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ABSTRACT
Aim
The paper examines the relationship between Peligpri@haracteristics and Employee Performance. |Hoa

captures the perception of the employees for tfectefeness of considering personality types whdleruiting an

employee and during evaluation of employee perfanea
Methodology

The study included 120 employees working at variewels of the three Knowledge Process Outsourcing
CompanieqdKPQO'’s- Evaluate, Evalueserve, Smart Analyst). Beadity Characteristics was measured with the haflp
Five-Factor model and Job performance was assessettie Task and Citizenship Performance with aicttired

guestionnaire. Simple random sampling was used.
Findings

The study findings suggest a significant positigsoaiation between Personality Characteristics alub
performance. The Extraversion and Conscientiousmésensions of personality were observed to havesiderable

influence on employee performance.
Implications

The findings of the present study would provideiafalle insight for management to adopt various affiecéve

practices to consider the management of employa@sadndifferent personality characteristics in theiorkplace.
Originality/Value

The study tests the relationship between Persgn@liaracteristics and Job performance in the markeearch
industry. A significant positive relationship between somesBeality Characteristics and Job performance haerb

established. To the best of the researchers’ kraigegethis study is the first of its kind undertakamthis industry.
Limitations

The study was limited to KPO's in Gurugram only ethimay limit the generalizability of the resultsthe@ other
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industries and geographical locations. The selfpated measures of the constructs were used whaochlead to the

natural or single-source bias that influences thsuits.

KEYWORDS: Employee Performance, Personality Characteristiegtraversion, Conscientiousness, Market Research,
KPO

INTRODUCTION :

Personality is a reflection of the behavior of adividual. It refers to individual differences ihet pattern of thinking,
feeling and behaving. If an individual is awareather’s personality, then they can better deal oth lpersonal and
professional fronts. Personality is considered bizse for explaining human behavior. Inferences dreavn from

personality measures that have been created bgreliff forms of standardized testing techniquesveérifrom an

empirical and theoretical research background. Thassonality can be defined as a synergistic coatlin of human
characteristics and variables.Personality is a@pinagsed to explain consistency and similaritynaividuals.It is a pattern
of activities, desires, and behaviors. What onésfebinks, wants and actually does changes fromatson to situation but

a pattern emerges over time that may be used tidesand understand a person.

The aim of the personality research is to identify consistencies and also the differences withth lzetween
individuals (what one feels, thinks, wants and altyudoes) and eventually to try to explain thenhe3e traits are
considered to be stable and steady throughout thik life of a person in a personality behavior mMod®enissen et al.,
2011; Gerber et al., 2011)Therefore, personality comprises of human charistites that do not very quickly and can be

used to predict one’s short-term behavior.

The study of personality focuses on two broad ar@ae focuses on understanding individual diffeesnin
Personality Characteristics. The other study undeds how the various parts of a person come tegeth a whole.

The blend of personality traits is also importanpredicting success in various areas.

Personality is defined as a pattern of traits @rabteristics that can influence behavior acrass tind situations
(Graziano & Eisenberg, 1997; Reimann & Zimbardo, 2Q1). Personality is derived from the Latin term “Pergbn
which means (a) a mask worn by theater actorspieesent their role and personality; (b) the autbes#lf, which includes

one’s intrinsic motivations, emotions, habits, éhehs(Chan, 1996)

In the literature, there are some personality fiesowhich have been considered as the key theories;
1. Psychoanalytic theories; 2. Humanistic theor&sBiological theories; 4. Behavioural, Socialrléag, and Cognitive
theories; 5. Trait theories.

Among all the above, trait theory is one of the traxxcepted and leading personality theory whichurep the
behavior related salient aspects of the psychotdgy individual. For example, neuroticism includehaviors associated
with guilt, low self-esteem, depression, and aryxett. That makes it a unique trait. The key défere between types and
traits is that where the type domain puts peopte specific categories while as the trait domaimsiders each
characteristic as a continuous scale that descpbesonality in terms of where the person is plasedhe continuum.
On this basis, an individual may be near the cemtea intelligence scale, towards the low end ofaxiety measuring the
scale and towards the high end of a dominance magsiine scale and similar for other traits thalphgain an overall

picture.
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Performance can be defined as the specific resuligerson achieves as the efforts get converted into
productivities. Job performance of the employeeissidered one of the primary constructs that plaignificant role in
achieving organizational performance. It is consideas the most significant dependent variablehé drganizational
context and the most important concept in an indalst organizational (I-O) psychology. Performarasea construct has

often been confused with activities such as praditizciand output over which employees do not havgemcontrol.

It is rather better to understand performance as#havior that can be observed in employees wlbileg their
jobs and are relevant to the goals of the organizgCampbell, 1990).He used eight-factor model to capture behaviour
across all for exploring the dimensions of perfonocen Task specific behaviors/ proficiency, Non-tagbecific
behavior/proficiency, Written and oral communicati&ffort, Personal discipline, helping out the s and colleagues,
Supervision or leadership, and Managerial or adstiziive performance. It is essential to understdmad factors that

influence the job performance of employees in @anization as it is a crucial construct.

Contextual performance (extra-role) includes orgatidbnal activities that are voluntary i.e. theg aot part of
the job, and do not contribute directly to the t@chl processes in the organization. Contextualop@ance includes
activities that do not formally part of the job,tbzan be considered as important for all jobs saghthelping others,
cooperating with team members and volunteers,.pbiséive contribution of task behaviors can beilatited to the reason
that it helps the conversion of raw material irite final product and directly serve the organizatiore technical process

and help improve the capability of productigviotowildo et al., 1997).

There is an overall consensus among researcherdatia task performance and contextual performaaree

important to employees and the organization.

REVIEW OF LITERATURE

Personality Characteristics:

Super (1982)proposed A/B personalities. Type A personalitghgracterized by a high level of ambition and a
strong will to attain the expected goal. Type Bspaality is just opposite to Type A personality pEyAB personality is a
mix of Type A and Type B personalities. In otherrd®y people with Type B personality may also havmes traits of

Type A personality.

Moulton (1999) proposed four types of personality, including “doamce”, “inducement”, “submission”, and
“compliance”, or commonly known as DISC. D-type pknare aggressive, demanding, adventurous, aixkadthey
usually play the roles of reorganizers, projectéra, idea makers, and pioneers. I-type peopldatiative, social, and
good at communications. They love to be actorsinogts, idea makers, and advocates. S-type peaglefogused,
prudent, stable, sure-footed, and organized. Thayally play the roles of a stabilizer or a balagcimower in an
organization. C-type people are accurate, cleadednand seekers of perfection. They usually fiayrole of an internal

controller. They are rule followers and criticalathers’ performance.

Qasemi et al. (2015)examined the link between personalities of empdsyéNeuroticism, Extroversion,
Agreeableness, Conscientiousness, Openness tdengmrand their Professional ethics (respongibiompetitiveness,
honestly, respect to others, respect to valuesicgysSympathy to others, Loyalty) in Medical Saes University of

Bushehr. Findings show that there is a positivati@hship between personality traits and Profesdiethics.
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Job Performance

According toPorter and Lawler (1968),there are three types of performance. One is #suare of output rates,
amount of sales over a given period of time, tha@pction of a group of employees reporting to trenager, and so on.
The second type of measure of performance invotatiags of individuals by someone other than thes@e whose
performance is being considered. The third typpesformance measures is self-appraisal and sétigsatAs a result, the
adoption of self-appraisal and self-rating techegjare useful in encouraging employees to takectwveaole in setting

his or her own goals.

Borman and Motowidlo (1993)identified two types of employee behavior thatriscessary for organizational
effectiveness: task performance and contextualopmednce. Task performance refers to behaviors dnatdirectly
involved in producing goods or service or actidtiéhat provide indirect support for the organizaiocore technical
processe¢Borman and Motowidlo, 1997; Werner, 2000) These behaviors directly related to the formglanization
reward system. On the other hand, contextual peeace is defined as individual efforts that are dicectly related to
their main task functions. However, these behavares important because they shape the organizgtisoeial, and

psychological contexts serving as the critical lyatdor task activities and processes (Werner 0200

Johnson & Meade (2010)used Multi-level modeling to understand how susnv assigns overall job
performance ratings. Results indicated a uniformatieship between task and overall performancéngat across
supervisors but significant variability in the rideship between contextual and overall performamatings. Employee

and supervisor attributes were examined to explagvariability.
Personality Characteristics and Job Performance

Barrick and Mount (1991) conducted a study to investigate the relationgifiive personality dimensions
(extroversion, emotional stability, agreeablene€gnscientiousness and openness to experience) thite Job
Performance criteria (job proficiency, tracing pe@ncy and personal data) for five occupationalugs i.e. professionals,
police, managers, sales and skilled/semi-skilldte flesult indicated that the consciousness wagdfoelated for all Job
Performance criteria among all the occupationaligso The extroversion was found a strong predittiothe occupation
that involves social interaction (managers ands$al€he factor of openness to experience and exts@mn were also

found as the strong predictor of training profi@grriteria across occupation.

Rothmann & Coetzer (2003)analyzed the relationship between personality dsims and Job Performance. A
cross-sectional survey design was used. The stagylation consisted of 159 employees of a pharniaadicompany.
The NEO-Personality Inventory-Revised and Perforceafippraisal Questionnaire was used as measursiguiments.
The results showed that Emotional Stability, Exéraion, Openness to Experience and Conscientiosisve® related to
task performance and creativity. Three persondliityensions, namely Emotional Stability, OpennesEtperience and

Agreeableness, explained 28% of the variance iticgzants’ management performance.

Halim & Zainal (2015) examined the direct role of personality traitspasdictors of job performance and the
indirect influence of achievement motivation as edmting variable. Personality measurement toolseveelapted from
Cattell and achievement motivation from Cassidy apdn. Job performance indicator was obtained frammual job

performance evaluations. All three personalityt$raivere integrated into a model that predicts jebfggmance and
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achievement motivation. The model was tested usingctural equation modeling (SEM) with a sample460 public
administrator officers. Results of the model shimattit has a goodness of fit and explains, achiergmotivation is
found fully mediate for the relationship betweemstentiousness and agreeableness toward job perfice. However,
emotional stability directly influences job perfance. All the predictors are found to contribut@486 of the variance in
job performance. The implication of the finding sisothat emotional stability and achievement motbraican be the

essential predictor in predicting job performantéuture candidates followed by agreeableness andaienstiouness.

Out of all Personality Characteristics, Consciamitess strongly correlates with overall job perfmoe across
occupations (Barrick et al., 2001; Hurtz & Donov&000; Ones & Viswesvaran, 2000; Salgado, 1997hrDiount,
Barrick and Ones (1995) opined that emotional Htgbhas been the second most important charatiteriesides
Conscientiousness that effect the employabilitycafididates. No significant relationship found betwe&®penness and
overall job performance (Barrick et al. ,2001). tRasearch has found no correlation between Agteeabs and overall

job performance (Barrick and Mount (1991).
OBJECTIVES OF THE STUDY
e To study the personality characteristics of the legges included in the study.
e To explore the relationship between Personalityr@ttaristics and Job Performance.
* To examine the impact of personality on the jodgrenance of the employees.
» To analyze the difference across levels of jobgrerhnce in the organization.

METHOD

This study is descriptive in nature. An attempd&termine the relationship between personality Withlevel of
performance in the organizations will be done. Bpleyees were selected to carry out the pilot stiithg instrument was
validated using these respondents’ data. This Help¢he rewording of questions based on the feddbeceived. Simple
random sampling was used to select the employeesniddle managerial level and lower manageriatlievlhe method
used for collecting primary data is interview andestionnaire method. The secondary data colleatedhis study

includes textbook reviews, journal reviews, inténexiews and dissertation reviews.

A sample of 120 respondents working at various lteeé the three market research organizations (KpP©’
Evaluate, Evalueserve, Smart Analyst participatedhe study. A structured questionnaire was usednéasure all

personality characteristics and job performancenoployees.
Research Instruments

The data required for conducting this study will bellected using self-administered questionnairEise

guestionnaire is divided into three parts.

Part | of the questionnaire relates to demograpaitables of employees such as designation/legel, gender

and years of experience in the organization.

Part Il is the 87 Likert scale items to assessqretisty characteristics and sub dimensions also.
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Part 1ll comprises of a 16 Likert scale item forasering Employee Performance in terms of task atdhwior
aspects of the job. The ratings indicated the éxtesit each of the behaviors was a characteristith® employee’s

behavior.
Statement 1-Statement 19- Extraversion
Statement 20-Statement 36- Neuroticism
Statement 37-Statement 56- Openness to Experience
Statement 57-Statement 70 — Agreeableness
Statement 71-Statement 87- Conscientiousness
Statement 1- Statement 8- Task Performance
Statement 9- Statement 16- Contextual Performance
DATA ANALYSIS

Various statistical analyses like descriptive aslycorrelation, and linear regression analysisevperformed to

arrive at the results. Statistical Package for &détiences (SPSS Version 20) was used to andlgzasta.

The data was converted into standardized scoremke it normally distributed and then applied #&d such as

t-test, ANOVA which have the basic assumption ttett should be normally distributed.

The overall profile of the respondents was examilabcriptive statistics such as means, standasiaténs and

reliabilities (Cronbach’s alphas) for all the vdnlies used in the study were used to describe tmegi&phic profile.
Profile of Respondents

There were more female respondents than male rdesptsin this sample. There were 44 males (36.79%) a
compared to 76 females (63.3%). Half of the respatglwere married (50 %). Also in the sample, gdaroportion of
the respondents report that they have obtainedsaguaduate degree (76.7%), while the remainingptetad doctorate
(13.3%) and graduation (10%). The sample consisteddiverse mixture of respondents in terms ofyed service with
the organization with 36.7% & 30% (two highest fieqcy groups)) having 5-10 years of service andygeBs of service

respectively.

DEMOGRAPHICS
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Table 1
Gender
Male 44 36.7 36.7 36.7
alid Female 76 63.3 63.3 100.0
Total 120 100.0 100.0
Department
Finance
marketing/sales 20 16.7 16.7 23.3
HR 12 10.0 10.0 33.3
Research and analytics 28 23.3 23.3 56.7
any other 43.3 43.3 100.0

Marital Status

Graduate

Education

Postgraduate

Doctorate

Service Years

RELIABILITY STATISTICS

Table 2

Extroversion

.852

Neuroticism

.804 17

Openness to Experience

571 20

<1 year 24 20.0 20.0 20.0
1-3 36 30.0 30.0 50.0
3-5 12 10.0 10.0 60.0
5-10 44 36 7 36 7 96.7

>10 years 100.0
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Agreeableness

Cronbach's Alpha|N of Items
735 14
Conscientiousness

Cronbach's Alpha|N of Items
752 17
Task Performance-Job Performance

Cronbach's Alpha|N of Items
.856 8
Contextual Performance -Job Performance

Cronbach's Alpha|N of Items
.821 8
According to Nunnally (1978), an alpha coeffici@it0.7 or higher is necessary for an research oresuo be

considered reliable, this questionnaire can bectbeg be regarded as reliable. Inter-item corratatnatrix also did not

display any significant correlation between thenise
Objectivel- to Explore the Relationship between Pspnality Characteristics and Job Performance
H1: Personality Characteristics will have a significempact on Job Performance.
Hla: Extroversion will have a positive impact on Jolf@enance.
H1b: Openness to experience will have a positive impaclob Performance.
H1c: Conscientiousness will have a positive impactamnBerformance.
H1d: Agreeableness will have a positive impact on JetfdPmance.
H1e: Neuroticism will have a negative impact on Jobféterance.

Hol: No significant relationship exists between Persality Characteristics and Job Performance.

Table 3
Total_Contextual/Citizenship Total_Job
Performance Performance L] TES EeiEEe
Total-Extraversion 671 569" 327*
.000 .001 .039
- -.227 -.184 -.092
Total_Neuroticism 113 165 314
. .088 .100 .098
Total_Openness To Experien 370 599 304
.244 .364* AB2**
Total_Agreeableness 096 024 006
Total_Conscientiousness 677 177 7617
- .000 .000 .000

Extraversion and Conscientiousness dimensions tfopality were observed to be highly correlatedjcio

performance i.e. task and citizenship and alsoadv@b performance of an individual.
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Table 4

Model Summary

‘ Std. Error of the .
Model R R Square | Adjusted R Square Estimate Durbin-Watson
1 .843 711 .650 4.580 2.074

a. Predictors: (Constant), TOTAL_CONSCIENTIOUSNE3$OTAL_OPENNESS TO EXPERIENCE,
TOTAL_NEUROTICISM, TOTAL_AGREEABLENESS, TOTAL-EXTRXERSION
b. Dependent Variable: TOTAL_JOB PERFORMANCE

As can be seen from the table above, Predictos@Ratity characteristics) explain almost 65% ofvihgation in
the Criterion (Job performance). There must berotfagiables that have an influence also. One ofassumptions of
regression is that the observations are independéwdre is no autocorrelation (where subsequenerghtons are
related), the Durbin-Watson statistic should beveen 1.5 and 2.5. The Durbin-Watson statistic & dbove model is
2.07 and therefore the data is not autocorrelabedshort, the regression model overall predicts pebformance

significantly well.

Table 5
ANOVA
Model Sum of Squares Df Mean Square F Sig.
Regression 1236.401 5 247.280 11.788 .000
1 |Residual 503.466 114 20.978
Total 1739.867 119

a. Dependent Variable: TOTAL_JOB PERFORMANCE

b. Predictors: (Constant), TOTAL_CONSCIENTIOUSNES®TAL_OPENNESS TO EXPERIENCE,
TOTAL_NEUROTICISM, TOTAL_AGREEABLENESS, TOTAL-EXTRXERSION

The p-value<.05signifies that null hypothesis jgcted and it indicates that personality charasties have a
significant impact on job performance.

Table 6
Coefficients
Model Unstandardized Coefficients Sct;zr:fjf?g%ﬁsd T |sig.
B Std. Error Beta

(Constant) -11.091 15.379 -.721|.478
TOTAL-EXTRAVERSION .257 .120 .296 2.135|.043
1 TOTAL_NEUROTICISM .154 116 .163 1.332|.195
TOTAL_OPENNESS TO EXPERIENC -.194 .149 -.156 -1.302/.205
TOTAL_AGREEABLENESS .306 .156 .233 1.957|.062
TOTAL_CONSCIENTIOUSNESS 744 157 .647 4.724(.000

a. Dependent Variable: TOTAL JOB PERFORMANCE

Among the five personality characteristics, Extmeu@n, and Conscientiousness came out to haven#isamt
impact on the job performance of an individual. fHfere, Hla and H1lc stand accepted and H1b, Hidl Hie stands

rejected. Therefore, the final model in this case i
TOTAL_JOB PERFORMANCE= -11.091+.257 TOTAL-EXTRAVERON+.744 CONSCIENTIOUSNESS.

Objective 2-To study the effect of gender, maritaktatus, education, department and work experienceni
Job performance.

H2: There will be a significant difference in Job grformance among males and females.
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HO2: There will be no significant difference in Jobperformance among males and females

Table 7

TOTAL_JOB Equal variances assumed 6.286 .018 -1.989 118 .057
PERFORMANCE Equal variances not assum -1.748 | 53.357 .102

Independent samples t-test was performed for examthe difference between male and female emgleyer
assessing job performance.

The Levene's Test for Equality of Variances runs Rntest to determine the homogeneity of variance.
The significance value o0f.018 tells that the défece is significant (p<0.05), therefore equal varés are not assumed.

It can be concluded that significant differencestexibetween Job performances displayed by bothegernte
male and females.An a lternate hypothesis is aedegitt (118)=.018, p<0.05.

H3: There will be a significant difference in Job Rrformance among married and unmarried employees.

HO3: There will be no significant difference in JobPerformance among married and unmarried employees.

Table 8

Equal variances assume{ 6.921 .014 .990 118 331
otal_Job Equal variances not
Performance assumed .990 59.367 .335

Independent samples t-test was performed for exagithe difference between married and unmarried

employees for assessing job performance.

The Levene's Test For Equality Of Variances runs Fariest to determine the homogeneity of variance.

The significance value of.014 tells that the défece is significant (p<0.05), therefore equal varés are not assumed.

It can be concluded that significant differencesexbetween the married and unmarried employedsrespect
to Job performance. An alternate hypothesis isgedet (118)=.014, p<0.05.

H4: There will be a significant difference in Job grformance among employees across different educati

levels.

HO4: There will be no significant difference in Job performance among employees across different

education levels.



Table 9

Between Groups 151.287 75.643
ithin Groups 1588.580 117 58.836

One way Anova was performed to find differencesny, exists among the employees having differentation
levels. His accepted and it is concluded that no mean sifigntly different from one another mean F (2,293,
p>0.05. Since the differences were not significaost-hoc test was not required to be performed.

H5: There will be a significant difference in Job mrformance among employees across different

departments.

HO5: There will be no significant difference in Job performance among employees across different
departments.

Table 10

Between Groups 181.451 4 45.363 |.728|.581
\Within Groups 1558.416 |115 62.337
Total 1739.867 |119

One way Anova was performed to find differencesiify, exists among the employees of having different
departments.. fis accepted and it is concluded that no mean inifgigntly different from one another mean F
(4,115)=.581, p>0.05. Since the differences wetesigmificant, the post-hoc test was not requiete performed.

H6: There will be a significant difference in Job Rrformance among employees across different work

experience groups.

HO6: There will no significant difference in Job Peformance among employees across different work

experience groups.

Table 11

Between Groups 396.878 4 99.219 1.847 151

ithin Groups 1342.989 115 53.720

One way Anova was performed to find differenceany, exists among the employees of having diffevesrk
experience. klis accepted and it is concluded that no mean isifgigntly different from one another mean F
(4,115)=.151, p>0.05. Since the differences wetesigmificant, the post-hoc test was not requiete performed.
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CONCLUSIONS

This study emphasizes the importance of personiaditis in job performance and also identifiesvas factors that have
a significant effect on it. It also shows that thé a strong significant relationship between saifrthe personality traits
of the employees (Extroversion and Conscientioushesith job performance. It was observed thatjtieperformance
varied among the gender and also on the basis eofirtlrital status of employees of observed depatsmienthe
organizations under studyhe results of the regression analysis indicaté¢ tha independent variable identified to
influence behavior does have a significant impacthe performance of the employe&be future scope of the study is
quite wide from different perspectiveshis study can be conducted at more levels of tigarazation, and increased
sample to strengthen the model. In-depth analysiseospecific factors identified may be carried atich can give rise

to individual effect of each factor on performateeels.

The major limitation of this study is that the sfudas limited to Knowledge Process Outsourcing stduonly
and to a selected geographical area i.e. in Gunugrehich may limit the generalizability of the rétsuto the other
industries. A more diverse sample drawn from mamganies or from the broader geographical regioosldvhave

facilitated a better understanding and generatinatof the findings.
IMPLICATIONS OF THE STUDY

The present study would possibly help managerdHgractitioners to pay attention to the persopataits that
will help during recruitment and selection of ermydes. It also helps to identify motives that geteepmositive attitudes
among organizational members by effective job perfmce. This study may also contribute to furtlesearch ideas in
the field of personality and performance. Overtile findings of the present study would provideuasle insight for

management to adopt various and effective toolkeir workplace.
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