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Abstract

Purpose — The importance of information systems (IS) professions is increasing. As personality—job fit theory
claims, employees must have suitable personality traits for particular IS professions. However, candidates can
try to fake-good on personality tests towards the desired personality type. Thus, the purpose of this study is to
identify archetypal IS professions, their associated personality types and examine the reliability of the
Myers—Briggs Type Indicator (MBTI) personality test in IS recruitment decisions.
Design/methodology/approach — The authors reviewed academic literature related to IS professions to
identify job archetypes and personality traits for IS professions. Then, the authors conducted an experiment
with 452 participants to investigate whether candidates can fake-good on personality tests when being tested
for a particular IS profession.

Findings — The identified job archetypes were IS project manager, IS marketing specialist, IS consultant, IS
security specialist, data scientist and business process analyst. The experimental results show that the
participants were not able to fake-good considerably regarding their personality traits for a particular
archetype.

Research limitations/implications — The taxonomy of IS professions should be validated further. The
experiment was executed in an educational organisation and not in a real-life environment. Actual work
performance was not measured.

Practical implications — This study enables a better identification of suitable candidates for a particular IS
profession. Personality tests are good indicators of the candidate’s true personality type but must be properly
interpreted.

Originality/value — This study enhances the existing body of knowledge on IS professions’ archetypes,
proposes suitable MBTI personality types for each profession and provides experimental support for the
appropriateness of using personality tests to identify potentially suitable candidates.

Keywords Information systems professions, Personality traits, MBTI personality test, Answer reliability,
Experiment
Paper type Research paper

1. Introduction
Digital transformation, especially nowadays coupled with COVID-19, has increased the
demand for enterprises’ digitalisation and consequently the number of information systems
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(“IS”) professionals (Baller et al, 2016; Tomat and Trkman, 2019; Seetharaman, 2020).
The pace of technological change has accelerated growth in the available IS jobs (Moreno
et al, 2012; Bessen, 2019; World Economic Forum, 2020). Thus, companies need more IS
professionals to work with all other employees in driving the digital transformation (DaSilva
and Trkman, 2014; Jia et al.,, 2018; Manfreda and Indihar Stemberger, 2019). The professions
at the intersection of technology, business and organisational aspects, termed the “IS
profession” (see also Yagmur and Jaideep, 2018; Abubakre et al, 2020), are rising in
importance. Consequently, appropriately identifying individuals who can be trained to work
in those jobs is a major challenge for companies, education/training providers, individuals
and society (Kitch and Yasnoff, 2003).

The number of employees in the IS professions is increasing (Rainie and Anderson, 2017),
and finding talented employees for these professions is amongst the most worrisome tasks
for IS managers (Kappelman ef al,, 2019). The number of candidates wishing to pursue IS
professions has also surged; however, those jobs require specific personality traits (Sackett
and Walmsley, 2014). As personality—job fit theory stipulates, people need to have
appropriate personality traits for a particular profession. An individual’s personality changes
less frequently than do their job-related skills or requirements (Koong et al., 2002; Mroczek
and Spiro, 2003; Roberts and Mroczek, 2008). Moreover, without a proper match of
personality traits and professions, a huge risk is that individuals will be attracted solely by
the job’s lucrativeness (Sorauren, 2000).

The IS field includes many kinds of professions (Kim et al, 2006) that each requires
different personality traits. In line with personality—job fit theory, it is important to align
work tasks with employees’ capacities that arise from their personality traits (Capretz and
Ahmed, 2010). Given the above, employees require a specific personality type to perform
different professions successfully. Thus, there is a need for a classification system of IS
professions that would also contain a set of personality traits for a particular profession.
Against this background, the crucial question is whether IS profession archetypes exist
that are consistent over time. To operationalise such a classification scheme, each
individual’s personality must be identified with various personality tests (Morgeson
et al., 2007a).

However, if candidates know that the test results will have affect the employment
decision, they may give false answers to show a better match to the desired personality
profile (Dalen et al, 2001; Rees and Metcalfe, 2003). Although the appropriateness of
personality testing has been questioned in general (Morgeson ef al., 2007b), its usefulness
for identifying true personality traits in such a situation must be studied even more
carefully.

Given the above, two research questions arise: (1) Which personality traits and skills are
required for each typical IS profession? (2) To what extent can individuals fake-good tests to
show they possess the personality traits required for a particular profession?

To answer these questions, we analysed the literature to propose a classification of IS
job archetypes with their associated personality traits. Afterwards, we used the Myers—
Briggs Type Indicator (MBTI) personality test on a sample of 452 undergraduate
students. We performed a parametric #-test for independent samples to analyse the
extent to which the participants adjusted their answers to reflect better the sought-after
personality traits. We show that the MBTI personality test mostly measured the
respondents’ personalities properly. Moreover, participants who were more interested
in a specific profession were unable to significantly fake-good on their personality
traits.

This paper is structured as follows: First, we present the importance of personality for IS
professionals. Then, we explain why IS professions must be classified. Next, we explain the
importance of personalities and their measurement in IS professions and provide the
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classification for IS profession archetypes along with the matching personality traits.
The Methodology section describes the experiment. Results with analysis are provided
afterwards. The last section provides a discussion of the results and final remarks, along with
the study’s limitations and further research possibilities.

2. Importance of personality for information systems professionals

Individuals’ personalities are one of the most important factors for workplace performance
(Barrick, 2005; Maier, 2012; Wynekoop and Walz, 2000; Abubakre et al, 2020) and
individuals’ career development (Katic et al., 2018; Zimmerman, 2008). The personality—job fit
and related theories have widely acknowledged that people flourish in their work
environments when there is a good fit between their personality type and the tasks they
need to perform (Williamson ef al., 2013). Personality—job fit focusses explicitly on the match
between job requirements and the individual. It has unique effects on work beyond the
person—organisation fit (Erdogan and Bauer, 2005). Personality is associated with much
work-related behaviour and predicts job performance across a wide variety of outcomes in
jobs ranging from semi-skilled to executives (Barrick, 2005). Personality—job fit effect is even
stronger in knowledge-intensive positions (Sekiguchi and Huber, 2011). This is also the case
for IS professions where the jobs’ complexity brings a strong positive relationship between
personality and performance (Le ef al, 2011). According to a meta-analysis in Zimmerman
(2008), personality—job fit also has an effect on job behaviour and turnover intentions.
Empirical and theoretical understanding of the nature of the relation between personality and
job types is thus crucial (Barrick, 2005). Therefore, companies should seek desired
personalities when recruiting new personnel (Barrick et al, 2001).

Because organisations nowadays are requiring more IS professionals, there is a gap
between the companies’ demand and labour market supply (Eberhard et al., 2017). Hence, a
key challenge is to select a pool of suitable applicants. This is further amplified by the quickly
changing requirements (BeneSova and Tupa, 2017). Furthermore, the skills gap between
what the market offers and what the industry demands constantly is high (Jackson, 2010;
Malik and Venkatraman, 2017). The skills needed for specific sub-professions emerging with
the appearance of new technologies and concepts (such as the digital transformation, Internet
of Things and artificial intelligence) are constantly changing (Litecky et al., 2009) and should
be developed continuously by employees. The personal characteristics needed for archetypal
IS professions are more stable over time.

Therefore, the personality traits required for particular IS professions should be studied
thoroughly. One of the most profound studies in the IS area, by Devaraj et al (2008),
emphasised the need for a richer consideration of the influence of personality in IS research.
Several studies cover the theoretical aspects of personality’s importance for job performance
in general (Hurtz and Donovan, 2000), and some have specifically tackled the personality
traits amongst the IS professions (Lounsbury et al., 2009).

Personality can be measured by various personality tests. Different methods exist to
determine personality traits. One of the first approaches to measure personality traits was the
Minnesota Multiphasic Personality Inventory. The Sixteen Personality Factor (16PF)
Questionnaire is used to identify the appropriate personality traits when selecting job
candidates (Cattell and Mead, 2008). The 16PF test paved the way for the “Big Five”
personality test, also known as the five-factor model, with a person’s traits of openness,
conscientiousness, extraversion, agreeableness and neuroticism (Hurtz and Donovan, 2000).
Another measure for personality traits is the Comrey Personality Scales, which defines an
individual’s personality based on eight dimensions (Rushton and Irwing, 2009).

However, one of the most widely used metrics to measure personality traits is the MBTI,
which is immensely popular and has had impressive longevity, spanning over 70 years. Over



two million people a year officially take the MBTI, including employees in 89 of the Fortune
100 companies (Stein and Swan, 2019). The MBTT is considered an easy-to-use personality
tool and can be utilised for various purposes (Sadler, 2015). It is most popular for categorising
personalities to fit specific professions (Furnham, 1996) and hence is used most broadly in
hiring decisions (Rushton et al, 2007). Varona ef al. (2012) analysed studies on personalities
and found that the adequacy of MBTI personality types for software engineers has been
changing in the last years, primarily due to the complexity of ever-evolving software
development processes, which demand new skills that are related to other personality types.
Hence, the extents of personality types for specific IS professions are changing, allowing for
employees to be more efficient and productive.

In addition to the extensive use of the MBTI to support hiring decisions, the test has also
been researched thoroughly within the IS area (Kruck ef al, 2014). Lesiuk et al. (2009)
examined professional computer IS developers and used the MBTI to measure the incidence
of basic personality types. Their study revealed a significant prevalence of introversion,
thinking and judging types. Next, Capretz and Ahmed (2010) determined the personality
traits based on the MBTI that were most suitable for performing various work tasks within
the software-developer profession in each of the software-development phases. They showed
that employees’ key characteristics are extraversion and sensing in the system analysis
phase; intuition and thinking in the planning phase; introversion, thinking and perceiving in
the programming phase; sensing and judgement in the testing phase and sensing and
perception in the maintenance phase.

Similarly, Varona et al. (2011) used the MBTT to identify software developers’ personality
traits and showed that the most pronounced personality type of an employee was a
combination of extraversion, sensing, thinking and judgement. Cruz et al. (2015) analysed
more than 90 papers on personality in software engineering published between 1975 and
2010 and showed that MBTI had been the most widely used measures to test personality.
Capretz et al. (2015) researched MBTI personality traits representation of software developers
(system analysts, software designers, programmers, software testers and software
maintainers) and showed the importance of matching the right people to specific roles in
software engineering. Considering specific traits, most software developers are more
extroverted than introverted, have more sensing than intuition, more thinking than feeling
and more judging than perceiving. Accordingly, Gilal ef al (2017) measured the relationship
between different personality types for software programmers and suggested that each
personality type had its behaviour, which the employer needed to consider carefully when
making hiring decisions.

3. Classification of the information systems professions
Given the importance of the fit between personality and job tasks in general, and in the IS field
in particular, and the growing need for IS professionals, there is a necessity for developing a
classification of archetype IS professions along with identifying the required personalities.
Previous literature reviews offered some classifications of IS professions. Todd et al. (1995)
proposed one of the earliest classifications of IS professions based on a content analysis of IS
job advertisements and classified the IS professions as programmers, system analysts and
managers. For each type, they provided a job description and desired technical, business and
system knowledge. Furthermore, Warhurst ef al (2006) proposed classifying IS professions
into three groups: IS design and development (IS strategy planning, professionals and
software professionals), IS operations (IS operations and user support technicians) and IS
users (database clerks, telephone salespeople and call centre agents). Next, Aasheim ef al
(2009) identified seven areas of IS professions: office work (e.g. data entry), databases, user
support, programming, network technologies, IS design and analysis and Web application

Personality in
IS professions

55




ITP
35,8

56

design and development. Furthermore, Aken et al (2009) classified IS professions into six
groups: web developers, software developers, database developers, managers and project
analysts. In addition to academia, the practice also offers some classification methods for IS
professions. Research and Markets (2019), the world’s largest market research company,
classifies IS jobs into five categories: manager jobs, professional jobs, IS technical jobs,
blockchain jobs and IT support.

Employees need appropriate skills for their specific profession. Two of the first
classification schemes for skills in IS professions were published in the 1980s (Nunamaker
et al, 1982; Cheney et al, 1989), and the number of studies on this topic has increased since.
Todd et al. (1995) provided a classification of professions based on technical knowledge,
business knowledge and IS knowledge and suggested several skills for each category. Noll
and Wilkins (2002) identified a general set of skills employees needed and divided IS
professions into five key areas: business knowledge, advanced IS and applications,
programming, analytics and customer support. Furthermore, Litecky ef al (2009) discovered
that employees in IS professions must have a variety of skills, which can be combined into
business skills, soft skills, general technical skills, programming and databases and system
administration. Additionally, De Mauro et al (2018) classified big data job roles and related
skills into nine homogeneous groups, namely cloud, coding, database management,
architecture, project management, systems management, distributed computing, analytics
and business impact skills. To perform a certain profession successfully, employees must
develop their skills constantly because these are some of the most important factors for
fostering innovation, productivity and competitiveness. In addition, appropriate skills
stimulate employees’ motivation to perform their work (Garg and Rastogi, 2006). Studies
began to suggest that employees’ nontechnical skills in IS professions were more important
for employers than were their technical skills (Young, 1996; Richards et al, 1998; Van Slyke
et al, 1998).

As shown, the necessary generic skills have been relatively stable over the decades.
Obviously, employees should develop specific knowledge and skills (e.g. new tools,
methodologies or technologies) throughout their careers (Rae, 2005). However, one’s
personality traits cannot be easily changed (Roberts and Mroczek, 2008). Because
employees with the proper personality types likely will be more able to develop required
skills continually, personality aspects must be considered in the recruitment process.
Importantly, Persaud (2020) discovered that organisations tend to consider personality traits
when recruiting personnel in data analytics, computing and business-related jobs. As Burton
et al. (2016) showed, organisations are also aware of the importance of hiring candidates with
the appropriate personality traits because employees with the right personalities tend to have
longstanding career success. Organisations must allocate their employees to specific jobs in
line with their personality traits (Da Cunha and Greathead, 2007). The literature offers several
studies that investigate the personality traits needed for specific IS professions. Lounsbury
et al. (2007) examined personality traits related to IS jobs and career satisfaction. Building on
the big five-related traits, they found that assertiveness, emotional resilience, extraversion,
openness, teamwork disposition, customer service orientation, optimism and work drive were
the most important traits in the IS field. Another interesting study, by Guillemette and Paré
(2012), proposed five ideal profiles: partner (tackles business transformation and innovation),
systems provider (tackles systems that support the organisation’s needs), architecture
builder (reduces architecture complexity to gain business agility), technological leader
(tackles IS-related strategic opportunities) and project coordinator (business-related strategic
opportunities).

As seen from the above, different personality trait categories exist, and various
combinations of characteristics or personal attributes can be used to define an individual’s
personality. For the purposes of this research, we chose the MBTTI test because it is the most



commonly used approach for identifying personality traits and supporting recruitment
processes (Livingood, 2003; Capretz and Ahmed, 2010; Maier, 2012; Capretz et al, 2015;
Furnham, 2017). It is considered consistent and reliable and provides the observer with
helpful information about the respondent’s personality traits (Capraro and Capraro, 2002;
Kennedy and Kennedy, 2004). It consists of items that comprehensively measure its scales
(Tischler, 1994). The MBTI matches the respondent’s personality with one trait for each of the
four bipolar categories: extraversion (E)-introversion (I), sensing (S)-intuition (N), thinking
(T)—feeling (F) and judging (J)—perceiving (P). Sixteen personality types can result from the
combinations of the traits in these four categories: INFJ, INFP, ENF], ENFP, INT], INTP,
ENT]J, ENTP, IST]J, ISFJ, EST]J, ESFJ, ISTP, ISFP, ESTP and ESFP.

Based on an in-depth critical review of scholarly literature from the areas of IS professions,
skills and personality-trait classification methods; on thorough consideration of the MBTI
personality types and on consultations with experts from the field to understand the
relationships amongst personality types and IS professions, we propose archetypal IS
professions along with the associated MBTI personality types, as shown in Table 1. Each of
the proposed professions is attached to a unique personality type that matches the specific
profession’s identified characteristics along with a specific MBTI personality type. The set of
characteristics that reflect the specific IS archetype were extracted from the literature
(Kriegsman and Barletta, 1993; Todd et al, 1995; Marcella and Middleton, 1996; Wynekoop
and Walz, 2000; Denning, 2001; Cappel, 2002; Noll and Wilkins, 2002; Kim et al, 2006;
Lounsbury et al., 2007; Devaraj et al., 2008; Lee and Han, 2008; Aken et al, 2009; Litecky et al.,
2009; Capretz and Ahmed, 2010; Varona et al., 2011; Aasheim et al, 2012; Davenport and Patil,
2012; Guillemette and Paré, 2012; Maier, 2012; Cohen et al., 2013; Summers ef al., 2013; Van der
Aalst, 2014; Flynn and Philbin, 2014; Kruck ef al, 2014; Sackett and Walmsley, 2014; Miiller
etal.,2016; Pflugler et al., 2018, Mendes et al., 2019; Persaud, 2020). Then, each author assessed
each characteristic individually. Based on these assessments, the final characteristics for the
specific professions were defined. Next, we identified the personality type for each profession.
For each category, the MBTI personality trait that occurred the most often in the analysed
literature was selected for each profile. The combination of those four traits was used to
define the personality type.

The importance of personality raises the question of how to measure an individual's
personality traits impartially. Candidates may try to give insincere answers to get closer to
the desired personality profile (Dalen et al., 2001). Given the above, we used the MBTT to study
the extent to which individuals can mislead the tests by faking good to indicate that they
possess the personality traits required for a particular profession.

Although several studies have shown that candidates do try to fake-good on personality
questionnaires during recruitment processes (Martin et al., 2002; Rees and Metcalfe, 2003), the
resilience of the MBTI against candidates faking their personality traits remains under-
researched. Although some studies have investigated attempts to fake answers on MBTI
tests to influence hiring decisions (Mahar ef al, 1995, 2006), research tackling this
phenomenon in IS professions is lacking. Thus, we must study how reliable the MBTT is for
measuring personality traits when candidates know that the test’s purpose is to find a
suitable candidate for a particular job.

4. Methodology

In our experiment, we examined the MBTI personality test’s reliability for the above-
identified IS professions. Study participants were business students from a triple-crown
accredited business school. This sample was chosen because students represent a population
entering the labour market and thus constitute a good proxy for junior employees regarding
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Table 1.
IS profession
archetypes

IS profession

Description

Needed characteristics

IS project manager

(ENTJ)

IS marketing
specialist (ENTP)

IS consultant

(ENFP)

IS security
specialist (IST])

Data scientist
(INTP)

Business process
analyst (INTJ)

Takes care of planning IS and integrating the plan
into business while following business goals.
Plans, implements and monitors IS projects and
prepares IS policies (e.g. security and privacy
policies)

Analyses business needs and proposes the most
appropriate IS solutions to customers. Takes care
of customers before, during and after completing
the sales process. Develops a marketing strategy
for selling IS products/services and actively
promotes them

Understands the business needs and goals of the
clients’ organisation and prepares strategic
proposals for clients on how to use IS in their
companies. Participates in designing IS in terms of
functionality and architecture. Plans, implements,
test, and monitors IS and trains users to use the IS.

Ensures the continuous and secure operation of IS,
computer networks, cloud technologies and mobile
devices. Provides data security measures. Prepares
and implements security policies and security
solutions to prevent malfeasance involving data by
unauthorised persons. Plans and conducts
penetration tests

Collects and processes data and performs
statistical analyses to obtain new information and
knowledge from a large amount of data to help
achieve business goals

Analyses business processes and workflows and
suggests possible improvements. Coordinates
between process owners and the IS department.
Provides business users with the knowledge
necessary for successful business process
management

- Ingenuity

- Determined leadership

- Logical thinking

- Rational thinking

- Ability to make analytical
assessments

- Drawing energy from the
environment

- Solving challenges and
problems

- Ingenuity

- Creativity

- Drawing energy from the
environment

- Good analytical properties

- Logical thinking

- Ability to quickly find the right
solutions to problems

- Communicativeness

- Establishing contact with people
- Intuition

- Commitment

- Subjectivity

- Thoughtfulness

- Critical thinking

- Determination

- Ability to detect changes in the
environment

- Detail orientation

- Ability to plan

- Organisational skills

- Drawing energy from their inner
world

- Calmness

- Prioritising acting over
speaking

- Intuition

- Ingenuity

- Ability to assess the situation
objectively

- Drawing energy from their inner
world

- Organisational skills

- Originality

- Planning capabilities

- Critical thinking

- Determination

- Independence

- Analytical skills

- Drawing energy from their inner
world

*E: Extraversion
L: Introversion

S: Sensing
N: Intuition

T: Thinking
F: Feeling

- Judging
P: Perceiving




personality and knowledge (Erjavec ef al,, 2019). Besides, because they are at an early career
stage, their personality is a determining factor for recruitment (Trkman ef al,, 2019; Compeau
et al., 2012). Contrarily, for senior employees, their CVs and employment records can be a
much better indicator of their suitability for a particular type of job than administered tests.
Moreover, student samples are more homogenous than nonstudent samples, creating a
bigger effect size and lower error variance (Blut and Wang, 2019), while in similar
experiments, there are no significant difference between student and nonstudent samples
(Barari et al, 2020). Homogeneous samples with students with a similar academic
background are often used in such research (Swope et al, 2008). The fact that students
knew their answers would not affect their academic record further reduces the possibility of a
bias (Salleh et al, 2014).

The experiment occurred on the business school’s premises in May 2019 during an IS-
related class. All students enrolled in the study programme were invited for voluntary
participation and were randomly divided into different groups. We prepared a different
scenario for the control and the treatment group. Participants in the treatment group were
further randomly divided into separate groups.

We introduced participants in the treatment group to various IS professions that required
the desired personality traits. For each group, one IS profession was randomly selected. The
experiment leader provided participants with oral instructions and presented the profession’s
characteristics and the potential employer looking to hire students for the selected job.
Participants were unaware that their participation was only part of the research experiment
and not a real job offer. Besides, they were misleadingly told that the names of matching
participants would be sent to potential employers seeking entry-level candidates at the
considered business school.

On the other hand, the control group was instructed merely to complete the
questionnaire without a stated purpose. The purpose of having both the treatment
groups and the control group was to examine how much the candidates for various IS
professions adjusted their answers for a test that determined personality traits. A total of
452 students participated in the experiment, with 301 participants in the treatment group
and 151 participants in the control group. Of the respondents, 62% were female, and 38%
were male.

All students received a paper questionnaire of the MBTI personality test. The MBTI
personality test comprised 70 questions, with only two possible answers for each question
(“a” or “b”). According to the MBTI, the predominant answers to a particular set of questions
form a personality trait. Thus, the final grade is a sequence of four letters representing a
personality trait, namely “E/L,” “S/N,” “T/F” and “J/P.” If “a” answers predominate each
individual set, the result is labelled as the first letter from the pair listed above and vice versa.
In our analysis, we used numerical values, replacing “a” answers with the number 1 and “b”
answers with 2. Consequently, values between 1 and 1.5 represented the first letter in the
personality traits, signifying that more “a” answers were selected compared to “b” answers.
Values between 1.5 and 2 represented the second letter in each pair of personality traits. The
questionnaire also included questions regarding interest in the selected IS profession and the
desire to continue the career in the assigned profession. These questions were used to
additionally examine the extent of adjusting the answers to fake-good individual personality
traits and to better match oneself with the profession’s characteristics the potential employer
would be looking for.

Table 2 presents the number of participants for each surveyed profession in the treatment
group. Group numbers were not equal, partly due to the institution’s educational orientation
where the experiment occurred and partly due to the different sizes of students’ classes and
voluntarily participation.
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Table 2.

Number of participants
for each surveyed
profession

5. Results

We analysed the data via SPSS software and parametric /-tests for independent samples.
We compared each treatment group’s results with the control group’s results. We also
compared differences for participants who explicitly expressed their desire to continue a
career in the selected profession.

First, we performed the analysis with all participants. Although differences appeared in
answers from the control group and each profession, not all differences were statistically
significant. Table 3 presents three IS professions with no statistically significant differences
in personality traits, namely IS security specialist, data scientist and IS marketing specialist.
However, Table 4 presents professions (business process analyst, IS project manager, data
scientist and IS consultant) where statistically significant differences appeared in at least one
personality trait.

As evident from Table 4, statistically significant differences appear on personality traits
for the business process analyst and IS project manager professions and on three personality
traits for the IS consultant profession. One difference, although not the largest, is just large
enough to cause a change in the personality trait for IT consultant, namely from “T” to “F.”

The direction to which participants adjust their answers is crucial, so we compared each
group’s personality trait with the proposed personality traits for an IS profession (see
Table 1). The arrows in Figures 1 and 2 indicate differences between the control group and the
selected group. Arrows may thus indicate that participants intentionally tried falsifying their
real personality traits to suit the desired profession better. In these cases, participants differed
from the control group and answered in the direction that would fit the chosen profession.
In both figures, circles represent cases where participants did not adjust their answers in the
direction that would fit the chosen profession. This may indicate they did not intend to fake
their personality, thus we cannot conclude that participants tailored their actual personality
traits to the chosen profession.

To realistically analyse deceptive answers to fit the desired profession, we also performed
an additional analysis on participants who expressed higher interest in starting their career
in the chosen profession only. In the additional analysis, only participants who explicitly
indicated they had a clear interest in the selected profession and would like to continue their
career in it were included. Although several differences increased, some were not statistically
significant due to the smaller sample in this case (Table 5). This is evident when comparing
responses between the control group and the IS security specialist group, where participants
apparently adjusted their answers towards the profession’s proposed personality trait.
The differences were large enough to change the IS security specialist’s personality trait from
“E” to “I.” However, these differences are not statistically significant.

Table 6 includes professions with statistically significant differences in at least one
personality trait. No statistically significant differences for the data scientist profession
appeared when considering all participants. However, considering only participants with a
higher interest revealed a statistically significant difference for one personality trait. A
statistically significant difference for one personality trait was also identified for business

IS profession Number of participants
IS project manager 61
IS marketing specialist 54
IS consultant 40
IS security specialist 15
Data scientist 59
Business process analyst 72




Personality in

Personality traits (MBTI) f
Variable  Profession N  Mean Std.dev. Sig. Control  Selected profession IS prOfeSSlOﬁS
E 1 Control 151 142 0.254 E
IS security specialist 15 1.48 0.317 0.359 E
Data scientist 58 1.44 0.285 0.500 E
IS marketing specialist 52 1.39 0.273 0.599 E
SN Control 151 139 0166 S 61
IS security specialist 15 131 0.151 0.094 S
Data scientist 58 135 0.170 0.205 S
IT marketing specialist 52 1.38 0.168 0.736 S
TF Control 151 1.46 0.180 T
IS security specialist 15 1.38 0.186 0.122 T
Data scientist 58 147 0.198 0.546 T Table 3.
IS marketing specialist 52 148 0.187 0.332 T Average values of the
J_P Control 151  1.35 0.154 J control group and
IS security specialist 15 1.32 0.136 0.455 ] treatment groups (with
Data scientist 58 134 0.136 0.499 ] no significant
IS marketing specialist 52 1.37 0.161 0463 ] differences)
Personality traits (MBTI)
Variable  Profession N  Mean Std.dev. Sig.  Control Selected profession
E_I Control 151 142 0.254 E
Business process analyst 72 138 0.267 0.288 E
IS project manager 61 134 0.273 0.053 E
IS consultant 40 140 0.261 0.757 E
SN Control 151 1.39 0.166 S
Business process analyst 72 136 0.153 0.271 S
IS project manager 61 135 0.143 0.106 S
IS consultant 40 132 0.177 0.026 S
TF Control 151 146 0.180 T
Business process analyst 72 143 0.175 0.393 T
IS project manager 61 147 0.172 0.495 T
IS consultant 40 152 0.188 0.044 F Table 4.
J_P Control 151  1.35 0.154 J Average values of the
Business process analyst 72 130 0.142 0.010 ] control group and
IS project manager 61 128 0.138 0.003 ] treatment groups (with
IS consultant 40 128 0.120 0.003 ] significant differences)

process analyst, along with significant differences in two personality traits for the IS
consultant profession (one less compared to all participants) and three personality traits for
the IS project manager profession.

We show that participants for the IS consultant faked-good for the traits S_N towards
sensing and for J_P towards judging. For the IS project manager profession, participants
faked-good towards extraversion for the trait E_I, towards sensing for S_N and towards
judging for J_P. For the data scientist profession, participants faked-good towards sensing
for the S_N trait. For the business process analyst profession, participants faked-good
towards judging for the J_P trait. Regardless of the profession, participants did not fake-good
for the T_F trait. Based on the results, we also conclude that the participant first and foremost
faked-good on the J_P trait towards judging.
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35,8 Control group E S T J
(1.42) (1.39) (1.46) (1.35)
IS security specialist E S T J
(sample) 1.48) * .31 * (1.38) * (1.32) *
IS security specialist | S T J
(proposed trait) (>1.5) (<1.5) (<1.5) (<1.5)
62 Data scientist E * S T J
(sample) .44) (1.35) 1.47) (1.34)
Data scientist | N T P
Figure 1 (proposed trait) >1.5) (>1.5) (<1.5) ©>15)
Falsifying personalit IS marketing specialist E s T J
traits }(Inogsf)gniﬁcant ¥ (sample) 1.39) * (1.38) (1.48) Qa.37) *
differences) IS marketing specialist E N T P
(proposed trait) (<1.5) (>1.5) (<1.5) (>1.5)
MBTI
Control group E S T J
(1.42) (1.39) (1.46) (1.35)
Business process E S T J *
analyst (sample) (1.38) (1.36) (1.43) * (1.30) &
Business process | N T J
analyst (proposed trait) (>15) (>1.5) (<1.5) (<1.5)
*
IS project manager E S T J
(sample) 1.34) * (1.35) 1.47) (1.28) *
IS project manager E N T J
(proposed trait) (<1.5) (>1.5) (<1.5) (<1.5)
. IS consultant E S * F * J *
g;]g;;; rfg personality (sample) (1.40) * 1.32) 1.52) * 1.28)
: : il IS consultant E N F P
J([iriaflgsrefnwcl:z}sl) significant (proposed trait) (<15) >1.5) >1.5) >15)
Note(s): *Significant at p < 0.05
Personality traits (MBTI)
Variable  Profession N Mean  Std. dev. Sig. Control  Selected profession
E_I Control 151 142 0.254 E
IS security specialist 12 155 0.309 0.084 1
IS marketing specialist 39 138 0.258 0.403 E
SN Control 151 1.39 0.166 S
IS security specialist 12 134 0.157 0.337 S
Table 5. IS marketing specialist 39 1.39 0.168 0977 S
Average values of the T_F Com‘rol . o 151 146 0.180 T
control group and IS security specialist 12 142 0.185 0.518 T
treatment groups with IS marketing specialist 39 148 0.183 0.399 T
higher interest for the J_P Control o 151 1.35 0.154 ]
selected profession (no IS security specialist 12 1.34 0.138 0.842 ]
significant differences) IS marketing specialist 39 137 0.164 0.607 ]




Personality traits (MBTI)

Variable  Profession N  Mean Std.dev. Sig.  Control Selected profession
E 1 Control 151 142 0.254 E
Business process analyst 59 136 0.262 0.137 E
IS project manager 48 130 0.261 0.008 E
Data scientist 37 143 0.301 0.804 E
IS consultant 25 137 0.226 0.363 E
SN Control 151 1.39 0.166 S
Business process analyst 59 138 0.155 0.736 S
IS project manager 48 133 0.122 0.035 S
Data scientist 37 133 0.161 0.050 S
IS consultant 25 130 0.149 0.027 S
T_F Control 151 146 0.180 T
Business process analyst 59 145 0.170 0.751 T
IS project manager 48 146 0.177 0932 T
Data scientist 37 144 0.197 0.754 T
IS consultant 25 149 0.191 0.440 T
P Control 151 135 0.154 ]
Business process analyst 59 129 0.145 0.009 ]
IS project manager 48 126 0.132 0.000 ]
Data scientist 37 134 0.153 0.591 ]
IS consultant 25 129 0.105 0.014 ]
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Table 6.

Average values for the
control group and
treatment groups with
higher interest for the
selected profession
(significant differences)

We also analysed whether gender was an important factor. We found no statistically
significant differences in any of the analysed traits in all treatment groups except for two
differences, one in IS project manager treatment group and one in IS marketing specialist
treatment group. Both differences were also just large enough to cause a change in
personality trait (from “T” to “F”). However, both values did not represent a deviation
towards the proposed personality trait for the selected profession. Thus, it is more likely that
these values represent the characteristics of the gender (feeling versus thinking) rather than
faking the answers during the test. The control group shows that male participants were
more thinking-oriented, while females were more feeling-oriented.

6. Discussion

6.1 Discussion of findings

In addition to the specific abilities and skills to successfully perform a certain type of
profession, employees also need an appropriate personality type. Thus, a classification
system must define archetypal IS professions and the corresponding personality traits for
each profession. Such a classification system can benefit employers hiring new employees in
a specific field (Barrick et al, 2001). Hence, we identified the archetypal IS professions with the
proposed personality traits.

Some studies show that candidates often try to mislead personality traits tests to increase
employment opportunities (Dalen et al, 2001; Martin et al, 2002; Rees and Metcalfe, 2003).
Thus, to determine how much candidates can fake-good on a personality test to get closer to
the desired personality trait, we conducted an experiment on 452 students in an IS-oriented
class. Participants were presented with different IS professions with corresponding MBTI
personality types. Based on a parametric #-test for independent samples, we analysed how
much they adjusted their responses to match the targeted personality traits.

The key question is how much participants adjusted their answers towards the proposed
personality traits of a chosen profession. Figure 3 summarises the experiment’s findings. The
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Figure 3.

Adjusting responses
towards the proposed
(ideal) personality trait
for a selected IS
profession

red arrows indicate how answers were adjusted to better reflect the personality traits
required for a chosen profession. In these cases, participants differed from the control group
and actually adjusted their answers towards the chosen profession. As a result, we identify a
deviation from true personality traits. The yellow circles indicate differences that do not go
towards an individual profession but in the opposite direction. In these cases, we cannot
conclude that participants tailored their true personality traits towards a chosen profession.
In Figure 3, we separated professions where we identified a significant difference in at least
one personality trait and professions where there were no significant differences in all
personality traits.

The experiment showed no statistically significant differences in any of the traits for IS
security specialist, data scientist or IS marketing specialist. However, for business process
analyst, IS project manager, data scientist and IS consultant, the experiment showed
statistically significant differences in at least one trait. In these three professions, participants
mostly adjusted their answers towards the desired personality trait (judging), most likely to
present themselves as people who make quick decisions —a desirable personality trait in the
eyes of potential IS employers. Most statistically significant differences appeared for the IS
consultant profession. However, not all adjustments were towards the desired personality
trait for the selected IS profession.

6.2 Theoretical implications

We performed a thorough literature review and classified archetypal IS professions with
MBTTI-related personality traits that, according to the literature, positively affect employees’
performance. We indicated that while individuals’ classification in a specific type may be
unreliable (Pittenger, 2005), the numerical values can reliably predict candidates’
personalities.

The importance of analysing personalities and suitability of the MBTI personality test for
software engineers has already been emphasised (Varona et al, 2012), highlighting the
complexity of constantly evolving software development processes and the interplay of skills
needed to perform these activities with personality types. The same is relevant for the whole
IS field, and thus, our study contributes by presenting proposed personality types for each
archetypal IS profession. Despite some criticism of the MBTI personality test suggesting it
has poor predictive validity and low reliability (Boyle, 1995) and that the error variance can
commonly cause classification errors (Hunsley et al., 2003), we found its strong reliability but
only when interpreted properly.

Without sig. differences With sig. differences
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Our paper also contributes to personality—job fit by showing it is possible to operationalise
the theory to a particular field and to identify archetype jobs and suitable personalities. The
candidates’ personalities can then also be reliably measured. Many papers have explored
the personalities in IS professions (Cruz et al., 2015), but they have either focussed on a general
the IT profession (Lounsbury et al.,, 2007) or they researched personality types in association
with specific IS profession, for example IS developers (Lesiuk ef al., 2009), engineers (Varona
et al., 2012), software developers (Wynekoop and Walz, 2000) or IT project managers (Cohen
et al., 2013). We show how the theory can be used for sub-professions within a certain field.

6.3 Practical implications
The results can be generalised to the population of young professionals entering the job
market (Compeau et al, 2012). The proposed classification will help employers look for
appropriate personality types when selecting the most suitable personnel for a certain
archetypal profession. This is important because pre-hire implications of fit have been
overlooked in the literature although it is both conceptually interesting and useful in a
practical sense for organisations recruiting employees (Ehrhart, 2006). Further, the career
types in Table 1 can be used for guiding the career development of the candidates motivated
to work in IS professions. Next, as personality types and traits are persistent in time,
individuals can recognise their types and more significant traits and learn how to exploit
them to compensate for the ones that are not as significant (Wheeler et al., 2004).
Furthermore, the paper shows personality tests are useful indicators of personality types
for hiring processes, which allows for further studies and experiments in this area. Findings
also indicate that further research of personality tests in IS professions would be meaningful,
especially considering our study’s limitations. In addition to IS, our study could help in other
professions. The paper also demonstrates the usefulness of personality tests in measuring
candidates’ (and employees’) personality types to help them successfully perform their work.
For some professions, the respondents differed from the control group and adjusted their
answers towards personality traits that fit the chosen profession. Thus, we conclude that it is
possible to fake-good on personality traits to a certain extent. However, some professions do
not show personality traits being tailored. Given the above, personality tests are a good
indicator, and even participants who are interested in the profession cannot significantly
adjust the answers. Nonetheless, decision makers should be extremely cautious. They should
consider numerical values instead of blindly trusting the letter-oriented personality trait.
Thus, while the difference between 1.49 and 1.51 changes, the identified letter for a particular
trait, such a difference in these two candidates’ types, may not be as significant as it appears
when only checking the personality type. Hence, it is advisable to carefully observe the
numerical values (mean) for specific characteristics and compare the results to understand
the differences in personality traits amongst candidates.

6.4 Limitations and suggested future research

Our research has some limitations to consider. First, identifying personality types for
individual IS professions could be more rigorously prepared and further validated via, for
example, a Delphi study. That would enable a wider agreement on the archetypal jobs
within IS.

Next, although personality type is an essential factor for job performance (Abubakre et al.,
2020), it is only one of several indicators for job suitability, thus relying solely on the
personality type is not recommended (Tracey et al,, 2007). For individuals who are suitable for
the IS field, the approach presented in this paper can point them towards the best-fitted IS
profession, thus applying the tests could also help show the suitability of people for work in
the IS profession in general. However, this approach cannot fully predict actual work
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performance, which is not influenced solely by the candidate’s personality but also by the
complex interplay of the personality and organisational culture in a specific organisation
(Viswesvaran and Ones, 2000). This could be investigated within the frame of the
personality—organisation fit theory.

The MBTTI test we used is based on Jung’s theory of personality, which has had its validity
questioned (Stromberg and Caswell, 2015). Besides, the MBTI questionnaire contains
dichotomous questions; therefore, individuals must choose one possibility even if none of the
options perfectly describes their behaviour. When re-answering the same questionnaire,
respondents were sometimes classified into a different personality type than in the initial test
(Grant, 2013), which happens because respondents answered one or two questions differently
(Burger, 2004). Thus, experts should assess the use of an MBTI test in groups with proven
inconsistencies (Michael, 2003; The Myers and Briggs Foundation, 2019).

Our study used students from one business school as the subjects. Although it is a suitable
population for our purpose, not all participants may have a high motivation to fake-good in
the tests. Performing the experiment with subjects from different backgrounds or in the
organisation of the potential employer would offer further confirmation of our findings.

In addition to the MBTI personality test, it would also be interesting to use other
personality tests (e.g. the Big Five) and compare the results. It would be meaningful to use the
proposed approach in a real situation with candidates applying for specific IS professions in a
specific organisation. Such an approach would enable studying the personality—organisation
fit. It would also be useful to survey employees in IS professions to analyse whether their
personalities reflect findings from the literature. Additionally, future research could focus on
how a personality match affects employee skill development, performance and retention
(Kappelman et al, 2020). It would also be helpful to perform the experiment in a real
environment and then observe how well candidates with a certain personality trait perform in
a certain profession.

7. Conclusion

In IS professions, there is a concern that people with inappropriate skills and personality
types will enter the job market due to the lucrative career possibilities. Employers can prevent
such behaviour using personality tests to find candidates who match the desired
characteristics and types for a specific profession. We argued that persistent IS
professions exist that are a good match for a certain personality. Based on a theoretical
overview, we presented archetypal IS professions with a description of the desired personal
characteristics and personality traits. Next, we examined the MBTI test’s reliability for the
selected IS professions via an experiment in which we observed how much participants
attuned their answers and thus faked-good on the personality tests to match the desired IS
personality type. We found MBTI tests to be a reliable and trustworthy indicator of
candidates’ personalities because even participants who were more interested in a specific
profession could not significantly adjust a measured personality trait. However, caution is
necessary because interpreting an MBTI test can only give a reasonable result when selecting
an employee for particular IS job. Accordingly, decision makers should not focus on the final
four personality trait letters but rather on the numerical values that provide more accurate
information about an individual’s personality trait.
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