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Abstract

In every organization, job performance plays a vital role in order to ensure that employees able to help and contribute to the organization. Based on previous research, the personality traits which consists of Conscientiousness, Agreeableness, Neuroticism, Openness to Experiences, and Extraversion were identified as factors that can influences on job performance. The resercher have identified these five (5) personality traits and utilized the factors for the study to measure the job performance among the employees at Ministry of Youth and Sports. 
The research was being conducted within duration of three months and 100 valid respondents from employees of Ministry of Youth and Sports Malaysia were selected for the purpose of collecting research data. Questionnaire was used as the data collection procedure. Most of the employees at Ministry of Youth and Sports agreed that personality traits do influences job performance. 
Some recommendations were given by the employees in the organization to improve their daily job performances. The recommendations helped the organization to select and hire the employees that showed good personality traits. Employees also plays an important role to the performance of the organization by showing good communication skills and positive personality at their workplace. Lastly, few recommendations were given for the future studies which may help to improve the job performance in the organization. 
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1  Introduction 
Personality traits are deemed as very important and valued by employers in any organization. Based on few studies been conducted by several researchers (John & Srivastav, 1999; Caligiuri, 2000; Hurtz & Donovan, 2000), these traits are deemed to be important. According to McAdams (1995), personality refers to a variety of traits and multi-level of abstractions being conceptualized by many researchers.

The researcher has highlighted many personalities’ characteristics and further states that all characters portray an important role towards individual success (Bhatti, 2013). The five characteristics mentioned by Bhatti are extraversion, agreeableness, conscientiousness, openness to experiences, and neuroticism. According to Hall and Goodale (1986), extraversion and agreeableness are analytical of performance mostly when substantial interpersonal interaction is required. Conscientiousness has the biggest average relationship with performance as conscientious individuals tend to be responsible, persistent, and hardworking. Openness to experiences tend to predict the criteria that are relevant to learning while neuroticism contributes to performance in general by effectively controlling negative emotions, such as worry, nervousness, and stress (Lee, 2010).

Personality traits portrayed by all employees in the workplace have been proven to have certain influence over their job performance. Barrick and Mount (1998), found that personality traits do influence employee’s job performance, as substantiated by Suliman (2000) who mentioned that to enhance performance of organizations; the organization may consider sending their staff to motivational seminars and put them through training programs to increase the level of their performance.
A personality trait is deemed important for any employees to determine their level of performance in the organization. Based on previous academic studies done by these researchers (Barrick & Mount, 2001; Caligiuri, 2000; Church, 2000; Migliore, 2011; Hurtz et al. 2000) they have stated that personality traits become the key ingredient for the success of any employees. Another research also has shown that personality characteristics are essentially required for the effective implementation of the management (Rao, 2007). However, sometimes it is difficult to determine as to which personality traits really give impact on job performance in the organization. Hence, Bhatti (2013) argued that the employers have to take constructive initiatives to determine which personality traits are really needed in an organization when they start to select and hire the employees.

Therefore, in the absence of previous studies on personality traits, particularly to measure the job performance of the employees in the organization, this research is deemed significant towards any contribution to the existing body of knowledge.  The aim of this study is to find out which personality traits that can contribute to job performance in the organization. It is also crucial as an additional input for the academic field as well as the industry practitioner.

2  Objective of the Study
1. To identify which personality traits that affect job performance in the organization.

2. To examine the influences of personality traits on job performance in the organization.

3  Literature Review

3.1
Personality Traits
The objective of this study is to identify which personality traits that effect on job performance. This chapter reviewed personality traits that lead to an employee’s job performance. Personality is ‘the dynamic organization of physco physiological systems that creates a person’s characteristic pattern of behavior, thoughts, and feeling (Allport, 1937). He described the personality as “a real person”. Another study conducted by Hogan and Roberts (1996) mentioned that the process of certain personality characteristics will explain how suitable the individual is for the task given. Church (2000) also mentioned that it is reasonable to expect that personality traits influence personal values and attitudes, based on most recent empirical research been demonstrated.

Based on few academic studies, many researchers stated that personality traits are generated by nature and are stable; however some other researchers also indicated that personality traits will continue to evolve and may even change, even though the natural-born temperament may never change (Migliore, 2011). Personality refers to cognitive and behavioral patterns that show stability over time and across situations (Cattell, 1943). 
According to Caligiuri (2000), it is mentioned that an individual who possess characteristic of this Big Five personality may have the ability to build good professional relationship to achieve goals, get promoted and improve performance. He further elaborates that the Big Five would help an individual to change him or herself in a context of new culture or society. On the other hand, Buss in 1991 stated that individual having the characteristic of Big Five may achieve high economic success in terms of finding of partner and having children, have good relationship with neighbour (preserve life), able to learn social hierarchies (extraversion), willingness to cooperate (agreeableness), reliability of work and commitment (conscientiousness), able to handle stress (neuroticism), innovative and good in problem solving skills (openness). Overall, Hersen and Thomas in 2005 stated that personality has been found to have a significant effect on job performance.

Conscientiousness
Conscientiousness is a personality trait like organized, thorough, and planful. Hogan et al. (1996) mentioned that these qualities would be helpful for expatriates to achieve their goals, get along, and find meanings. According to Hurtz et al. (2000), among the Big Five factors of personality trait, conscientiousness is having high relationship with job performance. This is supported by many researchers that highlighted the role of conscientiousness in the context of domestic employees’ performance and they found that conscientiousness positively influences job performance (Barrick et al., 1991). 
Conscientiousness indicates the individual’s degree of organization, persistence, and motivation in goal-directed behaviour (Barrick et al., 1991). This trait has been associated with educational performance and motivation. In addition, Barrick et al. (1991) also mentioned that conscientiousness can predict job performance for most occupations. They also said that individual with strong conscientiousness trait are mostly righteous and reliable, earnest and responsible, careful and comprehensive, hardworking and good at planning, thus can perform better in most fields.

Conscientiousness among the Big Five has the largest average correlation with performance across various contexts, as conscientious individuals tend to be responsible, persistent, and hardworking (Church, 2000). According to John et al. (1999), conscientious employees are less likely to leave their organizations because they are likely to feel responsible and obliged to stay in their organizations. Shaffer (2006) mentioned that some personality psychologists argued that the core trait is dependability, because those with high conscientiousness scores are careful, thorough, responsible, and organized. Besides, individuals who are low in conscientiousness show some lack of discipline, dutifulness, absence of logical and systematic approach to decision making, lack of goal setting and failure to follow rules (Caligiuri, 2000).

Agreeableness
Agreeableness is an important social attitude which one interact with other people in a group (Yang, 2011). Yang also mentioned that a person with good agreeableness traits would find interpersonal relationship easier and blends into a group faster. Other than that, Barrick et al. (1998) suggested that agreeableness can effectively predict job performance. Furthermore, as job involves considerable interpersonal interaction such as operation with others agreeableness may be the single best personality predictor of job performance as mentioned by (Barrick et al., 1998). 
Agreeableness also referred to the ability, concern the degree to which individual is kind, cooperative, warm, and agreeable versus being cold, harsh, and antagonistic (Barrick et al., 1991). He also mentioned that agreeableness and job performance correlations were stronger in those jobs that involved teamwork. Migliore (2011) mentioned that high score on agreeableness explains adoptability and value getting along with others, whereas low scores explain reluctance to get involved. Agreeableness assesses an individual’s quality of interpersonal orientation along a continuum from compassion to antagonism in thoughts, feelings, and actions (McCrae & Costa, 1985). Lepine et al. (2001) found that agreeableness is positively related to cooperative behavior in job performance.

Neuroticism
Neuroticism or emotional stability explains personality traits like tense, moody, and anxious. Neuroticism makes the individual to be confident and positive which helps them to meet their job expectation (Hogan & Holland, 2003). According to Salgado (1997), neuroticism is positively correlated with job performance in most jobs. Therefore, neuroticism is much strongly related to performance in jobs that involve team work such as help one to control temper, endure pressure and increase personal security thus, making one pleasant to others and achieve desirable job performance as said by Mount. High scores in neuroticism explain emotional reactive behaviour related to negative feelings like anger and anxiety, whereas low scores explain emotional stability and calmness (Migliore, 2011). 

Caligiuri (2000) told, neuroticism is understood as the general tendency to experience negative effects, such as fear, sadness, anger, anxiety, guilt, and difficulties to cope with stress. Those who are more neurotic pay more attention to negative events and therefore seem to experience more of them (Rao, 2007). Rao also pointed that neuroticism is thought be useful for some very detail-oriented jobs, generally neuroticism is seen as a negative trait. 
Neuroticism is associated with tension, irritability, and higher anxiety levels and those with high neuroticism scores are more likely to be discontented and moody (John et al., 1999). According to Costa and McCrae (1992), fear and embarrassment are some of the negative emotions experienced by people which are high on neuroticism while McCrae and John (1992), mentioned that neuroticism in it’s positive form is often referred to as emotional stability. The tendency to easily experience unpleasant emotion such as anger, anxiety, depression, or vulnerability.

Openness to Experience
Openness to experience refers to personality traits like having wide interest, imaginative, and insightful. According to Robbins and Judge (2009), extremely open people are creative, curious and artistically sensitive, while those at the other end of the openness category are conventional and find comfort in the familiar. People with strong openness traits tend to try out new experience, gladly accept new challenges, thus attaining better job performance (Salgado, 1997). He also seeks that openess has been repeatedly demonstrated as predictive of training proficiency, although only weakly related to performance. 

Individual having wide interest and imaginative thoughts helps him or her to solve the problem of survival and reproduction (Buss, 1991). Barrick et al. (1998) mentioned that openess had been described as a person’s tendency to be imaginative, intellectually curious, and open to trying new things. Openess to experience which often has been labeled as an intellect is much related to active imagination, attentiveness to many feelings, preference for variety, intellectual curiosity, and independence of judgement (Costa et al., 1992). Other than that, those individual who have high level of openness can adjust their behaviour according to different situational and cultural cues (Ramalu, Wei & Rose, 2011). 

Girffin and Hesketh (2004) mentioned that openess to experience has been found to relate to job performance only under certain organizational conditions. Besides, person high on openess are likely to exhibit certain tendecies of particular value in contemporary work environment (Barrick et al., 1998). Highly open people display intellectual curiosity, creativity, flexible thinking, and culture the facet of openess are related to fantasy, aesthetics, feeling action, ideas and value (Digman, 1990).

Extraversion
Extraversion refers to personality traits like talkative, energetic, and assertive. According to Neubert and Taggar (2004) pointed out that extraverted individual expose low level of arousal if the work place is social environment and less level of stimulation at home. In contrast of extraversion which is introverts, it states that high level of arousal outside the work place where stimulation is slow. Extraverted individual perform well in the workplace because they get more chance to do arousal (Judge, Heller & Mount, 2002). 

Yang (2011) also said that people with this characteristic are energetically direct participation, confident in putting forward their view and have no conflict with the others; therefore they could produce good job performance. This is also mentioned by Barrick and Mount (1993) that extraversion is significantly related to management job performance. Extraverted individuals relate to their job performance enhances when they are motivated by status string (Barrick, Stewart & Piotrowaski, 2002). Other than that, individuals can achieve better reproductive success and preservation of life if they adjust themselves in the social environment through extraversion (Buss, 1991). 

Extraversion is characterized by sociability, assertiveness, social dominance, ambition, tendencies towards action, sensation seeking and the experience of positive affect (Cattell, 1943). Migliore (2011) mentioned that low score on extraversion explain that an individual who like to stay in the background is considered less talkative, reserved in speech, and less action oriented. Extraversion also has a positive effect on job performance as long as there is an interpersonal component in the job requirement (Tokar, Fischer & Subich, 1998). McManus and Kelly (1999), mentioned that extraversion is the predictor of task performance, while the other four of the Big Five predict contextual performance.

3.2
Job Performance

Job performance is how an employee performs his or her tasks using time, techniques and interactions with others (Hall et al., 1986). Schermerhorn (1989) seeks that job performance represents the quantity and quality of work achieved by an individual or a group, stressing whether the task has been achieved effectively. Many factors that influence expatriate job performance such as goal orientation, self-efficacy, self-monitoring, task and people orientation, relational ability and international experience (Shaffer, 2006; Wang & Kanungo, 2007). 

Organ (1988) addressed “performance” as OCB, and he pointed out that OCB neither has a direct linkage with individual productivity nor is a compulsary requirement for the individual’s in-role performance. Besides, job performance represents the quantity and quality of work achieved by an individual or group, stressing whether the task has been achieved effectively (Schermerhorn, 1989). Bhatti (2012) mentioned that theory of job performance explained that job performance comprises multidimensional constructs which consist of task dimension and contextual dimension.
Job performance refers to the core behaviours of a job and includes those that directly or indirectly contribute to the production of a good or the provision of a service. These behaviours are usually captured by overall performance ratings or by objective measures of performance (Locke, 1976).

        The conceptual framework is a conceptual model based on the review of literature. The model can graphically illustrate the independent variable and dependent variable.
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Figure 1: Conceptual Framework showing Personality Traits and Job Performance.

Adapted from: Barrick & Mount, 2001

4  Methodology
This study was conducted by using descriptive methods in order to study on the personality traits and job performance among employees at Ministry of Youth and Sports. Employees at Ministry of Youth and Sports have been selected as respondents for this study. The population in this study was 140 respondents. A sample size of 103 employees at ministry is chose in order to ensure the sample size is accurate according to Krejcie and Morgan (1970).
Table 1: Sample Size
The questionnaire prepared were comprised of three section (Section A, B and C) in a form of close-ended questions.  Section A of the questionnaire outlined the demographics profile such as gender, age, position, highest qualification, and years of experience in the current working field. Section B showed out the personality traits of employees in the organization which consist of five sub-sections such as conscientiousness, agreeableness, neuroticism, openness to experiences, and extraversion. The 5 Likert-scale was used which is, 1 = Strongly Disagree, 2 = Disagree, 3 = Moderate, 4 = Agree and 5 = Strongly Agree. 
Set of questionnaire had been used to collect the data as the main instruments. The questionnaires have been distributed personally by the researcher. All the questionnaires have been collected after one to two weeks distributed by researcher. Then the collected questionnaires had been analyzed and will be kept confidential. All of the data were analyzed using the Statistical Package in the Social Science Software (SPSS), version 20.0. All the data regarding the personality traits and job performance were analyzed to show frequency distributions through using tendency such as mean, frequencies and standard deviation. 
5  Findings and Discussion
A total of 103 questionnaires were distributed to the employees at Ministry of Youth and Sports. The distribution of questionnaire took two weeks including non-working days to be distributed and collected by the researcher. The total questionnaires of 100 were returned out of 103 distributed questionnaires. Therefore, the returned rate was 97%  
Table 2: Demographic Profile
	
	Frequency
	Percent

	Gender
   Male

   Female
	45


55

	45.0
62.8

	Age
   <25

   26-30

   31-40

   41-50

   >50
	27
29
30
7
7
	27.0
29.0
30.0
7.0
7.0

	Position
   Management & Professional
   Supported
   Others
	54
39
7
	54.0
39.0
7.0

	Highest Qualification Level
   Diploma/STPM
	26
	26.0

	   Bachelor’s Degree

   Master’s Degree
   PhD’s Degree
   Others
	47
14
11

2
	47.0
14.0
11.0

2.0

	Years of Experience
   <5 Years

   5-10 Years

   10-15 Years

   15-20 Years

   >20 Years
	44
39

8
7
2
	44.0
39.0
8.0
7.0
2.0


Research Question 1:
Which type of personality traits that affect job performance in the organization?


Refer from the table 3, the personality traits were asked by the researcher in section B of the questionnaire. Section B in the questionnaire is divided into five sub-sections which consist of conscientiousness, agreeableness, neuroticism, openness to experience, and extraversion. Below are the mean and standard deviation for each of the personality traits. 

	Personality Traits
	Mean
	Std. Deviation

	Conscientiousness
	4.06
	.413

	Agreeableness
	3.91
	.365

	Neuroticism
	3.49
	.407

	Openness to Experiences
	3.52
	.464

	Extraversion
	3.91
	.562

	
	
	


Table 3
The most personality traits that affect job performance in the organization were concientiousness with the mean at 4.06 and standard deviation at .413. This is because employees at Ministry of Youth and Sports practice the conscientiousness characteristic. They performed their best in everything they do and always get work or task done right away. The second personality traits were agreeableness with mean at 3.91 and the standard deviation at .365. This is followed by extraversion which the mean and standard deviation at 3.91 and .562 respectively. The second lower for the personality traits were openness to experiences with 3.52 and the standard deviation were at .464. Lastly, the least personality traits that affect job performance were neuroticism with the mean at 3.49 and the standard deviation at .407. Neuroticism has the lowest mean because most of them do not agreed that they can get stressed out and get upset easily.


Meanwhile, the highest standard deviation for these personality traits were extraversion with .562 and the lowest were agreeableness with .365.
Research Question 2: 
Does personality traits influence job performance in the organization?
Table 4
	
	Mean
	Std. Deviation

	I am a perfectionist when it comes to work
	4.23
	.633

	I focus on team performance
	4.15
	.539

	I take right measures to resolve conflict at work
	4.11
	.510

	I achieve objectives that are assigned to me
	4.08
	.631

	I  managed  to complete assigned work that is beyond my responsibilities
	4.08
	.614

	I actively help my colleague with their work
	4.08
	.598

	I actively give suggestions to improve the performance of my organisation
	4.01
	.628

	I can handle any work stress well
	3.76
	.668

	I am courteous at work
	3.65
	.702

	I outperform my colleagues
	3.43
	.782

	
	
	


Based on the table 4, the personality about job performance were asked by the researcher in section C of the questionnaire. Below were the table that consists of mean and standard deviation about the personality of job performance. 

The first personality that influences on job performance was the statement about I am a perfectionist when it comes to work which stated that the mean and standard deviation were at 4.23 and .633 respectively. It shows the highest mean because most of the employees at Ministry of Youth and Sports very detail and careful when it comes to work. Moreover, the standard deviation shown a positive related with variability. This is supported by Salkind (2014) mentioned that the larger the standard deviation, the more variable the set of scores.

This is followed by the statement I focus on team performance that have the second influence on job performance. The mean shows 4.15 while the standard deviation shows .539. The least personality that less influence job performance was the statement I outperform my colleagues that stated the mean at 3.43 and the standard deviation at .782.  It shows the lowest mean because employees at Ministry of Youth and Sports usually worked as a team and they don’t think that they were more perform than their collegues. From table 4.7, most of the personality traits shows the mean above 4.00 and it proved that personality traits do influence job performance in the organization.

6  Research Limitation and Conclusion

This study provides a means of a study on the personality traits and job performance among the employees at Ministry of Youth and Sports. This study was only limited to the employees at Ministry of Youth and Sports. Another limitation regarding this study is the age samples of employees were only between 20 to 60 years old.
The results gain from this study had proven that the personality traits do influence job performance in the organization. As the finding shown, personality traits do influence job performance in the organization. Based on the feedback from respondents at Ministry of Youth and Sports, they agreed that personality traits give influence on job performance. Personality traits like conscientiousness, agreeableness, neuroticism, openness to experience, and extraversion will contribute a lot to the employees and organization. Conscientiousness personality was mostly influences job performance in the organization. It will contribute to a successful and opportunities to keep growing for the employees. Besides, according to Barrick et al. (1991), individuals with strong conscientiousness trait were mostly righteous and reliable, earnest and responsible, careful and comprehensive, hardworking and good at planning, thus can perform better in most fields.


Researcher also found that, respondents agreed with the agreeableness personality, that said can give influence to the employees and organization. Based on the findings, employees will do their best to help others and can get along well with other employees. Besides, most of the employees at Ministry of Youth and Sports take into consideration other people’s point of view and very considerate if it is regarding the work. This can create good relationship among employees at the workplace. Problems such as stress and workload will be decrease if all the employees take care about each other in the organization. The employees also will shows an excellent work on their job performance and this is also will automatically contribute in achieving organization’s goals and lastly give profit to the organization. 
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