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Abstract

Study aim to explore the mediating role of work engagement between personality and work
performance in freelancers. 130 (male=93, female =37) freelancers of mean age 36 (SD=.45) were
recruited from various private coworking spaces. Results found out that personality traits of
agreeableness, conscientiousness and openness are significantly positively related with work
performance. Agreeableness emerged as positive predictors of total score of work performance and
its subscale contextual performance but as negative predictor of counterwork productive behavior.
Consciousness personality traits also negatively predicted counterwork productive behavior.
Openness trait was found to be positive predictor of contextual work performance and negative
predictor of counterwork productive behavior and neuroticism positively predicted counterwork
productive behavior. Result also found that work engagement mediates the relationship between
autotelic personality and work performance.

Keywords: Freelancers, Big five personality, work performance, work engagement.
Introduction

Over the past few decades, the internet has become a seamless part of the lives of innumerable
people. The internet is essential to all of our daily activities, including social, economic, academic,
and recreational one's. The internet is a technology that facilitates people's easy access to a wide
range (Hussain et al., 2023). Freelancing is one of the common occurrence that affects all industry
sectors and worker types (Mourelatos et al., 2022). IT freelancing has become more popular due to
the expansion and accessibility of the Internet and the emergence of online marketplaces (Sultana et
al., 2018). Unlike conventional employees, IT freelancers typically follow their own predetermined
schedule and regular time slots instead of being monitored by an external employer, necessitating a
nuanced understanding of the factors that influence their work performance (Acemoglu & Restrepo
2018; Mourelatos & Tzagarakis 2018).
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In order to maintain professionalism and respect in the field one need to make critical decisions,
solve problem and get along with the colleagues effectively. Not only intelligence and expertise,
but some personality characteristics and intrinsic motivation to work for their own self not for sake
of external long term goal are also required (Bakker & Leiter, 2011).

However, as the nature of work undergoes a paradigm shift, it becomes imperative to extend our
understanding beyond the confines of traditional employment. A critical research gap emerges
when considering the unique context of freelance work and how personality traits influence the
multifaceted aspects of performance for these independent professionals. This study aims to address
this gap by delving into the often-neglected realm of freelancers, examining the influence of
additional personality traits such as openness and agreeableness. Moreover, the research endeavors
to explore the mediating role of work engagement, a concept that has gained prominence in the
literature (e.g., Schaufeli & Bakker, 2001; Schaufeli et al., 2002), in shaping the intricate
relationship between personality and diverse facets of work performance, including potential
counterproductive behaviors.

For organizational success and outcomes, performance is a crucial factor. According to Campbell
(1990), a single person's performance in a job is an individual-level variable. Job performance is the
total financial or non-financial value that workers provide to the achievement of the desired
organizational goals, both directly and indirectly (Borman & Motowidlo, 1993). Employee
happiness, productivity, employee turnover, and organizational commitment are all positively
impacted by employee engagement, according to studies (Hallberg & Schaufeli, 2006).

Task performance refers to acts that are part of the formal reward system (i.e., technical core) and
satisfies the needs as outlined in job descriptions (Williams & Karau, 1991). It includes meeting the
conditions outlined in the employment contract between an employer and an employee (Campbell,
1990). Contextual performance rerefers to actions that have a substantial influence on
organizational, social, and psychological circumstances but are not directly connected to work
responsibilities (Sen & Kaul, 2015). It involves actions that are not explicitly included in the job
description, however, by facilitating task performance, it indirectly improves an organization's
performance (Diaz-Vilela et al., 2015). Although, it is not always malicious, counterproductive work
behavior (CWB) excludes accidents, unconscious activities, and events (Borman & Motowidlo.,
1997). Counterproductive work behavior can be motivated by a variety of variables, such as
environmental conditions, a lack of training, employee personality and life changes, and external
pressures (Greenidge et al., 2014)

Research suggests that work engagement, the emotional, cognitive, and behavioral state
characterized by dedication and enthusiasm towards work, emerges as the crucial fuel powering IT
worker performance (Schaufeli & Bakker, 2001). Engaged IT workers surpass their disengaged
counterparts in numerous ways. Studies reveal a significant positive correlation between
engagement and productivity (Bakker et al., 2010). Engaged individuals exhibit an enhanced focus,
leading to faster task completion, higher output, and improved problem-solving abilities (Schaufeli
et al., 2002). Furthermore, they demonstrate a stronger tendency towards innovation and creativity,
proposing novel solutions and enriching problem- solving approaches (Demirkesen & Akbulut,
2015). This creative spark is particularly valuable in the ever-evolving IT landscape, where staying
ahead requires constant innovation.

In acknowledging the existing body of research on work performance, much attention has been
devoted to understanding the role of personality traits in predicting success in various occupational
domains. Scholars have extensively explored established frameworks such as the Five-Factor Model
(FFM) of personality, propounded by McCrae and Costa (1999), which identifies key dimensions
conscientiousness, agreeableness, openness, extraversion, and neuroticism Within this framework,
studies like those by Barrick and Mount (1991) have established associations between
conscientiousness and job satisfaction, providing a foundational understanding of how individual
differences impact work-related outcomes.
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According to the theoretical work done by Bakker and Demerouti (2007), individual who have
personal resources can facilitate to attain work engagement that help in the better performance of
individual at work. Bakker (2008) theorized that employees who are dedicated to their job, who are
so vigorous and absorbed in their work experience less negative out come in the job such as burnout
(Upadyaya et al., 2016), work turnover (Caesens et al., 2015) or compassion fatigue (Sawatzky &
Enns, 2012). On contrary it held to promote employers motivation and enhance their efficiency and
performance (Andreas & Mattias, 2005).Such dedication also manifests in improved customer
satisfaction, as engaged workers prioritize positive user experiences with greater patience and
dedication (Demirkesen & Akbulut, 2015). Thus, present study aimed to investigate the relationship
between personality, work engagement and work performance among freelancers

Hypothesis

e There is likely to be a positive relationship between personality traits with work
engagement and work performance in freelancers.

e  Personality traits will predict work engagement and work performance.

e  Work engagement will mediate the relationship between autotelic personality and work
performance.

Research Design
Correlational research design was used to study the relationship between personalities, work
Engagement and work performance in freelancers.

Sample

Sample was comprised of 130 freelancers comprised of both men (n=93) and women (37)
freelancers. The mean age of freelancers was 36.5 (S. D. = 40). Freelancers actively working in IT
section for at least one year of working tenure were included. This include digital marketer, web
designers, recruiters and virtual manager. The data was collected by using purposive sampling
technique. Sample demographic characteristics showed that majority had master degree (n-89) and
were married (n=94). On an average they were working for 8 hours and has an experience of 5 year
above.

Assessment Measures

The Big five inventory BFI-K (Rammstedt & John, 2005). Short version Big Five Inventory
developed by Rammstedt and John (2005) was used. The scale consist of, 21 items that characterize
the five personality dimensions: neuroticism, extraversion, openness, agreeableness, and
conscientiousness. Four scales consist of four items whereas Openness comprises five items. High
test-retest correlations have been demonstrated for BFI-K scales in prior research, ranging
between.76 and .93. The items of the BFI-K are rated on a five-point Likert scale ranging from
'strongly disagree' (1) to 'strongly agree' (5).

Utrecht work engagement scale (UWES; Schaufeli & Bakker, 2004). It is a 17-item self-
reporting questionnaire that includes three subscales vigour, dedication and absorption. Items were
scored on a 7 point rating scale ranging from (0 =never to 6=every day). Cronbach alpha
coefficients for the three subscales ranging between .68 and .91

Individual work performance (IWPQ; Koopman et al, 2013). It consists of 18 items further
divided in three scales i.e. task performance, contextual performance and counterproductive work
behavior. The items are rate on a 4 point scale (i.e O=seldom and 4 =often). Scale had good
psychometric properties i.e. o ranges from 0.78 to 0.85
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Procedure

Initially, permission of the measuring instrument used in the study was sought through email from
the original authors. Participants were approached on the basis of inclusion criteria. Each participant
was provided with an information sheet for detailed information regarding the research and a
consent form to make sure that they are willing to participate in the research. The participants were
assured about confidentiality of their responses and anonymity of their identity. It was also clarify
that they are free to ask any question related to research and told that they have the right to quit the
research at any time but their participation to complete the research was encouraged and
appreciated. Approximately 10-15 min. were used to complete the questioner.

Results

Hypothesis testing was done using inferential statistics. Pearson product moment correlation was
used to assess the relationship between personality, work engagement and work performance and
regression analysis was done to predict the relationship between personality, work engagement and
work performance. Independent sample t test was done to check the gender difference on
personality, work engagement and work performance. Mediator analysis was done using PROCESS
software to check the meditational effect of personality between work engagement and work
performance. There would be relationship between personality, work engagement and work
performance.

Table 1 Relationship between Personality, Work engagement and Work Performance

Measures 1 2 3 4 5 6 7 8 9 10 11 12 13
Personality

1.Extraversion - .38%* 33F* - 34** 3@ 30*  32%  32** 32** 3L+ 34 17+ 20*
2.Agreeableness - B56** -49** 49 46** A3** A4** 46** 31** 33F* - 44** 18*
3.Conscientiousne - -69* 46  .65** .62** .64** .65** .46** 52*%* -31**41**
4.Neuroticism - A2F* - BTF* - B6** -B4** -67** -52%* -BE*Fk 54rk- 3gH*
5.0penness - AB** 46**  AB** AG*F*F 30**  AB** - 42%* 26**
Work engagement

6.Vigor - 95**  Q5**  QB**  TE**  84** - AQF* 72**
7.Dedication - O4** Qg*F*  TA** BEF* - J7H* T3**
8.Absorption - 98** 73 84** -36** . 73*F*
9.Engagement - I5%*  86** -39*%* 74**

Work Performance

10.Task Performance
11.Contextual Performance
12.Counter productive work Beh.
13.Work Performance

78%* - 25%* 88**
- -.32%* .85**
- .08

Note: **p<.01 (one tailed) *p<.05 (one tailed),M=mean, SD=standard deviation

Table 1 refers to the findings related to the correlation between Personality, Work engagement and
Work Performance. Findings indicate that personality traits of agreeableness, conscientiousness and
openness are significantly positively related with task, contextual and total work performance. It
means that freelancers who hold personality traits like compassion, goal-orientation, emotional
stability and exploration of new ideas performed well in their work.

However, personality trait Neuroticism is negatively related with Counter productive work behavior.
It indicates that freelancers who feel high anxiety and apprehension are more expected to experience
stress do not show effective performance.

Among the subscale of Work engagement i.e. vigor, dedication and absorption have found
significant positive relationship with Work task, contextual and total work performance. This shows
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that freelancers who have greater work enjoyment experience, work achievement and fulfilled work
environment show greater performance related to task and contextual work performance. This
signifies that freelancers who experience engagement are relatively enthusiastically occupied in their
surroundings to gain positive reward and motivation from work and turn it to perform flourishing in
their work. However, work engagement related negatively with counterproductive work behavior
which reflected that freelancers who do not work devotedly, energetically and reject their work go
against the goals and aims of their organization did not carry out their work efficiently and their
performance is affected. It was hypothesized that personality and work engagement will predict
work performance among female and male freelancers. Hierarchical regression was used in order to
assess the predictive role of personality and work engagement after controlling the confounding
variables (age, work tenor and working hour) in Block I. Independent variables personality traits and
work engagement were entered in Block 11.

Table 2 Hierarchical Linear Regression predicting Work performance among Freelancers
Work performance

Task Contextual Counterproductive Total work

Performance performance Work behavior Performance
Variables AR? B AR? B AR? B AR? B
Model 1 .03 .05 04 .03
Age .09 -.09 .07 .03
Work hour -.00 01 04 .02
Work tenure -.05 .08 -13 -.03
Model 2 55 712 37 57
Agreeableness -01 A1* -.22%* .16*
Conscientiousness -.07 -.03 -.28** .05
Neuroticism -.07 .00 AQFF* 16
Openness -.04 4% -23** -.03
Vigor .64** .02 -47 A7
Dedication .05 S7rF* .26 A45*
Absorption Total R> .58 10 a7 29 41 17 .60 29
N 130

Note: "p<.05; "p<.01; "“p<.001; B = Standardized Co efficient; AR?= R square change; R?= R squ
Table 2 shows that personality and work engagement come out to be the significant prediction.

Work performance sub component, task performance F (10,119)=17.33, p<.001 explained variance of
58%, contextual performance F (10,119)=40.98, p<.01 explained 77% of variance and
counterproductive work behavior  F (10,119)=8.48, p<.001 is predicted by variance of 41%. Work
performance total F (10,119)= 17.86, p<.001 when covariates (Age, work tenor and working hour)
were controlled the explained variance of model was 60%. It referred that 60% of the total variance in
work performance total was explained by personality and work engagement.
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Personality traits come out to be significant predictor of work performance. Agreeableness trait
emerged as positive predictors of work performance total, contextual performance and negative
predictor of counterwork productive behavior. Consciousness negatively predicted counterwork
productive behavior, which shows that freelancers who are able to controls, regulate, and directs
their impulses do not undermines the goals and interests of a business.

Similarly, Openness trait was found to be positive predictor of contextual work performance and
negative predictor of counterwork productive behavior. This depict that those freelancers who are
creative, open to new and different ideas and in touch with their feelings are determined to
complete their assigned task successfully while persevering enthusiasm and defend the
organization’s goals, and adhere to organizational policies even when it’s inconvenient.

Neurotic traits in bankers predict significantly higher counterwork performance. It show that
freelancers lower in emotional stability are more prone to get nervous easily, worries a lot and poorly
cope with stress thus tend to have more complaints with the management and hold negative attitude
toward work. It was hypothesized that work engagement is likely to predict work performance.
Result also found work engagement (vigor and dedication) as significantly positive predictor of
work performance. Vigor was found to be positively predictor of task performance. This depict that
freelancers who are dedicated to their job, who are so vigorous and absorb in their work experience
performed successfully in their assigned task. However, Dedication came out to be negative
predictor of counter work performance and positive predictor of work performance total.
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Figure 1 Emerged model of regression model
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It was hypothesized that work engagement is likely to mediate the relationship between personality
and work performance. Mediation analysis using the PROCESS was done to test this hypothesis. The
results of the mediation analysis are given below.

Table 3
Work engagement is likely to mediate the relationship between agreeableness and work performance
(N=130)

Consequent
M (Work Engagement) Y (Work Performance)
Antecedent B SE p B SE P
X (Agreeableness) a -.60 10 <.00 c .22 05 <0.00
¢ -12 .04 <0.00
M (work Engagement) b .37 .03 <0.00
R2=.21 R2 = .58

Note. X= predictor, M= mediator, Y= outcome; c= indirect effect; ¢’ = direct effect, p= standard coefficient,
SE= Standard error.

Mediation analysis (table 3) showed that personality trait agreeableness as significant predictor work
engagement and work performance. Work engagement significantly predicted work performance. The
value of the direct effect of agreeableness was high as compared to indirect effect on work performance
through work engagement showing partial mediation.

Table 4
Work engagement is likely to mediate the relationship between conscientiousness and work.
Performance (N=130)

Consequent
M (Work Engagement) Y (Work Performance)
Antecedent B SE p B SE p
X (Consciousness) a 1.05 A1 <00 c 38 .06 <0.00
c' -08 .06 <0.14
M (work Engagement) b 36 .03 <0.00
R?=.42 R?= 56

Note. X= predicto, M= mediator, Y= outcome; c= indirect effect; ¢’ = direct effect, f= standard
coefficient, SE= Standard error.

Table 4 showed that personality trait conscientiousness as significant predictor work engagement
and work performance. Conscientiousness indirectly effect on work performance through work
engagement. So, it was found that work engagement truly mediate the relationship between
conscientiousness and work performance.

Migration Letters
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Table 5

Work engagement is likely to mediate the relationship between openness and work performance
(N=130)

Consequent
M (Work Engagement) Y (Work Performance)
Antecedent B SE p B SE P
X (Neuroticism) a-.77 .08 <00 ¢ -30 .05 <0.00
c' A1 .04 <0.00
M (work Engagement) B 39 .03 <0.00
R?=.45 R?= .58

Note. X= predictor, M= mediator, Y= outcome; c= indirect effect; ¢’ = direct effect, f= standard
coefficient, SE= Standard error.

Table 5 showed that personality trait openness significantly predicted work engagement and
work performance. Meditational analysis showed that there is significant indirect effect of on
work performance through work engagement showing full meditational role of work
engagement.

Table 6
Work engagement is likely to mediate the relationship between neuroticism and work
performance

Consequent
M (Work Engagement) Y (Work Performance)
Antecedent B SE p B SE P
X (Openness) -64 11 <.00 c 22 .05 <0.00
c' -06 .04 <0.10
M (work Engagement) b 35 .03 <0.00
R2=.22 R?= 56

Note. X= predictor, M= mediator, Y= outcome; c= indirect effect; ¢’ = direct effect, f=
standard coefficient, SE= Standard error.

Mediation analysis (table 6) showed that autotelic trait Neuroticism as significant predictor
work engagement and work performance. Work engagement significantly predicted work
performance. The value of the direct effect of agreeableness was low as compared to
indirect effect on work performance through work engagement. So, it was found that work
engagement partially mediate the relationship between autotelic trait neuroticism and work
performance.

Discussion

Freelancers are self-motivated as they are independent employers who work on their own pace.
millions of workers increasingly turning to online freelance platforms (Holthaus & Stock, 2018;
Stojanovic et al., 2023), but it is still unknown how this unique new form of work influences online
freelancers’ career experiences and evolution, especially in the long term (Born & Witteloostuijn,
2012). One of the most powerful measures of a company’s vigor towards competitive advantage
and high performance (Upadyaya et al., 2016). However, greater information asymmetry leads to
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hiring process instability because contracts are negotiated fast, independently of time and place, and
with little personal touch. So, companies that hire freelancers have to use a variety of signs and
clues to figure out if a certain worker is likely to do a good job (Mourelatos et al., 2020). This
highlight the important personality and engagement impact freelancers. Freelancers are important to
the economy of developing countries because their business ventures are less financial risk and are
innovative. Due to high influx of the internet, people can do different knowledge jobs for employees
from all over the using different digital platforms. There is a significant effort among economists
and psychologists to gain a more comprehensive understanding of the potential impact that various
personality characteristics, which serve as indicators for soft skills of each individual, and may have
on human potential (Heckman et al., 2019).Thus, keeping in mind the psychological and physical
benefits of personality and work engagement we inferred to find out its effect on freelancers work
performance. The aim of the study was to explore the relationship and predictors of work
performance in freelancers.

The result supported the first hypothesis, a positive relationship was found between personality
traits Agreeableness, Conscientiousness, Openness with performance. These findings are well
supported by previous literature researcher (Kazai et al., 2012) concluded that, personality vary
across microworkers’ performance and classify as effective workers the group of middle-aged
females with high scores in openness and conscientiousness. Similarly according to (Cubel et al.
2016) individual with neurotic traits performed worse, while individual with conscientious traits
perform better in work task. Mourelatos et al., (2020) also found that performance in online
microtasks is positively related to extraversion and agreeableness.

Consciousness negatively predicted counterwork productive behavior. Conscientiousness is
characterized by traits such as organization, responsibility, and dependability (Barrick & Mount,
1991). This shows that freelancers, despite operating in a more independent and project-based
environment, exhibit a similar pattern where higher conscientiousness is associated with a lower
likelihood of engaging in counterproductive work behaviors. They are more reliable and self-
discipline, are less prone to engaging in actions that could undermine their own work, the quality of
their deliverables, or their relationships with clients. Research within traditional employment
settings has consistently demonstrated a negative correlation between conscientiousness and
counterproductive work behaviors (Olukayode et al., 2014). Moreover, Penny et al., (2011) in their
research survey also found negative relationship between conscientiousness and Counterproductive
work behaviour among employees who were low in emotional stability Counterproductive work
behaviour include act such as impulsiveness, laid back, less goal-orientation and less driven by
success or sabotage behavior. These types of behavior not only impact the quality of work but also
negatively affect the productivity of other employees in the company (Bashir, 2009).

It was hypothesized that work engagement is likely to predict work performance. Result also found
work engagement (vigor and dedication) as a significantly positive predictor of work performance.
Engaged employee’s value, enjoy and have pride in their work and are more willing to help each
other and the organization succeed (Bakker & Bal, 2010). Thus, freelancers, who navigate the
challenges of self-employment, client management, and variable workloads, rely on their intrinsic
motivation and engagement to drive the successful completion of projects.

Findings of present study research suggest ways to increase employee’s engagement in work by
grooming their personality, enhancing their acceptance of their role and recognition for their work.
Study also proposed that freelancers should have opportunities and environment to be self-engaged
in their work and ensure that the work is in line with their capabilities and resources, so that they
can show maximum self-potential. Finding will also aid the recruiters to screeout self-motivated and
determinant personality traits in employees.
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