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Abstract
This study examines the impact of the five-factor model of personality on team performance of teaching and
administration staff in private colleges in Oman. The five-factor model consists of extroversion, agreeableness,
conscientiousness, openness to experience and neuroticism. A field study had been conducted using a sample
size of 130 employees in private colleges in Oman. Data was collected through a 36-item questionnaire through
convenience sampling. As anticipated, the results are consistent with many previous searches presenting the
relationship between agreeableness, conscientiousness, extroversion, and openness to experience on team
performance is positive and significant while neuroticism has a negative relationship with team performance.
Employee engagement does moderate the relationship between extroversion, agreeableness, conscientiousness,
neuroticism and team performance. Employee engagement has a minor moderating effect on the relationship
between openness to experience and team performance. The study has enlightened the reality of the relationship
between personality traits and team performance with a clear understanding of the academic administration of
colleges in Oman. Therefore, organizations should consider the personality traits of employees to improve the
overall performance of teams. The sampling from a similar type of organization and exclusion of some of the
contextual variables are limitations of this study that hinder generalization to other industries and contexts. This
research recommends to include other variables such as gender difference and organizational culture through a
cluster of organizations with a large sample that may add more to the validity of results for generalization.
Keywords: personality traits, team performance, employee engagement
1. Introduction
Personality is an important factor related to the prediction of performance. Certain instincts of individuals
determine the personality through the way the person acts or reacts to the environment. Personality dimensions
play an important part in team performance even for short-lived self-managed work teams. Personality,
generalized self-efficacy & team performance (Biswas, 2008) provides the relationship between big five factors
of personality and generalized perceived efficacy with team performance. Personality is defined as:
“The coherent pattern of effect, cognition, and desires (goals) as they lead to behavior” (Revelle, 2013). “A
dynamic organization, inside the person, of psychophysical systems that create the person’s characteristic
patterns of behavior, thought, and feelings” (Allport, 1961, p.28).
The survival of a business entity is a very pertinent question in the arena of global competition and performance
is key to success. Performance differentiates one company from other and organizations want a maximum
contribution from their employees. Pursuing with contemporary management approaches many organizations
have recreated their work efficiency through teams in recent years (Barrick et.al 2007). The complex nature of
modern management styles has much emphasized at the utilization of the teamwork as a necessity to stick and
survive at the edge of competition. Team building is a scientific approach all members of a team are
interconnected and mutually accountable for the results. Cognizance of that fact about the quality of collective
performance will determine the success or failure of that team. Human resources of a company are a significant
asset which is engaged in performance through their individual and team contribution. The synergy of the team
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in the group enhances overall performance.
This is evident from the literature that research on team performance in developed countries is much higher in
cases. Whereas, in developing and underdeveloped countries this has not received adequate attention from
researchers. The focus of researcher’s in the context of Sultanate Oman have been on other dimensions of
organizational performance. The impact of personality dimensions (Ocean Model) is not evident in published
literature (Puente et al, 2016; Khan and Mashikhi, 2017). Therefore, the current study focuses to find the effects
of personality traits on team performance by examining how agreeableness, conscientiousness, openness to
experience, neuroticism, and extroversion affect the outcomes of the team. Basically, the study investigates the
moderating impact of employee engagement on the relationship between personality traits and team performance
to seek answers to the following research questions in case of private colleges in Oman.
1.
2.

Is there any relationship between personality traits and team performance?
To what extent agreeableness, conscientiousness, openness to experience, neuroticism and extroversion
positively relate to the performance of the team?
3. How significantly big five personality traits have an impact on team performance?
4. How significantly employee engagement moderates the impact of personality traits on team performance?
The study of the link between personality dimensions and productivity is valuable for managers and researchers.
First, the concern of role-playing by employees will get the attention of HR managers, and they may pay high
attention to attitude, motivation, and personality as the most important attributes when hiring employees.
Secondly, the outcomes of the study offer an adequate foundation for strategy interventions related to the training
and development of employees because certain personality traits are more shapeable than cognitive skills.
2. Review of Literature
2.1 Team Performance and Personality
Besides other factors personality composition of team members because cross-level interactions with
individual-level traits impact performance. D’Innocenzo, Mathieu & Kukenberger (2016) through a multi-level
perspective analysis of personality and team performance have reported individual-level agreeableness and
conscientiousness directly affect work behavior and ad have comparative effects between team members. Curşeu,
et al. (2018) reported a nonlinear association between five personality dimensions and their contributions to
teamwork. Extraversion is identified as the most consistent predictor of personality for positive interpersonal
interaction in teamwork linking personal motivation to team process (Hu & Liden, 2015). Extreme
conscientiousness, extraversion, and agreeableness have been reported as detrimental to team performance
(McCord et al., 2014; Carter et al., 2014).
Ancona and Caldwell (1992) defined team performance as: “The extent to which a team is able to meet its output
goals (e.g., quality, functionality, and reliability of outputs), the expectations of its members, or its cost and time
objectives” Team performance is a system of the interrelationship between individuals and groups linked to a
shared purpose, which team members strive to achieve collectively. Team performance correlates to collective
intelligence affected by the traits of members Team composition and personality is described by multilevel
constructs of traits and these traits exert influence attitudes and behaviors of members. Therefore, as
predisposing factors, they affect team performance through individual-level behaviors (Kim et al., 2017). Job
performance is positively influenced by conscientiousness, openness, and pleasantness of team traits. Work
behavior has a vital role in team traits and performance and guides team selection as well. Personality relates to
interpersonal knowledge interaction and influences performance regarding the team as a complex adaptive
system (Yue, & Dang, 2017).
2.2 Personality Traits
2.2.1 Agreeableness
Agreeableness is a major dimension in the Big Five structural model of personality and vital in motivation to
maintain positive relations with others (Graziano & Tobin, 2017). People's characteristics of patterns of thoughts,
feelings, and behaviors are reflected by personality traits. Personality traits also imply consistency and stability
in a person. Hence, people with the characteristics of agreeableness are flexible, good-natured, trusting, forgiving,
cooperative, tolerant and soft-hearted. Highly agreeable individuals are conflict-averse and non-competitive. On
the other hand, members with low agreeableness may be perceived as unfriendly and untrustworthy.
Agreeableness is the team performance member likeability. These people are based on liking others and viewing
them positively. The people with this trait are helpful, generous, friendly, considerate and empathetic. The
people with high agreeableness can more easily control their negative emotions (Jensen‐Campbell, Knack, &
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Gomez, 2010). Extrovert people are friendly, energetic, warm, assertive, social, outspoken and talkative. They
could enhance the performance of a team and can easily convey their ideas to their team members at low team
conflicts. Researchers have found extraversion as a valid predictor of performance in jobs characterized by social
interaction, such as sales personnel and managers (Wihler et al., 2017, Antoncic et al., 2018). Neuroticism is
the extent to which a person experiences negative emotions like anger, anxiety, hostility, and depression.
2.2.2 Consciousness
Individuals with conscientiousness exhibit traits of self-control being capable of working strategically towards
goals, and carrying out tasks. Personality attributes together with psychological characteristics have a link with
personality traits, hence model and design skills are fundamental to activity accomplishment (Avci & Aran,
2016). A person who shows the characteristics of conscientiousness is dependable, careful, responsible, well
prepared, hardworking, persevering and achievement-oriented. Such individuals are involved in a tendency to
stay focused on concrete, pragmatic and realistic solutions. People with the trait of conscientiousness are
self-disciplined, responsible, organized and task-oriented. Hence, hey will perform well in teams because of their
disciplined personality. Teams having more conscientious people will perform well because their members prefer
to complete their tasks on time in an organized way. Therefore, individuals with higher conscientiousness are
expected to engage in teamwork behaviors due to common goals and coordination on tasks. Task focus,
achievement -orientation and productivity impose a structural impact on their work environment.
2.2.3 Extraversion
Extraversion is an important feature of personality as a functional driver of social mechanisms in a team linked
to the intra-team process. Extravert people with this trait are friendly, energetic, warm, assertive and social.
Extrovert people are outspoken and talkative (Borman & Motowidlo, 1993).Therefore they are thought to be
beneficial to enhance the performance of a team (Van Vianen & De Dreu, 2001). They can easily convey their
ideas to their team members and may have low team conflicts because they are naturally talkative, enthusiastic
and sociable (Costa & McCrae, 1992). The extraverted team members appreciate highly observable role in teams
and perceived by others as dominant leaders rather than “good team players” (Ames & Flynn, 2007).

2.2.4 Openness to Experience
Openness to experience refers to imaginative, sensitive, intellectual provocation and creativity (McCrae, &
Sutin, 2009). High in openness to experience team members are broadminded, willing to try new things and
creative and are expected to have new ideas to find ways to solve problems. They embrace the changes
easily and support an environment of learning in new ways. Therefore, these people will result in low
conflict with team members. Openness is attributed to creative activities which also reflects in self-reported
behavior and expression and emotion regulation ability predict creativity in individuals who are relatively
high in openness. (Ivcevic & Mayer, 2009; Ivcevic & Brackett, 2015). Based on the divergence of thoughts
and general cognitive ability openness helps to the creativeness of thoughts (Kaufman et al., 2016). Sweeny
et al. (2020) revealed that stressful experiences improve the degree of control that enhances the role of
emotion-relevant traits in multicultural experiences and divergent thinking.
2.2.5 Neuroticism
Neuroticism represents individual differences in adjustment and emotional stability. Neurotic people tend to
experience negative emotions, impulsiveness, depression, and anxiety (Zhao & Seibert, 2006). Highly neurotic
people tend to be more emotionally unstable by harboring: anxiety, anger, and depression. Therefore, such
people perform poorly in teams due to their unstable nature. Neuroticism is a global indicator of maladaptive
functionality and poor organizational citizenship behavior, hence neurotic individuals are ill-equipped to hold
importance in matters of advice and friendship when working in teams (Fang et al., 2015; Ohana, 2016).
Neuroticism is the extent to which a person experiences negative emotions like anger, anxiety, hostility, and
depression. It represents the individual differences in personalities. Neuroticism represents individual differences
in adjustment and emotional stability. It tends to experience negative emotions, impulsiveness, depression, and
anxiety (Zhao & Seibert 2006). The people, high in neuroticism tend to be more emotionally unstable having
anxiety, anger, and depression. An emotionally unstable nature hinders teamwork performance of people with
high in neuroticism. The higher level of neuroticism is associated with larger exposure and reactivity to stressors
and a person with high neuroticism expresses a “hyper-reactivity” to stressors (Mroczek & Almeida, 2004).
Neuroticism leads to negative emotional reactions which may lead to tendencies of contradictory behavior (Leki,
& Wilkowski, 2017).
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2.2.6 Employee Engagement
Engagement is the attentiveness of employees to their work; deep and emotional connection towards their
workplace. Khan (2017) argued that employees choose to invest themselves authentically and fully based on
their experience in a working environment and viewed role engagement as the cognitive, emotional and physical
expression of the authentic self at a work. A multilevel analysis by Mäkikangas (2016) revealed that team and
individual engagement have an association with team performance. Inceoglu and Warr (2011) have highlighted
the achievement orientation facet of conscientiousness as the strongest predictor of engagement. Similarly,
conscientious employees exhibit high levels of work engagement (Halbesleben et al., 2009). Therefore,
employees with high agreeableness tend to be more engaged compared to those with low on agreeableness.
2.3 Theoretical Framework and Hypotheses
The personality theory has been growing for decades (Norman, 1967; Goldberg, 1990) and a significant body of
literature has supported a five-factor model of personality. The Big Five personality traits have substantial
heritable components explaining 40-60% of the variance (Bouchard, 1994).Recent researchers (Klotz &
Neubaum, 2016; Hu & Judge, 2017; Prewett et al., 2018) have reported a positive correlation between
dimensions of personality and performance. Multi-level constructs describe personality composition and team
performance. An individual-level traits combination produces team-level performance. Conversely, top to the
down influence of team level characteristics influences the behavior and individuals. Theoretical models (Le
Pine et al., 2011; Salas et al., 2014: Loughry et al., 2007) have conceptualized the interaction of personality
dimensions and team performance focusing on the aggregation of individual personality traits on team
performance. Personality interactions affect the team performance, in that extroversion and agreeableness are
interpersonal traits and consciousness is a task-related trait (Gonzalez-Mulé et al., 2014) and influence teamwork
through cooperative norms and task engagement. Researchers (Lievens & Sackett, 2012; Ohland, M et al., 2012)
have reported a high correlation between involvement in interpersonal interaction and individuals' contribution
to the task.
Big-five personality traits predict subjective well-being. A higher level of subjective well-being is related to
higher levels of extraversion, agreeableness, conscientiousness, and lower levels of neuroticism. Therefore,
extraverted, agreeable, conscientious, and emotionally stable people have higher perceived well-being (Soto,
2015). Evidence from literature indicates that trait interactions among the Big Five provide precise
understanding regarding personality, behavior and physiological health (Turiano et al., 2013). Extraversion as a
personality trait is characterized by high levels of positive affect and sociability provocations (e.g., Gomez,
Cooper, & Gomez, 2000; Penley & Tomaka, 2002; Lucas & Baird, 2004). A recent study (Leger et al., 2016)
found that people higher in openness, conscientiousness, extraversion, and emotional stability have less
emotional reactions to stressful events. Therefore, based on evidence of the impact of personality traits and team
performance this research proposes the following hypotheses.
H1: Agreeableness positively influences team performance.
H2: Conscientiousness positively influences team performance.
H3: Extroversion positively influences team performance.
H4: Neuroticism negatively influences team performance.
H5: Openness to experience positively influences team performance.
Exploring the link between personality and engagement (Schaufeli, Bakker, & Salanova, 2006), defined as ‘‘a
fulfilling work-related state of mind that is characterized by vigor, dedication, and absorption’’. Akhtar et al.
(2015) identified that openness to experience, interpersonal sensitivity, ambition, extroversion, adjustment, and
conscientiousness are predictors of engagement. Whereas, extroversion, openness, conscientiousness, and
agreeableness as predictors of work engagement. Based on preliminary evidence from literature, high
extroversion, agreeableness, openness, conscientiousness and low neuroticism relate to high levels of work
engagement. Given this association, the role of employee engagement on the relationship between personality
traits and performance is inevitable. Therefore, the moderating effect of employee engagement on the
relationship between big –five personality traits and team performance is hypothesized as;
H6a: Employee engagement moderates the influence of agreeableness on team performance.
H6b: Employee engagement moderates the influence of conscientiousness on team performance.
H6c: Employee engagement moderates the influence of extroversion on team performance.
H6d: Employee engagement moderates the influence of neuroticism on team performance.
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H06e: Employee engagement moderates the influence of openness to experience on team performance.
3. Method
The research is a field study conducted in natural settings as the inductive and exploratory study developed
around the core practices framework of the predictive model. The study is prognostic in nature using quantitative
data to investigate the phenomenon explained in objectives. The convenience sampling was used to collect the
data. A self-administered structured questionnaire containing 36 items measuring responses through five points
Likert Scale was used to collect the data. Instrument items for personality were adapted from (John and
Srivastava, 1999), for performance (Erdem, Ozen, & Atsan, 2003) and for employee engagement (Khan’s, 1990).

Employee
Engagement
Agreeableness

Conscientiousness

Extroversion

Team
Performance

Neuroticism

Openness to
Experience

Figure 1. Conceptual framework
The target population consists of teaching and administrative staff working in private colleges in Oman. The
participants were selected at convenience. A self-administered structured questionnaire measured through the
Likert Scale was used to collect data. The response rate was 65 % and a total of 200 questionnaires out of 130
were received completed by the respondents. In the sample of 130 respondents, there were 82% male and 18%
female. Regarding the level of education: 31.53% hold Ph.D., 48.46% of the respondents have a master’s degree,
20% bachelor. The sample comprised of different jobs: 29.2% of respondents were supervisory level, 61.8 %
teaching faculty and 9 % administration departments. In order to examine the data and make a prediction of IVs
on DV, both descriptive and inferential statistical tools (multiple and stepwise regression) were used.
4. Results
4.1 Construct Model
Prior to the assessment of the measurement model, EFA was performed using the Principal Component Analysis
Method (PCA) in order to test loading of items and loadings above the cut-off value (i.e.0.50) were retained for
further analysis (Hair et al., 2010). The partial least square (PLS) technique was used to assess the structural
model in two stages (i.e. without the moderating variable and with moderating variable) to examine the
relationship between the construct test hypotheses as well.
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Figuree 2. Constructt model
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Table 1. Construct reliability and validity
Factor

Agreeableness

Consciousness

Extroversion

Neuroticism

Openness to Experience

Performance

Items

Loadings

agr1

0.781

agr2

0.846

agr3

0.866

con1

0.776

con2

0.713

con3

0.839

con4

0.780

con5

0.808

ext1

0.828

ext2

0.772

ext3

0.724

neur1

0.918

neur2

0.717

neur3

0.799

neur4

0.915

oex1

0.732

oex5

0.776

oex2

0.781

oex6

0.844

perf_1

0.807

perf_2

0.763

perf_4

0.718

perf_5

0.690

Cronbach's Alpha

Composite Reliability

Average Variance Extracted (AVE)

0.776

0.871

0.692

0.844

0.888

0.615

0.669

0.819

0.602

0.858

0.906

0.708

0.791

0.864

0.615

0.734

0.833

0.556

The discriminate validity explains the extent of how much measures are unique and not reflecting other variables
(Peter and Churchill 1986). Table 2 shows AVE and cross factor loading where all items have a higher loading on
their corresponding construct and AVE for each latent factor is exceeding the respective squared correlation
between factors. The discriminant validity (Fornell and Larcker, 1981) confirmed adequate reliability,
convergent validity, and discriminant validity for verification of the research model.

Table 2. Fornell-Larcker criterion
AGRE

CONS

EXTR

AGRE

0.832

CONS

0.650

0.784

EXTR

0.723

0.767

0.776

NEUR

0.691

0.759

0.771

NEUR

OEXP

TPER

AVE
0.692
0.615
0.602

0.842

0.708

OEXP

0.652

0.741

0.736

0.731

0.784

TPER

0.715

0.686

0.745

0.697

0.669

0.615
0.746

0.556

4.3 Estimation of Path Coefficients (β) and T-Statistics
The significance of path coefficients can be seen by calculating t-values through a bootstrapping procedure of
5000 samples which provided the basis for hypotheses testing. R-square (0.642) indicated a good power of the
model for prediction and path coefficients reflect the strength of the relationship between exogenous and
endogenous variables.
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Table 3. E
Estimation of Path Coefficients (β) and T
T-statistics
T Statistics

p- Values

Decission

H1

Hypothesizeed Relationship
AGRE
E -> TPER

Std. Beta
0.309

5.055

0.000*

Suppoorted

H2

CONS -> TPER

0.168

2.406

0.016*

Suppoorted

H3

EXTR -> TPER

0.349

3.807

0.000*

Suppoorted

H4

R -> TPER
NEUR

-0.057

0.707

0.480

Not Suppported

H5

OEXP -> TPER

0.127

2.325

0.020*

Suppoorted

Notes. *signnificant at 95% CI
C
AGRE: Aggreeableness, CON
NS: Consciousneess, EENG: Empployee Engagement, EXTR: Extrroversion

N
NEUR: Neuroticcism, OEXP:

Openness too Experience, TPER: Team performance

As show
wn in table 3,
3 the results predicted thhat the agreeableness (β=0
0.309, T=5.0 5, p<0.050) positively
influencees team perforrmance to acceept H1.Conscciousness sign
nificantly influ
uenced team pperformance (β = 0.168,
T = 2.4066, p < 0.050) and H2 is acccepted. The iinfluence of extroversion
e
on
o team perfoormance is sig
gnificantly
positive ((β = 0.349, T = 3.807, p < 0.05)
0
and suppporting H3.Th
he influence off neuroticism on team perfo
ormance is
negative (β = -0.057, T = 0.707, p >0.05), but H
H4 is not supp
ported. The efffect of opennness to experiience (β =
0.127, T = 2.325, p < 0.05)
0
on team performance is significant and H5 is sup
pported.
The modderating effect of employeee engagemennt was examiined through bootstrappingg of 5000 saamples for
predictionn of product interaction off employee enngagement (E
EENG) with performance.
p
The table 4 (model 2)
provided empirical suppport that em
mployee engaggement was not
n a moderattor on the rellationship of predictors
(AGRE, C
CONS, EXTR
R, and NEU) and
a the outcom
me variable (T
TPER). Thereffore H6a, H6bb, H6c, and H6d
H are not
supportedd.
Table 4. M
Moderating efffect
Hypothesizzed Relationship

Model 1

Mode
el2

St.Beta

pp-value

St.Beta

H6a

E
EENG*AGRE -> TPER

0.309

00.000*

0.047

0.512

H6b

E
EENG*CONS -> TPER
T

0.168

00.016*

0.004

0.918

H6c

E
EENG*EXTR -> TPER
T

0.349

00.000*

0.028

0.548

H6d

E
EENG*NEU -> TP
PER

-0.057

00.480

-0.041

0.410

H6e

E
EENG*OEXP -> TPER
T

0.127

00.020*

0.084

0.043

R2
0.642

p-value

R2
0.66
61

R2 Change Δ 0.012

mployee engaggement was found
f
on thee relationshipp between op
penness to
A slight moderating effect of em
n figure 3, thhe moderating
g effect is
experiencce (OEXP) annd team perfformance to ssupport H6e. As shown in
positive bbut not significant enough to impact the sstrength of thee relationship.

Figure 3. Moderatin
ng effect
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5. Discussion
The study has revealed that four (agreeableness, consciousness, extroversion, and openness to experience) Bigfive personality traits affect team performance significantly and neuroticism has an insignificant relationship
with team performance. As anticipated, the results of the study support the existence of the positive impact of
five personality traits on team performance except for neuroticism. The findings are consistent with (Barrick et
al., 1998; Van Vianen & De Dreu, 2001; Schippers, 2014) and confirm that higher levels of agreeableness,
consciousness, extroversion, and openness to experience lead to higher team performance. Neuroticism has a
negative but insignificant impact on team performance. This finding is consistent with (Kichuk & Wiesner 1997;
Barrick et.al. 2007; Zhao & Seibert 2006). Highly neurotic people tend to be more emotionally unstable.
Particularly in terms of anxiety, anger, and depression. Thus, do not operate well as a team player because of
their instability. In the current scenario of private colleges in Oman neuroticism is not affecting team
performance. On the other hand, the moderating effect of employee engagement is insignificant to the
relationship between agreeableness, consciousness, extraversion, and neuroticism. The moderating effect of
employee engagement on the relationship between openness to experience and team performance is positive but
not very strong. The findings of this research have enlightened the reality of employee’s contribution to
teamwork as a general. Scholars (e.g. Tett & Christiansen, 2007; Blickle, et al, 2013) support the importance of
context to personality and performance relationship. In any case, regardless of the advantage of choosing the
optimal blend of team members, this point has gotten little consideration in managerial decisions in some
organizations. Overall, the study has one overarching message, it is that the impact of the personality traits on
team performance cannot be seen apart from employee engagement. Personality has been distinguished as a
conceivably supportive choice variable in the assurance of the ultimate group structure. They have argued that
behavioral expression of the trait may differ from one to another situation. Before engaging in the generalization
of the findings, certain limitations must be taken into account. In the pursuit of improving organizational output,
the role of teams has become vital and a growing phenomenon. Managers can likewise utilize the Big Five traits
on themselves to demonstrate to their followers how to amplify their qualities and learn from their weaknesses
and continue to evaluate organizational behavior to drive the organization to success.
6. Conclusion
This research aimed at analyzing the effect of personality traits on team performance in private colleges in Oman.
Besides, the study examined the moderating effect of employee engagement on the relationship between
personality traits and team performance. The consistency of the results with previous studies confirmed that
higher levels of agreeableness, consciousness, extroversion, and openness to experience lead to higher team
performance. The moderating effect of employee engagement was not significant to the relationship between
agreeableness, consciousness, extraversion, and neuroticism. Employee engagement moderates the relationship
between openness to experience and team performance which is positive but not very strong. Before generalizing
the results to other industries this is very important to consider that the results taken of this study are based on
samples composed of only one segment of educational institutions. This research contributes to literary evidence
based on empirical data in exploring the impact of personality traits on performance in private higher educational
institutions in Oman. The absence of contextual variables is one of the limitations of the study. The outcomes of
the current study merit further research on this topic with the large example size and incorporation of some
contextual variables utilizing cluster sampling may lead to added validity of results for generalization.
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