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This essay will critically discuss the different effects of personality in the workplace through various approaches, traits, and empirical evidence. 
Psychological network approaches mainly come under two sections, these are the nomothetic approach and the idiographic approach. Through the BPS (British Psychological Society) website, Wilhelm Windelband in 1895 stated that “nomothetic knowledge, defines the natural sciences and is characterised by the pursuit of general laws and theories” (Robinson, 2012). Windelband goes on to further state that “idiographic knowledge is a description or explanation of a specific event or thing, and that this kind of knowledge defines the humanities (Robinson, 2012).
To first discuss the effect that personality has in the workplace, personality as an overview needs to be explored and understood. The APA (American Psychological Association) defines personality as “the enduring characteristics and behaviour that comprise a person’s unique adjustment to life, including major traits, interests, drives, values, self-concept, abilities, and emotional patterns” (American Psychological Association, 2022). However, personality doesn’t have a rigid definition, Mayer, through the BPS defines personality as “the global psychological system that organises a person’s motives and emotions, knowledge and intelligence, expression and action, and self-control and awareness” (Mayer, 2015). 
When looking at how personality impacts the workplace, intelligence must also be considered. It’s important to recognise that intelligence is a complex and multifaceted concept, and its measurement is still a topic of ongoing research and debate. When it comes to intelligence and its measurement, historical and contemporary ideas have considered various factors that influence intelligence. Cultural factors play a role, as different cultures value and prioritise different types of intelligence. Biological factors, such as genetics and brain structure, are also thought to contribute to intelligence (Anon, 2022). Additionally, environmental factors, like access to education, socioeconomic status, and opportunities for intellectual stimulation, can impact intelligence. In more modern times, intelligence is often measured using IQ tests. However, there are ongoing discussions about the limitations of these tests in capturing the full range of human intelligence (Main, 2023). Multiple intelligence theories proposed by Howard Gardner, suggest that “there are different types of intelligence beyond traditional measures, such as linguistic, logical-mathematical, musical, spatial, bodily-kinesthetics, and naturalistic intelligence” (Gardner, 2000). When it comes to personalities in the workplace, intelligence can play a role in how individuals approach their work and problem-solving. Different types of intelligence, as mentioned above, can contribute to different strengths, weaknesses, and abilities in the workplace. For example, an individual with strong interpersonal intelligence may excel in roles that require effective communication and teamwork, while someone with logical-mathematical intelligence may thrive in analytical or data-driven job roles (Cherry, 2023). 
Additionally, cultural factors can influence workplace dynamics, as individuals from diverse backgrounds can bring unique perspectives and approaches to a workplace. Understanding and appreciating these cultural differences can foster collaboration and innovation within teams, this can also help promote and create more inter-cultural relationships, less prejudice and long-term, productivity.
Ultimately, the interplay between intelligence, personality, and the workplace can greatly influence how individuals contribute to and thrive in the workplace. Organisations need to foster an inclusive and supportive culture that values and leverages the unique strengths and abilities of every individual If partnership or teamwork is at the core of the workplace environment, pairing individuals together where one’s weakness is the other’s strength will significantly impact the success of the team. 
Personality theories provide frameworks for understanding and explaining the different aspects of human personality. Taking even a cursory glance at the many theories behind personality, it is evident that each theory individually or multiple theories together, can significantly explain personality characteristics and how these characteristics or traits can impact the workplace.
Trait theories focus on identifying and categorising specific traits that make up an individual’s personality. Traits are enduring characteristics that influence behaviour, such as extraversion, agreeableness, and conscientiousness. According to trait theories, certain personality traits can contribute to workplace success. For example, traits like conscientiousness, extraversion, and openness to experience are often associated with higher job performance and career advancement.
The Big Five personality traits play a significant role in the workplace. For example, individuals who are high in conscientiousness tend to be organised, reliable and focused on achieving goals. These individuals are often diligent workers who pay attention to detail and follow through on their commitments. This trait is highly valued in many professions, as it contributes to productivity and task completion.
Extraversion, the first trait this essay will look at from the Big Five, can have an impact on the workplace. “People who are extraverted are often outgoing, sociable, and energised by social interactions” (Lim, 2023). These individuals may excel in roles that involve networking, sales, or public speaking. Their ability to connect with others can foster positive relationships with colleagues and clients.
Many theorists suggest that individuals with extraversion are more likely to succeed in specific job roles than others; Saklofske and Revelle (2012) published research with new evidence that supported Eysenck’s original hypothesis.
Openness to experience is another trait that can influence the workplace. Individuals who are open to new ideas, curious, and creative may bring fresh perspectives and innovative solutions to their work (George. et al., 2001). These individuals may thrive in roles that require thinking outside the box, such as research, design, or entrepreneurship. 
It has also been suggested that the more open an individual is, the more that the true persona shows and, thus meaning that someone ‘comes out of their shell’, becomes louder, more included within group work, and less shy, even if this individual could be described as an introvert.
Agreeableness, as a trait, relates to how individuals interact with others. Those who are high in agreeableness tend to be more cooperative, empathetic, and considerate. These individuals prioritise harmony and may excel in team-oriented environments where collaboration and effective communication are valued.
Neuroticism, the final trait of the Big Five, refers to emotional stability. People who score high in neuroticism may experience more frequent and intense negative emotions. In the workplace, individuals with lower levels of neuroticism may be better equipped to handle stress and setbacks, maintaining a more positive outlook and resilience.
Psychodynamic theories were pioneered by Sigmund Freud, and these theories emphasise the role of the unconscious mind and early childhood experiences in shaping personality. These theorists explore concepts like the id, ego, and superego, as well as defence mechanisms. The psychodynamic theory suggests that childhood experiences and unconscious motivations shape personality. In the workplace, understanding these influences can help create a supportive and inclusive environment. Employers can provide opportunities for personal growth and development, recognising that individuals bring their unique backgrounds and experiences to their work. By fostering a psychologically safe environment, employees can feel more comfortable expressing themselves and contributing their perspectives.
The social-cognitive theory emphasises the role of personal beliefs and social interactions in shaping personality. In the workplace, this theory highlights the importance of self-perception and self-efficacy. Employees who believe in their abilities and have a growth mindset may be more motivated to take on challenging tasks and pursue professional development. Encouraging a culture of continuous learning and providing feedback and recognition can enhance employee engagement and job satisfaction. 
Humanistic theories, like Maslow’s hierarchy of needs and Carl Rogers’ person-centred approach, emphasise personal growth, self-actualisation, and the importance of individual experiences and self-perception. In the workplace, individuals who align their work with their values, have a sense of purpose and feel supported in their professional development are more likely to experience success and job satisfaction. 
Biological factors, such as inherent personality traits, can also impact how individuals interact in the workplace. For example, someone with high levels of conscientiousness may be organised, detail-orientated, and reliable, while someone with high extraversion may be outgoing, sociable, and feel energised by social interactions. These types of individuals who exhibit extraversion and thrive on social interaction would excel in group work or teamwork but may suffer working independently for long periods of time. Environmental factors, such as the company culture and leadership style, can also shape how personalities are expressed and valued in the workplace. 
Behavioural theories suggest that personality is shaped by environmental factors and learned behaviours. These theorists focus on observable behaviours and how every individual is influenced by rewards, punishments, and conditioning. In the workplace, behaviours such as effective communication, adaptability, and the ability to collaborate can contribute to success, while negative behaviours like aggression or resistance to change can hinder progress. “Freud believed that virtually no behaviour is truly accidental, but the people can rarely account for it accurately” (Arnold, 2005). This can also be supported by other theorists that stand behind the Big Five personality traits as it agrees with the statement that the persona an individual shares is a conscious choice that is made (Eyesenck, 1954).
A supportive and inclusive environment that recognises and utilises the diverse strengths of individuals can contribute to a positive and productive working atmosphere. When employees feel valued, are supported, and have growth opportunities, then these individuals are more likely to be engaged in their work. This can lead to higher productivity, better teamwork, and a positive work environment. Additionally, when individuals align with the organisation’s values and goals, it can enhance their sense of purpose and motivation. So, creating a workplace that considers personality traits and provides a supportive and inclusive environment can have a significant impact on employee engagement and success.
There are a vast variety of different ways in which personality can impact the workplace environment. The Big Five personality traits (openness, conscientiousness, extroversion, agreeableness, and neuroticism) can affect job performance and, therefore, job success or failure. 
There are many workplaces that have implemented the utilise the Myers Briggs ’16 personality test’ to identify if an individual is the right fit for a specific job role or not. The Myers Briggs personality test is a tool based upon Carl Jung’s extensive and elaborate evidence on the link between personality and the workplace. Carl Jung’s theory is based on consciousness and is therefore untestable, unobservable, unmeasurable, and therefore impossible to accurately recreate. However, his work has been influential and utilised within the world of psychology today and is often influenced within religions and spiritual disciplines (Jung, C. G 2014).
Success in the workplace is not solely determined by personality types. (Kim, 2015). Different personalities bring unique strengths to the table, and success can be achieved by leveraging those strengths effectively. It is more about finding the right fit for a particular role or task, as well as fostering a supportive and inclusive work environment that values diverse personalities. Ultimately, success in the workplace is a combination of various factors, including skills, experience, work ethic, and the ability to adapt and collaborate with others. However, certain personalities can make someone an excellent fit for a specific job role. For example, someone with strong leadership skills and a proactive nature may excel in a managerial position. Similarly, individuals who are detail-orientated and organised may thrive in roles that require precision and attention to detail. It is all about finding the right match between an individual’s personality traits and the requirements of the job role. 
Just like personalities can bring strengths to the workplace, different personality types can also have weaknesses. For example, someone who is highly detail-orientated may struggle with big-picture thinking, while someone that is more introverted may find it more challenging to speak up in group settings. It is essential to recognise and address these weaknesses by leveraging the strengths of others and fostering a supportive environment that allows individuals to grow and develop their skills. On the other hand, someone who is highly creative and open-minded may struggle with sticking to deadlines or following strict processes. Another example would be someone who is very analytical and detail-orientated and may have difficulty thinking outside the box or adapting to unexpected changes. It is essential to recognise and address these weaknesses by fostering a collaborative and supportive work environment that allows individuals to work together to support each other’s strengths and support each other’s growth.
In addition to the mentioned traits, other personality factors can impact success and failure in the workplace. For example, individuals with solid teamwork can foster a collaborative environment, leading to improved productivity and innovation. On the other hand, a lack of adaptability or resistance to change can hinder growth and limit opportunities for professional development. It is essential to recognise that each person’s unique personality contributes to their personal journey in the workplace. 
When it comes to the concept of personality, there are various psychological perspectives to consider. Some theories, like trait theories, focus on identifying and categorising specific personality traits. Other theories, such as psychodynamic theories, explore the unconscious mind and the influence of childhood experiences. Behavioural theories emphasise the role of environmental factors in shaping personality, while humanistic theories emphasise personal growth and self-actualisation. Each perspective offers valuable insights into understanding and explaining personality. 
Another key area to look at when exploring personality and how personality affects the workplace is to look at the effect that personality has on employee well-being. Various researchers have suggested that the difference between various psychological well-being in a workplace could potentially be attributed to individual differences or different personality traits. 


“Therefore, the role of personality and its relationship to well-being is significant since it could potentially determine the outcome of employees’ work performance. With an increasing workload such as teaching, research, publication and community work, the effect on well-being is nonetheless imperative to be studied” (Marzuki, 2013). Marzuki suggests that well-being, personality theories and workplace performance are all intertwined; if a job role matches up with an individual’s personality, that individual is more likely to succeed, be more positive in the place of work, and have significantly less stress and therefore burn-outs (Marzuki, 2013).
The COVID-19 pandemic has brought about significant changes within the workplace. Remote work and virtual collaboration have become more prevalent, allowing for greater flexibility and the ability to work anywhere. This shift has also highlighted the importance of digital skills and adaptability in navigating the new work landscape.
 There have been many adjustments to accommodate new health and safety procedures, such as social distancing, wearing face masks, and frequent washing and sanitisation of hands and working areas or surfaces. Employers have implemented remote work policies and flexible schedules to prioritise employee well-being. 
 When it comes to personality, the changes in the workplace due to COVID-19 have impacted individuals differently based on their unique traits. For example, someone that is adaptable and open to change may have an easier time adjusting to remote work and virtual collaboration. On the other hand, individuals who thrive on social interaction or a structured environment may find the transition more challenging. Even in a remote working setup, personality can still have an impact. Job performance, job satisfaction, teamwork, leadership style, communication, conflict resolution, adaptability, and organisational culture can all be influenced by personality, whether working remotely or in a traditional office setting. The key is to adapt and find ways to effectively collaborate and communicate with colleagues, even from a distance. 
Personality traits like resilience, flexibility, and problem-solving skills have become increasingly crucial in navigating the changing workplace landscape. The ability to adapt to new technologies and work independently has also been crucial. Employers that successfully recognise these traits and value individuals who can effectively manage remote work and maintain productivity.
Moreover, the COVID-19 pandemic has highlighted the significance of empathy and emotional intelligence in the workplace. Understanding and supporting colleagues’ well-being has become essential as everyone copes with the challenges and uncertainties brought about by the COVID-19 pandemic in their own way.
In summary, the changes in the workplace due to COVID-19 have influenced how different personality traits are valued and utilised. Adaptable, resilient, and empathetic individuals have been able to navigate these changes more effectively.
In conclusion, personality has a significant impact on the workplace, and understanding its various effects is crucial for organisations looking to foster a productive and supportive work environment. Through various approaches, traits, and empirical evidence, we have seen that personality can influence job performance, job satisfaction, career success, workplace relationships, and more. Organisations need to recognise the unique strengths and abilities of every individual and create a culture that values diversity, inclusivity, and emotional intelligence. By doing so, companies, managers, and individuals can create a workplace where everyone can thrive and contribute to their fullest potential.
Personality can significantly impact and individual’s success or failure in the workplace. Different workplaces can also bring out different personas within an individual, and different individuals can also bring something new to each workplace. Individuals with personalities that align with specific job roles can have a positive impact on that workplace and feel more enjoyment and fulfilment from working, whereas on the contrary, individuals with personalities that do not align with specific job roles can have a neutral or negative impact on that workplace and could potentially have the tendency to feel more lonely, not feel satisfied within the workplace environment or around colleagues and be more prone to stress and have a higher chance of having burn-outs. When personalities align with the workplace, there is more room for career advancement, and more positive emotional and psychological well-being. Intelligence directly correlates with personality in the workplace and within every setting an individual is in; however, intelligence paired with emotional stability can help foster a better and less toxic working environment. A successful workplace is built around every individual who works there. From the lowest pay grade to the highest, everyone has a significant role in the success of the overall company.
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