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DARK PERSONALITY TRAITS
AND JOB PERFORMANCE

OF EMPLOYEES: THE MEDIATING
ROLE OF PERFECTIONISM,
STRESS, AND SOCIAL MEDIA
ADDICTION

Abstract

The purpose of this study was to explore the indirect and direct relationships of Big-
5 and dark personality traits (i.e., extroversion, neuroticism, agreeableness, openness,
conscientiousness, narcissism, Machiavellianism, psychopathy, sadism, and spiteful-
ness) with job performance via perfectionism, stress, and social media addiction. A
total of 514 private sector employees filled out a query sheet that included the assess-
ment tools for the variables. Path analysis using a multiple mediation model indicated
that neuroticism was negatively directly and indirectly related to job performance via
stress and social media addiction. Machiavellianism and spitefulness were directly
positively associated with job performance, and Machiavellianism-related higher so-
cial media addiction diminished the direct positive effect of Machiavellianism on job
performance, indicating complex relationships. Furthermore, stress, social media ad-
diction, and perfectionism were related to different personality traits positively and
negatively. Findings of the present study suggest that an anti-social personality may
promote higher job performance. However, job performance may be adversely affected
by the adverse consequences relating to these traits. Professionals and firms that at-
tempt to increase job performance should take anti-social personality traits and their
complex effects on job performance into account.

Keywords job performance, perfectionism, stress, psychopathy,
Machiavellianism, spitefulness, sadism, narcissism
JEL Classification D91, J24, 1.84, M12, M54

INTRODUCTION

The last century is characterized by a large number of studies of psy-
chology on the relationship between work performance and personal-
ity. Personality was seen as an important factor for productivity analy-
sis. It is a behavior that distinguishes one person from another (Beer &
Brooks, 2011; Tuteja & Sharma, 2017; Cherry, 2019). Personality makes
it possible to understand whether a person will be able to perform a
certain job or not. Performance is the result of skills, knowledge, ef-
fort, and role abilities. It is customary to different individuals based
on their personal traits. These features make them suitable for a cer-
tain type of work. It is therefore critical to know how different factors
contribute to work (Yohannes, 2020), especially through stress and so-
cial media.

Digitalization affects substantial transformation of job nature as well
as labor markets. Traditional HR visions on how each trait of potential
employee related to performance on job-place may not be relevant in
the new era. At the same time, a large fraction of traditional econom-
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ic and social interactions may still require more common traits that rely on rational (for each culture)
expectations about performance on the job placement. While labor economics and HR practices are
enriched by behavioral studies, that tie economics and psychology, further understanding of relations
between traits and performance are needed. This paper uses the empirical approach grounded on data
from a questionnaire that helps to avoid some theoretical biases in modeling the relations between traits

and employee performance.

The paper is structured into six sections. Following the introduction, Section 1 presents a brief literature
review of Big-5 and dark personality traits. Section 2 is devoted to applying a methodological approach
and research methods. In Section 3, results from correlation analysis are presented. In Sections 4 and 5,

data models are interpreted and commented on.

1. LITERATURE REVIEW

The first person to investigate the hypothesis that
a complex taxonomy of human personality traits
could be obtained by selecting a language was F.
Galton (Galton, 1884; Shrout & Fiske, 1995). Later,
Allport and Odbert (1936) applied Galton’s hy-
pothesis in practice, extracting more than 4,000
adjectives, which described the observed and
relatively constant features in dictionaries at the
time. In 1949, a pioneering multivariate study
of personality was committed by J. Guilford
(Guilford, 1949; Musek, 2017), who analyzed ten
personality factors. Later, Mischel (1968) stressed
that attitudes and behavior change depend on
the situation and are not stable.

The paradigm returns to the adoption of the Big-5
model that emerged in the early 1980s (Goldberg,
1980; Joubert & Venter, 2013). Until 1983, ex-
periments showed that the forecast of personal
models is best correlated with actual behavior in
stressful emotional postures, in contrast to the
typical interview in neutral emotional postures
(Boyle, 1983; Boyle et al., 1995).

New methodological approaches increasing-
ly confirmed theories of personality during
the 1980s (Kenrick & Funder, 1988; Epstein &
O’Brien, 1985). Today, psychologists agree that
both personal and situational factors are impor-
tant for recording changes in human behavior
(Lucas & Donnellan, 2009; Schwartz et al., 2013;
Soto, 2018). In the early 1980s, Goldberg (1981)
began a lexical project based on five wide fac-
tors that were labeled the Big-5 (five-factor model
- FFM). DeYoung et al. (2016) investigated the
Big-5 model and how the five common factors

534

are compatible with the 25 personality invento-
ry scales (PID-5) for the DSM-5. The number of
valid facets might be limited only by the number
of traits that can be shown to have discriminant
validity.

Gender studies of the Big-5 inventory showed
that women are mostly slightly superior to men
in neuroticism, extraversion, pleasure, and in-
tegrity (Costa et al., 2001). However, the gender
difference in personality traits is greater in the
more developed, wealthy, and gender-egalitar-
ian countries. Men in highly developed regions
of the world are less neurotic, extroverted,
honest, and pleasant compared to men living
in less affluent regions of the world. Women,
as a rule, do not differ in personality traits in
different regions of the world (Schmitt et al.,
2008). Yet most literature sources do not con-
sider the moderating effects of gender on the
impact of personality traits on performance
(Cubel et al., 2016).

Cultural differences also affect the Big-5. The de-
gree of assessment of individualism in the coun-
try correlates (Kozlovskyi et al., 2021) with the
ordinary extraversion, while individuals belong-
ing to cultures that perceive significant imbal-
ances in their power structures tend to be slightly
higher than honesty (McCrae et al., 2005; Koziuk
et al., 2018).

Some companies and organizations around the
world evaluate people based on the personality
traits of the Big-5. Studies have confirmed that
individuals who are considered leaders tend to
show fewer neurotic traits, sustain a higher level
of openness, a balanced level of integrity, and a
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balanced level of extraversion (Judge et al., 2002).
Further systematic studies link burnout at work
and home with neuroticism, and extraversion —
with permanent positive work experience (Mehta,
2012). Some studies show that the results of pro-
fessional activities are correlated with the per-
sonality traits of Big-5. Integrity is the highest
level of overall performance (Sackett & Walmsley,
2014). Important predictors of promotion goals
are extraversion, integrity, and pleasure (Spurk &
Abele, 2011). FFM-based inventories have a long
shelf life.

It is well known that the role of the individual in
the performance of work is crucial because cer-
tain individual traits contribute to career growth
at work. The results of various studies, in particu-
lar Salgado (1997) and Vinchur et al. (1998), have
shown that the Big-5 dimensions of personality
are work-related. A large-scale research based
on a survey from tens of thousands of company
employees (Barrick & Mount, 1991; Sutherland
et al., 2007; Tuteja & Sharma, 2017; Karthikeyan
& Srivastava, 2012) on the relationship between
the personality traits of the Big-5 and work found
that certain personality traits significantly pre-
dict the effectiveness of work. The relationship
between personality type and social media ad-
diction, stress, and perfectionism in different
countries and cultural environments is well dis-
cussed by Sumaryanti et al. (2020), Rajesh and
Rangaiah (2020), Pollak et al. (2020), Xiao et al.
(2019), Stoeber et al. (2009), Lewis and Cardwell
(2020), and Stricker et al. (2019).

The dark personality triad concept has fo-
cused on three traits: subclinical psychopathy,
Machiavellianism, and subclinical narcissism
(Paulhus & Williams, 2002; Prusik & Szulawski,
2019). Cohen (2016) discussed the correlation be-
tween the Dark Triad traits and counterproduc-
tive work. The relationship between dark traits
and job or school burnout has been examined by
Jonason, et al. (2015), Schwarzkopf et al. (2016),
Barnett and Flores (2016), Richardson and Boag
(2016), and Birkas et al. (2016).

The relationship between dark personality and
job performance is a topic of discussion for many
researchers (McLarty, 2015; Palmer et al., 2020;
LeBreton et al., 2018; O’Boyle et al., 2012; Smith
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et al., 2016). Templer (2018) discussed the posi-
tive direct effect of honesty-humility on the per-
formance measure of team facilitation and sup-
port. Guenole (2014) analyzed objections to the
Big-5 model in a work context and offered rejoin-
ders that might make researchers and practition-
ers consider applying this model.

Paleczek et al. (2018), Choi and Nae (2020),
Ramos-Villagrasa et al. (2020), Grover and
Furnham (2021) explore the relationship between
Big-5 and dark personality and job. For example,
Zeigler-Hill and Besser (2019) examined the con-
nections between dark personality features and
workplace outcomes. Nai and Toros (2020) fo-
cused on the profile of a particular type of lead-
er, based on Big-5 and Dark Triad. Brice (2019)
argued that perfectionism explains a significant
contribution in an additional alternation of the
Dark Triad.

Clark et al. (2016), Tziner and Tanami (2013),
Stoeber and Damian (2016), and Kang et al.
(2020) observed the links between social media
addiction, stress, perfectionism, and job perfor-
mance. For instance, Harari et al. (2018) argued
that perfectionism has a significant connection
with several organizationally important factors,
but an ambiguous connection with job perfor-
mance. Chang et al. (2016) revealed that healthy
perfectionism has a positive effect on the tenden-
cy to creative thinking and innovative behavior,
while unhealthy perfectionism is associated with
constant burnout at work.

Summing up, it should be mentioned that Soto
(2018) described how and why the personality
traits of the Big-5 develop throughout life and
help to predict several important life outcomes.
Soto et al. (2011) and Shiner (2015) investigated
the stability and changes in the Big-5 over time.
Wright et al. (2011) found that consensus has not
yet been reached among researchers as to which
of the Big-5 factors influences performance.

2. RESEARCH FRAMEWORK

This study combines the impact of Big-5 person-
ality traits (Figure 1) and dark personality traits
(Figure 2) in terms of job performance.
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Extraversion —
individual differences
in social inclusion,
assertiveness,
and energy level

Conscientiousness —
differences
in organization, productivity,

and responsibility

Personality traits

Agreeableness — |
differences
in compassion, respect,
and perception of others
Neuroticism

(emotional stability) —
differences in the frequency

/

Openness to experience
(intellect) — differences
in intellectual curiosity,

and intensity of negative
emotions

aesthetic sensitivity,
and imagination

Figure 1. Big-5 personality traits

Narcissism —
grandiosity, pride, selfishness,
and a lack of empathy

v

The dark triad

Psychopathy —
antisocial behavior, impulsivity,
selfishness, callous and unemotional

Machiavellianism —
manipulation and exploitation
of others, absence of morality,

traits, and remorselessness

unemotional callousness,
and a higher level of self-interest

Figure 2. The dark triad (three antisocial personality traits)

3. METHODS

3.1. Participants and procedure

A total of 514 Turkish private sector adult em-
ployees (41% female; older than 21 years old)
were recruited for the study via promoting a
paper-and-pencil questionnaire in different fac-
tories in a Turkish city. The respondents gave
their informed consent before participating in
the study acknowledging that partaking in the
study is anonymous and voluntary. Respondents
did not receive any remuneration for participat-
ing in the survey. Ethical approval for the study
was received from the university’s ethical board
before the participants’ selection and complied
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with the Helsinki declaration (World Medical
Association, 2013).

3.2. Measures

Performance Scale (PS): The Turkish form (Col,
2008) of the PS (Sigler & Pearson, 2000) was
used to assess employees’ job performance. The
scale consists of four items (e.g., “I complete
my tasks on time”, “I make sure that prod-
ucts meet or exceed quality standards”) on a
5-point Likert scale from “never” to “always”.
The Turkish scale form reported sound psycho-
metric properties (C6l, 2008). The coefficient of
internal consistency in this study showed high
values (Cronbach’s a = .76).
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Positive and Negative Perfectionism Scale (PANPS):
The Turkish form (blinded for peer review) of the
PANPS (Haase & Prapavessis, 2004) was used to
assess perfectionism. The positive perfectionism
subscale was used in the present study, which
comprises seven items (e.g., “When I am compet-
ing against others, I am motivated by wanting to
be the best”) on a 5-point Likert scale from “abso-
lutely disagree” to “absolutely agree”. The Turkish
adaptation study reported mostly good fit to the
data in the confirmatory factor analysis (y* =
30.32,df =9, p <.001, RMSEA = .07 CI 90% [.05,
.10], SRMR = .03, CFI = .99, GFI = .98). The in-
ternal consistency was neither high nor low in the
present study (a = .60).

Instagram Addiction Scale (IAS): The unidimen-
sional TAS (Yurdagil et al., 2019) was used to as-
sess problematic social media use by replacing
the word “Instagram” with “social media”. The
IAS consists of six items (e.g., “How often in the
past year have you spent a lot of time thinking
about social media or planned using social me-
dia?”) on a 5-point Likert scale from “very rare-
ly” to “very often”. It evaluates the components of
the dependence (i.e., salience, conflict, withdraw-
al, mood modification, tolerance, and relapse) is
described in the biopsychosocial context of ad-
diction (Griffiths, 2005). The internal consistency
coefficient was neither high nor low in this study
(Cronbach’s a = .62).

Perceived Stress Scale (PSS): The Turkish form
(Kiigiikusta, 2007) of the PSS (Cohen et al., 1983)
was used to measure the stress levels of participants.
Even though the original form comprised 14 items,
the four-item Turkish form reported good psycho-
metric properties (Kiiclikusta, 2007). The items
(e.g., “T have felt that I was unable to control the im-
portant things in my life lately”, “I have found that I
could not cope with all the things that I had to do”)
were scored on a 5-point Likert scale from “never”
to “always”. The internal consistency was very high
in the present study (Cronbach’s « = .88).

Dark Personality Traits: Assessment of dark per-
sonality traits was performed by adapting the
Single Item Narcissism Scale — Turkish (Ozsoy et
al., 2017; Kircaburun et al., 2021) into all person-
ality traits, including Machiavellianism, psychop-
athy, sadism, and spitefulness. Personality evalua-
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tion was highlighted using well-known categories
(Marcus et al., 2014; O’Meara et al., 2011; Ozsoy et
al., 2017). Participants were asked to analyze the
extent to which individual traits are consistent
with their nature, from 1 =“absolutely disagree” to
7 = “absolutely agree” (e.g., I am a narcissist = self-
ish, self-centered; I am Machiavellian = manip-
ulate others and exploit them, lie to achieve own
goals at the expense of others; I am psychopath =
insensitive to the requests of others, devoid of re-
pentance, indifferent to the morality of actions; I
am sadist = enjoy causing intentional harm and
pain to others; I am spiteful = ready to harm even
myself to harm others).

Big-5 Personality Traits: The dimensions of the Big-
5 personality traits were analyzed using one item
for each personality dimension (i.e., extroversion,
neuroticism, agreeableness, openness, conscien-
tiousness). Each personality trait was highlight-
ed using widely known categories (Gosling et al.,
2003; Kircaburun et al.,, 2021). Respondents were
asked to rate the extent to which these traits are
inherent in them, from 1 = “absolutely disagree”
to 7 = “absolutely agree” (e.g., extraversion (e.g., “I
see myself as extraverted, enthusiastic”), neuroti-
cism (e.g., “I see myself as anxious, easily upset”),
agreeableness (e.g., “I see myself as sympathetic,
warm”), conscientiousness (e.g., “I see myself as
dependable, self-disciplined”), and openness to
experience (e.g., “I see myself as open to new expe-
riences, complex”)).

4. RESULTS

Descriptive statistics and Pearson’s correlation
analysis were used to determine mean scores,
standard deviations, and correlation coefficients
of the study variables (Appendix A, Table Al). Job
performance was positively correlated with per-
fectionism (r = .17, p < .001), agreeableness (r = .11,
p < .05), and conscientiousness (r = .10, p < .05),
and negatively with social media addiction (r =
-.13, p <.01), stress (r = -.19, p < .001), neuroticism
(r = -.22, p <.001), and psychopathy (r = -.09, p
< .05). Next, path analysis with a saturated model
was conducted to test the hypothesized relation-
ships (Figure 3). Big-5 personality traits (i.e., ex-
troversion, neuroticism, agreeableness, openness,
conscientiousness) and dark personality traits
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Social media
addiction

Stress

\

Personality traits

Job performance

A 4

-
\

Perfectionism

/

Figure 3. Tested model

(i.e., narcissism, Machiavellianism, psychopathy,
sadism, and spitefulness) were the distal factors,
social media addiction, stress, and perfectionism
were the proximal factors, and job performance
was the outcome.

Neuroticism (negatively) was directly (8 = -.15, p
< .01) and indirectly (8 = -.06, p < .01) related to
job performance via stress and social media addic-
tion. Machiavellianism was directly positively (8 =
.20, p <.001) and indirectly negatively (8 = -.05, p
< .01) associated with job performance via social
media addiction. Spitefulness was directly posi-
tively related to job performance (8 = .12, p < .01).
Furthermore, total effects of extroversion (posi-
tively directly and negatively indirectly related to
job performance), openness (negatively directly
and positively indirectly related to job perfor-

mance), and psychopathy (negatively directly and
positively indirectly related to job performance)
on job performance (Fried et al., 2008) were non-
significant despite their significant direct and in-
direct effects (Table 1).

Stress was directly related to neuroticism (8 = .20,
p <.001), agreeableness ( = .10, p < .01), openness
(B =-.22,p<.001), psychopathy (8 =-.19, p <.001),
and spitefulness (f = .22, p < .001). Social media
addiction was directly associated with extrover-
sion ( = .08, p < .05), neuroticism (f = .10, p <

.05), agreeableness (8 = .15, p <.001), narcissism (3

= .18, p < .01), Machiavellianism (f = .21, p < .01),
and psychopathy (8 = -.16, p < .01). Perfectionism
was directly related to extroversion (8 = -.11, p <

.01), agreeableness (f = .19, p < .01), narcissism (3

=.22,p <.01), and sadism (f = -.20, p < .01). These

Table 1. Total, direct, and indirect effects of personality traits on job performance

Indicators

Effect

Neuroticism - Job performance (total effect)

D Hkx : )

Psychopathy - SMA —> Job performance (indirect effect)

. SN B N S
,,,,,,,,,,,,,,,, T 02
,,,,,,,,,,,,,,,, S B

02** .01

Note: Only significant effects on job performance are given; SMA = social media addiction; * means p <.05, ** means p <.01,

*** means p <.001.
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relationships are not illustrated as a table or figure
for clarity. The tested model explained 16%, 11%,
13%, and 17% of the variance in stress, social me-
dia addiction, perfectionism, and job performance
respectively.

5. DISCUSSION

The empirical results mostly confirm the intuitive
idea that psychologically unstable traits are neg-
atively correlated with performance. At the same
time, this finding requires additional conceptual-
ization. For job places, that require psychological
resilience and emotional stability, more “flat” per-
sonalities are looked preferable. This is relevant
mostly for traditional economic and social inter-
actions. The situation may differ in the case of so-
called creative industries where talent and person-
nel admissions may play a more important role.
When exceptional creativity coincides with some
emotional instability, empirical results of the pa-
per and relevant paradigm may be challenged. It is
doubtful that neurotic traits are quite common to
hesitate general business performance, but more
flexible labor organization and horizontal organ-
izational structures may assimilate destructive
traits retaining benefits from creativity.

Also, important to note that the most important
drivers of performance (the highest correlation
ratio (Appendix A, Table A1) like Agreeableness,

Problems and Perspectives in Management, Volume 19, Issue 3, 2021

Conscientiousness, and Machiavellianism (af-
ter Perfectionism that demonstrates the high-
est level of correlation)) are challenging trio.
Machiavellianism demonstrates the lowest level
of correlation meaning that respondents more
adherent to traditional employee’s values like
Agreeableness, Conscientiousness. However, such
results may be biased because of the nature of job
places and specific requirements to the nature of
labor intensity. For example, in the case of tra-
ditional industrial job places and traditional of-
fices with hierarchical relations, Agreeableness
and Conscientiousness are likely to contrib-
ute more to the general success of the organiza-
tion. While for a freelance model of the econo-
my, Machiavellianism could be potentially more
beneficial. The intensity of competitiveness in
the job market also could play a role. This study
tries to avoid biasing discussion toward cul-
tural dimensions. It means that potentially such
traits as Agreeableness, Conscientiousness, and
Machiavellianism could be viewed differently in
cultures with different attitudes toward hierar-
chies. Table 1 demonstrates that effect decompo-
sition plays a role on a Machiavellianism side. It
means that some relevant traits are important, for
example, for career building. At the same time, it
is more relevant to assume that economy-mode
wins back a more important role in affecting the
selection of each trait. Such discussion demon-
strates that similar research in the more different
economy-mode environment is required.

CONCLUSION

Transformation of the nature of the job requires a deeper understanding of which traits are more con-
sistent with employee performance. The shift from hierarchies to horizontal structures as well as in-
dustrial economy-mode to freelance-mode may affect the rethinking of each trait’s contribution to the
success of the business. The paper demonstrates that traditional traits stamped as emotional instabil-
ity mostly negatively correlate with employee performance while more traditional “labor ethic” traits
mostly positively. In addition, it was found that in some cases similar patterns like Perfectionism and
Narcissism differently contribute to performance. Perfectionism demonstrates the highest level of cor-
relation with performance. At the same time, Machiavellianism traits demonstrate mixed results. From
one point of view, such a trait is a less important camper to more traditional hierarchical structures like
Agreeableness and Conscientiousness. From another point of view, Machiavellianism demonstrates a
strong contribution to performance during the effect decomposition procedure. Such “disappointing”
patterns show that Machiavellianism as a trait is inherited by some dualism that may reproduce strong
and weak sides in different social environments and different incentive structures. It is assumed that the
modality of the economy is more important in that regards camper to, for example, cultural attitudes,
but more robust statements in that direction require further research.
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APPENDIX A
Table Al. Mean scores, standard deviations, and Pearson’s correlations of the study variables
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Note: SMA = social media addiction; * means p < .05, ** means p < .01, *** means p <.001.
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