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Human behavior is complex and every individual is different from another, the challenge of an 
effective organization is in successfully matching the task, the manager and the subordinate.
ideal situation, a manager would first analyze the task, then determine the required skills
a team that complement each other skills; thereby c
a manager has to use the existing resources for a given task, and
the differences in individual behaviors and use themappropriately to increase the synergy. In order 
understand individual behavior and personalities, it is important to understand the basics of human 
cognition.
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INTRODUCTION 
 

 Differentiate between person–organization and person
job fit. 

 Understand the relationship between person
work behaviors. 

 Understand the relationship between person
organization fit and work behaviors. 

 
Individual differences matter in the workplace. Human beings 
bring in their personality, physical and mental abilities, and 
other stable traits to work. Imagine that you are interviewing 
an employee who is proactive, creative, and willing to take 
risks. Would this person be a good job candidate? What 
behaviors would you expect this person to demonstrate?The 
question posed above is misleading. While human beings bring
their traits to work, every organization is different, and every 
job within the organization is also different. According to the 
interactionist perspective, behavior is a function of the person 
and the situation interacting with each other. Think about it
Would a shy person speak up in class? While a shy person may 
not feel like speaking, if the individual is very interested in the 
subject, knows the answers to the questions, and 
feels comfortable within the classroom environment
instructor encourages participation and participation is 30% of
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ABSTRACT 

Human behavior is complex and every individual is different from another, the challenge of an 
effective organization is in successfully matching the task, the manager and the subordinate.
ideal situation, a manager would first analyze the task, then determine the required skills
a team that complement each other skills; thereby creating an enriching &conflict free team. In reality, 
a manager has to use the existing resources for a given task, and 
the differences in individual behaviors and use themappropriately to increase the synergy. In order 
understand individual behavior and personalities, it is important to understand the basics of human 
cognition. 
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organization and person–

Understand the relationship between person–job fit and 

Understand the relationship between person–

Individual differences matter in the workplace. Human beings 
bring in their personality, physical and mental abilities, and 

t you are interviewing 
an employee who is proactive, creative, and willing to take 
risks. Would this person be a good job candidate? What 
behaviors would you expect this person to demonstrate?The 
question posed above is misleading. While human beings bring 
their traits to work, every organization is different, and every 
job within the organization is also different. According to the 
interactionist perspective, behavior is a function of the person 
and the situation interacting with each other. Think about it. 
Would a shy person speak up in class? While a shy person may 
not feel like speaking, if the individual is very interested in the 
subject, knows the answers to the questions, and                           
feels comfortable within the classroom environment, and if the  
instructor encourages participation and participation is 30% of 
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the course grade, regardless of the level of 
may feel inclined to participate. Similarly, the behavior you 
may expect from someone who is proactive, creative, and 
willing to take risks will depend on the situation.
 
Individual Differences: Values And Personality
 
Purposes for Individuality 
 

 Understand what values are.
 Describe the link between values and individual 

behavior. 
 Identify the major personality traits that are relevant to 

organizational behavior.
 Explain the link between personality, work behavior, 

and work attitudes. 
 Explain the potential pitfalls of personality testing.

 
Purposes for Values 
 
Values refer to stable life goals that people have, reflecting 
what is most important to them. Values are established 
throughout one’s life as a result of the accumulating life 
experiences and tend to be relatively stable.What are the values 
people care about? There are many typologies of values. One 
of the most established surveys to assess individual values is 
the Rokeach Value Survey.Rokeach 
human values. New York: The Free Press. This survey lists 18 
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the course grade, regardless of the level of shyness, the person 
may feel inclined to participate. Similarly, the behavior you 
may expect from someone who is proactive, creative, and 
willing to take risks will depend on the situation. 

Individual Differences: Values And Personality 

Understand what values are. 
Describe the link between values and individual 

Identify the major personality traits that are relevant to 
organizational behavior. 
Explain the link between personality, work behavior, 

Explain the potential pitfalls of personality testing. 

Values refer to stable life goals that people have, reflecting 
what is most important to them. Values are established 
throughout one’s life as a result of the accumulating life 
experiences and tend to be relatively stable.What are the values 
people care about? There are many typologies of values. One 
of the most established surveys to assess individual values is 

e Rokeach Value Survey.Rokeach (1973). The nature of 
New York: The Free Press. This survey lists 18 
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terminal and 18 instrumental values in alphabetical order. 
Terminal values refer to end states people desire in life, such as 
leading a prosperous life and a world at peace. Instrumental 
values deal with views on acceptable modes of conduct, such 
as being honest and ethical, and being ambitious. 
 
Example for Value Survey:Sample Items From Rokeach 
(1973)  
 

 
 

Personality and its Traits 
 
Personality encompasses the relatively stable feelings, 
thoughts, and behavioral patterns a person has. Our personality 
differentiates us from other people, and understanding 
someone’s personality gives us clues about how that person is 
likely to act and feel in a variety of situations. In order to 
effectively manage organizational behavior, an understanding 
of different employees’ personalities is helpful. Having this 
knowledge is also useful for placing people in jobs and 
organizations.If personality is stable, does this mean that it 
does not change? You probably remember how you have 
changed and evolved as a result of your own life experiences, 
attention you received in early childhood, the style of parenting 
you were exposed to, successes and failures you had in high 
school, and other life events. In fact, our personality changes 
over long periods of time. For example, we tend to become 
more socially dominant, more conscientious (organized and 
dependable), and more emotionally stable between the ages of 
20 and 40, whereas openness to new experiences may begin to 
decline during this same time. 
 
Big Five Personality Traits 
 
How many personality traits are there? How do we even 
know? In every language, there are many words describing a 
person’s personality. In fact, in the English language, more 
than 15,000 words describing personality have been identified. 
When researchers analyzed the terms describing personality 
characteristics, they realized that there were many words that 
were pointing to each dimension of personality. When these 
words were grouped, five dimensions seemed to emerge that 
explain a lot of the variation in our personalities. 
 
Openness 
 
Openness is the degree to which a person is curious, original, 
intellectual, creative, and open to new ideas. People high in 
openness seem to thrive in situations that require being flexible 
and learning new things. They are highly motivated to learn 
new skills, and they do well in training settings. 
 
Conscientiousness 
 
Conscientiousness refers to the degree to which a person is 
organized, systematic, punctual, achievement oriented, and 
dependable. Conscientiousness is the one personality trait that 

uniformly predicts how high a person’s performance will be, 
across a variety of occupations and jobs. 
 
Extraversion 
 
Extraversion is the degree to which a person is outgoing, 
talkative, and sociable, and enjoys being in social situations. 
One of the established findings is that they tend to be effective 
in jobs involving sales. 
 
Agreeableness 
 
Agreeableness is the degree to which a person is nice, tolerant, 
sensitive, trusting, kind, and warm. In other words, people who 
are high in agreeableness are likeable people who get along 
with others. Not surprisingly, agreeable people help others at 
work consistently, and this helping behavior is not dependent 
on being in a good mood. 
 
Neuroticism 
 
Neuroticism refers to the degree to which a person is anxious, 
irritable, aggressive, temperamental, and moody. These people 
have a tendency to have emotional adjustment problems and 
experience stress and depression on a habitual basis. People 
very high in neuroticism experience a number of problems at 
work. For example, they are less likely to be someone people 
go to for advice and friendship. 
 

 
 
Personality assessment: Myers-Briggs Type Indicator 
 
Aside from the Big Five personality traits, perhaps the most 
well-known and most often used personality assessment is the 
Myers-Briggs Type Indicator (MBTI). Unlike the Big Five, 
which assesses traits, MBTI measures types. Assessments of 
the Big Five do not classify people as neurotic or extravert: It 
is all a matter of degrees. MBTI on the other hand, classifies 
people as one of 16 types. Carlyn, M. (1977).MBTI was 
developed in 1943 by a mother–daughter team, Isabel Myers 
and Katherine Cook Briggs. Its objective at the time was to aid 
World War II veterans in identifying the occupation that would 
suit their personalities. Since that time, MBTI has become 
immensely popular, and according to one estimate, around 2.5 
million people take the test annually. The survey is criticized 
because it relies on types as opposed to traits, but organizations 
who use the survey find it very useful for training and team-
building purposes. More than 80 of the Fortune 100 companies 
used Myers-Briggs tests in some form. One distinguishing 
characteristic of this test is that it is explicitly designed for 
learning, not for employee selection purposes. In fact, the 
Myers & Briggs Foundation has strict guidelines against the 
use of the test for employee selection. Instead, the test is used 
to provide mutual understanding within the team and to gain a 
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better understanding of the working styles of team members. 
Today also this applied in workforce management. 
 

 
 
Parameters in organization behavior for individuality and 
personal behavior 
 
Positive and Negative Affectivity 
 
You may have noticed that behavior is also a function of 
moods. When people are in a good mood, they may be more 
cooperative, smile more, and act friendly. When these same 
people are in a bad mood, they may have a tendency to be 
picky, irritable, and less tolerant of different opinions. Yet, 
some people seem to be in a good mood most of the time, and 
others seem to be in a bad mood most of the time regardless of 
what is actually going on in their lives. This distinction is 
manifested by positive and negative affectivity traits. Positive 
affective people experience positive moods more frequently, 
whereas negative affective people experience negative moods 
with greater frequency. Negative affective people focus on the 
“glass half empty” and experience more anxiety and 
nervousness. 
 
Self-Monitoring 
 
Self-monitoring refers to the extent to which a person is 
capable of monitoring his or her actions and appearance in 
social situations. In other words, people who are social 
monitors are social chameleons who understand what the 
situation demands and act accordingly, while low social 
monitors tend to act the way they feel. 
 
Proactive Personality 
 
Proactive personality refers to a person’s inclination to fix 
what is perceived as wrong, change the status quo, and use 
initiative to solve problems. Instead of waiting to be told what 
to do, proactive people take action to initiate meaningful 
change and remove the obstacles they face along the way. In 
general, having a proactive personality has a number of 
advantages for these people. For example, they tend to be more 
successful in their job searches. 
 
Self-Esteem 
 
Self-esteem is the degree to which a person has overall positive 
feelings about his or herself. People with high self-esteem view 
themselves in a positive light, are confident, and respect 
themselves. On the other hand, people with low self-esteem 
experience high levels of self-doubt and question their self-
worth. High self-esteem is related to higher levels of 
satisfaction with one’s job and higher levels of performance on 
the job. 

Self-Efficacy 
 
Self-efficacy is a belief that one can perform a specific task 
successfully. Research shows that the belief that we can do 
something is a good predictor of whether we can actually do it. 
Self-efficacy is different from other personality traits in that it 
is job specific. You may have high self-efficacy in being 
successful academically, but low self-efficacy in relation to 
your ability to fix your car. At the same time, people have a 
certain level of generalized self-efficacy and they have the 
belief that whatever task or hobby they tackle, they are likely 
to be successful in it. 
 
Locus of Control 
 
Locus of control deals with the degree to which people feel 
accountable for their own behaviors. Individuals with high 
internal locus of control believe that they control their own 
destiny and what happens to them is their own doing, while 
those with high external locus of control feel that things 
happen to them because of other people, luck, or a powerful 
being. Internals feel greater control over their own lives and 
therefore they act in ways that will increase their chances of 
success. For example, they take the initiative to start mentor-
protégé relationships. They are more involved with their jobs. 
They demonstrate higher levels of motivation and have more 
positive experiences at work. 
 
Personality Testing in Employee Selection 
 
Personality is a potentially important predictor of work 
behavior. Matching people to jobs matters, because when 
people do not fit with their jobs or the company, they are more 
likely to leave, costing companies as much as a person’s 
annual salary to replace them. In job interviews, companies try 
to assess a candidate’s personality and the potential for a good 
match, but interviews are only as good as the people 
conducting them. In fact, interviewers are not particularly good 
at detecting the best trait that predicts performance: 
conscientiousness. Yet, are these methods good ways of 
selecting employees? Experts have not yet reached an 
agreement on this subject and the topic is highly controversial. 
Some experts believe, based on data, that personality tests 
predict performance and other important criteria such as job 
satisfaction. However, we must understand that how a 
personality test is used influences its validity. Imagine filling 
out a personality test in class. You may be more likely to fill it 
out as honestly as you can. Then, if your instructor correlates 
your personality scores with your class performance, we could 
say that the correlation is meaningful. In employee selection, 
one complicating factor is that people filling out the survey do 
not have a strong incentive to be honest. In fact, they have a 
greater incentive to guess what the job requires and answer the 
questions to match what they think the company is looking for. 
As a result, the rankings of the candidates who take the test 
may be affected by their ability to fake. There is another 
problem with using these tests: How good a predictor of 
performance is personality anyway? Based on research, not a 
particularly strong one. According to one estimate, personality 
only explains about 10%–15% of variation in job performance. 
Our performance at work depends on so many factors, and 
personality does not seem to be the key factor for performance. 
In fact, cognitive ability (your overall mental intelligence) is a 
much more powerful influence on job performance, and 
instead of personality tests, cognitive ability tests may do a 
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better job of predicting who will be good performers. 
Personality is a better predictor of job satisfaction and other 
attitudes, but screening people out on the assumption that they 
may be unhappy at work is a challenging argument to make in 
the context of employee selection. 
 
Conclusion 
 
Values and personality traits are two dimensions on which 
people differ. Values are stable life goals. When seeking jobs, 
employees are more likely to accept a job that provides 
opportunities for value attainment, and they are more likely to 
remain in situations that satisfy their values. Personality 
comprises the stable feelings, thoughts, and behavioral patterns 
people have. The Big Five personality traits (openness, 
conscientiousness, extraversion, agreeableness, and 
neuroticism) are important traits that seem to be stable and can 
be generalized to other cultures. Other important traits for 
work behavior include self-efficacy, self-esteem, social 
monitoring, proactive personality, positive and negative 
affectivity, and locus of control. It is important to remember 
that a person’s behavior depends on the match between the 
person and the situation. While personality is a strong 
influence on job attitudes, its relation to job performance is  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

weaker. Some companies use personality testing to screen out 
candidates. This method has certain limitations, and companies 
using personality tests are advised to validate their tests and 
use them as a supplement to other techniques that have greater 
validity. 
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