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Abstract

Personality psychology is well established in business and organization theory
and praxis, so it would seem to require no introduction. Whereas personality
psychology is established in these areas, there is benefit from interrogating
how it has been situated. A textual analysis of the introduction section of the
top 50 most-relevant, academic papers identified using the keywords person-
ality and business provided a basis for generating insights and implications as
to how personality psychology has been “introduced” within business con-
texts, as examined academically. This mixed-methods, textual analysis pro-
duced words of merit, bigrams of merit, and AFINN-based sentiment scores.
Among the results, the words stress and conflict, and the bigrams of unin-
tended consequences and whistle blowing stood out as topics of focus. The
results suggest no statistically significant difference in sentiment between ar-
ticles frequently referencing the business-related terms and those frequently
referencing students, with each group having a slightly positive, average sen-
timent. Combining the bigrams and words of merit with the sentiment analy-
sis facilitated the identification of common themes that informed under-
standing and suggested action. These insights and implications suggest a need
for further collaboration in this area with a focus on enacting positive change
to organizational practices.

Keywords

Authenticity, Diversity, Empowerment, Organizations, Personality
Psychology, Semantics, Sentiment

1. Introduction

Perspectives influence understandings, decisions, and actions (Falk & Scholz,
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2018). Organizationally, perspectives can influence perceptions of power and
organizational sentiment (Jackson et al., 2022). As a young adult looking into the
future of the corporate world, there are a multitude of viewpoints and perspec-
tives given that can influence one’s thoughts on a company (Virvilaité & Jucai-
tyte, 2008). Today, businesses are looking to be more inclusive and have a diver-
sity of personnel to assist in their culture (Lozano & Escrich, 2017). There are
variations of personalities within a team that can help optimize an organization’s
dynamic. It is essential that managers, employees, and executives have an
aligned mindset that includes the involvement of personalities (Bozionelos,
2004). Regarding this research, it was found that studying the diversity of per-
sonalities in a business adds value to organizations.

Exploring the diversity of personalities can provide information for leadership
development. Everyone is unique in their ability to learn and lead in scenarios
(Lozano & Escrich, 2017). Leaders need to adapt to styles that best suit the indi-
viduals they manage (Wang et al., 2017). Additionally, it is important for the
employees to recognize the leadership style that their manager possesses (Zim-
mermann et al., 2001). Recognizing the personality traits can assist in effective
leadership and company success. It is key to note that individuals may include a
combination of leadership styles that can be based on the situation. Having a va-
riety of styles can lead to innovation and new goals that an organization would
otherwise not have been able to establish. Knowing how to adapt to these traits
of team members can contribute to organizational success.

Diverse personalities will assist organizational success and contribute to em-
ployee satisfaction (Lozano & Escrich, 2017). People will feel valued and engaged
in their work environment while being aligned with the corporate culture. Lack
of diverse personalities can lead to stagnant innovation and absence of motiva-
tion (Beyerlein et al., 2006). The inclusion of diversity is important for perfor-
mance management (Lozano & Escrich, 2017). By recognizing an individual’s
skill set, reflected in their personality, will assist the company in recognizing the
adequate goals for specific employees. This will involve knowing one’s strengths
and weaknesses before planning a strategy best suited for the individual.

On the contrary, an assorted number of personalities may result in conflict
(Friedman et al., 2000). Studying these differences as a manger can allow one to
propose strategies for conflict resolution and ways to have an inclusive work en-
vironment. This is a common scenario that employers routinely encounter.
Various personalities can result from differences in communication styles, work
preferences, values, and culture dynamics (Wilde, 2010). Harnessing these dif-
ferences effectively can produce organizational benefit. Enabling team members
to understand one another with their strengths and weaknesses will help address
conflicts within the team. Further, promoting cultural awareness and sensitivity
to topics can help teams respect diversity. Establishing compromises in work
processes accommodates open communication and conflict resolution through-

out an organization.

DOI: 10.4236/0jbm.2024.123098

1846 Open Journal of Business and Management


https://doi.org/10.4236/ojbm.2024.123098

K. Troyer et al.

As the business world continues to evolve, there have been legal and ethical
considerations in the corporate setting that companies benefit from implement-
ing. One of these is cultivating a commitment to establishing a diverse work-
force. Companies have learned that ensuring fair treatment by eliminating dis-
crimination promotes the company’s healthy work environment (Jones et al.,
2017). Depending on the scenario, if an organization does not follow the legal
guidelines set by the government, it can result in lawsuits, fines, and other con-
sequences that will damage their reputation (Zacharias, 2008). Being aware of
the policies and training required for diversity is a key component for establish-
ing inclusion within organizations. Research in personality psychology can in-
form this understanding.

Personalities among employees can be a principal factor in the success of an
individual, that can lead to having tailored communication strategies (Davis,
2005). Some individuals may believe in direct communication, while others have
a better understanding of collaborative communication. This mix of personali-
ties can enhance the impact employees have on a company and their experiences
in an organization. By understanding and managing the diversity of personali-
ties, an individual can influence the positive outlook that a company may ac-
quire. Employees play a role in the overall success of a company (Meyerson &
Dewettinck, 2012). The behaviors and attitudes displayed by those around them
can produce either a positive or negative reputation. The adoption of diversity
within organizations reflects and inspires greater societal recognition of the im-
portance and benefit derived through a commitment to authenticity (Hannerz,
2010) and autonomy (Jackson, 2022).

Throughout this research, it is important to note that not all businesses are
aware of or committed to the importance of diversity in personalities in the
workplace. Organizations that prioritize the engagement and development of
their employees often will experience positives outcomes. This can include en-
hanced productivity, innovation, creativity, team building, sustainability, and
leadership. Those that have confidence in unlocking the potential of diverse
personalities will generate an improved organization. This study examined the
influences personalities have on corporate companies and overall individual de-
velopment. This study contains a survey of literature, method, results, and con-

clusion section. The survey of literature is presented next.

2. Survey of Literature

Understanding the complex interaction between personality traits, organization-
al dynamics, and diversity within businesses and organizations is crucial for fos-
tering a productive work environment (Kessels & Keursten, 2002). This survey
of literature explores various connections among these elements, shedding light
on their implications for individual behavior, team dynamics, and organizational
success. At its core, the study of personality psychology offers perceptions into

the stable patterns of thoughts, feelings, and behaviors that shape individuals’
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responses to situational demands (Hogan et al., 1997). By investigating personal-
ity traits such as extraversion, conscientiousness, openness to experience, agree-
ableness, and emotional stability, researchers can detect how these characteris-
tics influence leadership styles, decision-making processes, and interpersonal re-
lationships within business settings (Roccas et al., 2002). Moreover, integrating
insights from business organizational theory improves our understanding of
how organizational structures, cultures, and processes interact with individual
differences to shape group dynamics and organizational outcomes. Exploring
concepts such as organizational culture, leadership styles, power dynamics, and
decision-making frameworks provides a framework for understanding the com-
plexities of organizational behavior. Furthermore, considering diversity in the
dimensions of demographics, cultural, cognition, and experience adds another
layer of richness to this discussion. Recognizing the value of diverse perspectives,
backgrounds, and talents not only fosters innovation and creativity but also en-
hances organizational resilience and adaptability in an increasingly globalized
and interconnected world (Berger & Huntington, 2002). As such, this survey of
literature seeks to combine existing research and highlight its relevance to busi-
nesses seeking to leverage personality insights and diversity endeavors to opti-
mize performance, foster inclusivity, and achieve sustainable growth in a dy-

namic marketplace.

2.1. Personality Psychology

Personality psychology is a field that encompasses a range of theories, concepts,
and research methodologies aimed at understanding the stable patterns of
thoughts, feelings, and behaviors that characterize individuals (Hogan et al.,
1997). Over the years, researchers have investigated various aspects of personal-
ity, contributing to our understanding of human nature and its implications for
different domains of life, including interpersonal relationships, academic achieve-
ment, mental health, and career success (Adler, 2013). In this discussion, three key
areas of research within personality psychology will be explored: trait theory,
psychodynamic theory, and social-cognitive theory.

Trait theory represents one of the foundational approaches to understanding
personality. This perspective suggests that individuals possess consistent pat-
terns of behavior across different situations, which can be described and meas-
ured using a set of fundamental traits (Costa & McCrae, 1998). Among the most
influential trait models is the Five-Factor Model (FFM), also known as the Big
Five personality traits: extraversion, neuroticism, agreeableness, conscientious-
ness, and openness to experience. Research on the Big Five has provided valua-
ble insights into the structure of personality and its implications for various as-
pects of life (Curtis et al., 2015).

Extraversion is characterized by sociability, assertiveness, and enthusiasm
(Pavot et al., 1990). Individuals high in extraversion tend to seek out social in-

teractions, enjoy being the center of attention, and exhibit high levels of positive
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emotionality. Research has consistently shown that extraversion is associated
with various positive outcomes, including higher levels of subjective well-being,
greater social support, and better job performance (Watson & Clark, 1997). Ex-
traverts are often viewed as charismatic leaders who excel in roles that require
networking, persuasion, and public speaking.

On the other hand, neuroticism reflects tendencies toward negative emotion-
ality, such as anxiety, depression, and vulnerability to stress. Individuals high in
neuroticism are more prone to experiencing negative emotions and are less
skilled at coping with stressors (Barlow et al., 2014). Research has linked neurot-
icism to a range of unfavorable outcomes, including poorer mental health, lower
job satisfaction, and higher rates of being absent. Neuroticism is closely linked to
the Safety-Oriented Personality Style (Bickersteth et al., 2018). Moderate levels
of neuroticism can serve as a motivational force, prompting individuals to take
precautions and avoid potential risks.

Agreeableness encompasses traits such as warmth, kindness, and cooperation.
Individuals high in agreeableness are empathetic, compassionate, and consider-
ate of others’ feelings. They value relationships and prioritize selfless behaviors.
Research has shown that agreeableness is associated with higher levels of inter-
personal harmony, better teamwork, and greater organizational citizenship be-
haviors (Graziano & Eisenberg, 1997). Agreeable individuals are often perceived
as trustworthy and cooperative team members who contribute to a positive or-
ganizational climate.

Conscientiousness refers to traits related to self-discipline, organization, and
goal-directed behavior. Individuals high in conscientiousness are diligent, relia-
ble, and achievement oriented. They set high standards for themselves and strive
to meet their goals through careful planning and persistence. Research has con-
sistently demonstrated that conscientiousness predicts academic and occupa-
tional success (Roberts et al., 2009). Conscientious individuals excel in roles that
require attention to detail, time management, and following rules and proce-
dures.

Openness to experience encompasses traits such as curiosity, imagination, and
creativity. Individuals high in openness are intellectually curious, open-minded,
and receptive to new ideas and experiences. They enjoy exploring incentives and
engaging in abstract thinking. Research has linked openness to various indica-
tors of cognitive and creative abilities, as well as adaptive responses to change
(Dollinger & Orf, 1991). Open individuals are often drawn to artistic pursuits,
cultural exploration, and nontraditional career paths.

While trait theory focuses on identifying and measuring stable personality
traits, psychodynamic theory delves into the subconscious dynamics that shape
personality development and behavior (Guntrip, 2018). Developed by Sigmund
Freud, psychodynamic theory emphasizes the role of early childhood experienc-
es, subconscious conflicts, and defense mechanisms in shaping personality. Ac-

cording to Freud, personality is structured into three levels of awareness: the
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conscious, the preconscious, and the subconscious (Westen, 1998). The subcon-
scious contains restrained thoughts, feelings, and memories that influence be-
havior in subtle ways.

One of the key concepts in psychodynamic theory is the notion of personality
structure, which consists of three components: the id, the ego, and the superego
(Westen). The id operates on the pleasure principle, seeking immediate gratifi-
cation of instinctual drives, such as hunger, thirst, and sexual desire. The ego, on
the other hand, operates on the reality principle, mediating between the de-
mands of the id, the constraints of reality, and the moral standards of the super-
ego. Finally, the superego represents the incorporated moral standards and val-
ues instilled by society and authority figures.

Defense mechanisms are another aspect of psychodynamic theory, serving to
protect the individual from anxiety and psychological distress. Examples of de-
fense mechanisms include restraint, denial, projection, displacement, and ra-
tionalization (Cramer, 2015). These mechanisms operate subconsciously and of-
ten manifest in ineffective behaviors or symptoms, such as phobias, obsessions,
and compulsions. By gaining insight into subconscious conflicts and defense
mechanisms, individuals can better understand the root causes of their psycho-
logical distress and work towards resolving underlying issues.

Research within the psychodynamic tradition has explored various aspects of
personality development, attachment dynamics, and healing processes (Borden,
2009). Psychodynamic therapy, also known as psychoanalysis, aims to uncover
subconscious conflicts and unresolved issues through techniques such as free
association, dream analysis, and interpretation of relocation and resistance.
While psychodynamic theory has faced criticism for its lack of validation and re-
liance on interpretations, it continues to influence clinical practice and thera-
peutic approaches.

Social-cognitive theory represents a synthesis of cognitive and behavioral
principles with an emphasis on the social context of learning and behavior.
Developed by Bandura (2001), social-cognitive theory posits that personality is
shaped through a corresponding interaction between cognitive processes, be-
havioral patterns, and environmental influences. Unlike traditional behavior-
ism, which emphasizes the role of external reinforcement, social-cognitive theo-
ry emphasizes the role of cognitive factors, such as beliefs, expectations, and
self-efficacy, in negotiating the relationship between environmental and behav-
ioral responses.

One of the key concepts in social-cognitive theory is self-efficacy, which refers
to individuals’ beliefs in their ability to successfully perform specific tasks and
achieve desired outcomes (Bandura, 2001). Self-efficacy beliefs influence motiva-
tion, effort disbursement, and persistence in the face of challenges. Research has
shown that individuals with high self-efficacy are more likely to set challenging
goals, exert greater effort, and persevere in the face of obstacles, leading to high-

er levels of achievement and well-being.
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Another concept in social-cognitive theory is observational learning, which
occurs through the process of modeling. Individuals learn by observing the be-
havior of others and the consequences of those behaviors (Bandura, 2008). Ban-
dura’s famous Bobo doll experiment demonstrated that children exposed to ag-
gressive models were more likely to imitate aggressive behaviors, highlighting
the role of observational learning in shaping behavior. Observational learning
occurs most effectively when the model is perceived as competent and rewarded
for their behavior.

Additionally, social-cognitive theory emphasizes the role of cognitive pro-
cesses, such as attention, interpretation, and memory, in mediating the effects of
environmental stimuli on behavior (Luszczynska & Schwarzer, 2015). Individu-
als selectively attend to and process information that is relevant to their goals,
beliefs, and interests, shaping their perceptions of themselves and their social
environment. Moreover, individuals engage in self-governing processes, such as
goal setting, planning, and self-monitoring, to regulate their behavior and
achieve desired outcomes.

Research within the social-cognitive tradition has investigated various aspects
of personality development, self-regulation, and social behavior. Studies have
examined the role of self-efficacy beliefs in predicting academic achievement and
career success. These findings are beneficial extended within the context of

business organizational theory and diversity.

2.2. Business Organizational Theory & Diversity

Business organizational theory and diversity in business are two interconnected
areas of research that have implications for organizational effectiveness, em-
ployee satisfaction, and overall success in today’s global marketplace (Jones,
2013). Organizational theory focuses on understanding the structure, processes,
and dynamics of organizations (Jones, 2013), while diversity in business explores
the value of differences among individuals in terms of demographic characteris-
tics, perspectives, and experiences within organizational settings (Rock & Grant,
2016). In this discussion, we’ll explore key research findings and trends in both
areas.

Business organizational theory encompasses a range of perspectives and ap-
proaches aimed at understanding how organizations function, adapt, and
achieve their goals. One notable theory within this domain is systems theory,
which views organizations as complex systems composed of interconnected ele-
ments that interact with each other and with the external environment (Luh-
mann et al., 2013). According to systems theory, organizations must maintain
equilibrium and adaptability to survive and thrive in dynamic environments.

Another perspective in organizational theory is contingency theory, which
posits that there is no “one-size-fits-all” approach to organizational design and
management (Fiedler, 2015). Instead, the optimal structure and practices of an

organization depend on various internal and external factors, such as the organ-
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ization’s size, technology, environment, and goals. Contingency theory empha-
sizes the importance of flexibility and responsiveness to changing circumstances
in achieving organizational effectiveness (Fiedler). Moreover, research in organ-
izational theory has highlighted the role of leadership, culture, and power dy-
namics in shaping organizational behavior and outcomes (Jones, 2013). Leader-
ship theories, such as transformational leadership and servant leadership, em-
phasize the importance of inspiring and empowering followers to achieve collec-
tive goals. Organizational culture refers to the shared values, beliefs, and norms
that guide behavior within an organization and influence its identity and per-
formance. Power dynamics, on the other hand, involve the distribution of au-
thority and influence among individuals and groups within an organization,
which can impact decision-making processes and employee engagement (Jack-
son, 2022).

In recent years, there has been growing interest in diversity and inclusion
within organizational theory, as researchers recognize the potential benefits of
leveraging diversity to enhance creativity, innovation, and problem-solving in
organizations (Hunt et al., 2015). Diversity in business refers to the presence of
individuals from different backgrounds, such as race, ethnicity, gender, age,
sexual orientation, and cultural heritage, within the workforce. Inclusion, on the
other hand, involves creating a supportive and fair environment where all indi-
viduals feel valued, respected, and empowered to contribute their unique per-
spectives and talents (Ozturk & Tatli, 2016).

Research has shown that diverse teams and organizations are more likely to
outperform homogeneous ones in terms of decision-making quality, creativity,
and financial performance (Rock & Grant, 2016). By bringing together individu-
als with diverse backgrounds and perspectives, organizations can access into a
broader range of ideas, experiences, and insights, leading to more innovative so-
lutions and better adaptation to changing market conditions. Moreover, diversi-
ty can enhance employee engagement, satisfaction, and retention by fostering a
sense of belonging and inclusion among all members of the workforce.

However, achieving the full potential of diversity requires more than just in-
creasing representation. Organizations must also develop inclusive leadership,
practices, and cultures that value and leverage differences while mitigating biases
and barriers to inclusion. Inclusive leaders demonstrate empathy, openness, and
humility, actively seeking out and valuing diverse perspectives and experiences
(Rock & Grant, 2016). Inclusive practices involve policies, procedures, and
norms that promote fairness, equity, and transparency in all aspects of organiza-
tional life, from recruitment and hiring to performance evaluation and promo-
tion.

Furthermore, research has highlighted the importance of diversity in leader-
ship positions for driving organizational change and fostering inclusive cultures
(Chanland & Murphy, 2018). Diverse leadership teams are better equipped to

understand and address the needs and concerns of diverse stakeholders, leading
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to more effective decision-making and stakeholder engagement. Moreover, di-
verse leadership can serve as role models and mentors for employees from dis-
advantaged groups, inspiring them to reach their full potential and advance
within the organization.

Despite the potential benefits of diversity, organizations continue to face chal-
lenges in fostering inclusive environments and realizing the full value of diversi-
ty. Implied biases, stereotypes, and discrimination can undermine efforts to cre-
ate inclusive cultures and limit the opportunities for individuals from un-
derrepresented groups (Hamilton & Sherman, 2014). Moreover, systemic barri-
ers, such as unequal access to resources, opportunities, and networks, can sus-
tain inequalities in representation and advancement within organizations
(Stamarski & Son Hing, 2015).

To address these challenges, organizations must adopt a comprehensive and
proactive approach to diversity and inclusion, integrating diversity initiatives
into their overall business strategy and culture (Chanland & Murphy, 2018).
This involves conducting regular diversity assessments, setting clear goals and
metrics for diversity and inclusion, implementing bias-mitigation training and
programs, and holding leaders and managers accountable for fostering inclusive
behaviors and practices. Moreover, organizations must foster a culture of psy-
chological safety and belonging where all employees feel empowered to speak
up, share their perspectives, and challenge the status quo.

In conclusion, research in business organizational theory and diversity in
business has provided insights into the dynamics of organizations and the im-
portance of leveraging diversity to drive innovation, performance, and inclusivi-
ty. By understanding and addressing the complex interaction between organiza-
tional structures, cultures, and diversity initiatives, organizations can create en-
vironments where all individuals can thrive and contribute their full potential
towards achieving shared goals and objectives. With the context of research re-
lated to business organizational theory and diversity developed, it is possible to

narrow the attention on applications of personality in business.

2.3. Applications of Personality in Business

Personality psychology is recognized as a tool for understanding individual dif-
ferences in the workplace and has been applied in various business contexts to
inform hiring decisions, improve team dynamics, enhance leadership effective-
ness, and promote organizational development (Wagerman & Funder, 2009).
Research in this area has explored how personality assessments and frameworks
can be used to predict job performance, identify leadership potential, and pro-
mote employee development. In this examination, key findings, and applications
of personality in the business context are explored.

One of the primary implementations of personality in business is in the selec-
tion and recruitment process (Yakubovich & Lup, 2006). Organizations use per-

sonality assessments as part of their hiring procedures to screen job candidates
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and identify individuals who possess the traits and characteristics that are
aligned with the requirements of the role and the organizational culture. For
example, research has shown that certain personality traits, such as conscien-
tiousness and emotional stability, are strong predictors of job performance
across a wide range of occupations and industries. By incorporating personality
assessments into their recruitment process, organizations can make more in-
formed decisions about candidate fit and reduce turnover rates.

Moreover, personality assessments can also be tools for team building and
improving group dynamics within organizations. Research has demonstrated
that teams composed of members with diverse personality profiles tend to be
more innovative, creative, and effective in problem-solving compared to homo-
geneous teams (Rock & Grant, 2016). By understanding the strengths and
weaknesses of individual team members and how they complement each other,
managers can build more balanced and cohesive teams that leverage the unique
talents and perspectives of each member. Additionally, personality assessments
can help identify potential sources of conflict within teams and provide insights
into how to mitigate these issues and promote collaboration.

Leadership development is another area where personality assessments have
been applied in business. Research has identified specific personality traits and
behaviors that are associated with effective leadership, such as extraversion,
emotional intelligence, and integrity (Sethuraman & Suresh, 2014). By assessing
leaders’ personality profiles and providing targeted feedback and development
opportunities, organizations can help leaders enhance their self-awareness, in-
terpersonal skills, and overall effectiveness in leading teams and driving organi-
zational performance. Personality assessments can also inform succession plan-
ning and talent management initiatives by identifying high-potential employees
who possess the necessary traits and competencies to assume leadership roles in
the future.

Furthermore, personality assessments can be used to inform employee devel-
opment and career planning efforts within organizations. By understanding em-
ployees’ personality profiles and preferences, managers can tailor training pro-
grams, coaching interventions, and career paths to align with individuals’
strengths, interests, and goals (Lindner, 1998). For example, employees who
score high on openness to experience may benefit from opportunities to work on
cross-functional projects or pursue roles that require creativity and innovation,
while those who score high on conscientiousness may thrive in roles that require
attention to detail and adherence to procedures.

Despite the use of personality assessments in business, there are also limita-
tions and challenges associated with its application. One common criticism is
the potential for bias and misuse in interpreting assessment results, particularly
if assessments are used as the sole basis for hiring or promotion decisions
(Felfernig, 2014). Additionally, personality assessments may not capture the full

complexity of individual differences and may oversimplify the subtle nature of
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human behavior and motivation (Jackson & Messick, 1958). Furthermore, per-
sonality traits are not static and may vary depending on situational factors and
life experiences, which can pose challenges for predicting long-term behavior
and performance (Mischel, 2013).

In conclusion, research on the application of personality in business has
demonstrated its value in informing recruitment, team building, leadership de-
velopment, and employee development within organizations. By leveraging in-
sights from personality psychology, organizations can make more informed de-
cisions about hiring, developing, and managing their talent, leading to improved
organizational performance and employee satisfaction. However, there is still a
need for further research to explore the nuances of personality in the business
context and to develop more robust and ethical practices for applying personali-
ty assessments in organizational settings. This study seeks to contribute to this
body of knowledge by examining the linguistic, semantic, and sentiment at the
intersection prior, relevant research on personality, business organizational the-
ory, and diversity as a means of gaining insight into its implications for organi-
zational effectiveness and success.

In this section, the diverse applications of personality psychology within
business contexts were explored. Personality assessments were shown to play a
role in recruitment processes, assisting in the selection of candidates who possess
traits aligned with job requirements and organizational culture. Furthermore,
personality insights inform team building efforts, fostering diverse and effective
groups that utilize individual strengths. Leadership development initiatives ben-
efit from personality assessments, enabling personalized strategies to enhance
leaders’ self-awareness and interpersonal skills. Additionally, personality assess-
ments guide employee development and career planning, aligning training and
growth opportunities with individual preferences and strengths. While these ap-
plications offer benefits for organizational performance and employee satisfac-
tion, challenges such as bias and oversimplification remain relevant concerns.
Therefore, further research is needed to refine practices and ensure ethical and
effective use of personality assessments in business. The following section will
detail the methodology employed to investigate the semantic intersection of
personality, business organizational theory, and diversity in enhancing organiza-

tional effectiveness.

3. Method

Personality is a concern in business, organizations, and management (Em-
mons, 2003). Understanding how the concept of personality is introduced to
those engaged in these professional disciplines is beneficial. Methodologies are
useful in establishing the specific contexts within studies (Hahn & Jennings,
2014). This mixed-methods (McKim, 2017) study was based on an analysis of
fifty peer-reviewed, academic articles, identified using a predefined selection

protocol. In its most basic construction, the articles were identified based on the
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topic of personalities being present in research relating to business. This
mixed-methods study focused both on qualitative and quantitative aspects
resident in the author-created corpus. There were multiple works that were
used in the sourcing of these academic journals. No audio files or video files
were used in this research. Facilitating a variety of sources provided an exten-
sive analysis on the subject. To develop the methodology more fully it is bene-
ficial to describe the primary steps taken to identify and analyze the selected
articles. The data filtering process used for article identification is presented as
Figure 1.

As indicated in Figure 1, for the first step of acquiring sources, a university li-
brary database was used to evaluate peer reviewed articles and journals. Collect-
ing data from the library database involved accessing stored information that
can be refined and retrieved quickly. Using filters and advanced search options
was useful in finding relevant search results to narrow down the information
needed. For the specific subject, the key words used for the search consisted of
the terms personality and business. These specific words provided articles that
related to companies or businesses, while relating also to research on personali-
ties. Before searching these articles there were specific refinement criteria em-
ployed for all sources. This information included being 1) peer-reviewed, 2)
having a PDF attachment, and 3) being written in English. Once the search was
complete, there was an additional refinement of the articles organizing them
based on relevance to the key words. The decision was made to focus this
analysis on the first 50 sources identified when sorted by relevance. A list of
the 50 articles used in this study is included in the Appendix. There is an ele-
ment of subjectivity associated with the selection of 50 articles. In general,
more data are preferable to less (Lohr, 2012). However, in a study of this nature,
the constraint of time required a degree of selectivity (Buelens et al., 2014). In
general, according to the central limit theorem, the distribution of sample means
is approximately normal, regardless of its underlying distribution, as the sample
size reaches or exceeds 30 observations (Kwak & Kim, 2017). As a research heu-
ristic, exceeding 30 observations was determined to be desirable for that reason.
By picking the first 50 sources, it provided both the most relevant research re-
lated to personality in business and enough observations that ensure the appro-
priateness of using traditional, parametric statistical tests (e.g., t-test). Addition-
ally, using 50 articles was manageable enough to interpret the qualitative themes,
while also providing an appropriate range of details from multiple authors rep-
resenting various perspectives. The APA citations of these 50 articles were then
placed into a Word document for the purpose of compilation.

An Excel file was produced containing the author and introduction section of
each of the 50 articles. In the first column, each source was organized by the au-
thor. In the second column, the introduction section from each article was cop-
ied and pasted into the cell beside the corresponding author. In this way, the row

consisted of the author (i.e., first column) and the full introduction (i.e.,
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Login to University Library Database

Select Criteria of Peer-Reviewed, PDF,
and in English

Search Keywords:
Personality and Business

Sort Articles in
Order of Relevance

Figure 1. Data filtering process for article identification.

second column) for a given source. This resulted in an Excel file with 51 rows
(the first row being the column headings) and 2 columns. After each article had
the required information copied into the Excel document, this file was ingested
into RStudio for processing and analysis. R code was used for the generation of
the most common keywords and bigrams of merit (Fox et al., 2023) in the in-
troduction of each article.

RStudio is a free (Boehmke & Jackson, 2016) development environment de-
signed specifically for the R programming language (Verzani, 2011). R is an
open-source statistical programming language used for data analysis and visual-
ization (Chambers, 2008). RStudio provides an adaptable and efficient platform
for working with R, making it easier for those using R-based projects to under-
stand (Chambers). In RStudio, the following packages were used to analyze the ar-
ticles’ introductions; dplyr (Wickham et al., 2014), ggplot2 (Wickham et al., 2016),
textdata (Welbers et al.,, 2017), tidyr (Wickham & Wickham, 2017a), tidytext
(Sharma, 2018), tidyverse (Wickham & Wickham, 2017b), readx/ (Wickham et al.,
2019), stringr (Wickham & Wickham, 2019), tm (Feinerer et al., 2015), and x/sx
(Dragulescu et al., 2020). These packages allow one to interpret the essential
words, while removing and tidying up the excess English words used in common
language (e.g., a, the, this, tha?). In the first analysis, focus was given to the most
frequently used words in each introduction along with the number of times it was
mentioned. The next results focused on the most used bigrams in each article.
Using these two files, one could analyze more about the significance of words
based on the relative usage developed in and among the articles.

Determining articles that have words in common involved a process of com-
parative analysis. By examining the frequency and context of shared words
across articles, one can identify common themes or topics. Conversely, words
unique to specific articles can signify distinct subjects or perspectives. Addition-

ally, sentiment analysis, employing semantic lexicons, offers deeper insights into
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the emotional tone of the articles. The AFINN sentiment lexicon assigns a score
to words indicating their polarity, ranging from highly negative (=5) to highly
positive (+5). By aggregating these scores, sentiment analysis can reveal the
overall emotional sentiment conveyed within articles, aiding in understanding
public opinion, market trends, and other valuable insights. Given the focus on
business in an academic sense, the average sentiment scores for articles refer-
encing business were compared to those referencing students.

This methodology section provided a brief overview of the process of sourcing
articles, data collection, and interpretation of articles focused on personality in
business. Additionally, it explained the use of RStudio and how it was used to de-
velop the keywords of merit that were established from the Excel document. It also
gave insight into the steps taken during the respective analytic procedures. While
the study was designed to focus on essential words, phrases, and themes, certain
occurrences of irrelevant words and bigrams were found. These are noted in the
results section, and do not impact the general interpretation or utility of these

results.

4. Results

There are a variety of industries and companies in society that include individu-
als who have a different personality type. Every individual is different in the
traits and qualities that they can bring to a company. The methodology de-
scribed the processes which the study took to produce these results. From the
sources that were found in the university library database, the R programming
system used the code to generate three different analyses that were evaluated in
this section. Following established areas of focus (Fox et al., 2023; Jackson &
Heath, 2023), the three subsections covered in the results include words of merit
(subsection 4.1), bigrams of merit (subsection 4.2), and sentiment analysis (sub-

section 4.3). The results related to the top 10 words of merit are presented first.

4.1. Words of Merit

The first section encompasses words that were used most in the articles’ intro-
duction known as “words of merit” (Fox et al., 2023; Jackson & Heath, 2023).
These words can serve as a preface to the articles. The words displayed in the
Table 1 were observed frequently in the respective articles. Looking into these
top words of merit can be essential to discovering common themes throughout
the study. This analysis can provide insights into central ideas and concepts that
were presented in the various articles. Words that are frequently repeated often
reflect an author’s emphasis (Masson & Freedman, 1990). This can help gain a
better understanding of the main points of focus. Additionally, these words can
capture the essence of a text and distill complex information into summarized
takeaways. Table 1 contains the top 10 words of merit mentioned across the ar-

ticles analyzed.
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Table 1. Top 10 words of merit in intros in business articles referencing psychology.

Author Word Frequency
Nahavandi et al. type 46
Babatunde stress 38
Barki & Hartwick conflict 28
Lawrence & Taylor accounting 28
Carpini et al. mental 27
Guthmiller loneliness 27
Sumiyana & Sriwidharmanely technostress 27
Guthemiller life 26
Gorla et al. software 25
Clark & Finkel emotion 24

From the table, there are insights that can be inferred. The top word of merit
used most frequently was type (11 = 46). After further analysis, it was determined
that the word type was used in different ways depending on context. From the
article in the study, it was used primarily in the context of “personality type” and
how different types were going to be evaluated. This finding suggests the benefit
derived from an examination of bigrams. Looking further into the chart, the
next two words most frequently used were stress (n = 38) and conflict (n = 28).
These two words tend to carry a negative connotation. Stress and conflict were
both found to interact closely with various aspects of personality traits, coping
mechanisms, and behavioral responses. Other terms in the table that stood out
were mental (n = 27) and emotion (n = 24). These words can encompass how
personality can contribute to one’s thoughts and feelings. Technostress (n = 27)
is a word with less social currency and refers to the negative psychological reac-
tions that result from the use of technology. After evaluating the information in
Table 1, it was found that many of the words of merit have negative, semantic
connotations. The results of this study suggest that examining personality in the
context of the workplace might not result in discussions that are viewed by those
involved as semantically positive. As suggested by these results, an analysis of
bigrams is an important adjunct to the analysis of singular words. The results of

the analysis of bigrams of merit are presented next (subsection 4.2).

4.2. Bigrams of Merit

Following the words of merit, the next analysis was of bigrams of merit which
include the top two-word phrases used in the selected articles. The bigrams are
like the words of merit because they can display themes, patterns, and emphasis
that an article may contain. Bigrams are important to consider because important
elements of focus can occur as two-word phrases rather than single words. Table 2

displays the most frequently used bigrams in the articles analyzed.
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Table 2. Top 10 bigrams of merit in intros in business articles referencing psychology.

Author Bigram Frequency
McAulay unintended consequences 17
Kato et al. premorbid personality 16
Liu et al. whistle blowing 16
Carpini et al. mental illness 15
Sumiyana & Sriwidharmanely proactive personality 15
Cardon et al. study abroad 13
Carpini et al. mental health 12
Salgado et al. personality inventories 12
Barki & Hartwick interpersonal conflicet 11
Kato et al. type depression 11

A comparison of the results of words (Table 1) and bigrams (Table 2) reveals
an observable difference in the scale of occurrences between the two, with 46
occurrences being observed for the most common word of merit compared to 17
occurrences for the most common bigram of merit. The most common bigram
observed was unintended consequences (n = 17). The second most common bi-
gram was premorbid personality (n = 16). That phrase can refer to an individu-
al’s personality characteristics before a disorder. When entering a work envi-
ronment, it is important for management to understand how to collaborate with
those who have possible neurological or mental conditions. From a business and
organization perspective, the bigram whistle blowing (n = 16) is relevant. Analysis
of that phrase revealed, context potentially influences an employee’s willingness to
engage in whistle blowing activities. Further in Table 2, the phrases mental illness
(n=15) and mental health (n = 12) were found to be two commonly used bigrams
in the analyzed articles. Based on the terms used to find the articles, personality
and business, these findings suggest that attributes of well-being are important
considerations to working in a business. As already alluded to in this study, words
convey intended and unintended connotations. These provide a sense of what is
being discussed, which can be examined formally through sentiment analysis.
The results of the sentiment analysis of this study are presented in the following

section (subsection 4.3).

4.3. Sentiment Analysis

The final analysis of this study involves evaluating the sentiment of the intro-
ductions of the articles contained in this corpus. Sentiment analysis provides a
score for a text that categorizes it as positive, negative, or neutral. Sentiment
analysis is made use of in various fields such as customer feedback, market re-
search, and social media monitoring. It is evaluated through a lexicon-based

method that is applied to classify the sentiment of a text. As indicated in the
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method section of this study (Section 3), the AFINN semantic lexicon was used,
which allows a specific sentiment score to be determined for a given text. For
example, a text with a higher average number of negative words will result in a
negative sentiment score. Conversely, a text with a higher average number of
positives words will result in a positive score. Table 3 contains the comparative
sentiment scores for the subset of article introductions containing words of mer-
it related to either business or students.

The comparative sentiment analysis between business-related and stu-
dent-related articles, as indicated in Table 3, reveals a few points of distinction.
First, there were more articles referencing business (2 = 10) than those refer-
encing students (1 = 5). The articles related to business contained words like
business, organization(s), organizational, consumers, team, and managers. The
first business article in Table 3 (Barki & Hartwick, 2004) had an average senti-
ment score of —1.622. The articles referencing students were focused exclusively
on the term students, as no similar terms were identified. The first article refer-
encing students in Table 3 (Chen & Simpson, 2015) had an average sentiment
score of 1.033. Lastly, in terms of observed sentiment score, the business articles
ranged from a low score of —1.731 to a high score of 1.857, whereas the student ar-
ticles ranged from a low score of —0.027 to a high score of 1.563. Given these rang-
es, the business articles had a wider range of values and correspondingly, a larger
standard deviation. The average sentiment score for the business articles (M =
0.364, SD = 1.265) was lower than that of the student articles (M = 0.989, SD =
0.635). Whereas there is an observable difference between the two mean senti-
ment scores, the observed difference is not statistically significant, ¢ (13) =
—1.277, p = 0.22. These results suggest that whereas there is an observable dif-
ference in the way personality is discussed in the introductions to academic arti-
cles, these differences do not manifest in a statistically significant difference in
sentiment between those articles frequently referencing business and those fre-
quently referencing students, when measured using the AFINN lexicon.

After reviewing these results, it can be seen that the words found in articles are
useful for indicating a basic summary. The words of merit can help note how of-
ten a singular word is repeated and assist in locating these words in the intro-
duction. By finding bigrams and words of merit one can establish context and
gain potential insight into what the article will be communicating. The senti-
ment analysis indicated that there is not a statistically significant difference in
the average sentiment of article introductions between articles frequently refer-
encing business and those frequently referencing students. By combining the bi-
grams and words of merit with the sentiment analysis, one can locate common
themes. These results allowed for insight into the diversity of focus associated
with the application of personality psychology in business. The conclusion re-
views the results, addresses the limitations of the study, and suggests future re-
search before explaining how research in this field matters to those interested in

business.
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Table 3. Comparative sentiment scores for introductions with references to Business or
Students.

Business Articles, Words & Sentiment Student Articles, Words & Sentiment

Author Word Sentiment Author Word Sentiment

Barki & Hartwick organizational -1.622  Chen & Simpson students  1.033
Elkington & Fennell ~ business 0.476 Farley etal.  students  1.478

Hasan & Waqas  organizational ~ 0.882 Lawrence & Taylor students  1.563

Laio consumers 0.500 Luckettetal. students  0.900

Liu et al. organization 1.200 Sakitri studnets —0.027
Murtza et al. organizations  1.206
Rayner team 1.857

Rice & Lindecamp managers 1.462

Sarac organizations —1.731
Varvel et al. Team -0.600
Average 0.364 Average 0.989

5. Conclusion

Personality psychology needs no introduction in business. However, examining
the introductions of academic articles related to personal psychology in business
is revealing. In business, understanding personality is foremost. Throughout this
study, ways to unravel the linguistic and semantic intricacies of diverse person-
alities within the business environment were explored. This research has illumi-
nated a diversity of applications of personality psychology in research related to
business and organizations. Through this research, insights were uncovered that
evaluate the role of personality in professional organizations.

After the results were derived from the analyses, it can be seen how under-
standing the value of unique personality will help build robust organizations.
There will be different perspectives and developments that diverse personnel can
provide. The words of merit provided an initial assessment of article focus, but it
was discovered that researching bigrams was able to provide additional under-
standing of the articles and their overall significance to the study. The sentiment
analysis allowed the study to assess and compare connotations to help further
evaluate and contextualize the bigrams and words of merit. Whereas the results
of this study are potentially useful, every study has limitations.

Whereas this research analysis study provides valuable insights into the rela-
tionship between personality traits and business outcomes, several limitations
should be acknowledged to ensure the interpretation and generalization of find-
ings are done with appropriate caution. This study relied on a sample size of 50
articles. As a result, there could be more sources that could be related to this
topic with important information. Including a larger number of representative

articles would likely increase the generalizability of the results. In terms of the
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method, this study examined the most frequent words and bigrams. Extending
the focus to more obscure words or bigrams could reveal insights into linguistic
fulcrum or pivot points within academic publications related to personality psy-
chology. Such an extension would benefit from a new research question focused
on determining the degree to which word or bigram frequency is related to point
amplification, nuance, contradiction, or divergence. Additionally, another limi-
tation is that all articles studied were written in English. While widely used, Eng-
lish is not the only language that communicates about the relationship between
business and personality. Future research could explore alternative ways to ap-
proach translating these other sources. The study’s reliance on published litera-
ture and available case study examples may be susceptible to publication bias.
These studies, considering that they are all academic articles, may have statisti-
cally significant findings that are more likely to be published than those with
null or non-significant results. As a result, the findings may overrepresent posi-
tive or negative associations between personality traits and business outcomes.
Despite these limitations, this research contributes to our collective understand-
ing of complex relationships between personality traits and organizations in
business. By noticing these limitations and building upon existing research, fu-
ture studies can address these findings and challenges.

Those familiar with the results of this study are in the best position for further
exploration and understanding of the intricate relationships between personality
traits and working in businesses and organizations. The insights from this re-
search study show the role that individual differences can play in shaping organ-
izational performance, leadership effectiveness, and team dynamics. To help
make progress in business, the following must be demonstrated. Researchers are
encouraged to undertake more empirical studies that will lead to real-life sce-
narios and show underlying relationships that could be missed in this research.
Additionally, recognizing the influence that cultural factors and diversity can
shape how personality traits can affect a business is an important aspect to un-
cover. Researchers and readers play a role in promoting the research findings
through publications, conferences, workshops, classes, and individual and col-
lective actions. Sharing this knowledge engaging in dialogue, and championing
organizational diversity can inspire further thought, collaboration, and drive a

positive change to organizational practices.
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