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ABSTRACT: This paper researches the connection between the huge five character 

attributes and occupation execution. The current examination expects to explore the 

degree to which character and occupation execution of workers and to railroute 

association. It is also mainly concerned with analysis and theories surrounded by 

personality are related to five factors. The present workis therefore a more comprehensive 

research of the personality and its influence on job performance in the railway 

organization. 
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1. INTRODUCTION (INDIAN RAILWAYS) 

 

Indian rail routes is anIndian state possessed venture, claimed and worked by the public 

authority of India through the service of rail routes.It is one of track over a course of 

65,436kms(40660mi) and 7172 stations.Rail routes start in India in the year 1853 from 

Mumbai to Thane.In 1951 the frameworks werenationalized as one unit, the rail lines, 

becoming probably the biggest organization on the planet.IR works both significant distance 

and suburban rail frameworks on a multiguage organization of wide, meter and tight gauges. 

It likewise owns locomotive and mentor creation offices at a few spots in India and are 

allocated codes recognizing their guage, sort of force and kind of activity.Its activity cover 29 

states and seven association regions and furthermore offers restricted worldwide types of 

assistance to Nepal,Bangladesh and Pakistan. 

  

Introduction (Personality and Job Performance)  

From the previous century, the connection among character and occupation execution 

assumes exceptionally huge part in mechanical brain research.  Job performance is a 

dimensional setup that reveal how  well the employees perform their tasks in solving the 
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problems. Job performance could be influenced by situational factors i.e features of the job, 

the organization and the employees and by internal factors. Internal factors can be described 

as personality features, needs, motives, preferences and opinion that results in a way to react 

to the situations. Job performance is also affected by inherent ability, self esteem, affective 

temperament and need for achievement.[1] 

The connection betweencharacter  manners and occupation execution is estimated according 

to a quality perspective and all the more particularly the five factor model of character.The 

five factor model of character is a bunch of characteristics i.e created throughout the most 

recent fifty years. It is defined by a groups of interrelated traits which is known as facets.The 

five factor model incorporates Neuroticism, extraversion ,receptiveness, pleasantness and 

honesty as estimated by (NEO-PI-R) Neo characterstock reconsidered . 

The finish of fluctuates studies and meta examination uncover that different enormous five 

character measurements are identified with work execution. 

The goal of this examination was to research the connection between character measurements 

and occupation execution in North western rail line association. 

 

The Role of Personality Dimensions in Job Performance. 

Analysts says that all the character measures are grouped dependent on the five factor model 

of character. The five elements of five factor model of character   are neuroticism, 

extraversion, receptiveness to experience, pleasantness and good faith. 

 

Neuroticism:  
It is often defined by anxiety,impulsiveness and vulnerability. The people who score high on 

neuroticism are likely to experience the feelings of  moodiness and respond poorly.Those 

who score low on neuroticism is usually relaxed, and emotionally stable and handle the tough 

condition without being upset. Thus, neuroticism forecast job performance in decisive 

situation. 

 

Extraversion: 

It is defined to be warm, active,chatty and very cheerful in social interactions on the other 

hand Introverts are shy and they are very fearful in social interactions, they two are not the 

same. Extraversion is a substantial marker of execution in positions address by friendly 

connections. 

 

Openness To Experience: 

Openness is represented for “openness to experience”, people who have high feelings, take 

actions, enjoy adventure. The people low on openness are just opposite. They stick to their 

old habits and avoid new experiences. Thus, openness to experience is not a valid indicator of 

job performance because different jobs have different requirements. 

 

Agreeableness: 

Agreeableness represents the tendency to be trustworthy, straight forward, and tender 

minded. Then again unpalatable individuals are cold and less reliable and more averse to 

coordinate. Thus, agreeableness is a important predictor of job performance and agreeable 

individuals leads to success in professions where teamwork and customer service are 

compatible. 
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Conscientiousness: 

Honesty addresses obedience, skill, self control, request, accomplishment situated then again 

individuals with low good faith are imprudent. Various researchers suggested that 

conscientiousness and job performance have powerful relations. Furthermore, assurance and 

objective setting affect the connection among scrupples and occupation execution.[2] 

It is understandable fact that personality factors playsignificant role in job performance. 

 

2. METHODOLOGY OF STUDY 

 

Problem: To assess the relationship between personality and job performance of five factor 

model with job performance. To research the genuine effect of character on representative 

occupation execution. 

Objectives: To study the organizational psychology converged on the big five model 

comprising neuroticism, conscientiousness, extraversion, and openness to experience as a 

widely framework of personality, which allowed them to study meaningful relationships 

between personality traits and job performance. 

 

Hypothesis: 

 Concientiousness and extraversion is positively correlated with productivity and 

performance. 

 Neuroticism and Appropriateness are contrarily related with initiative abilities. 

 

Testing plan: 

The universe for research study is north western rail line association in which the character 

qualities with work execution of representatives will be concentrated by utilizing enormous 

five factor model. 

 

Space of study: 

 Ajmer 

 Jaipur 

 Jodhpur 

 Bikaner 

 

Sampling technique: 

335 respondents were classified between personality traits of employees in relation to job 

performancein which 135 research projects feedback reported into categories corresponding 

to the big five traits by means of meta analysis. 

 

Analysis and Interpretation: 

As the initial research highlight that the hypothesis taken forward that the two of five factor 

model. High score on conscientiousness and low score on neuroticism are positively 

correlated with job performance. Dutifulness is more strongly related to job performance than 

is low level  of emotional stability.Thus, the employees have higher performance at work due 

to high scores on dutifulness. But being agitated, angry, they have low emotional stability is 

inappropriate to get high performance in any job . Thus, dutifulness and emotional stability 
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will be positively related to overall performance across jobs.Hence, conscientiousness and 

emotional stability affect the success on teamwork. 

The other three five factor model measurements are probably going to be helpful indicators of 

execution.In jobs, important component of work is working with teamwork. High scores on 

extraversion leads to effective teamwork. Openness to experience includes take actions and 

are adventurous.Individuals who score high on transparency are prepared to encounter both 

positive and negative feelings.Openness to experience is related to success according to 

circumstances, the successful employees as compared to unsuccessful employees got lower in 

openness. It is not a valid indicator of job performance because the relationship says that 

differentjobs have different requirements. Agreeableness is describe to be trustworthy, warm,  

straight forwardness towards other rather than violent and hostile behavior. Agreeableness is 

a important predictor of performance, the work together nature of aggreable individuals at 

work leads to success. 

 

TABLE 1 

 

BIG FIVE DIMENSIONS 
FACET ( AND CORRELATED TRAIT 

OBJECTIVE) 

(O) Openness to experience 

Ideas(curious) 

Fantasy(imaginative) 

Aesthetics(artistic) 

Actions(wide interests) 

Feelings(excitable) 

Values(unconventional) 

 

(C) Conscientiousness vs lack of direction 

Competence(efficient) 

Order(organized) 

Dutifulness(not careless) 

Achievement striving(thorough) 

Self discipline(not lazy) 

Deliberation(not impulsive) 

 

(E) Extraversion vs introversion 

 

Gregariousness(sociable) 

Assertiveness(forceful) 

Activity(energetic ) 

Excitement-seeking (adventurous) 

Positive emotions (enthusiastic) 

Warmth(outgoing) 
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TABLE 2 

Analysis of job performance of employees in north western railway organization. 

WORK VALUE MEAN 
ST. DEVIATION 

 

Management 3.47 0.49 

Career progress 3.41 0.41 

Economic Rewards 3.39 0.46 

Workplace conditions 3.16 0.45 

Creativity 3.15 0.49 

Lifestyle 3.08 0.48 

Task performance 3.07 0.49 

Autonomy 2.96 0.57 

Prestige 2.71 0.57 

Overall Work Value 3.17 
0.35 

 

 

3. CONCLUSION 

 

On the basis of investigation the paper draws its conclusion that the managers should look for 

the procedure by which employees are employed according to their personality traits and 

abilities.Based on the analysis of direct and indirect consequences, it is generally concluded 

that dutifulness has highest score on the job performance and positively related to 

performance in training.It is primarily considered in employing individuals. Dutifulness and 

enthusiasm are two parts of five factors model which is related with positive job 

performance, while Extraversion is negatively correlated when link withlow scores on 

conscientiousness.Suitability is adversely related with work execution inside an influential 

position.Active imagination is different . Emotional stability is negatively related to job 

performance. The five factor model is a valid indicator of workplace performance 

 

(A)Agreeableness vs antagonism 

Trust(forgiving) 

Straightforwardness (not demanding) 

Altruism(warm) 

Compliance(not stubborn) 

Modesty(not show-off) 

Tender- mindedness(sympathetic) 

(N) Neuroticism vs emotional stability 

Anxiety(tense) 

Angry hostility (irritable) 

Depression(not contended) 

Self- consciousness (shy) 

Impulsiveness(moody) 

Vulnerability(not self-confident) 
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