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Today’s objectives

1. To consider individual difference and 

what affects behaviour and performance

2. To examine how personality impacts at work 

3. To explain ‘emotional intelligence’

4. To  examine how attitudes affect the workplace

5. To assess the value of psychometric testing

6. To explore diversity management

7. To evaluate the business case for diversity

http://youtu.be/kHF0VXPanU8

http://youtu.be/kHF0VXPanU8
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How do people differ?

• Ethnic origin

• Physique

• Gender

• Early family experiences

• Social and cultural 
factors

• National culture

• Motivation

• Attitudes

• Personality traits and 
types

• Intelligence and abilities

• Perception



What is ‘Personality’?

• Stable characteristics that explain why a person 
behaves in a particular way

• ‘Stable’ = a consistent part of someone’s behaviour

• What characterises someone – their unique nature:

– Independence

– Conscientiousness

– Agreeableness

– Self control



Figure 3.1 Sources of personality  Rollinson (2008)



Studying personality: 
Two approaches

Nomothetic (WHAT)

• ‘Scientific’ approach

• Identification of traits and 
characteristics

• Uses observation, 
measurement and testing of 
these traits

• Personality is consistent, 
largely inherited and 
resistant to change

Idiographic (WHY) 

• Holistic approach

• Study of the individual in a 
social context

• Attempts to understand the 
uniqueness of the individual

• Personality is importantly 
shaped by environment and 
experience



Figure 4.1 To what extent does our personality remain constant?



Different levels of personality research

Table 4.3 Different levels of personality research



The “Big Five” 
OCEAN Factors

Nomothetic approach
- inherited characteristics
UK/US studies of personality traits:  

 Openness to experience

 Conscientiousness

 Extroversion/introversion

 Agreeableness

 Neuroticism /Emotional stability



Nomothetic approaches: Eysenck

• Two major dimensions of personality:

Which define four major personality types:

– Stable extroverts (talkative, carefree, easygoing)

– Unstable extroverts (impulsive, excitable, restless)

– Stable introverts (calm, thoughtful)

– Unstable introverts (anxious, moody, reserved)

Figure 4.2 Eysenck’s personality dimensions



Figure 3.9 ‘Eysenck’s personality types’
Source: Eysenck, HJ (1965) Fact and Fiction in Psychology (pub Penguin Books Ltd), copyright © HJ Eysenck 1965

Eysenck’s Type Theory



Cattell’s Trait Theory 
(Nomothetic) 

• 2 major types of personality trait.

Surface traits: 

clusters of traits we consistently see in 
behaviour  e.g. assertiveness

Source traits: 

can’t see, can only infer from what we can 
see  e.g. self-discipline



Figure 3.7 Cattell’s 16 personality factors

Trait Theory



Figure 3.7 Cattell’s 16 personality factors (Continued)

Trait Theory (Continued)



Activity - Psychological Testing



Activity

Should an organisation assess someone’s 
personality before deciding whether to 
employ them?  Why/why not?



Why use psychometric tests?

Advantages
• They make decisions about 

people:
– More systematic

– More precise

• They predict future 
performance and reduce 
uncertainty

• They provide relatively 
accurate descriptions of 
people and behaviour

• They add sources of 
information

Problems

• They can be expensive and 
time consuming

• If handled unprofessionally, 
they can be misused or 
abused

• They can be seen as intrusive 
by candidates

• They may be inappropriate

• Candidates who practice tests 
can affect their results



Environmental approaches :
Idiographic

• Erikson

– Importance of developmental life stages

• Jung

– And the Myers-Briggs Personality Type 
Indicator or MBTI



Erikson’s 8 stages of 
personality development

Table 4.4 Erikson’s eight stages of personality development
Source: From Identity and the Life Cycle by Erik H. Erikson, Copyright © 1980 by W. W. Norton & Company, Inc. Copyright © 1959 by International Universities Press, Inc.
Used by permission of W. W. Norton & Company, Inc.



Alternative approaches:
Jung and the Myers Briggs Type Indicator

• Four aspects of everyone’s personality: 

– Introversion / Extroversion

– Sensing / Intuition

– Thinking / Feeling

– Perceiving / Judging

• Combine to give 16 personality types



Figure 3.8 Jung’s personality types

Jung’s Type Theory



Leadership types and the MBTI

Table 4.5 Leadership types and the Myers–Briggs



Applications of psychology
in work organisations

• Recruitment and selection

– Psychometric testing

• Personal development planning

– Training coaching and career planning

• Teamwork

– Team composition and development

• Organisational culture and personality

– Learned behaviour, roles and rewards



Emotions at work

• Are workplaces always rational and logical?

• Emotional component

• Service industries – customer care

• About making people feel good

• Display emotion without feeling it – ‘acting’?

• Mission statements (how firms want workers to 
feel)

• How does emotion affect behaviour?



Table 4.6 A sequence of work emotions, thought and behaviour
Source: Briner, R. ‘Feeling and Smiling’, The Psychologist, vol. 12, no. 1, January 1999, pp. 16–19. Reproduced with permission from the British Psychological Society



Type ‘A’ and ‘B’ Personalities
(Friedman and Rosenman)

• Type A tend to thrive on hard work, long hours, high 
stress levels 

– High need for achievement

– Extreme competitiveness

– Impatient

– Aggressive

– Speak quickly

– Need to be busy

– Restlessness, time is short



Type ‘A’ and ‘B’ Personalities
(Friedman and Rosenman)

• Type B

Can be driven and ambitious but:

- Opposite of A

- More relaxed at work

- Steady pace

- No sense of time urgency



Personality and
work behaviour

Managers need to assess a person’s

• Compatibility with the task

• Compatibility with the organisation’s systems 
and culture

• Compatibility with other team members

And take corrective action where necessary

http://youtu.be/66REF9vFB1Q

http://youtu.be/66REF9vFB1Q


Ability and intelligence

• Intelligence is mostly inherited 

(nature/ nativists)

• Our environment shapes our behaviour and 
mental abilities (nurture / empiricists)

Debate = Nature v Nurture



Activity – Psychometric Test 2



Emotional 
intelligence

‘Abilities such as being able to motivate oneself 
and persist in the face of frustration; to control 
impulse and delay gratification; to regulate 
one’s moods and keep distress from swamping 
the ability to think; to empathise and to hope.’

Goleman



Emotional intelligence competence model

Figure 4.6 Emotional Intelligence Competence Model
Source: Copyright © 2002 Hay Acquisition Company, Inc. From Emotional Competence Inventory, Version 2. All rights reserved. Reproduced with permission



Attitudes, beliefs 
and values

• Attitudes
– Providing a state of readiness or tendency to 

respond in a particular way

• Beliefs
– Concerned with what is known about the world; 

reality as it is understood

• Values
– Concerned with what ‘should’ be and what is 

desirable



Attitude change

Affects people and organisations

What can help this process?

• The persuader’s characteristics

• Presentation of issues

• Audience characteristics

• Group influences

• Potential outcome of any attitude change

(reward/punishment)



A change in behaviour 
or personality?

‘Changing people’s attitudes is comparatively 
easy but changes to personality or attitudes 
are far more difficult.

And a change in behaviour does not necessarily 
mean a change in personality or attitudes.’

(Mullins, 2016)



Diversity management

• Diversity is about individual difference

• People aren’t the same

• Can affect individual and team performance

• New, modern workplace – different attitudes

• Is valuing difference easy to do?  

• Need to integrate differences into the 
workforce



Dimensions of diversity

Primary (genetic)

• Age

• Race

• Ethnicity

• Gender

• Physical abilities and 
qualities

• Sexual orientation

Secondary (learned)

• Education

• Work experience

• Income

• Marital status

• Religious belief

• Geographical location

• Parental status

• Personal style
Hellriegel, Slocum and Woodman



Business Case 
for Diversity

• Global workforce

• Diverse customers

• Understand their needs 
better = more sales

• Reflect customer 
attitudes

• Improved job 
satisfaction/retention

• Manager EI

• Equal opportunities

• Value people = value 
creation

• Bottom line impact

• Affordable?

• Harmonious?

• Action plans

• Hilton Hotels – enhance 
competitiveness and 
value of business



Today’s objectives

• To consider individual difference and what affects 
behaviour and performance

• To examine how personality impacts at work 

• To explain ‘emotional intelligence’

• To  examine how attitudes affect the workplace

• To assess the value of psychometric testing

• To explore diversity management

• To evaluate the business case for diversity 



Next class:  TUESDAY 27 March

Lecture 1pm:  
Organisational Effectiveness
Stakeholder analysis

Presentations from 2pm


