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Abstract

This study investigated the relationships between demographic characteristics, personality traits, and job per-
formances of travel agency employees using quantitative research methods. Personality traits are typically de-
fined as people's descriptions of relatively stable patterns of behavior, thoughts, and emotions. Personality traits
can be investigated in terms of the degree of each personality trait or interactions between personality traits. In
this context, a questionnaire consisting of the Eysenck Personality Questionnaire (EPQ), ROCI-II questionnaire,
Employee Performance Scale (EPS), and some socio-demographic questions was applied to 399 participants
ranging from agency directors to hotel sales personnel working in travel agencies operating in the tourism sec-
tor in Konya. As a result of the study, it was determined that the average scores of the participants' personality
scale and the performance of the employees showed statistical differences according to some socio-demographic
characteristics. In addition, in the study, it was determined that there was a statistically significant and negative
relationship between employee performance and personality traits.

INTRODUCTION

The increasingly competitive environment and rapidly
changing global way of life make people face significant op-
portunities and challenges. In this context, the firms are in
constant search of more solutions as they want to maximize
the returns of their employees while trying to motivate and
integrate more and more individuals.

This, for them, is the way of adapting to external factors
affecting them. In addition, the managerial functions of
decision-making and executive oversight are also to be en-
hanced in this way.

In light of this, this study examines the effect of employees’
characteristics on the factor of performance. It essentially
investigates whether the socio-demographic traits of em-
ployees affect their performance and, if they do, what direc-
tions this effect takes. Statistical methods are employed to
analyze the relationship between the personal characteris-
tics of employees and their work performance.
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Personality

Personality is a general term concerning every individual.
The word "personality,” which was first used in 14th cen-
tury England, with the meaning of "having humanitarian
attributes,” essentially refers to the intrinsic aspects of hu-
mans, such as cognition and realism. More modern descrip-
tions of personality have arisen over time. In this context,
personality can be seen set of characteristics attributed to
each individual rather than a uniquely human term distin-
guishing us from other animals (Haslam, 2007). Termi-
nologically, and personality can be defined as "consistent
behavioral patterns and interpersonal processes” (Burger,
2010). Personality is a spiritual phenomenon that is unique
to an individual, distinguishing them from others. Its com-
ponents may be a person's general physical appearance,
skills, intelligence, reactions, emotions, interests, and level
of knowledge. Personality consists of intrinsic characteris-
tics as well as the ones that are learned with experience. It
is a set of relations that render individuals distinguished,
consistent and predictable. It is formed by a combination of
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genetic and developmental factors (Korkut, 2013).
Personality is the totality of all individual characteristics,
which show themselves as behavioral reactions and atti-
tudes. They ought to be consistent and predictable. The
formation of these reactions and attitudes significantly in-
fluences an individual's functionality and integrity in soci-
ety. Any deformity occurring at this point is regarded as a
"personality disorder” and a symptom of a disease (Kéroglu
& Bozukluklari, 2010). Genetic, structural, and environ-
mental factors are significantly influential in the emergence
of such personality disorders in individuals (Gonen, 2014).
When it comes to the specifics of a personality, apart from
the characteristics of an individual, the fact that other peo-
ple interact and communicate with him or her also matters
(Korkut, 2013). In addition, the physical and mental dif-
ferences among people are also reflected in their behaviors
and thoughts (Giiney, 1998). Personality is the set of habits
and patterns of character and behavior used to differentiate
one in society. These aspects shape the individual's rela-
tionship with his or her surroundings (Mustafa Acar, 2002).
Therefore, personality is constantly influenced by internal
and external stimulants (Burger, 2010). In light of all this, it
may well be argued that personality is one of the most cru-
cial socio-cultural factors that affect one's life and career.

Performance

The term performance is the degree to which an objective
is fulfilled. According to this, performance shows to what
degree an individual, group, or firm successfully achieves
its goal with a particular business. Thus, performance is
a function representing the relationship between employ-
ees' expectations and their actual deeds concerning the
task they are assigned. Furthermore, employees' actions
to carry out their roles can be seen as performance behav-
ior (Argon & Eren, 2004; Basaran, 2000). According to one
other definition, performance is a term that states what
a working individual, group, or organization can achieve
quantitatively and qualitatively to pursue a specific aim.
The performance of an individual or a group is a measure
of obtaining the pre-planned aim and standards concern-
ing their initial goal. In that, the individual performance
is of great value impacting the organizational performance.
From the perspective of firms, the priority should be put on
individual performances. This is because a firm can only
be as good as the actual performance of its employees. Ac-
cording to one other perspective, the effectiveness of firms
depends on that of employees. On the other hand, employ-
ees' effectiveness requires them to possess healthy, happy,
and suitable personal characteristics concerning their jobs
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(Cemaloglu, 2007; Shahbaz, Tiwari, Jam, & Ozturk, 2014).
The individuals of health and adequate integration with
their jobs would hence feel satisfied and play a vital role
for their employers to succeed. Therefore, the preservation
of the physical and socio-psychological conditions of indi-
viduals is crucially important. For this reason, firms need
to have a good understanding of their employees' charac-
teristics and take their socio-psychological states into ac-
count. Thanks to the efforts towards higher job satisfaction
on the part of employers, more and more progress can be
achieved in employees' performances (Farooq et al,, 2011;
Schoderbek, Richard, & John, 1991; Sevimli & iscan, 2005).
In this context, it is expressed that job satisfaction is one of
the essential issues that affect the performance of employ-
ees (Oriicii & Esenkal, 2005).

METHOD

Method of Research

The study is conducted as quantitative research. This
method collects numerical data, which is required for an
observable, measurable, and comparable formation of be-
haviors or perceptions towards objects and events (Keskin,
2017). Moreover, the relevant terms are examined by the
use of descriptive research methods.

Study Group of the Research

In this study, some material and timely constraints are ap-
plied. The research is limited to the employees of travel
agencies in Konya city center and a few of its districts. 399
volunteers participated in the study, all actively working
in the tourism sector. Personality characteristics, conflict
resolution strategies, and employees' performances are as-
sessed in the scope of this research.

Data Collection

In this study, quantitative analysis is applied, which exam-
ines the proving of the relationships between variables. In
addition, the personality characteristics, conflict resolution
strategies, and performance levels of participating employ-
ees are assessed. The individual characteristics are studied
with the EPQ, the validity and reliability of which are inves-
tigated by Karanci, DIRIK, and Yorulmaz (2007).

With the help of this questionnaire, workers' extroversion,
neuroticism, psychoticism, and lying patterns are studied.
In order to specify the conflict resolution strategies of indi-
viduals, the ROCI-II questionnaire, which was prepared by
Rahim (1983), is used. Furthermore, to measure the per-
formance levels, the four-phased EPS), which was used by
Kirkman and Rosen (1999) and Sigler and Pearson (2000),
is employed.
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Data Analysis

The data gathered in the study is analyzed through SPSS
20.0. Frequency analysis for the discrete variables is con-
ducted alongside a descriptive analysis of continuous vari-
ables. In the frequency analysis, the number (n) belonging
to discrete variables and percentage (%) values; in the de-
scriptive analysis, the number belonging to continuous vari-
ables, arithmetic averages, and standard deviation (X = SD)
values are used. In order to compare the continuous vari-
ables data with respect to different groups, parametric and
non-parametric tests are applied. For this, before conduct-
ing the statistical analyses, the correspondence of data to
the normal distribution of parametric tests, homogeneity of
variance, and adequacy for hypotheses regarding the num-
ber of subjects is checked. Whether the data are distributed
is typically examined by the use of Shapiro-Wilk tests. In
conclusion, of these tests, it is expressed that some data are
following normal distribution while some others are not.
These tests also show that skewness-kurtosis coefficients
are to be between -1.5 and 1.5 (Fidell, Tabachnick, Mestre,
& Fidell, 2013) or between -2.0 and 2.0 (George & Mallery,
2010) in order to qualify for normal distribution. Variance
homogeneity, on the other hand, is studied with the use
of the Levene test. It is subsequently shown that variance
homogeneity is satisfied. To assess data that satisfy para-
metric test conditions, the Independent Samples t-test to
compare numerical data of two independent groups and the
One-Way ANOVA test to compare those of more than two
are used. For non-parametric tests, the Mann-Whitney U
test to compare two independent groups and the Kruskal-
Wallis test to compare more than two are used. In order
to test differences in point averages obtained by the sub-
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factors of the measurements used in the study, One-Way
ANOVA and Kruskal-Wallis tests are applied. In the light
of these two tests, to compare variables that yield signifi-
cant differences for three or more groups, "Turkey" multi-
comparison (post-doc) tests are conducted by taking vari-
ance homogeneity into account. The Mann-Whitney U test
is conducted to compare non-parametric variables yielding
significant differences for three or more groups.

The relationship between measurements and their factors
is tested with Pearson or Spearman correlation analysis.
Subsequently, the scale, magnitude, and direction of rela-
tionships among variables are examined with the correla-
tion coefficient (r). Linear regression analysis is used in
the study to examine the effect of independent variables
on the metrics. The Variance Inflation Factor (VIF) value is
researched to test the hypotheses of this analysis method.
VIF value is bigger than 5 or 10 is a sign of multicollinear-
ity (Buiytikuysal & Oz, 2016). VIF values are analyzed, and
no evidence of a multicollinearity problem is found. More-
over, the variables' autocorrelation is checked with the
Durbin-Watson test, and the result is seen in a suitable in-
terval. Therefore, the crucial hypotheses required for mul-
ticollinearity are verified, and the model is tested. The met-
rics used in the study are also checked for consistency and
reliability, and the resulting scores of metrics and factors
are assessed with Cronbach's Alpha (a) coefficient. While
analyzing the result, the significance level is kept at 0.05,
ensuring a 95% confidence level.

FINDINGS

Table 1 consists of the mean, standard deviation, and con-
fidence levels of the metrics and their corresponding sub-
factors used in the study.

TABLE 1. The reliability values of scale and factors

Scale and Factors Average Standard Deviation Cronbach’s Alpha
Eysenck Personality Scale 11,31 3,70 0,721
Extraversion 4,41 1,89 0,813
Neuroticism 2,13 2,39 0,918
Psychoticism 0,62 1,55 0,922
Lie (social desirability) 3,99 1,97 0,798
Conflict Resolution Scale 106,56 11,30 0,819
Inclusion 29,32 3,63 0,768
Compromise 21,84 3,67 0,716
Domination 18,39 3,62 0,712
Aversion 20,67 4,33 0,706
Coefficient of Agreement 16,33 2,30 0,726
Performance Scale 17,26 2,34 0,797
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Eysenck Personality Questionnaire (EPQ) used in the study
is shown as having 11,31 * 3,70 mean with 0,721 confi-
dence level, and the mean of extroversionis 4,41 + 1,89 with
0,813 confidence level. Neuroticism averages of Eysenck
sub-factors are calculated as 0,62 + 1,55 with 0,918 con-
fidence level, and the lying average is calculated as 3,99 *
1,97 with a 0,798 confidence level. The average score of
conflict resolution strategies is specified as 106,56 + 11,30,
while the confidence level being 0,819. Inclusion average,
which is one of the sub-factors of conflict resolution strate-
gies, is seen as 29,32 * 3,63 with 0,768 confidence level,
compromise as 21,84 + 3,67 with 0,716 confidence level,
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domination as 18,39 * 3,62 with 0,712 confidence level. On
the other hand, the aversion average, another sub-factor, is
shown to be 20,67 * 4,33 with the 0,706 confidence level,
and the coefficient of agreement is calculated as 16,33 +
2,30 with the 0,726 confidence level. The average perfor-
mance metrics in the study is 17,26 * 2,34, with a 0,797
confidence level. In light of these values, metrics and fac-
tors are proved to be satisfying reliability conditions that
are accepted in the literature. This state, as mentioned ear-
lier, shows that the study has a "good" and "adequate" level
of reliability. The socio-demographic characteristics of par-
ticipating individuals are shown in Table 2.

TABLE 2. Demographics of the participants

Demographic Traits

Gender
Female
Male

Age

18-25
26-35
36-45
46+
Marital Status
Married
Single
Education

Primary School Graduate

High School Graduate
College Graduate
Master’s Degree
Place of Residence
City center

District

Title

Agency Director
Guide

Operation Executive
Ticket Sales Agent
Hotel Sales Personnel
Intern

Other

Income level

Low

Middle

High

Occupational Experience

Less than 1 year
1-3 year(s)

N(399) Percentage
125 31,3
274 68,7
103 25,8
161 40,4
105 26,3
30 7,5
229 57,4
170 42,6
43 10,8
64 16,0
251 62,9
41 10,3
214 53,6
185 46,4
125 31,3
16 4,0
48 12,0
37 9,3
50 12,5
8 2,0
67 28,8
134 33,6
219 54,9
46 11,5
43 11,0
115 28,8
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Demographic Traits

4-6 years

7-9 years

10+ years

Work Experience
1-5 year(s)

6-13 years

14+ years
Decision to work
Own decision
Family’s decision
Other

N(399) Percentage
112 28,1

44 11,0

84 21,1

182 45,6

168 42,1

49 12,3

333 85,2

17 4,3

41 10,3

According to data presented in Table 2, 399 adults partici-
pated in the study, 125 (31,3%) of them being women and
274 (68,7%) of them being men. While 25,8% of the par-
ticipants are between 18-25, 40,5% are 26-35, and 26.3%
are 36-45 when classified by their ages. 7.5% of them, on
the other hand, are above 45. When it comes to partici-
pants' marital status, it is seen that 57.4% of them are mar-
ried while the remaining 42.6% are not. Moreover, 53.6% of
them live in the city center while and 46.4% of them live in
districts. In terms of education levels, it is observed that the
last completed education of 10.8% of them is middle school,
while 16.0% of them are in high school, 62.9% of them are
graduates, and 10.3% of them hold Master's degree. 31.3%
of the participants are agency directors, 4.0% of them are
guides, 12.0% of them are operation executives. 9.3% of
them are ticket sales agents, and 12.5% of them are hotel
sales personnel.

Moreover, 2.0% of them are interns, and the remaining
28.8% have other positions. 33.6% of the participants are
classified as having alow-income level, while 54.9% of them

earned a middle level of income. Only 11.5% of the partic-
ipants belonged to a category of high-level income. While
11,0% of participants have been working in the tourism sec-
tor for less than a year, that number was between 1 and 3
for 28.8% and between 4 and 6 for 28.1% of them. Further-
more, 11.0% of the participants have been in the sector for
between 7 and 9 years and 21.1% for more than ten years.
While the occupational experience of 45.6% of the partici-
pants is between 1 and 5 years, that of 42.1% of them is be-
tween 6 and 13 years. Only 12.3% of them are continuing
in the same sector for 14 or more years. 85.5% of the par-
ticipants stated that it was their own decision to be in their
line of work, 4.3% of them stated that it was their families,
and 10.3% of them cited other reasons.

Findings of the Relationship between Personality Char-
acteristics and Demographics of Employees

Table 3 explains the comparisons between Personality
Characteristics Metric (PCM) and the demographics of the
participants.

TABLE 3. The comparison between PCM and the demographics of the

participants
Variables Groups N Average p
Gender Female 125 11,84 +4,49 0,006*
Male 274 11,06 + 3,26
Age Groups 18-25 103 11,69+3,56 0,285
26-35 161 10,86 3,54
36-45 105 11,49 4,17
46+ 30 11,73 +3,10
Education Level Primary School 43 10,25+2,57 0,012*
High School 64 11,84 + 2,56
College 251 11,61 + 3,84
Master’s 41 9,73 +4,70
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Variables Groups N Average p

Marital Status Married 229 11,51+3,12 0,151
Single 170 11,04 4,36

Place of Residence City Center 214 10,32+3,99 0,000*
District 185 12,45%2,96

*» < 0,05

According to data shown in Table 3, the PCM average of
women who participated in the study is 11,84 + 4,49, while
that of men is 11,06 * 3,26. Thus, the PCM average for
women is significantly higher compared with men (p =
0,006). Examining the personality characteristics and age
groups of participating individuals, those two yields no dif-
ference. Personality characteristics have similar average
values in every age group (p = 0,285). When it comes to edu-
cation levels and personality characteristics, middle school
graduates are shown to have a 10,25 = 2,57 PCM average,
while high school graduates have 11,84 + 2,56, college grad-
uates have 11,61 # 3,84, and graduate school graduates have
9,73 + 4,70 of that value. PCM values of individuals show
statistical differences also when assessed according to their
education levels. Individuals who last completed middle
school or graduate school are observed to have a signifi-

cantly lower PCM in comparison with high school and col-
lege graduates. PCM values of graduate school and middle
school graduates, on the other hand, are pretty similar (p =
0,012). The PCM average of married participants is 11,51
+ 3,12, and the PCM average of unmarried ones is 11,04 +
4,36. Thus, personality characteristics are seemingly not af-
fected by individuals' marital status, and there are no signif-
icant differences between groups on that front (p = 0,151).
The average PCM value of people living in the city center
is recorded as 10,32 * 3,99, while people living in the dis-
tricts have that value at 12,45 * 2,96. The average person-
ality characteristic metrics of people living in city centers
are significantly lower than people living in the districts (p <
0,000). Comparisons of PCM values and occupational char-
acteristics of participants are summarized in Table 4.

TABLE 4. The comparison of findings between personality characteristics and occupational

characteristics of employees

Variables Groups N Average P
Title Agency Director 125 11,32+3,23 0,000*
Guide 16 12,87 £ 1,85
Operation Executive 48 12,75 + 3,90
Ticket Sales Agent 37 9,21+2,81
Hotel Sales Personnel 50 11,52 + 3,82
Intern 8 15,0 + 0,53
Other 115 10,81 +4,12
Income Level Low 134 10,58+3,87 0,031*
Middle 219 11,68+ 3,64
High 46 11,63 +3,19
Work Experience Less than 1 year 44 11,75+5,34 0,019*
1-3 years 155 11,49+ 3,29
4-6 years 112 11,16 + 3,49
7-9 years 44 10,22 £ 2,96
10+ years 84 11,60 + 3,77
Occupational Experience 1-5 years 182 11,87 +4,02 0,001*
6-13 years 168 11,10+3,36
14+ years 49 9,91+ 3,18
Decision on Occupation Own 341 11,19+3,81 0,654

Family’s

17 11,11 +3,31

*p < 0,05

ISSN: 2414-309X
DOI:https://doi.org/10.20474 /jabs-8.2.3

S

S TAF
Publishing


https://doi.org/10.20474/jabs-8.2.3

23 J. Admin. Bus. Stud.

In the context of obtained findings; Employee Performance
= 7,663 - 0,501* Psychoticism + 0,256* Lying + 1,293* Oc-
cupation Choice (Own) + 1,685* Location (City Center) +
0,895* Job Experience (6-13 years) + 0,567* Job Experi-
ence (14 or more years) is constructed as the aforemen-
tioned multicollinearity regression model.
crease in the psychoticism values of individuals increases

One unit de-

their level of performance by 50,1%. One unit increase in
lying increases the performance score by 25,6%. The per-
formance of people who made their own occupation deci-
sions is 129,3% higher than that of people who were in-
fluenced by their family. City center residents have their
performance 168,5% higher compared with people in dis-
tricts. The performance of people who have been in tourism
for 6-13 years is 89,5% higher than the performance of
fewer than five years of sector experience. People who have
been in the sector for more than 14 years show a 56,7%
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higher performance compared with people with less than
five years of experience.

In the multicollinearity model that is constructed, the ef-
fect of parameters is statistically significant (p < 0,005). In
the light of these data, city center residents, people who
made their own decisions for their jobs, people with 6-13
years of occupational experience, and people with a lower
level of psychoticism and a higher level of lying would seem
to have the most efficient level of performance. With the
model, 67,8% of the total variation is explained. The unex-
plained part stems from other parameters affecting perfor-
mance other than the ones researched in this study.

Findings of the Relationship between Demographics
and Employee Performances

Statistical comparisons of participants in terms of demo-
graphics and levels of performance are explained in Table
5.

TABLE 5. The findings of multicollinearity regression analysis about the performance of employees

Performance B (95% GA) t p R? Model p
Constant term 7,663 (6,886 - 8,440) 19,393 0,000*
Psychoticism -0,501 (-0,642 - 0,360) -6,997 0,000*
Lying 0,256 (0,142-0,371) 4,394  0,000*
Occupation Decision (own) 1,293 (-2,324-0,261) -2,465 0,014* 0,678 0,000*
Residence (city center) 1,685 (1,252 - 2,119) 7,643 0,000%*
Job Experience (6-13 years) 0,895 (0,572 -1,217) 5,469 0,000*
Job Experience (14+ years) 0,567 (0,065 - 1,069) 2,220 0,027*
*» < 0,05
According to these findings, the average level of perfor- 15,63 + 3,46.

mance of women is 17,47 * 2,25, and the average level
of performance of men is 17,16 + 2,39. The performance
scores of the two genders are pretty similar, with no statis-
tically significant difference between them (p = 0,272).
When it comes to age groups and employee performances,
there are remarkable differences. For example, people who
are between 36 and 45 have significantly higher perfor-
mance scores compared with all the other age groups.
People who are between 26 and 35, on the other hand, have
significantly higher levels of performance compared with
people who are 45 and above (p < 0,005).

Comparing the education levels and personality charac-
teristics, middle school graduates have an average perfor-
mance level of 17,37 + 1,78, while high school graduates
have that at 17,56 + 2,45, college graduates have itat 17,43
+ 2,07, graduate school graduates have the same value at
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People who possess a graduate school degree have a signif-
icantly higher performance level compared with people of
all other education levels (p = 0,013).

The average performance level of married people in the
study is 17,19 * 2,12, and for unmarried, it is 17,34 + 2,51.
Employee performance is not affected by marriage, with
no statistically significant difference seen between the two
groups (p = 0,987).

The average level of performance for people in the city cen-
ter is 18,04 + 2,40, while the same value for district resi-
dents is 16,35 + 1,92. Employee performance of people in
the city center is significantly higher compared with district
people (p < 0,005).

The comparison between employee performance metrics
and occupational characteristics of participants is summa-
rized in Table 6.
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TABLE 6. The comparison between demographics and levels of performance

of employees

Variables Groups n Average D

Gender Female 125 1747 +2,25 0,272
Male 274 17,16 + 2,39

Age Groups 18-25 103 16,99 +2,03 0,000*
26-35 161 17,21+2,49
36-45 105 17,99 + 2,09

Age Groups 46+ 30 15,90+ 2,65 0,000*
Master’s 41 15,63 + 3,46

Education Level Primary School 43 17,37 +1,78 0,007*
High School 64 17,56 + 2,45
College 251 17,43 +2,07

Marital Status Married 229 17,19+2,12 0,987
Single 170 17,34 +2,51

Place of Residence  City Center 214 18,04 +2,40 0,000*
District 185 16,35+1,92

*p < 0,05

According to Table 7, there are statistically significant dif-
ferences between the titles of employees and their perfor-
mances. Performance scores of agency directors, on aver-
age, are significantly lower than the scores of guides, op-
eration executives, ticket sales agents, and hotel sales per-
sonnel, while it is higher than that of interns. The average
employee performances of guides and hotel sales person-
nel are significantly higher than that of ticket sales agents
and operation executives. Furthermore, the average per-
formance of interns is significantly lower compared with
other personnel (p < 0,000). While the average perfor-
mance score of low-income people is 17,64 * 2,43, this num-
ber is 17,24 + 2,20 and 16,23 + 2,51 for middle-income
and high-income people respectively. Performance levels
of low-income people are observed as significantly higher
than middle and high-income employees. On the other
hand, middle-income people have performance levels sig-
nificantly higher than high-income people (p = 0,001).

Average performance level with less than a year of work ex-

perience is significantly lower than all the other more expe-
rienced categories’ (p < 0,000).

The average performance score of people with 1 to 5 years
of sector experience is 16,80 + 2,17 for people with 6 to 13
years, itis 17,36 * 2,59, and for 14 or more years, itis 18,59
+ 1,35. People with 14 or more years of such experience
have, on average, higher performance levels compared with
people with less of it (p < 0,000).

While the people who made their own decisions to have
their current jobs have their performance level average at
17,46 + 2,12, people whose families made them choose their
jobs have it at 16,17 + 1,81. People with family influence,
in this regard, have significantly lower performance levels
compared with others (p = 0,007).

Findings of Personality Characteristics and Employee
Performances

The relationship between personality characteristics and
performance levels of participants is explained in Table 7.

TABLE 7. The comparison between performance metrics and occupational

characteristics of employees

Variables Groups N Average p

Title Agency Director 125 16,85+1,99 0,000*
Guide 16 18,68 + 2,02
Operation Executive 48 17,64 £ 2,11
Ticket Sales Agent 37 17,67 £1,74
Hotel Sales Personnel 50 18,20 £ 2,03
Intern 8 14,75+ 1,16
Other 115 16,97 +£2,86
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Table.7 Continue......

Variables Groups N Average p
Income Level Low 134 17,64+2,43 0,001*
Middle 219 17,24 +2,20
High 46 16,23 £ 2,51
Work Experience Less than 1 year 44 15,79 +1,87 0,000*
1-3 years 155 17,49 +2,21
4-6 years 112 16,97 +2,71
7-9 years 44 17,88 £ 2,04
10+ years 84 17,76 £ 2,04
Occupational Experience 1-5 years 182 16,80+2,17 0,000*
6-13 years 168 17,36 +2,59
14+ years 49 18,59 + 1,35
Decision on Occupation Choice Own 341 17,46+2,12 0,007*
Family’s 17 16,17 £1,81

2022

* < 0,05

When Table 7 is examined, it is observed that there is a sig-
nificant but negative correlation (p = 0,039) between em-
ployee performance and personality characteristics. Ac-
cording to this, a unitincrease in personality characteristics
decreases employee performance by 0,103 units (r=0,103).
The sub-domains of employee performance and personal-
ity characteristics positively correlate with the extroversion
factor with a coefficient of 0,083. However, this correlation
is not statistically significant (p = 0,097). There is a nega-
tive correlation between neuroticism and employee perfor-
mance, with a coefficient of 0,14 2. Neuroticism, one person-
ality characteristic, decreases employee performance on a
statistically significant level (p = 0,005). Among the partic-
ipants in the study, employee performances and psychoti-
cism have shown a negative correlation with a coefficient of
0,331. Aunitdecrease in psychoticism increases the perfor-
mance level by 0,331. This relationship is statistically sig-
nificant as well (p < 0,005). There is a positive correlation
between lying and performance with a coefficient of 0,215.
Lying seems to be increasing employee performance, a re-
lationship that is also statistically significant (p < 0,005).

CONCLUSION

According to the findings in the study, the PCM of partici-
pants shows statistical differences with employee perfor-
mances as some social and demographic qualities of peo-
ple change. For instance, women have, on average, stronger
personality characteristic metrics. Middle school and grad-
uate school graduates, on the other hand, have lower per-
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