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Abstract 

The present conceptual study attempts to contribute new knowledge to the existing literature 

of personality, promotion and attitudes. Particularly, the study highlights the personality in 

the contemporary. Further, the impact of personality traits and work related attitudes on 

employee work performance, including their inter-relationships is further discussed. The 

study hypothesized that personality traits and work-related attitudes such as job involvement 

and organizational commitment have direct positive significant relationships with employee 

work performance, with the moderating effect of organizational culture. Promotion is one of 

the market mix elements, and a term used frequently in marketing. These elements are 

personal selling, advertising, sales promotion, direct marketing, and publicity. A 

promotional mix specifies how much attention to pay to each of the five subcategories and 

how much money to budget for each. Attitude is a favorable or unfavorable evaluative 

reaction toward something or someone exhibited in ones beliefs, feelings, or intended 

behaviour.  It is a social orientation an underlying inclination to respond to something either 

favorably or unfavorably. Attitude is a person's inner thoughts and feelings, while behavior 

is usually an outward expression of attitude, but the two are not always related. A study of 

personality, promotion & attitudes helps organizations in making policies and some other 

related fields. 

1. Personality 

When we talk of personality, we do not mean that a person has charm, a positive attitude 

toward life. When psychologist talk of personality, they mean a dynamic concept describing 

the growth and development of a person's whole psychological system rather than looking at 

part of the person, personality looks at some aggregate whole that is greater than the sum of 

the parts. A human personality is determined by four very closely interconnected aspects i.e. 

moral qualities which are the social aspect of the personality, temperament which is the 

biological basis of the personality, Individual characteristics of the psychic process 

sensations, perceptions, attention, thinking, memory, emotion, etc. and schooling the persons 

knowledge and skills. Personality is a broad, amorphous designation relating to fundamental 

approaches of persons to others and themselves. To most psychologists and students of 

behavior, this term refers to the study of the characteristic traits of the individual, 

relationships between these traits, and the way in which a person adjusts to other people and 

situations.  Personality is a pattern of stable states and characteristics of a person that 

influence his or her behavior towards goal achievement. Each person has unique ways of 

projecting these states. Personality is a very diverse and complex psychological. The word 
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'personality' may mean something like outstanding, invigorating interpersonal abilities. We 

must also recognize and explain the fact that development results in man by acquiring a 

distinctiveness or uniqueness which gives him identity which enables him and us to recognize 

him as apart from others. These distinguishing characteristics are summarized by the term 

personality. 

1.1 .  Personality Attributes Behavior in Organizations 

For personality attributes have been identified that appear to have more direct relevance for 

explaining and predicting behavior in organizations. These are locus of control, 

authoritarianism, Machiavellianism and risk propensity. Some people believe that they are 

masters of their own fate. Locus of control is internal; these people believe they control their 

destiny. Those who see their life controlled by outsiders are externals. The employees who 

rate high in externality are less satisfied with their jobs. More alienated from the work setting 

and less involved in their jobs are internals. A manager might also expect of find that 

externals blame a poor performance evaluation on their boss's prejudice, their co-workers, or 

other events outside their control. Internals would probably explain the same evaluation in 

terms of their own actions. 

1.2. Personality Development Understanding Human Personality 

Personality development is concerned with the process by which the child gradually acquires 

patterns of overt behavior, thinking, problem-solving and above all the motives, emotions, 

conflicts and the ways of coping up with conflicts that will go to make up his adult 

personality. The developments approach though a form of personality is different from 

personality which will be discussed separately. Personality in modern times is consisting of 

both elements-physiological which interact to result in desirable action by an individual. 

Hence, it is needless to argue heredity versus environment or motivation versus learning. In 

fact, all these variables, heredity, environment, motivation and learning contribute to the 

development of human personality. The stages of personality development are Psycho-

analytical or Freudian stage, Social learning or Neo-Freudian stage and Cognitive stage. He 

enters the concrete stage of cognitive development. It is at this stage that he understands 

concepts such as conservation. Only on reaching the concrete stage of development the 

children may understand concepts such as conservation. Empirical researches have revealed 

that certain social and political attitudes depend on the stage of cognitive development. These 

results are of immense relevance to the study of organizational behavior. The formal 

operational stage is reached by the mature and intelligent adults who function in an 

organization. At this stage, there is no need for the manipulation of objects. They have the 

needed capacity and skills to analyze, reason, imagine and evaluate events. It may, however, 

be stated that the four stages of cognitive development cannot be equated with the personality 

stages in the same manner partially to understanding human personality. 

1.3. Personality Determinants 
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There has been an argument in personality research that whether an individual's personality is 

the result of heredity or environment is the personality predetermined at birth or is it the 

result of individuals interacts with its environment. However, personality appears to be a 

result of both influences. An adult’s personality is generally considered to be made up of both 

hereditary and environmental factors moderated by situational condition. People are 

enormously complex; their abilities and interests and attitudes are diverse. The drama of life 

unfolds in fantastically broad intricate patterns from nursing infant to the lonely, senile adult; 

from the rebellious teens to the stable fifties; from the idealistic to realistic; from tragedy of 

comedy; from the birth to death. The journey of an individual through life can take infinite 

number of paths. The major determinants of personality of an individual can be studied under 

three broad headings-biological, environmental and situational. Biological factors may be 

studied under three heads the heredity, the brain, and the physical stature. The relative effects 

of heredity comprise an extremely old argument in personality. Certain characteristics, 

primarily physical in nature are inherited from one's parents, transmitted by genes in the 

chromosomes contributed by each parent. Research on animals has showed that both physical 

and psychological characteristics can be transmitted through heredity. But research on human 

beings is inadequate to support this viewpoint. However, psychologists and geneticists have 

accepted to the fact that heredity plays an important role in one's personality. The importance 

of heredity varies from one personality trait to another. For instance, heredity is generally 

more important in determining a person's temperament than values and ideals. Another 

biological factor that determines personality is the role of brain of an individual. The 

psychologists are unable to prove empirically the contribution of human brain in influencing 

personality. Preliminary results from the electrical stimulation of the brain (ESB) research 

gives indication that better understanding of human personality and behavior might come 

from the study of the brain. Perhaps the most outstanding factor that contributes to 

personality i.e. the physical stature of an-individual. An individual's external appearance is 

proved to be having a tremendous effect on his personality.  

 Among the factors that exert pressures on our personality formation of the culture in 

which we are raised, our early conditioning, the norms among our family, friends and social 

groups and other influences that we experience. The environment that we are exposed to 

plays a critical role in shaping a personality. Culture established the norms, attitudes and 

values that are passed along from one generation to the next and create consistencies over 

time. Heredity sets the parameters or outer limits, but an individual’s full potential will be 

determined by how well she adjust to the demands and requirements of environment. The 

situation influences the effects of heredity and environment on personality. An individual 

personality changes in different situations. The different demands of different situations call 

for different aspects of one's personality. Thus situation will influence an individual 

personality. Personality Traits are enduring characteristics that describe an individual’s 

behavior. Popular characteristics include shy, aggressive, submissive, lazy, ambitions, loyal 

and timid. Matching the job requirement with personality characteristic has recently increased 

attention. The various stages of personality from birth to maturity can be divided into 
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following ten stages. Stage of Dependence, Stage of Comfort and Bating, Stage of 

impulsiveness, Show off Stage, Stage of Low Boiling Point, Stage of Stubbornness, Stage of 

Inferiority and Gullibility, Gang Stage. 

2. Promotion 

Promotion is one of the market mix elements, and a term used frequently in marketing. These 

elements are personal selling, advertising, sales promotion, direct marketing, and publicity. A 

promotional mix specifies how much attention to pay to each of the five subcategories, and 

how much money to budget for each. A promotional plan can have a wide range of 

objectives, including sales increases, new product acceptance, creation of brand equity, 

positioning, competitive retaliations, or creation of a corporate image Managements can 

motivate the employees for higher productivity through promotions. But it may not be 

possible for the management to promote all employees due to limited vacancies at the higher 

level. Hence, management uses another technique to motivate employees i.e., up gradation of 

the job. Organizations promote the employees with a view to achieve the purposes are to 

utilize the employees skills, knowledge at the appropriate level in the organizational 

hierarchy resulting in organizational effectiveness and employee satisfaction, to develop 

competitive spirit and inculcate the zeal in the employees to acquire the skill, knowledge etc. 

required by higher level jobs, to develop an internal source of an employee’s ready to take up 

jobs at higher levels in the changing environment, to promote employee's self-development 

and make them await their turn for promotions. It reduces labor turnover, to promote a 

feeling of contentment with the existing conditions of the company and a sense of 

belongingness, to promote interest in training, development programs and in team 

development areas, to build loyalty and to boost morale, to reward committed and loyal 

employees and to get rid of the problems created by the leaders of workers' unions by 

promoting, there to the officers levels where they are less effective in creating problems.  

2.1. Criteria for Promotion: Merit versus Seniority 

Organizations adopt different criteria for promotion depending upon their nature, size, 

management etc. Generally they may combine two or more criteria for promotion. The well-

established bases of promotion are seniority and merit. The other basis of promotion which is 

well-practiced in all types of organizations under different shades is 'favoritisms'. 

Organizations should have the idea of effectiveness of each basis in promotion the right man 

to the job. Merit is taken to denote an individual employee's skill, knowledge, ability, 

efficiency and aptitude as measured from educational, training and past employment record. 

Despite some advantages the merit systems suffers from some demerits. Hence the purpose of 

promotion may not be served if merit is taken as sole criteria for promotion. Merit should 

mean future potential but not past performance in case of promotion. Hence it is suggested 

that organizations should measure the future potentially of the candidate based on the 

requirements of a job to which he is going to be promoted and take it as merit rather than the 

past performance. However, past performance can be considered in evaluating and 

http://en.wikipedia.org/wiki/Market_mix
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forecasting future success. Some of the demerits of this system can be avoided if the 

organization views the merit as future potentiality. Seniority may also the basis of Promotion. 

Seniority refers to relative length of service in the same job and in the same organization. The 

logic behind considering the seniority as a basis of promotion is that there is a positive 

correlation between the length of service in the same job and the amount of knowledge and 

the level of skill acquired by an employee in an organization. This system is also based on the 

custom that the first in should be given first chance in all benefits and privileges. In spite of 

the merits, this system also suffers from certain limitations. Thus the two main basis of 

promotion enjoy certain advantages and at the same time suffer from certain limitations. 

Hence a combination of both of them may be regarded as an effective basis of promotion. 

Managements mostly prefer merit as the basis of promotion as they are interested in 

enriching organizational effectiveness by enriching its human resources. But trade unions 

favor seniority as the sole basis for promotion with a view to satisfy the interests of majority 

of their members. The management, in these days of trade unions regulation and control, 

cannot go for merit or ability as the sole basis of promotion. Even if the managements go for 

enriching their human resources, most of the employees may be dissatisfied with the job 

resulting in instability of employment, lack of commitment loyalty, high rate of absenteeism, 

increase in grievances and industrial disputes. In addition of most of the young blood is 

promoted, the human resource at the higher level may lack maturity, stability of mind and the 

skill of judgment. A number of benefits are tied to the length of service giving the impression 

to the employees that the benefit of promotion is also linked to the length of seniority. It 

cannot be taken as the sole basis in view of the effects on organizational effectiveness. 

Similarly, merit or ability cannot be taken as the sole basis in view of its limitations as 

discussed above. Hence a combination of both seniority and merit can be considered the basis 

for promotion satisfying the management for organizational effectiveness and the employees 

and trade unions for respecting the length of service. In fact satisfying the employees and 

trade unions will also result in organizational effectiveness through organizational stability, 

motivation, loyalty and commitment of the employees. A balance between seniority and merit 

should be struck.  

2.2.  Promotion Issues 

It creates certain problems like disappointment of the candidates resulting from denial of 

promotions. Some employees who are not promoted will be disappointed when their 

colleagues with similar qualifications and experience are promoted either due to favoritisms 

or due to lack of systematic promotion policy. Employees may develop negative attitude and 

reduce their contributions to the organization and prevent organizational and individual 

advancement. There is a general tendency that employee accepts promotion. But there are 

several incidents where employees refuse promotions. These incidents include promotion 

together with transfer to an unwanted place, promotion to that level where the employee feels 

that he will be quite incompetent to carry out the job, delegation of unwanted responsibilities, 

and when trade-union leaders feel that promotion causes damage to their position in trade 
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union. The other problems associated with the promotion are some superiors will not relieve 

their subordinates who are promoted because of their indispensability in the present job and 

inequality in promotional opportunities in different departments, regions and categories of 

jobs. Promotion problems can be minimized through career counseling by the superiors and 

by formulating a systematic promotion policy. 

2.3. Promotion Policy & Contents 

Every organization has to specify clearly its policy regarding promotion based on its 

corporate policy. Promotion policy should contain the items are the percentage of vacancies 

to be filled by promotions and by external recruitment in each job family at different levels, 

in each department, region etc. the basis of promotion i.e. merit, seniority or merit cum 

seniority, the norms to judge merit, tests to be used to measure merit and potentiality, norms 

to measure the seniority on the job in the department, in the organization etc. Clear cut 

guidelines should also be framed for computing overall seniority. When the employees work 

in different jobs, departments, organizations on deputation lien, when employees avail 

themselves of the different types of leave facility etc., and when retrenched employees are 

taken back. Seniority should be clearly specified whether it is job seniority, departmental 

seniority, zonal seniority or organizational seniority, the weightages to be given for merit and 

seniority if the basis of merit-cum-seniority is to be followed for promotion, other criteria to 

be taken into consideration in case two or more employees are assigned the same rank, the 

groups of jobs with same job requirements, class of the jobs based on the level of skill 

requirements, Establishment of clear cut promotional channels from one level of job to 

another, from one department to another, one unit to another and from one region to another, 

necessary qualifications, level of performance on the present job, level of potentialities to be 

possessed by employees to be considered for promotion, mode of acquiring the new skills, 

knowledge and facilities offered by the organization like guidance by superiors, training 

facilities, leave facilities for acquiring higher academic qualifications, facilities to attend 

management development programs in home or foreign countries etc. promotion policy 

should also contain alternatives to promotion when deserving candidates are not promoted 

due to lack of vacancies at higher level. These alternatives include up-gradation, re-

designation, sanctioning of higher pay or increments or allowances assigning new and varied 

responsibilities to the employee by enriching the job or enlarging the job. All the deserving 

candidates who could not get promotion due to meager promotional opportunities may be re-

designated and sanctioned the pay of a higher-level job. This is close to the merit promotion 

scheme introduced in the Indian Universities and colleges.  However, the vertical 

organizational structure solves the problem of meager promotional opportunities to a certain 

extent and provision should be made for immediate relief of the promoted candidates by their 

present superiors or heads of the departments. An organization should keep complete 

personnel data and make it available to the line managers, who make the decisions regarding 

promotions. Though all the line managers make the decisions, there should be a central 

agency for coordination. Promotions initially may be for a trial period so as to minimize the 
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mistakes of promotion. Promotion policy once it is formulated should be communicated to all 

employees particularly to the trade union leaders. Promotion policy should be reviewed 

periodically based on the findings of the attitude and morale surveys. 

3. Attitudes 

Attitude is a bent of mind or predisposition to certain actions. It is a process by which the 

individuals learn as a result of experience to orient themselves towards objectives and goals. 

Attitude is a detailed direction of human behavior. It is a state of sensitiveness and proneness 

to act. Thus, attitudes are evaluated statements-either favorable or unfavorable-concerning 

objects, people or events. They reflect how one feels about something. Attitudes are the 

feelings and believe that largely determine how employees will perceive their environment. 

As managers of organizational behavior, we are vitally interested in the nature of the attitudes 

of our employees towards their work, the organization and their careers. Negative employee 

attitudes are a likely cause of deteriorating conditions in an organization. When attitudes 

decline, they may result in wildcat strikes, work slowdowns, absences, and employee 

turnover. They may also be a part of grievances, low performance, poor product quality, 

employee theft and disciplinary problems. There are certain other terms, such as opinion and 

belief, which are used quite closely with attitudes. However, there is a basic difference in 

these terms. An opinion is generally the expression of one's judgment of a particular set of 

facts, an evaluation of the circumstances presented to him. Turnstone defines opinions as 

expressions of attitudes. Undoubtedly, attitudes are basic to opinions as well as too many 

other aspects of behavior. Although attitudes tend to be generalized predisposition to react in 

some way towards objects or concepts, opinions tend to be focused on more specific aspects 

of the object or the concept. A difference can also be made between attitude and belief. A 

belief is an enduring organization of perceptions and cognitions about some aspects of 

individual's world. Thus, belief is a hypothesis concerning the nature of objects, more 

particularly concerning one's judgment of the probability regarding their nature. In this sense, 

belief is the cognitive component of attitude which reflects the manner in which an object is 

perceived. The difference between attitudes, opinions, and beliefs exist on conceptual basis. 

Most researchers believe that these three terms are so closely tied that it is difficult to 

separate them except on a limited conceptual basis. Most psychologists, however, believe that 

attitudes are more fundamental to human behavior than are the related aspects. For this 

reason, more attempts have been made to analyze attitudes as compared with others.  

    3.1.  Attitudes versus Behavior 

Individual's behavior is not a simple and direct stimulus-response relationship; rather, it is 

affected by the individual concerned. The work situation is interpreted by the individual, and 

attitudes play an important part, in which the situation is interpreted. Only after individual's 

interpretation and comparison does the response occur. This means that response expected of 

a purely objective and rational consideration of the work situation and its characteristics may 

not be the actual response of the individual. His response depends completely on how he 
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interprets the situation and on his own personal attitudes towards the situation. Obviously 

attitudes are an important consideration because of their central position in the process 

transforming work requirements into effort.  Attitudes are a result of beliefs. If the employees 

believe that their current job will provide them with the experience and training necessary to 

be promoted, the resulting job attitude may be positive; as a result, the employee will want to 

stay with the organization and will be productive as possible. The determinants of a person's 

attitudes are part experience, available information, generalization, association, family, peer 

group, and society. Most of the attitudes are formed by the mixture of many determinants as 

past experience, available information, generalization, family, peer groups, society etc. 

Attitudes, like values, are acquired from parents, teachers, and peer group members. In our 

early years, we begin modeling our attitudes often those we admire, respect, or may be even 

fear. We observe the way family and friends behave, and shape our attitudes and behavior to 

align with theirs. People imitate the attitudes of popular individuals or those they admire and 

respect. In organizations, attitudes are important because .they affect job behavior. If workers 

believe, for example, that supervisors, auditors, bosses, and time and motion engineers are all 

in conspiracy to make employees work harder for the same or less money, and then it makes 

sense to try to understand how these attitudes were formed, their relationship to actual job 

behavior, and how they can be made more favorable.  

4.  Conclusion 

The present conceptual study attempts to contribute new knowledge to the existing literature 

of personality, promotion and employee attitudes. It was hypothesized that there exist 

positive direct significant relationships between personality and employee performance and 

also between work-related attitudes and employees performance, with the moderating effect 

of organizational culture. Promotion is one of the market mix elements, and a term used 

frequently in marketing. Organizations adopt different criteria for promotion depending upon 

their nature, size, management etc. Generally they may combine two or more criteria for 

promotion. The well-established bases of promotion are seniority and merit. Though 

promotion benefits the employee and the organization, it creates certain problems. Every 

organization has to specify clearly its policy regarding promotion based on its corporate 

policy. Attitudes are evaluated statements-either favorable or unfavorable-concerning 

objects, people or events. Attitude and behavior are two quite different things. Attitude is a 

person's inner thoughts and feelings, while behavior is usually an outward expression of 

attitude, but the two are not always related. The Study of Personality, promotion and 

attitudes helps organizations while making their policies. 
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art Research, Design and Development activities in all the areas relating to new and  

 

renewable energy sources (especially in bio-energy), energy needs in rural areas, including  

 

human resources development at all levels, post doctoral research and research leading  

 

to commercialization of the new and renewable energy technology. The campus of the  

 

Institute is being developed on about 75 acres of land. The Governing Council under the  

 

Chairmanship of Secretary, MNRE manages the affairs of the Institute. It is proposed to fully  

 

operationalize the Institute during the 11th Five Year plan period. Accordingly, actions have  

 

been taken covering all the activities for establishment of the Institute 


