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The Big Five Theory is considered as the most prominent personality theoretical approach in psychology. This 

paper aims to discuss the contribution of the Big Five Theory in the modern workplace. Which personality traits are 

more predictive for job performance? Which traits should organizations take more in consideration during 

recruitment and selection processes? What is the meaning of motivation in the workplace and how employers could 

locate individuals who can be more productive, efficient, and engaged to the organization’s goals according to the Big 

Five personality model? The above questions are answered through the systematic review of previous contemporary 

studies. After the collection and review of several recent publications, regarding this subject, it was concluded that 

the application of this model positively affects employees’ and group performance, working relationships, 

managers’ work performance as well as innovation in workplace. 
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Introduction 

In this paper the contribution of the Big Five Theory in a specific framework is examined. Namely,    

the focus is basically related to the contribution and application of the Big Five Theory in the workplace.  

There is much literature regarding the examination of this theory in the workplace. Additionally, in this paper  

it will be analyzed and investigated how this model affects working relationships (between employees, 

managers, leaders etc.), innovation, employees’ and managers’ performance, managerial decision making, 

group performance work-related stress as well as managerial perspective. A critical analysis will be also 

conducted, as well as a scope for future research which will be provided regarding this theory for further 

development.  

Basic Concepts of the Theory  

The Big Five Personality Theory (OCEAN) is a model which outlines the idea that human personality is 

comprised of five basic dimensions. Specifically, Goldberg identified five primary factors of personality. These 

factors include extroversion, agreeableness, conscientiousness, neuroticism, and openness to experience. These 

five factors do not provide completely exhaustive explanations of personality; however, they are known as the 
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Big Five because they encompass a large portion of personality-related terms (Ackerman, 2021). In more detail, 

the first trait which is openness to experience concerns individual’s willingness to try to new things, their 

ability to be vulnerable, and their capability to think outside the box. A person who is characterised with 

openness to experience is someone who enjoys the arts, loves learning, engages in a creative career, as well as 

likes getting to know new people (Lebowitz, 2016). In terms of conscientiousness, this trait depicts a person’s 

dependability. People with high levels of conscientiousness are goal-oriented, they tend to control impulses, 

and they are usually very organized. Individuals high in extroversion like socializing and interacting with others 

(Lebowitz, 2016). Consequently, agreeableness concerns a person’s orientation to others. It is a construct that 

relies on how a person generally interacts with other people. Lastly, neuroticism refers to a person’s emotional 

stability and general temper. Individuals high in neuroticism are generally prone to anxiety, sadness, worry, and 

low self-esteem. Also, they may be temperamental or easily angered, and they tend to be self-conscious and 

unsure of themselves (Lebowitz, 2016). 

The Big Five Model launched thousands of explorations of personality within its framework, across 

multiple continents and cultures, and with a wide variety of populations (Ackerman, 2021). Moreover, there is 

much research that supports this personality theory, but the most important is that a study, conducted in 2015 

and published in the Academy of Management Journal, found that all the traits were “more predictive of 

performance for jobs” when the job was performed in an unstructured environment with freedom to make 

choices and that the traits also indicated how a person’s specific traits would act in a situation. This is one of 

the things will be investigated in this paper. Last but not least, the Big Five Theory is still considered as the 

most mainstream and widely accepted framework for personality, so this is one of the reasons why we decided 

to investigate its contribution in the workplace.  

Methodology 

In order for this paper to be conducted we carried out secondary research as well as qualitative analysis. 

Specifically, several publications were reviewed (systematic-review) regarding the contribution of the Big Five 

Theory in the workplace. Also, many recent, different articles were collected in order to in-depth understand 

how this theory contributes to today’s workplace.  

Results 

At this point, we will be analyzing the different working areas that this model (Big Five Theory) mostly 

affects, through literature review.  

One research focuses on the role of Big Five Personality Traits as a moderator between the relationship of 

leadership style and its impact on work stress. Specifically, this study examined the Big Five personality 

dimensions of extraversion, agreeableness, conscientiousness, neuroticism, and openness to experience, to see 

if they do moderate the relationship between leadership and work stress in employees. In order for the research 

to be conducted, a survey (related to the subject) was sent to 400 managers of 34 different firms of 13 different 

industries. Out of the 400 questionnaires administered, results from 364 questionnaires were accepted and 

entered for final analysis. Finally, the results showed that all of the Big Five traits, except from openness to 

experience, do moderate the relationship between the perceived transformational leadership style and 

work-related stress experienced by the workers. Consequently, concerning these results it is obvious that taking 
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into account the Big Five Theory brings better outcomes in workplace. This means that if leaders or managers 

meet these traits, employees’ occupational stress would be possibly decreased. As a result, workers’ 

performance would be also positively affected, while employees with low levels of stress are much more 

satisfied, happy, efficient, and productive. On the contrary, high work-related stress affects peoples’ physical, 

mental, and behavioral aspects of life that can lead to high absenteeism, high job turnovers, and lesser interest 

in the working activities, therefore reducing effectiveness and efficiency (Shah & Asad, 2018). 

Some other researchers have examined how personalities affect group performance. Namely, the studies’ 

findings have showed that the group performance is getting improved through the Big Five Personality Traits 

when positively exhibited in the workplace. In more detail, it has been revealed that the Big Five Theory traits 

are meaningfully related to group performance. Specifically, findings show that openness to experience is 75%, 

conscientiousness is 73%, extroversion is 83%, agreeableness is 95%, and neuroticism is 90% connected to 

group performance (Aremu, Olaonipekun, & Mu’azu, 2018). All these percentages are high, which means that 

the interrelation between these factors is also high. Consequently, the above findings show that employees who 

qualify the Big Five traits can be very productive and efficient group performers. As a result, these personality 

dimensions impact on corporate organizational performance and this is the reason why they are very significant. 

Lastly, companies should design and implement proper HR practices and strategies, such as effective 

recruitment and selection processes in order to attract the best candidates/employees who would exhibit 

positive traits that can positively boost group spirit, task cohesiveness and ensure achievement of organizations 

mission and vision. 

According to another paper (Lebowitz, 2016), “leaders who have an understanding of how individuals’ 

personalities differ can use this understanding to develop their leadership effectiveness and lead to improve 

workers’ job performance”. Additionally, leaders can also use the Big Five Theory on themselves to evaluate 

their behaviors and demonstrate to workers how to not only maximize their strengths/skills, but also learn from 

their weaknesses as they drive the company to success and continue to assess firm’s behavior.   

Findings of another study reveal that manager’s personality traits affect their work-related performance in 

Fast-Moving Consumer Goods (FMCG) firms (N. Gupta & A. K. Gupta, 2020). In this research work 

performance of the managers was measured by using variables such as problems in terms of health, load at 

workplace, job interest, distraction from goals, accountability etc. Then, the items were measured, 

implementing Likert’s five-point scale varying from one (strongly disagree) to five (strongly agree). The study 

conducted with sample from 400 managers in assistant managerial positions as well as area managerial 

positions. Finally, the research findings revealed that there is correlation between openness to experience and 

work performance of managers of FMCG sectors. However, this may happen because of the demand of the 

work, while it sometimes requires creative and imaginative attributes. 

Additional findings highlight that HRM practices and CEOs personality traits jointly affect the firm’s 

innovation performance and should be regarded as complements rather than substitutes (Hasso, 2013).  

On the other hand, the findings of another study related to managers’ personality traits over management 

styles and decision-making styles highlight that although conscientiousness has a positive effect on rational and 

initiative decision making styles, it has a negative effect on avoidant decision-making style (Ülgen, Sağlam, & 

Tuğsal, 2016). Neuroticism has a positive effect on three dimensions of decision-making styles including 

initiative, avoidant, and spontaneous styles. On the contrary, it has a negative effect on rational style (Ülgen et 
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al., 2016). Finally, extraversion has positive effect on both dependent and spontaneous decision-making styles 

(Ülgen et al., 2016).  

Discussion 

There is no doubt that the Big Five Theory is well known. Many studies have been conducted in order to 

be investigated its impact in the workplace. Some of the studies have revealed positive effects of the theory in 

organizations; some others found negative effects. However, the truth is that there are several limitations that 

need to be considered. In more detail, the first limitation concerns the sample size of most of the studies. Many 

of them used a small sample, which can create doubts.  

The second limitation is based on the generalization of findings that need to be treated carefully. Most of 

the case studies conducted were all operating in a specific place, which cannot be generalized to the entire 

small-medium enterprises. For example, in order to increase the precision of the relationship between CEOs’ 

characteristics and the innovation performance (having said before) as well as the adoption of HRM practices, a 

variety of CEOs is appropriate to make the sample more representative.  

Last but not least, there is a third limitation concerning five personality dimensions. On the one hand, the 

“Big Five Model” is seen as the best representation of trait structure as it allows describing various traits in 

terms of five basic dimensions (Judge et al., 1999; Lefebvre, 1991; McCrae, 1990; Saucier, 1994). On the other 

hand, it is claimed whether these five broad dimensions are enough to incorporate all relevant information 

needed in order to explore a firm’s performance (Bergner et al., 2010). Factors, such as professional 

background, education, or age might affect decisions taken by respondents (the sample of the studies) in regard 

to innovation strategies and thus to the company’s innovation performance. Moreover, the traits used for the 

purpose of some studies are narrowed into a small size of traits for each dimension in order to increase the 

reliability which might lead to a better or worse outcome. Accordingly, future research should examine if for 

example other traits are more suitable for predicting group performance, or a firm’s innovation performance or 

managerial decision making, or working relationships etc.  

Future Research 

Despite the fact that the Big Five Personality Theory is considered as a solid predictor of how individuals 

will behave in real life, there is also the other side.  

The Big Five personality analysis approach has been in the centre of research for decades. Holman and 

Hughes’s research studies the transaction between Big-Five personality traits and job characteristics in a 

20-year span. Based on their comparative analysis between their own study and the conflicting studies     

they referenced regarding said transaction/impact, they conclude that the evidence points to the need for a 

better understanding of the exact mechanisms through which transactions between personality and job 

characteristics occur, the role of contextual factors in moderating these transactions, and the differences in   

the temporal evolution of these transactions. More and more researchers suggest that personality traits  

develop across life course rather than being fixed and workplace characteristics as well as workplace 

experience are a major driver of adult personality change (Holman & Hughes, 2021). So, how about the    

effect of a standardized work environment based on the inconclusive impact of the Big-Five dimensions?  

Using Big-Five analysis as a compass for HR decisions ranging from recruitment, retaining talent or    
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lay-offs, instead of a more liberal approach on interpreting human personality types in work assets (like 

Myers-Briggs) may set strict and unrealistic implementation goals and hurt the much-needed diversity in the 

workplace. 
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