Roberts et al., 2021). This means that
agreeableness affects team dynamics because
of people's ability to support and collaborate
with other team members. Research also
reveals that teams with high levels of
agreeableness in their personalities exhibit
higher levels of interpersonal feelings and
collaborative working (Kim & Park, 2023). The
present study aims to elucidate the role of the
agreeableness aspect in team relations as well
as its contribution to achieving teamwork
objectives (Gelling et al., 2023).

Findings related to extraversion consist of
sociability,  assertiveness, and  energy.
Extraverted personality types tend to engage
more in group work and foster the group effort
through effective communication (Carter &
Mossholder, 2021; Li et al., 2023). This study
examines  how influences
collaboration and productivity in various team
settings (Tett & Burnett, 2023). Emotional
stability is another important personality trait
acknowledged to critically contribute to the
preservation of a positive team climate.
Emotional stability may reduce the chances of
negative feelings like anxiety, which create

extraversion
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disruptiveness and mood swings that affect the
group and the decision-making process (Zhang
& Peterson, 2021). Conflict management and
maintaining cohesion within a team are
important in high-stress occupations, and from
studies, emotional stability for a person proves
to be paramount (Lee & Ashton, 2023).

Since most research has focused on individual
results, it is crucial to investigate how these
traits apply in teams. The current research aims
at filling this gap by exploring how the various
personality types enhance or hinder team
performance so that management and
organizational development can harness them
to maximize team productivity and efficiency
(Nguyen et al., 2022). This article will provide
insight into how different personalities
influence team building and productivity within
a work environment. In this research, we will
concentrate on the theoretical and empirical
frameworks that are pertinent to the
contemporary management of personalities in
teams, aiming to  provide  practical
recommendations  for  enhancing  team
effectiveness.

Literature Review

Numerous studies in the field of organizational
psychology have extensively researched the
role of personality traits in organizational
behavior, emphasizing the importance of
individual  differences in  organizational
processes, employee interaction, teamwork, and
organizational productivity. This article aims at
investigating how  certain  aspects of
personality, namely conscientiousness,
agreeableness, extraversion, and emotional
stability, influence behavior at the workplace
and team performance, as well as providing
methodological background for the analysis of
relations between particular personality types
and organizational effectiveness.

Conscientiousness and
Productivity

Workplace

Conscientiousness is one of the most
researched personality variables about work
behaviors. Prior research has substantiated
conscientiousness as a strong predictor of work
outcomes in general and performance in

International Journal of Human and Society (IJHS)



particular, regardless of the occupation and
field (Roberts et al., 2021; Zhang et al., 2022).
Roberts et al. (2021) mentioned in their meta-
analysis that conscientiousness is positively
associated with job performance because
conscientious individuals are often frugal,
hardworking, persistent, and show high self-
control. Because of the emphasis on detail and
specific aims, conscientious people are very
efficient in positions that require daily long-
term action and proper preparation (McCrae &
Costa, 2023).

Conscientiousness is another work-related
personality dimension that has been established
to have a positive influence on the team's
performance. In a study by Nguyen et al. 2022,
the increased average of conscientiousness
within a group demonstrated a positive
correlation between goal attainment and high
performance. The authors acknowledge that
staff conscientiousness fosters the development
of highly structured and disciplined work
approaches, thereby improving quality.

Agreeableness and Team Collaboration

Agreeableness is a measure of the person’s
propensity to be tender, accommodating, and
quiet. This trait is valuable in group
assignments, such as in a company or
organization where a good interpersonal
relationship is important. As depicted in studies
of Gelling and others (2023), as well as Kim
and Park (2023), it is evident that there is a
positive relationship between agreeableness and
the cooperation levels in the working teams.
Gelling et al. (2023), in their study on high-
level-big five personality traits, pointed out that
agreeableness
relationships and also
performance. The authors also highlighted that,

increased interpersonal

enhanced team

despite its compliance, agreeableness bears sole
responsibility for regulating interpersonal
conflicts and fostering an organizational
climate conducive to teamwork. Kim and Park
(2023) found that agreeable team members take
responsibility for dealing with conflict and
establishing a good team climate, which is
beneficial for group/team performance.

Extraversion and Team Engagement
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A person with the extraversion personality trait
is outspoken, energetic, and always on the
move most of the time. The extraverted people
are often characterized by increased energy and
enthusiasm; therefore, their presence has
multidimensional implications for teamwork,
specifically increasing the effectiveness of the
communication processes (Li et al., 2023;
Carter & Mossholder, 2021). According to Li et
al.'s (2023) research on extraversion in teams,
members with extraverted personalities are
known to be more involved in team
communication and decision-making, thereby
promoting  team  cohesion.
extraversion is helpful in jobs where

However,

socialization and interpersonal relationships are
an asset, and as an independent factor, the
impact of extraversion on productivity may
range positively or negatively according to the
type of the job and the organization’s culture
(Tett & Burnett, 2023).

Emotional Conflict

Management

Stability and

Emotional stability, a personality dimension
that contrasts with neuroticism, refers to an
individual's ability to remain calm and
composed under pressure. Negative moods
such as anxiety or frustration, which can disrupt
team flow and deteriorate performance, are
unlikely to affect emotionally stable individuals
(Zhang & Peterson, 2021). In times of pressure,
emotional stability plays a crucial role as
individuals exert immense effort to handle
conflict and improve their ability to withstand
stress (Chen et al., 2022). In a recent
longitudinal study by Zhang and Peterson
(2021), the authors concluded that emotionally
stable players are capable of managing the
conflict as well as of regulating the positive
climate in their teams.

The interplay of personality traits in team
settings

The majority of previous studies have
concentrated on the impact of individual
personality traits. However, the importance of
studying personality traits in teams, as well as
the relationship between these traits and team
performance, has begun to receive more
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attention. Researchers have recently observed
that the composition of a group influences its
outcome (McCrae & Costa, 2023; Roberts et
al., 2021). For instance, extraversion along with
may  enhance  both
engagement and productivity; on the other
hand, agreeableness combined with emotional
stability may improve conflict regulation and
cohesiveness (Nguyen et al., 2022).

conscientiousness

Prior research has mostly considered the effects
of personality traits in isolation on one or
another result, and therefore there is interest in
further research on how personality traits are

organized in

teams

and affect overall

cooperation and productivity.

Table 1: Summary of Key Studies on the
Impact of Personality Traits on Workplace
Behavior and Team Dynamics

Study Focus Findings Implications
Conscientiousness as a . . Highlights the
redictor of job Conscientiousness s importance of
Roberts et al. (2021) P ) consistently linked to P .. .
performance across . . conscientiousness  in
. higher job performance. _ . .
various roles. hiring and team roles.
. . . Supports usin
Meta-analysis of Conscientiousness is a PP it tg
L . ersonality assessments
Zhang et al. (2022) conscientiousness and strong predictor of p . y' .
. . In  optimizing team
job performance. productivity. ..
productivity.
Personality and Agreeableness and Emphasizes the value
. teamwork, focusing on conscientiousness are of agreeableness and
Schmidt & Le (2020) using . . gree .
team dynamics and crucial for effective conscientiousness  in
cohesion. teamwork. team settings.
Role of agreeableness Higher agreeableness Suggests fostering
. in  enhancin team levels enhance team agreeableness to
Gelling et al. (2023) neme . a8 .
collaboration and cohesion and reduce improve team dynamics

reducing conflicts.
Impact of demographic

conflicts.

Diverse teams perform

and reduce conflict.
Encourages diversity in

. diversit on team . . team composition for
Kim & Park (2023) . Y better, especially in Ompost
innovation and . . better innovation and
dynamic environments.
performance. outcomes.
Suggests lacin,
Influence of &8 . P g
exiraversion on team Extraverts are more extraverts in roles that
. xtrav . .
Liet al. (2023) engaged and enhance require high
engagement and team dynamics engagement and
collaboration. 4 ' gagemettl.
communication.
. . Recommends
Role of emotional Emotionally stable emotional stabilit
Peterson et al. (2023)  stability in team individuals are better at .. Y
training to enhance

conflict resolution.

managing conflicts.

conflict management.

. Supports the
Impact of emotional . e
o Emotional stability is development of
Zhang & Peterson stability on  team . S .
crucial for maintaining emotionally stable
(2021) performance and .\ . .
. a positive team climate. teams for improved
conflict management.
outcomes.
o . . .. Provides insights into
Longitudinal studies on Personality traits lonV term irsonalit
Lee & Ashton (2023)  personality traits and influence behavior and & P Y
. . . development and team
workplace behavior. effectiveness over time. .
1mpact.
McCrae &  Costa Interplay of personality Diverse personality Encourages leveraging
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(2023) traits in diverse team

profiles in teams lead to

diverse personalities for

settings and better performance. optimal team
performance. performance.
Recommends
Person-environment fit Extraversion's impact considering task-
Tett & Burnett (2023)  theory and its effect on on productivity varies specific contexts when
team effectiveness. with task context. assigning  extraverted

individuals to teams.

Role of emotional . . . . .
. . . Emotional intelligence Suggests  integrating
intelligence in ) . . .
. contributes to better emotional intelligence
Chen et al. (2022) enhancing team . .. .
. team dynamics and training into team
dynamics and .
reduced conflicts. development programs.
performance.
. . Recommends usin
Enhancing team Personality assessments . &
.. personality assessments
performance through can optimize team . .
Nguyen et al. (2022) . . in  recruitment and
personality composition and oy
team-building
assessments. performance.
processes.
. . Highlights the
. Personality traits such . ghie
The role of personality o importance of
traits in  employee conscientiousness understandin
Soto (2022) ploy and agreeableness are . 8 .
performance and . personality traits to
. linked to better
workplace dynamics. enhance workplace
workplace outcomes. .
dynamics.
S Extraverted individuals Suggests assignin
Sociability an . . &2 gmine
. . are effective in roles extraverts to roles that
Carter & Mossholder assertiveness in team .. . .
. requiring social benefit from high levels
(2021) settings:  Role  of | .
. interaction and of engagement and
extraversion. . c
leadership. visibility.
Methodology were used, and these participants came from

Research Design

This research work adopted a survey research
design to determine how and to what extent

personality types contribute to workplace
behavior, particularly teamwork and
productivity. We used self-administered

questionnaires to gather primary data from
respondents in various organizations, aiming to
understand the relationship between personality
and interpersonal relations in these settings. We
designed the present research to explore the

relationships between certain  personality
characteristics such as conscientiousness,
agreeableness, extraversion, and emotional

stability and certain work-related performance
indicators like teamwork and work output.

Sample and Sampling Technique
For the purpose of this study, 200 participants

Vol. 4. No. 03. (Jul-Sep) 2024

different

health care,

organizations,
education,

including finance,
and technology

organizations, among others. This was done
using the stratified random sampling technique
to include the different organizational positions
and levels, including lower, intermediate,
higher, and top management positions. The
participants were further grouped on other
demographic variables, including age, gender,
and years of experience, to test the moderating
roles of these aspects on relationship anomalies
of personality traits and behavior at the
workplace.
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Age Distribution of Participants
46-55

56 and above

18-25

Figure 1: Age Distribution of Participants in
the Study

Data Collection Instruments

The questionnaire consisted of three main
sections:

1. Demographic Information: In this
section demographic information such as
the age, gender, position held within the
organization and years of work experience
from the participants were gathered.

2. Personality Traits Assessment: To
measure the personality the Big Five
Inventory (BFI-44) was wused; this
instrument is validated properly and is
designed to capture five basic dimensions
of personality which include,
Conscientiousness, Agreeableness,
Extraversion, Openness and Emotional
Stability. Response to each item was
measured with a 5-point Likert scale
response format including 1 (Strongly
Disagree) and the fifth being strongly
Agree.

3. Workplace Behavior Assessment: This
section concerned with assessing the
participants’ Workplace behavior about
teamwork and efficiency. These were
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36-45

26-35

based on previous studies and concerned
systematic activities which included;
group projects, leadership, conflict and
perceived level of productivity. The
responses were also in the form of a 5-
point Likert scale ranging from 1=Strong
Disagree to 5= Strongly Agree.

The survey was conducted online with the use
of a web link in order to access the maximum
number of people and minimize their
inconvenience. The invitation to participate in
the study was made through email to
employees working in different organizations
and directed them to the web link of the online
survey. Sampling was done non-probability and
was conducted with the understanding that all
the respondents had a choice whether or not to
participate in the survey, and all the
respondents who received the questionnaire had
agreed to participate in the study; hence, they
had consented for the survey to be conducted
on them. This survey was carried out for four
weeks, so as to ensure that the responses had
been collected fully.

The collected data were analyzed with the help
of Statistical Package for the Social Science
(SPSS), Version 27. 0. Demographic variables
and measures of personality characteristics and
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work behavior were described using measures
of central tendency mean and variability,
standard deviation. In addition, further Pearson
correlation coefficients analysis was conducted
to assess the relationship between personality
traits and the organizational outcomes. To
extend these findings, multiple regression
analyses were performed to establish which of
the five aspects of personality would be
positive predictors of team collaboration and
productivity. Cross tabulation test was
computed to determine the relationship
between demographic variables including Age,
Gender and Position with the Workplace
Behaviors. The outcomes of these analyses
offered understanding of how several aspects of
personality and other demographical factors
affect team performance and functioning in
organizations.

It followed guidelines that relate to ethics in
research involving human beings. Permission

for the research was sought from the relevant
institutional review board (IRB) before data
collection conducted. The
participants were explained about the rationale
of the study, that they were free to participate
and they had the right to withdraw any time
without any asked reason.

process  was

Results
Descriptive Statistics

To assess the general tendencies and variability
of personality characteristics, behavior in the
workplace,  cooperative  processes  and
productivity, descriptive statistics for each item
of the survey were calculated on the frequency
scale from 1 (Strongly Disagree) to 5 (Strongly
Agree). Furthermore, demographic variables
including age, gender, organizational position
and years of experience were considered to
give the readers a preview of the characteristics
of the sample.

Table 2: Descriptive Statistics of Survey Items with Demographics

Variable Mean Standard Deviation
Personality Traits
Feels energized in team settings
) 3.8 1.1
(Extraversion)
Prefers .mdependent work 26 13
(Extraversion)
Enjoys trying new approaches 40 0.9
(Openness)
Prefers familiar routines ’9 12
(Openness)
Easy to get along with
4.0 1.0
colleagues (Agreeableness)
Skeptical of others’ ideas
2.7 1.1
(Agreeableness)
Detail-oriented and thorough
o 43 0.8
(Conscientiousness)
Disorganized and misses
. L 24 1.3
deadlines (Conscientiousness)
Remains calm under pressure
. o 3.9 1.1
(Emotional Stability)
Feels stressed and overwhelmed )3 12
(Emotional Stability) ' '
Workplace Behavior and Team
Collaboration
fortabl — —
Comfortable voicing opinions in 37 L0

meetings

Vol. 4. No. 03. (Jul-Sep) 2024
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Actively contributes to team
projects
Takes on leadership roles in
teams

4.1 0.9

3.5 1.2

Challenges with different work 3.0 12
styles

Personality fit for current role 3.8 1.0

Productivity and Job
Performance

Work contributes to team’s
4.0 0.9
overall success

Recognized for productivity and

efficiency 3.6 1.1

Manages time effectively to

. 3.9 1.0
meet deadlines

Productivity ~ impacted by

, .. 3.2 1.2
colleagues’ personalities

Relationship between

. 3.7 1.1
personality and performance

Team Dynamics and Conflict
Management

Conflicts resolved quickly and

3.6 1.1
effectively

Adapts communication style to

) 4.0 1.0
suit team members

Conflicts affect focus and

performance 33 1.2

Understanding personalities

; 4.1 0.9
reduces conflicts

Team diversity enhances

42 0.8
problem-solving

From the descriptive analysis the participants Gender Distribution by Position in the Organization

40 =3 Male
EE Female

see themselves as positively contributing to the
collaborative and productive aspects of teams. 35
The mean scores of specific items are high: - 18%
“Actively participates on team projects”

correspondingly equal 4. 1, SD 0. 9 and
“Diversity of the team improves problem
solving” — 4. 2, SD 0. 8 closes to the max.
Standard deviations imply some variation, it S
could hint at differences in participants’ = i %
experiences or perceptions of the behaviors at 5 A
the workplace. 0

25

20

Percentage (%)

15 10%

5%

Entry-level Mid-level Senior-level Executive
Position
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Figure 2: Gender Distribution by Position in To explore the relationships between
the Organization personality traits and workplace outcomes a

Correlation Analysis correlation analysis was performed.

Table 3: Correlation Matrix of Key Variables

Emotio Team

Variable !Extravers Openne Agreeablen Conscientiousn nal Collaborati .Productlv
ion ss ess ess - ity
Stability on

Extraversion 1.00 0.34**  0.28** 0.22* 0.15 0.45%* 0.38**

Openness 0.34%* 1.00 0.30%* 0.25%* 0.18 0.40%* 0.33%*

Agreeableness  0.28%* 0.30**  1.00 0.35%* 0.20* 0.50%* 0.36%*

E;I;“ienﬁo“s 0.22%  025%  035% 1.00 0.45%%  0.48%%  .55%*

Emotional

Stability 0.15 0.18 0.20* 0.45%* 1.00 0.32%* 0.29*

EZ?I:boration 0.45%%  0.40%*  0.50%* 0.48%* 0.32%%  1.00 0.60%*

Productivity 0.38** 0.33*¥*  0.36** 0.55%* 0.29* 0.60** 1.00
Notes: conscientious persons are more hard-working

and are effective in teamwork environments.

Significant at p < 0.05 (*
* g P ) Likewise, Agreeableness had a positive and

e Highly significant at p < 0.01 () ** significant relationship with Team
A positive correlation was established between .Col.laboration (r = 0. 50, p < 0. 0I) Whif’h
Conscientiousness and Productivity r = 0. 55, p indicates that the more agreeable a learner is,
< 0. 01 and Team Collaboration r = 0. 48, p < the better the collaborator is.

0. 01. This clearly shows that more

Correlation Matrix Heatmap

Extraversion 1.00

Correlation Coefficient
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Figure 3: Correlation Matrix Heatmap

Mean Differences in Workplace Behavior by
Personality Type

To inspect the effects that various levels of
personality traits produce on certain patterns of

workplace behaviors, mean comparisons were
considered in regards to participants with high
vs. low levels of each personality trait.

Table 4: Mean Differences in Workplace
Behavior by Personality Type

High Score Low Mean
Personality Trait Behavior/Outcome 8 Score . p-value
Mean Difference
Mean

Extraversion Comfortable voicing , , 33 0.9 0.001
opinions in meetings
Actively 09ntr1butes 44 13 0.6 0.003
to team projects
Adaptabilit i

Agreeableness ap.a 1.1y . M oy4s 3.7 0.8 0.002
conflict situations
Challenges ~— with —, ¢ 33 0.5 0.014
different work styles
Recognized for

Conscientiousness  productivity and 4.2 3.2 1.0 0.000
efficiency
Manages time
effectively to meet 4.4 3.5 0.9 0.001
deadlines
Conflicts  resolved

Emotional Stability quickly and 4.0 32 0.8 0.004
effectively
Productivity
impacted b 54 3.6 -0.7 0.009
colleagues
personalities

The mean differences also point to the fact that,
high Extroversion and Agreeableness scores are
associated with positive workplace behavior
including easy to express ideas and easily
changing positions during conflicts. Previous
research has for example established that being
a High Conscientiousness person leads to
productivity and good time management. Large
mean differences coupled with low p-value,

that is, p < 0. 05 show that these personality
traits have a significant effect on certain
behaviors at the workplace.



Distribution of Personality Traits and Workplace Behaviors

Personality Traits T_‘h 'Y ';+

L ]
Workplace Behaviors | H —+

1 1 1

3.0 3.2 3.4 3.6 3.8 4.0 4.2
Mean Score (1-5 Scale)

Figure 4: Distribution of Personality Traits Exploratory factor analysis was used to
and Workplace Behaviors determine the extent of relationship existing
between the survey items concerning

Factor Analysis of Personality Traits and ) ] ’
personality traits and work-related behaviors.

Workplace Outcomes

Table 5: Factor Analysis of Personality Traits and Workplace Outcomes

Factor Survey Items Included Factor Loading
Comfortable voici ——
Factor 1: Team Collaboration om.o able voicing opinions in 0.78
meetings
Actively contributes to team 0.82
projects '
Tak 1 hi les i
akes on leadership roles in 076
teams
Factor 2: Conflict Conflicts resolved quickly and 074
Management effectively '
Adapts communication style to 0.81
suit team members '
Understanding personalities
. 0.79
reduces conflicts
R ized fi ductivi d
Factor 3: Productivity ccognized for productivity an 0.85
efficiency
Manages time effectively to
. 0.88
meet deadlines
Factor 4: Personality Impact  Personality fit for current role 0.73
Relationship between 077
personality and performance '
The results of exploratory factor analysis Productivity and Personality Impact. These
showed that related survey items can be items that have factor loadings greater than 0.
grouped according to four main factors such as 70 confirms that they belong to those particular

Team Collaboration, Conflict Management, factors suggesting that these factors are crucial



in explaining workplace behavior.

Team Collaboration Levels by Personality Type

100+ 33 High Collaboration
=3 Moderate Collaboration
3 Low Collaboration
801 40%
g
5 60}
o
]
€
v
4
& 4ot
60%
20¢
20%
9 ; I3 & I & & &
& & » S & &
5 5 & & & &
"?‘b \(‘60 ‘9‘ (,'bq "’L\ ‘so
< [ ¢ 6"'00
&
Personality Type
Figure 5: Team Collaboration Levels by Multiple regression test was also used to detect
Personality Type the personality attributes that positively

Predictive Regression Analysis of influence productivity consequences.

Personality Traits on Productivity

Table 6: Predictive Regression Analysis of Personality Traits on Productivity

B SE Beta
Predictor Variables (Unstandardized (Standard (Standardized t p-value
Coefficient) Error) Coefficient)
Extraversion 0.30 0.07 0.35 4.29 0.000
Agreeableness 0.25 0.08 0.28 3.13 0.002
Conscientiousness 0.45 0.06 0.50 7.50 0.000
Emotional Stability 0.20 0.05 0.22 4.00 0.001
R-squared 0.52
Looking at the results of the regression analysis performance since they account for 52%
below, it is evident that Conscientiousness is percentage of the total variance in productivity.

the most influential personality characteristic
with a beta value of 0. 50 and p < 0. 01
followed by extraversion with a beta value of 0.
35, p <0. 01, for Agreeableness the value is 0.
28, p < 0. 01 while for Emotional Stability an
R-Squared of 0. 52 thus meaning that,
personality traits are significant to the job
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off e aned Sedity (MHS)

Regression Coefficients for Predictors of Productivity

Beta Coefficient

Figure 6: Regression Coefficients for

Predictors of Productivity

Cross-Tabulation of Personality Types and
Team Dynamics

Cross tabulation was conducted in order to
analyze frequency and percentage distribution
of different personality types in relation to team
collaboration results.

Table 7: Cross-Tabulation of Personality Types and Team Dynamics

Personality Type High Tfeam Moderate.Team Low T(?am
Collaboration (%) Collaboration (%) Collaboration (%)
Extraverted 45 35 20
Introverted 25 40 35
Agreeable 50 30 20
Disagreeable 30 45 25
Conscientious 60 30 10
Non-Conscientious 20 40 40

An evaluation of the cross-tabulation analysis
shows that the respondents who depicted high
extraversion, agreeableness and
conscientiousness reported high levels of team
collaboration. Conscientious and extroverted
individuals on the other hand report a higher

level of collaboration than introverted and non-

conscientious individuals. This goes further in
supporting the  hypothesis  that some
personalities are fitting in a team than the
others.



Average Scores of Personality Traits

w
T

Mean (1-5 Scale)
9]

Figure 7: Average Scores of Personality Traits conscientiousness have positive relationships
with collaboration and productivity outcomes;
in addition, firms can benefit from the ability to
handle conflict brought about by emotional
stability. The results of this study are
particularly relevant for any organization that
seeks improvement of team performance
through  improved  identification  and

The outcomes of the various analyses provided
much support for the hypothesis posited that
personality pre-dispositions greatly predispose
individuals’ behavior, attitude to work, team
dynamics and productivity at the workplace.
Relations between personality aspects and
collaboration and productivity results have

shown that extraversion, agreeableness and management of personality at the workplace.

Relationship between Conscientiousness and Productivity

401

J5F

Productivity Score
ing N w
o w o

o7
v

7
o

Il i I 1 Il L

2.0 2.5 3.0 35 4.0 4.5 5.0 5.5 6.0
Conscientiousness Score

Page | 678 International Journal of Human and Society (IJHS)



Figure 8: Relationship between

Conscientiousness and Productivity
Discussion

Understanding the Impact of Personality
Traits on Workplace Behavior

The research goal for this work was to
understand how personality affect behavior at
the workplace with especial reference to team
work and productivity. Based on the outcomes
it was concluded that there is positive
relationship Conscientiousness,
Agreeableness and Extraversion with both the
aspects of team collaboration and productivity
and between Emotional Stability and conflict
management. These results are in line with
other studies conducted in the past months that
assert that personality plays a crucial part in
determining organizational processes and
outcomes (De Vries et al, 2020; Soto, 2022).

between

The regression analysis showed that
conscientiousness is positively correlated with
productivity and has the highest correlation
coefficient of 0. 55, p <. 01. It was found that
they produced higher levels of job
performance; this consideration matches with
the observation of Roberts et al, as they pointed
that conscientious people are more diligent,
organized and goal-oriented. The current article
does validate that conscientiousness makes
employees more attentive on organizational
tasks, adhere to timelines of work and exert
consistent effort which ultimately leads to
improvement of productivity in  group
activities.  This  corresponds  with  the
proposition that the conscientious employees
play a meaningful role in the success of an
organization by being Trustworthy and
methodical (Zhang et al, 2022).

There was significant positive correlation
between agreeableness with team collaboration
r=20.50, p<0.01. This lends support to the
notion that persons who are positive create a
conducive atmosphere at the workplace that
fosters creativity and concord; elements that are
very essential in the formation of groups. Some
current investigations have proved that when
the employees are pleasant, they tend to exhibit
employee’s positive behavior that would
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include coming to the aid of fellow members in
the team, maintaining a positive working
environment as well as avoiding conflict within
the particular team (Schmidt & Le, 2020;
Gelling et al, 2023).

Extraversion was another index that has
positive association with team co-operation (r =
0. 45 p < 0. 01). Work engagement:
Extraverted people are usually sociable,
assertive and energetic, which makes them to
be responsive to interpersonal communication
and participation in group endeavors (Li et al,
2023). It stresses on the need to take context
variables into account while determining the
relationship between extraversion and work-
related outcomes

Emotional stability was also found to be a great
factor influencing conflict management, since it
produced a very high, significant correlation
with conflict resolution with in teams (r = 0. 32,
p < 0. 01). Stable people are less stressed, less
would lose temper and have negative attitude
towards self or other people in stress averting
situations (Zhang & Peterson, 2020; Lee &
Ashton, 2021). This trait is helpful in the
creation of understanding amongst the team
members makes it extremely useful in reducing
the impact of conflicts in the workplace. The
capability of regulating emotional responses
and avoiding the aggravation of conflict all
matter when it comes to effective teams and
this occurs particularly in the context of rapidly
changing environments as are normally seen in
the modern workplaces (Chen et al, 2022).

Comparing Findings with Recent Literature

The results of this research are in line with the
current research on personality characteristics
and behavior at the workplace highlighting the
significance of personality in organizations. For
instance, the positive correlation between
Conscientiousness and productivity can be
explained by the findings of the study done by
Roberts et al. (2021) and Zhang et al. (2022)
regarding conscientiousness as the most
consistent and efficient predictor of work
performance in various fields. Likewise, the
significant and positive relationship between
Agreeableness and teamwork is consistent with
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Schmidt and Le (2020) as well as Gelling et al.
(2023), who pointed out that agreeable people
contribute positively to team work since they
encourage collaboration as well as reduce
interpersonal conflicts.

This is consistent with the present-day research
wherein it is revealed that extraverted
personalities contribute energy and
assertiveness into the communications of teams
leading to better cohesiveness (Li et al, 2023;
Carter & Mossholder, 2021). However,
moderating  effect of
productivity in the current study is relatively
low Thus while extraverts are effective in
Social Relations, this research shows that there
is variation and their effectiveness depends on
task characteristics (Tett & Burnett 2023). This
calls for a better clarification on how,
depending on the type of working environment,
extraversion impacts on various work-related

extraversion  to

outcomes.

Emotional Stability and its applicability in
dealing with conflicts are also underlined in the
recent research by Zhang and Peterson (2021)
and Lee & Ashton (2023) where the aspect of
emotional regulation in keeping the teams’
harmony is observed. Emotionally stability
reduces mishandling of pressure plans hence
enabling effective management of conflicts
leading to a stable team. This implies that
anxiety or the lack of emotional equilibrium
inhibits optimal working of the teams
especially if functioning in stressful and/ or
conflict-ridden environment(s) (Chen et al,
2022; Soto, 2022).

Practical Implications for Organizational
Management

These research findings have implications for
management and policies of organizations as
well as the practice and development of human
resources. By integrating personality self-
assessment to the company’s hiring process and
team-building processes, the possibility of
having employees who are capable of
performing well in collaborative positions can
be achieved (Nguyen, et al, 2022; Roberts, et
al, 2021). For instance, choosing employees
with high conscientiousness and agreeableness
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will promote team performance besides
minimizing interface conflicts, thus boosting
the working enclosure’s efficiency (Schmidt &
Le, 2020; Kim & Park, 2023).

People responsible for the training programs on
emotional intelligence and
management may use these findings.
Knowledge of personality patterns helps
organization Officials to orient programs to
build on those personality characteristics that
are beneficial to the functionality of teams
(Zhang & Peterson, 2021). They can also
contribute to the creation of a positive team
climate wherein it can be appreciated that
Target welcomes different personalities on
board to accomplish targets and objectives
(Peterson et al, 2023; Gelling et al, 2023).

conflict

It was also revealed that different demographic

characteristics were related to certain

personality  features and behaviors at
workplace. The younger workers in the age
range of 18-25 years demonstrated flexibility
and willingness to team up with co-workers
while the other group with the older and more
experienced proved to have good decision-
making ability and reliability which are in
concordance with study done by Kim & Park
(2023) that concluded that demographic
diversity is advantageous for team work and
innovation. Based on this demographic
influence it can therefore be concluded that
sorting a combination of ages and experiences
in teams can bring about balance and
dynamism in teams while at the same
enhancing stability in teams thereby bringing

about overall effectiveness in teams.
Limitations and Future Research Directions

Certain limitations should be discussed. The
sample size used in the study was adequate for
the analyses employed in this research but may
not be sufficiently diverse to capture variations
across industry sectors or cultures and therefore
caution should be used in generalizing the
findings. The future studies may find it
productive conducting longitudinal studies
analyzing how personality characteristics and
organizational behaviors change over time thus
giving more dynamic information about these
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associations.

Future research should also look at other
personality characteristics like the Openness to
experience in other settings different types of
teams, for instance, creativity or technical type
to have a further look at personality issues in
organizations. It is more important to say that,
examining the interaction of personality facets
with other distinct variables, for example,
thinking ability, or emotional intelligence, may
add even more to the knowledge about how
best to boost the team cohesion and
productivity. Further research could also
examine the cultural differences in the
manifestation and the effect of personality
characteristics on the teams’ performance,
comprehending that such phenomena might
differ across the organizational cultures and
contexts.

Conclusion

The goal of this research article was to
determine how personality traits influence
employees' behavior in organizations and
improve team collaboration and productivity.
The results therefore support and strengthen the
calls for understanding the significant role
played by personality traits in organizational
settings. Conscientiousness strongly predicted
odd-job  performance, indicating  that
individuals who are meticulous, orderly, and
dependable  perform  more  effectively,
enhancing their team's productivity and
achieving objectives. Similarly, the study found
that agreeableness plays a crucial role in
workplace collaboration. This is because
individuals with such personalities tend to
foster teamwork easily, and in the event of a
conflict, they ensure that it doesn't affect other
team members. Even when there is a positive
correlation between extraversion and team
collaboration, the role of sociability and
assertiveness is critical in ensuring the right
coordination and interactions within a team.
Researchers discovered that emotional stability
plays a crucial role in conflict management, as
evidenced by the ability of individuals with
high emotional stability factors to manage
stress with poise, thereby fostering a healthy
environment that fosters productive conflict
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resolution. These findings reinforce the recent
literature's discussion of previous studies,
emphasizing the importance of considering
personality dynamics in achieving team and
organizational goals.

The study offers a much-nuanced perspective
on how personality traits determine the
demeanor of individuals at workplaces. This
article focuses on the relevance and
opportunities for organizations to improve team
performance by paying attention to the
processes of recruitment, training, and
development. Organizations use personality
testing in hiring procedures and create training
programs to develop specific personality
attributes. The unity and efficiency of a team
greatly improve with the use of personality
assessments. This article helps to enrich the
knowledge of the effects of personality types
on organizational behavior, suggesting that
personality traits are crucial factors for
successful team cooperation and performance.
Future studies in this area should strive to
establish  more  relationships  between
personality and other variables in various
settings and cultures, using diverse samples to
enhance the existing literature in this area. This
approach allows for the retrieval of potential
benefits from the workforce and the effective
achievement of organizational outcomes,
thereby improving organizational performance,
outcomes, team cohesiveness, and productivity.
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