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Selection employee side:

• Personality traits correlate
with occupation and career
choice (e.g., Caliendo et al. 
2014; Wells et al. 2016)

• But also with selection into
(e.g., Deming and Kahn 2017) 
and performance in tasks (e.g., 
Mount et al. 1998)

Selection employer side (our focus):

• Hiring preferences also related to
personality (e.g., Moy and Lam 2004; 
Hoeschler and Backes-Gellner 2018; 
Piopiunik et al. 2018) 

• Heterogeneity in recruiters‘ hiring
preferences for personality traits
with regard to tasks is less studies
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BIBB Cost-Benet Survey 2018:

• Representative, cross-
sectional survey of German 
firms

• Detailed information on 
firms' and decison makers'
characteristics

• Assessment of tasks by firm 
and occupation

Discrete Choice Experiment:

• Random sub-sample of 1,300 firms

• Recruiters are confronted with two
hypothetical applicants

• Efficient choice design: 112 choice sets 
grouped in 16 blocks

• Each recruiter makes 7 choices
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Applicant Profil 1:

• Has average professional competence

• Shows active imagination and solves
tasks in an original way

• Completes tasks thoroughly and
efficently

• Seems to be reserved and quiet when
dealing with others

• Seems to be considerate and
kind

• Seems to be tense and nervous

• Receives a wage that equals the
average skilled labor wage in your
company

Applicant Profil 2:

• Has above average professional competence

• Shows little imagination and solves tasks in a 
conventional way

• Completes tasks carelessly and
unorganized

• Seems to be communicative and sociable when
dealing with others

• Seems to be cold and sometimes somewhat
rude to others

• Seems to be relaxed and to handle stress well

• Receives a wage that is 15% above the average
skilled labor wage in your company
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Applicant Profil 1:

• Has average professional competence

• Shows active imagination and solves
tasks in an original way

• Completes tasks thoroughly and
efficently

• Seems to be reserved and quiet when
dealing with others

• Seems to be considerate and
kind

• Seems to be tense and nervous

Applicant Profil 2:

• Has above average professional competence

• Shows little imagination and solves tasks in a 
conventional way

• Completes tasks carelessly and
unorganized

• Seems to be communicative and sociable when
dealing with others

• Seems to be cold and sometimes somewhat
rude to others

• Seems to be relaxed and to handle stress well

Tense (BFI),  nervous 
(GSOEP, BFI)

Relaxed (GSOEP, BFI), 
handle stress well (GSOEP, 
BFI)
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Econometrics and Descriptives

The latent variable (utility) for alternative j in t is: Unjt = βn xnjt + εnjt ;

• Recruiter n chooses j = 1 if Un1t > Un2t

• Mixed logit model using simulated maximum likelihood
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Econometrics and Descriptives

The latent variable (utility) for alternative j in t is: Unjt = βn xnjt + εnjt ;

• Recruiter n chooses j = 1 if Un1t > Un2t

• Mixed logit model using simulated maximum likelihood

Only respondents directly involved in recruitment: 

• 8,342 applicant profiles, 4,171 recruitment decisions, 634 recruiters

• 41% firm owners, 17% CEOs, 10% department heads, 15% HR 
heads, 8% heads of commerce, 3% heads of training, 7% other DMs

• 62% male; 46% academic degree, 38% higher voc., 16% voc. degree
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Predicted Hiring Probabilities: Personality and Analytical Tasks

7/10

1 = Never 5 = Often
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49% 58%MEAN: 54%

CONSCIENTIOUSNESS
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Predicted Hiring Probabilities: Personality and Interactive Tasks
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43% 49%MEAN: 46%

EXTRAVERSION
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Conclusion

• Different tasks need different cognitive (e.g. Geel et al. 2011), but 
also different personality traits:

• Analytical tasks = Conscientiousness, Openness

• Interactive tasks =  Agreeableness, Openness, Extraversion
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Conclusion

• Different tasks need different cognitive (e.g. Geel et al. 2011), but 
also different personality traits:

• Analytical tasks = Conscientiousness, Openness

• Interactive tasks =  Agreeableness, Openness, Extraversion

• Applicants who lack these personality traits are likely to face a 
labor market disadvantage even they wish to work in promising 
task jobs.  

• Curricula in education and training programms should include
targeted support for personal development on the personality
traits that are important for the profession.
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Example of Discrete Choice Experiment on Recruitment

Appendix
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Overview of the Applicants‘ BIG-5 Personality Attributes

Appendix

Openness to Experience:
(1) Applicant shows little imagination and solves tasks in a conventional way.
(2) … shows active imagination and solves tasks in an original way.

Conscientiousness:
(1) … completes tasks carelessly and unorganized.
(2) … completes tasks thoroughly and efficiently.

Extraversion:
(1) … seems to be reserved and quiet when dealing with others.
(2) … seems to be communicative and sociable when dealing with others.

Agreeabless:
(1) … seems to be cold and sometimes somewhat rude to others.
(2) … seems to be considerate and kind to others.

Emotional Stability:
(1) … seems to be tense and nervous.
(2) … seems to be relaxed and to handle stress well.
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Measurement of Tasks

„How often does it occur in a working situation that the last hired
skilled worker in the selected profession (show selected profession) …“

• … must face new challenges which require intense up-front thinking
 Analytical tasks

• ... must convince others or negotiate compromises with customers
and colleagues Interactive tasks

• … must repeat work steps that are characterized by the exact
procedure Routine tasks

• … must react to and solve problems Non-routine tasks

Answer categories: 1 „Never“ to 5 „Often“

Appendix
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Descriptive Statistics

Appendix
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Proportional Frequencies and Choices Made

Appendix
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Basic Specification for Recruitment Decisions

Appendix
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Recruitment Decisions and Skilled Workers‘ Tasks

Appendix
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Recruitment Decisions and Skilled Workers‘ Tasks
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Predicted Hiring Probabilities for Personality and Task Interaction

Appendix


