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Abstract

Organizationaresearcthaspredominantlyadoptedthe classicdispositionalperspective
to understandheimportanceof personalitytraitsin shapingwork outcomesHowever,
the burgeoninditeraturein personalitypsychology hasdocumentedhatpersonalitytraits,
althoughrelativelystable areableto developthroughoubne’s wholeadulthood.A crucial
force driving adult personalitydevelopments transitioninto novel work roles. In this
article, we introduce a dynamic, role-basedperspectiveon the adaptive nature of
personality during the transition from the role of employeeto that of leader (i.e.,
leadershipemergence)We argue that during such role transitions, individuals will
experiencencreasesn job role demandsa crucial manifestationof role expectations,
which in turn may fostergrowth in conscientiousnesand emotionalstability. We tested
thesenypothesem two 3-wavelongitudinalstudiesusinga quasi-experimentalesign We
comparedhe personalitydevelopmenof 2 groupsof individuals (1 grouppromotedfrom
employeesnto leadershipolesandthe otherremainingasemployee®vertime), matched
via the propensityscorematchingapproach.The convergentresultsof latent growth
curve modeling from the 2 studiessupportour hypothesegegardingthe relationship
between becoming a leader and subsequentsmall, but substantial increasesin
conscientiousnessver time andthe mediatingrole of job role demandsTherelationship
betweenbecominga leaderand changeof emotionalstability was not significant. This
researctshowcasetheprominenceof examiningandcultivatingpersonalitydevelopment
for organizationalesearchandpractice.

Keywords:personalitychange/developmengadershipjob role demandstole transition



It’s notwho you areunderneathit’s whatyou do thatdefinesyou. —
(Nolan,2005,1:11:09)

Personalitytraits, defined as relatively stable patternsof behaviors,thoughts,and
feelings(Donnellan,Hill, & Roberts2015;Johnson1997),havebeenfeaturedprominently
in organizationatesearchTheory andresearchhavedemonstratedhat personalitytraits are
ableto predicta wide spectrumof work behaviorsand attitudes(e.g., Barrick & Mount,
1991; Berry, Ones,& Sackett,2007; Chiaburu,Oh, Berry, Li, & Gardne, 2011; Colbert,
Barrick,& Bradley,2014;House,Shane& Herold,1996;llies, Scott,& Judge2006;Judge,
Bono,llies, & Gerhardt2002;0h & Berry,2009; Ones, Dilchert, Viswesvaran& Judge,
2007; SackettLievens,Van Iddekinge,& Kuncel,2017;Schneider1987; Staw,2004; Tett
& Burnett,2003).

The majority of the organizationalpersonality literature hasassumedhe position
thatpersonalitytraits causewvork behaviorsandattitudesnotvice versa(Tasselli Kilduff, &
Landis, 2018). An important reasonlies perhapsin that this line of researchhas been
dominateddy theclassicdispositionaperspectivenpersonality (McCrae & CostaJr, 1999;
McCrae et al., 2000). Thisperspectiveostulateshatthedirectionof causalitytravelsonly
from personalityto life experienceshecauseersonalitytraits are“endogenous dispositions
that follow intrinsic paths of developmentessentiallyindependentof environmental
influences” (McCraeetal., 2000,p. 173).

However,recentresearchn personalitypsychologyhasdocumentedhat personality
traits, althoughrelatively stable areableto developin adulthoodasoneadoptsnew life roles
(for reviews,seeBleidorn, Hopwood, & Lucas, 2018; Caspi, Roberts,& Shiner, 2005;
Donnellanetal., 2015).Meta-analytiaesearchasreportedsignificantmean-levechangeof
personalitytraitsin middle andold age,with a standardizedneandifference,d, rangingfrom

.06 to .41 (Roberts, Walton, & Viechtbauer,2006). More recent meta-analysefound



substantialithin-persorvariancen personalityn ESMresearchi{N. P.Podsakoff Spoelma,
Chawla,& Gabriel,2019).Therapiddevelopmenbf thisdynamicperspectivdhasspawned
a further reconceptualizatiof personalitytraits as density distributionsof relevantstates
(Fleeson, 2001) and a recognition that both traits and statesare neededfor a more
comprehensiveinderstandingf personalitytraits (Fleeson2004;JayawickremeZachry, &
Fleeson,2019). Neverthelessprganizationalpersonalityresearchhaslaggedbehind. With
the firm edablishmentof the importanceof personality,the time seemsripe to revisit the
possibility that personalitytraits, thoughrelatively stable,may developas peopleadaptto
novelwork roles(Tassellietal., 2018).

In this researchye adopta role-basedgerspectiveandinvestigate whether and how
transitioning from an employee into a supervisoryrole?! that is, leadershipemergence
(Barling, Christie,& Hoption, 2010), may shapeone’s personalitydevelopmentAssuming
a leadershiprole in which one supervisesubordinatess importantand meaningfulto both
the employeeandthe organizationFor anemployeetakingup aleadershigole representa
milestonein one’s careerdevelopmentHill, 2007; Wang & Warberg,2017)andhasbeen
regardedasthefirst stepin theleadershipprocesgBass& Bass,2008).For organizations,
promotingan employeeto a leadershippositionis a crucial stepin planningleadership
successionfKesner& Seboral994).

When transitioning from employeesto leadershiproles, we expectindividuals to
increasetheir conscientiousnesand emotionalstability, two of the Big Five personality
traits (Goldberg,1990). Chiefly, as they shoulderbroaderresponsibilitiesand play more
importantrolesin organizationg(Fleishmanet al., 1991; Mintzberg, 1971; Yukl, 2012),
noviceleadersareexpectedo bemoreconscientioushanwhentheywereemployees—-more
efficient, organized, vigilant, achievement-orientedand dependableto subordinates.

Fulfilling the expectationsand responsibilitiesmandatedby leadershiproles also requires



leadergo dealeffectivelywith uncertaintieandchangesTherefore Jeadersneedto beable

to remaincalm,andhandlenegativeemotionsn responseto stresswhich arecharacteristics
of emotionalstability. Overtime, such behavioralchangesmay consolidateand habituate,
leadingto changesn personalitytraits (Caspi& Moffitt, 1993; Roberts,Wood, & Caspi,

2008).

We do notformulatedirectionalhypothesesn change®f agreeablenessxtraversion,
and opennessAgreeablenesfias beenshownto have a weak correlationwith leadership
emergencéJudgeet al., 2002).Key subdimensionsf extraversior—socialdominanceand
socialvitality—may exhibit distinctive patternsof change (Roberts et al., 2006). Although
taking a supervisorypositionmay increasesocialdominancehroughenhancingconfidence
and senseof power (Bandura,1997; Keltner, Gruenfeld,& Anderson,2003), it may not
strengthersocialvitality. In fact, beingpromotedinto more powerful leadershiproles may
decreassocialvitality becausenovelleadersafterassumingmore power,may notthink and
feel from others’ perspectives(Keltner et al., 2003). The extant literature points to
conflicting predictionson changeof opennesaswell. Assuming a leadershiprole may
enhanceopennesdecausesucha transitionnecessitatesreativelydealingwith novel work
tasks (Shalley, Gilson, & Blum, 2000). Yet, new leadersmay experiencedeclinesin
opennesshecausethey need to adhereto rules and routines to maintain stability and
consistency (Yukl, 2012). The conflicting mechanismsprevent us from formulating
directionalhypothese®n changef thethreepersonalitytraits.

We furtherexaminea key underlyingmechanisnfor the changeof personalitytraits—
increasesn job demandsafter adoptingtherole of leadersJobdemandseferto the amount
of variousforms of responsibilitiesassociatedvith meetingthe expectation®f a work role
(Karasek,1979).Accordingto thetheoreticalwork of personalitydevelopmenby Caspiand

Moffitt (1993),the uniquejob demandembeddedn leadershipolesprovidea strongreward



structureand social control mechanismfor nascentleadersto behaveadaptively As such,
the novice leadersmay modify their behaviors,thoughts,and feelingsto meetthe new
expectationsThesechangesnayhabituateandgeneralizeovertime. Personalitychangesnay
thenensue.

Using two nationallongitudinal studieswith a quasi-experimentadesign,this research
makeghreecontributionsFirst, it sheddight on whatandhow personalitytraitschangeovertime
afteroneassumesa supervisoryole. Giventhe debateon whethermpersonalitytraitsareable to
changein adulthood(e.g., Costa& McCrae, 2006), this investigatiorservesasa directtest
of the predictionsfrom the classicdispositionalperspectiveand thosebasedon the role-based
theory of personalitydevelopmenby Caspiand Moffitt (1993).Our findings provideinsight
into whichtheoryis moreaccuraten accountingor personalitychangeor thelackthereof.

Secondthis researchunravelswhy personalitytraits developafter onetransitsfrom
an employeeinto supervisoryrole throughthe mediatingrole of increasef job demands.
Theliteratureon personalitydevelopmenhasbeenin its infancyin personalitypsychology,
andthusmusslessis knownaboutthe mechanismsf personalitychange(Roberts& Nickel,
2017).By examiningthe mediation through changesof job role demands,our research
pavesthe way for future researcho examinepersonalitychangeasthe “one of the mostvital
outcomesf organizationakxperience” (Tassellietal., 2018,p. 483).

Third, by examining whethebecominga leaderis relatedto personalitydevelopment
over time, this researchoffers an alternativeperspectiveon the causal explanationof the
relationship betweenpersonalityand leadershipemergencePreviousresearchhas typically
assumedhat personalitytraits affect leadershipemergencenly (Derue, Nahrgang, Wellman,
&Humphrey,2011; Judgeetal.,2002). Tdwerentresearchchallengesand complementghis
assumptionby showcasinghatleadershipemergencever time may alsoshapepersonality

adaptationCoupledwith previousresearchthe currentresearchmay inspire future work to



integratethe two seeminglyconflicting views and examinepossiblereciprocalrelationships

betweemersonalityandleadershigBandura, 1997;Frese 1982;Kohn & Schooler1978).
Theoretical Background and Hypotheses

Theory and Resear ch on Personality Development

Two major theoreticalperspectiveshave emergedin the literature on personality
development{Costalr, McCrae,& Lo6ckenhoff,2019;Spechttal.,2011).Accordingto the
classidrait perspectiveenvironmentafactorscannotchangeadultpersonalitytraitsbecause
personalitytraitsareendogenousandareonly underthe controlof biologicalmaturation
(McCrae & CostaJdr, 1999; McCrae et al., 2000). Recently, a novel approach,the
transactional perspective, underscoresthe transactions between personality and the
environmente.g., Caspi & Moffitt, 1993;Roberts, Caspi, &MdffR003; Robertetal.,
2008). The transactionabperspectivepostulateghat the environmentcan influence adult
personalitydevelopmentalthoughrarelydramaticallyjt alsorecognizesherole of personality
traitsin shapinghe environmentEmpiricalevidencdrom organizationatesearct{Tasselli
etal., 2018;Woods,Wille, Wu, Lievens,& De Fruyt,2019)andtheliteratureon personality
psychology(Bleidorn et al., 2018; Caspi et al., 2005; Donnellan et al., 2015) mostly
supportsthis middle-groundapproachThetheoreticalork on personalitydevelopmenby
CaspiandMoffitt (1993)representsuchatransactionaperspective.

Caspi and Moffitt (1993) highlighted the importanceof role transitionsin
fosteringpersonalitydevelopmentbecauséransitionsto novelroles“require persongo
organizetheir activitiesaroundnewtasks” (p. 249). This theorypredictsthatpersonality
changeoccurs“when thereis a strongpressto behave” and“clear informationis provided
abouthowto behaveadaptively” (e.g.,afterassumingaleadershipole; Caspi& Moffitt,
1993,p. 248). Changes behaviorsthoughts,andfeelingsmay occurin responseto

structuredhew expectationsOvertime, it may promotechangesn patternsof behaviors,



thoughts,and feelings,that is, changesof personalitytraits (Donnellanet al., 2015;
Johnson1997).

Role expectationsand demandshave been proposedas onemajorform of such
“strong pressurdo behave” andinform “how to behave” (Caspi& Moffitt, 1993,p. 248).
Role theory suggestghat a role encompassea variety of expectationsset forth by
othersandoneselfregardingwhatis appropriateandwhatis not (Biddle, 1979; Katz &
Kahn,1978).Roleexpectationserveasarewardstructureandasocialcontrolmechanism,
suchthatappropriatdbehaviorsarereinforcedandinappropriatdbehaviorsarepunished.
Thus,whenpeopleassumenewsocialroles,suchasleadershipoles,the newsetof role
expectationgequiresthemto behavedifferently (llgen & Hollenbeck,1991).Overtime,
appropriate behaviors will be reinforced, consolidated,and generalized,leading to
personalitychangen a bottomup fashion(Caspi& Moffitt, 1993).

An emerging body of evidence offers support for this theory of personality
development.For example,transitioninginto one’s first job wasrelatedto increasesn
conscientiousnes&Specht,Egloff, & Schmukle,2011). UnemploymentBoyce, Wood,
Daly, & Sedikides,2015) and retirement(Spechtet al., 2011) wererelatedto decrease
in conscientiousness.

Becoming a Leader and Changes in Conscientiousness and Emotional Stability

A role-basegerspectiveon personalitydevelopmensuggestshattransitioningfrom
the role of employee into that of leader enhancestwo key personality traits:
conscientiousnesand emotionalstability. Conscientiousnes®presentshe tendencyto be
dependablegfficient, organizegdand achievement motivate&Emotionalstability, theopposite
of neuroticismrefers tothetendencyto remaincalmandpoised,andexperiencdunctional
emotional adjustment,especially under stressful situations. In brief, aswe elucidatan more

detailbelow,aleadershipole entailstakingresponsibilitiesandfulfilling obligationsto ensure



adequateperformanceof oneself, the direct subordinates,the work group, and the
organization (Bass & Bass, 2008; Hogan, Curphy, & Hogan,1994;Yukl, 2013).Such
demandsnay include variousforms of work rangingfrom daily routinesto novel andrisky
tasks(Fleishmanet al., 1991; Mintzberg,1971; Yukl, 2012). Furthermore]eadersneedto
form committed meaningfulbondswith alarge numberof stakeholdersat work, including
subordinatesppermanagementndthoseoutsideorganizationge.g.,Floyd & Wooldridge,
1992; Reitzig & Maciejovsky,2015).Requirement®f suchleadershiproles motivatenew
leadersto behaveaccordingly,with adequatebehaviorsreinforcedand inappropriateones
punished(llgen & Hollenbeck,1991). To successfullymeetthesenovel role expectations,
noviceleadersneedto be more efficient, dependablegrganizedandbehaveconscientiously;
they alsoneedto be ableto embracegreaterchallengesbettercontrolandmanageamotions,
andremainmorepoisedandworry lessin stressfulsituations.Overtime, thosebehavioral
changeswill consolidateand generalize,leading to increasesin conscientiousnessnd
emotionalstability (Caspi& Moffitt, 1993).

Researclonimplicit theoriesof leadershigrovides furthesupportfor theexpectation
that leadership roles necessitateindividual attributes pertaining to high levels of
conscientiousnesand emotionalstability. This line of researchfocuses on a central
guestion:What characteristicgloesa typical/effectiveleaderhave(Lord, Foti, & De Vader,
1984).1t demonstrateshat when describing a typical leader,lay peopleoften usesuch
individual characteristicasdedicateddisciplined,hardworking,strong,excellenceoriented,
and nonirritable (Den Hartog et al., 1999; Offermann,Kennedy, & Wirtz, 1994). Such
individual attributesmap well onto definitions of conscientiousnesand emotionalstability.
Takenin concert,we proposehat:

Hypothesisl: Being promotedto leadershipositionsis positivelyrelatedto increasesn

conscientiousnessvertime.



Hypothesi2: Being promotedto leadershigpositionsis positivelyrelatedto increasesn
emotionalstability overtime.
Assuming a L eadership Role and Increasesin Job Role Demands

Assumingasupervisoryoletendsto imposeonnascenteadersalargenumberof tasks
andresponsibilitiegligen & Hollenbeck,1991).0Our predictionon therelationshipbetween
assuminga leadershiprole and increasesn job role demandss derivedmainly from the
literature on the natureof leadershiproles and supervisorywork (Fleishmanet al., 1991;
Mintzberg, 1971; Yukl, 2012). Given the prominence of leadership positions to the
effectivenes®f employeesteamsandorganizationsthe obligationsinherentlyembeddedn
leadershiprole are of greatsignificanceto multiple stakeholder¢Bass& Bass,2008;Yukl,
2013).In hisseminalwork on analyzingdaily activitiesof chief executivesMintzberg(1971)
reportedthree major setsof roles associatedvith supervisorywork: informationprocessing
roles (e.g., serving as a central point of collecting and disseminatinginformation),
interpersonalroles (e.g., interacting with people inside and outside organizations),and
decision-makingroles (e.g., decisionmaking in face of uncertainty,such as on initiating
changesndallocatingresources)Mintzberg(1971)concludedhatleadersendto “perform
a great quantity of work at an unrelenting pace” (p. B-99). Fleishmanet al. (1991)
summarizedoreviousresearcton effective leadershipgoehaviorsand concludethat there exist
four major dimensionsof leadershipbehaviorsthat resembleMintzberg’s work: information
searchandstruduring,informationusein problemsolving,managingoersonnetesourcesand
managing material resources.Yukl (2012) reviewed more recent researchon effective
leadershigbehaviorsandputsforth four major categories of leadership behaviors: task-
oriented relationship-orientedzthange-orientedndexternal.

Takentogetherthisline of researclsuggestshatassumingeadershipolesrequires

job incumbentsto take on a largeramountof leadershipresponsibilities,often of greater



significanceto organizationsthanwhentheywereemployeesindeed this notionhasbeen
echoedby theoreticalwork and findings of researchshowingthat supervisoryjobs are
inherently characterizedy high levels of job demands(e.g., heavyworkloadsand long
working hours;e.g., CavanaughBoswell, Roehling,& Boudreau,2000; Ganster,2005;
Hambrick, Finkelstein,& Mooney, 2005; Lee &Ashforth, 1991; Li, SchaubroeckXie, &
Keller, 2018).Thus,we predictthat:

Hypothesis3: Being promotedto leadershippositionsis positively relatedto increasesn job
demandsvertime.

Increasesin Job Role Demands as a Mediating M echanism

As weexplainedearlier,thetheoreticawork by CaspiandMoffitt (1993)predicted
thatduringrole transitionshovelrole demandsandexpectationdring aboutambiguityand
unpredictability.Giventhatindividualsaremotivatedto restorea senseof predictabilityand
clarity, whenclearandstructurednformationis provided,theytendto changetheir behaviors
to adaptto the novel expectations. Accumulation of behavioral changesover time may
facilitate personality development.Stated differently, changesin role demands and
expectationsserve an important underlyingmechanisnior theinfluencesof role transitions
on personalitychange.

In the context of this research,new leadership roles likely provide a strong
situation(Davis-Blake& Pfeffer,1989)for noviceleaderdo behaveaccordinglyto copewith
variousdemandsandresponsibilitiesnandatedy leadershipbligations.Suchnewdemands
andexpectationgeneratestrongpressurandmotivationfor nascenteaderdo adaptaftertheir
transitioninginto leadershipoles.Thus,nascenteadersieedio work diligently andefficiently,
be organized,challengethemselvesbe dependabldo subordinatesand other stakeholders,
managetheir emotionsin faceof stressfulsituations,andbe ableto dealwith uncertainand

unpredictablesituations,probably at greaterlevels than when they were employeesSuch



behaviorsmap well onto the behavioralmanifestationf conscientiousnesasnd emotional
stability (Goldberg,1990. Over time, asnovice leaderssuccessfullyenactnew leadership
roles, such behaviorsmay consolidateand habituate,fosteringenhance@onscientiousness
and emotionalstability (Robertset al., 2008). Providing indirect supportto this prediction,
researcthasshownthat high job demandanay serveas challengego spurhigh well-being,
and superbperformanceLePine,Podsakoff,& LePine,2005;N. P. Podsakoff,LePine,&
LePine,2007).
Hypothesis4: Increasesn job demandsmediatethe relationshipbetweenbeing promotedto
leadership positionandincreasesn conscientiousneq$i4a) andemotionalstability (H4Db).
An Overview of the Current Research

We testedour hypothesedn two three-wavelongitudinal studieswith data from
NationalSurveyof Midlife in the United StatefMIDUS) andthe Household]Jncomeand
LaborDynamicsin Australia(HILDA) Survey.We capitalizedon the advantagesf quasi-
experimentatiesigngCook,Campbell & Peracchiol990;Grant& Wall, 2009)by comparing
the personalitydevelopmenbf two groupsof participants(seeFigurel). A treatmentgroup
(i.e.,becomingleadersgroup) wascomposef participantswho wereemployeest Time 1,
promotedinto leadershippositionsby Time 2 (the transitionoccurredbetweenTime 1 and
Time 2), andremainedasleadersat Time 3. We thenadopteda propensityscorematching
approach(Austin, 2011; Haviland, Nagin, & Rosenbaum?007)to generatenequivalent
control group (i.e., the nonleaders/always-employegsoup) comprising participantswho
were employeesthroughout the three waves.The longitudinalquasi-experimentadesign
“mimics someof the particularcharacteristicef arandomizectontrolledtrial” (Austin,2011,
p.399),is ableto “rule outmanyalternativeexplanationgor developmentsuch as historical

effects... andage-gradedevelopment(Schwaba& Bleidorn,2019,p. 654)andthusallows



usto “strengthen causalnferences” (Grant& Wall, 2009,p. 655)for therelationshipbetween
becominga leaderandsubsequenpersonalitydevelopmentn arigorousmanner.
TimeLag in the Current Research and the Literature on Personality Development

Theoryandresearchon time andtemporalissuessuggesthatthe identification of
optimal time lags should be informed by theoreticalrationale,researchevidence,and
pragmaticconcernsn data collection (Dormann& Griffin, 2015; Mitchell & James2001;
Ployhart& Vandenberg2010; Shipp & Cole, 2015). Theoretically,time lags should be
sufficientto allow an effectto ariseso that researchersan capturemeaningfulchangesf a
construcof interest.Theselectionof time lagsshouldalsobein alignmentwith prior research
thathaveobservedaignificantdevelopmenbf theconstructpr thelack thereof.Pragmatically,
collectinglongitudinaldatatoo frequentlymay causeparticipants’ fatigueandboredomand
thus compromisedataquality. Thus, identifying the optimal time lagsrequiresresearchers
to balanceall the aboveconcerngo developan appropriateand feasibledesignto tackle
their research questiondn practice, however, becauseof thedearthof theoriesontime
andtemporalissuesin mostareasof organizationakesearch(Dalal, Alaybek, & Lievens,
2020; Mitchell & James,2001; N. P. Podsakoffet al., 2019; Shipp & Cole, 2015),
researchersend to give greaterweight to prior researchindings and feasibility of data
collectionin their decision.

In this research we followed the above principles to seeklongitudinal dataof
appropriatetime intervalsto testour researchguestions Our selectionof time intervalswas
informed by previousresearcton personalitydevelopmen{Robertset al., 2006) and recent
work in longitudinal research(Dormann & Griffin, 2015; Mitchell & James,2001).
Theoretically theeffectof life eventson personalitychangemaytakeyearsto consolidateand
materialize,beforeit reachests peakand decays(Donnellanet al., 2015; Mitchell &

James2001).A metaanalyticstudy(Robertset al., 2006)hasshowna positive correlation



betweenthe magnitudeof personalitychangeandtime interval,rangingfrom 1 yearto 43
years. Thus, we rely on the aboveevidenceand guidanceto identify the time framesin
studyingpersonalitychange.

In Study 1, we examinedthe direct relationshipbetweenbecominga leader and
subsequenthangesn personalitytraits (Hypothesed and2) with atime lag of 10 yearsWe
then conductedStudy 2, to further investigatethe mediatingrole of changein job role
demandgHypotheses8 and4) with atime lag of 4 years.Convergenfindingsfrom the two
studieswith different contextsandtime intervalsindicatethe robustnes®f our conclusions.

Study 1
Method

Participants and procedure. Our researchwas approvedby the Survey and
Behavioral Research Ethics Committee of the ChineseUniversity of Hong Kong
(“Influences of becominga leaderon personalitychange:A longitudinal investigation”,
referenceNo. SBRE-19-509 and“Influences of becominga leaderon personality change: A
validation study of personality scales”, referenceNo. SBRE-19-749). We useddatafrom
the three-waveMIDUS study in the United Statesin Study 1. MIDUS is a longitudinal
interdisciplinaryresearchprojecton humanwell-beingandaging,which hasbeensponsored
by MacArthur Foundation ResearchNetwork and National Institute of Aging (PO1-
AG020166andU19-AG051426)Thefirst waveof theMIDUS datawascollectedfrom 1995
to 1996from a nationalrepresentativeampleof theU.S. Thesameparticipantaverecontacted
in the secondand third waves,which took placeapproximatelylO yearsand 20 yearslater,
respectively. In eachof the threewaves,personalityvariableswere collectedthrough self-
administeredjuestionnaireandleadershignformationphoneinterviews.

No researclon a similar topic usingMIDUS datahasbeenpublishedIn this research,

we includedworking individualswho providedcompletedataon genderage,educatiorievel,



andsupervisorolesacrosshe threewavesandat leastonewave dataon personalityvariables.
With completenformationon leadershipolesacrosdime, we wereableto generatéwo groups
of participantsThebecomingleadersgroup comprisedthosewho wereemployeesat Time 1

but were promotedinto supervisorypositionsby Time 2 andremainedsupervisorat Time 3.

We useda propensityscorematchingmethod(Austin, 2011; Haviland et al., 2007)to form a

nonleadergroupwith employeescrosshethreewaves.

As suggestegreviously(Bliese& Ployhart,2002;Little & Rubin,2002;McArdle, 2009;
Newman,2009),we usedall availabledatawith maximumlikelihood (ML; alsoknownasfull
informationmaximum likelihood [FIML]) estimationin Mplus. Newman (2014)pointedout
thatusing“all theavailabledata” is thefirst principle of missingdataanalysis(p. 384).In total,
90 participantswereincludedin the becomingleadersgroup (61 providedcompletedata)and
161in thenonleadergroup(128providedcompletedata).Informationondemographiwariables,
incomeandpersonalityvariablesat Time 1 for thetwo groupsarereportedn Tablel.
Measures.

Becoming a leader. Whether an employeebecamea leader (i.e., leadership
emergence)during the period of this researchwas assessedvith information on one’s
leadershipole occupancyatthethreemeasuremerdccasionsPriorleadershipesearcthas
assessedkadershiprole occupancyby asking participantswhetherthey held or had held
supervisoryroles(Day, Sin, & Chen,2004;Judgeet al., 2002;Li, Arvey, & Song,2011).In
Shermaretal.’s (2012)study,which providedthemostusefulpointof referencdor the present
researchleadershipole occupancywasassessedith the question,“Are you responsibldor
managingthers?”.

Accordingly, leadershiprole occupancywas assessedisingresponseso aquestion
in thethreewavesof MIDUS survey:“Do you superviseanyoneonyour mainjob?”’ Responses

to the questionwereconvertednto a variableindicatingleadershigoles(i.e.,0 = nonleaders,



1 = leaders)at eachtime point. Suchinformationwasfurtherusedto generatehe variableof
becomingaleader. An individual wastreatedasbecominga leaderif s/hewasanenployee
at Time 1, waspromotedinto leadershigositionsby Time 2, andremainedassupervisorsat
Time 3. These90 individuals formed the becomingleadersgroup, which was usedas the
treatmenigroupin our analysegCooketal., 1990;Grant& Wall, 2009).

We thenadoptedhe propensityscorematchingapproach/Austin, 2011; Haviland et
al., 2007) to createan equivalentcontrol group (i.e., the nonleadergroup). In total, 313
participantsvereemployeeshroughouthethreewaves.Fromtheseparticipantsthe control
group was created using propensity score matching to approximate the effect of
randomizationby matchingvaluesof confoundingfactors betweenthe treatmentand the
control group (Austin, 2011). Specifically, R packageMatchlt wasusedto createpropensity
scoreghrougha logistic regressiomwhereparticipants’ leadershipstatuswaspredictedby the
nine individual differencevariables(Ho, Imai, King, & Stuart,2011),including age,gender,
educationlevel, income,andthe Big Five personalitytraits at Time 1. We usedtwo-to-one
matchingin this study.For eachparticipantin the treatmentgroup, the algorithm searched
for up to two participantsfrom the control groupwho providedmostsimilar propensity
scoreshasedon theninevariables PreviousMonte Carlo studieshaveshownthattwo-to-
onematchingwasmoreoptimalthanothermatchingmethodsn termsof avoidingsampling
bias(Austin, 2010).Further,following previousrecommendationfAustin, 2010,2011),the
searchwas conductedwith a caliperof width equalto 0.2 SD of the logit of the propensity
scorefor the treatmentgroup participants.In otherwords, the differencein the logit of the
propensityscorebetweenthe two groupsin thepropensity-score-matchesttwasrequiredto
belessthan0.2 SD of thetreatmentgroup participants.In the final analyses90participants

wereincludedin thetreatmengroupand161in thegenerate@quivalentcontrolgroup? The



methodhasrecentlybeen usedh researclon personalitychange(e.g.,Schwaba& Bleidorn,
2019).

Conscientiousness and emotional stability. MIDUS researcherassesseparticipants’
Big Five personalitytraits threetimeswith the Midlife Developmentinventory (Lachman
& Weaver, 1997). This inventory included personality items from previous research
(Goldberg,1990)andhasbeenusedin previousresearci{Humanetal., 2013;Kornadt,2016;
Mu, Luo, Nickel, & Roberts2016;Turianoetal.,2012).Participantsndicatedthe extentto
which they agreed or disagreedto the items on a four-pointresponsescaleranging
from 1 (a lot) to 4 (notat all). Their responsesverecodedsuchthathigherscoreseflect
higherpersonalitytraits. Previousresearcton thefactor structuresof the personalityscales
found significant cross-loadingsfor someitems and used different versions of the
personality scales (lveniuk, Laumann, Waite, McClintock, & Tiedt, 2014; Zimprich,
Allemand,& Lachman2012).Basedonthesestudiesandresearclon measuremerntvariance
of the MIDUS personalityscales(South,Jarnecke& Vize, 2018)and personalityscalesin
generalDong& Dumas, 2020), conscientiousnesand emotional stability wereevaluated
in this study by four and three items respectively. Sample items were “organized”
(conscientiousness), and “moody” (emotional stability, negatively worded). Internal
consistencycoefficients (Cronbach’s alpha) for conscientiousneswere .56, .48, and .63,
respectivelyfor the threewaves(the coefficientswere relatively low dueto the useof a
negatively worded item). The emotional stability scale also demonstratedappreciable
internal consistencyreliabilities (o = .81, .73, and .69). All items are displayedin the
Appendix.

We conductedh validity studyusinganindependensamplevia Amazon’s Mechanical
Turk (MTurk, BuhrmesterKwang, & Gosling,2011)to demonstratéhe convergenvalidities

andtest-retesteliabilities of the personalitymeasuresisedin this study. We invited 230



participantsto completeonline surveystwice with an interval of one week. In total, 150

participants(averageagewas 35.81; 58.7% were male) completed both questionnaires
with usabledata.Eachquestionnairencludedmeasuresf the Big Five personalitytraits used

in Study 1 (and also in Study 2), 44 personalityitemsfrom the Big Five Inventory(John,

Naumann,& Soto, 2008),and the one hundred-itemversionof the Big Five personality
instrument from the International Personality ltem Pool (Goldberget al., 2006).Results
(seeTable 2) showthat personality measuresused in the first (and the second) study

correlatedhighly (rangingfrom .82 to .93) with correspondingneasureswith Big Five

InventoryandinternationalPersonalityitem Pool. Testretestreliability coefficientsranged
from .81t0 .90. The results suggestthe personality measuresused in this researclhave

soundpsychometrigroperties.

Control variables. Gender, age, and education have beenfoundto be relatedto
leadershipemergencéBass& Bass,2008)and personalitydevelopmen{Caspiet al., 2005;
Donnellanet al., 2015; Roberts& DelVecchio, 2000; Robertset al., 2006). Although
propensityscorematchinggeneratedn principle equalmeanlevelsof thosevariablesacross
the two groups,their variancemay not necessarilybe the same.In keepingwith previous
research(e.g., Spechtet al., 2011), we thus controlledfor thesevariablesto rule out their
influencesmorecompletely.

Analytical strategy. We adopted the latent growth curvemodelingapproach
(Chan,1998; Ployhart& Vandenberg2010;Preacher,Briggs, Wichman, & MacCallum,
2008) to test our hypothesesUnivariatelatentgrowth curve modelingwas usedto model
two parametersintercept(i.e., startingpoint) and slope(i.e., change).As shownin the
right-handsideof Figure 2, a personalityvariableis modeledwith aninterceptanda slope

(thesamefor job role demands).



We first performed univariate latent growth curve analyses.We used a dummy
leadershipvariable(i.e., 0 = the nonleadergroup,1= the becomingleadersgroup)to predict
the changeparameters (i.e.slopes).Significant coefficients of the leadershipvariable
provide direct support for the influences of becominga leader on personality change
(Hypothesed and?2). Consistentvith previousresearchHe.g.,Chawla,MacGowan,Gabriel,
& Podsakoff,2020; Newton, LePine,Kim, Wellman, & Bush, 2020; Sherf & Morrison,
2020),we usedthefollowing indicesto assessnodelfit: comparativdit index(CFl), root
meansquareerrorof approximation(RMSEA), and standardizedoot-mean-squareesidual
(SRMR).

Results

Scale independence and measurement equivalence. As suggestedn previous
research(McArdle, 2009; Ployhart & Vandenberg,2010; Preacheret al., 2008), we
performed confirmatory factor analysesto demonstratethe independenceof research
variables at each wave and measuremeninvariance tests of eachvariableacrosstime.
Resultsshowsatisfactorymodelfit indicesfor atwo-factormodelwith conscientiousnesand
emotionalstability (seeTable 3). Thus,the personalityvariableswereindependenfrom each
other.

We then comparedmodel fit indicesamongthree types of measuremenhvariance,
configural (i.e., form), metric (i.e., factor loading), and scalar(i.e., intercept)equivalence
(Vandenberg& Lance,2000)acrossthethreetime points.We followed Finkel (1995)and
correlatederrortermsof the sameitem acrosstime. The results (see Table 3) demonstrated
sufficientmeasuremergquivalencdor the measuresisedin Study1, whichis consistentvith
previousresearch{e.g.,Schwaba% Bleidorn,2018).

Tests of hypotheses. The means, standard deviations, andcorrelationsamong

study variablesare presentedn Table 4. We comparedthe meansof eachof the study



variablesacrossthe threewavesasa preliminaryexaminationof their changesandthe rank-
order stability for the study variables(see Table 5). Theresultsshowsignificantincreases
in emotionalstability from Time 1to Time 2 andTime 3 for both the becomingleadersgroup
and the nonleadersgroup. The becoming leadersgroup also experienced significant
increasesin conscientiousnessafter Time 2, whereasthe nonleadersgroup seemedto
experienceeducedconscientiousnedsom Time 2 to Time 3. We alsocalculatedheeffect
sizesof the differencesusing Cohen’s d (1988)for repeatedneasures.The differences in
personality changewere furthertestedwith latentgrowthcurvemodeling. Hypothesesand
2 predicted that becoming leadersis related to significant subsequentincreasesin
conscientiousnessnd emotional stability over time. Results (see Table 6) show that
becominga leadersignificantly correlatedwith increasesn conscientiousneggoefficient
= .08, p < .05, Model 1), but not with increasesn emotionalstability (coefficient= .04, p
> .10, Model 2). We alsocalculatedthe effect size of the influenceof becominga leaderon
personalitychangeusingthe approachby Feingold (2009, 2017). This approachproduces
an effect size index equivalentto Cohen’s d (1988). The effect sizeswere .37 and .10 for
conscientiousnesmdemotionalstability respectively ThusHypothesisl wassupportedut
Hypothesis2 wasnot.

Wefurtherplottedthedevelopmenof conscientiousneder thetwo groups(Figure3A)
with themeanf conscientiousnegse.,raw scoresjcrosdime. Thebecomingeadergroup
experiencegignificantincreasesn conscientiousnegslope= .08, p < .01)acrosshethree
waves. However, the changein conscientiousnes$or the nonleadersgroup was not
significant(slope=-.01,p >.10). This result providesfurther evidencefor the relationship
betweerbecominga leaderandsubsequernincrease®f conscientiousnessvertime 3

Supplementary analysis. We performed additional analyseswith an alternative

leadershipmeasureto supplementbour rudimentarymeasureof leadershiprole occupancy.



Specifically,we usedanalternativeeadershipneasureapturingspanof controlwith anitem
asking participants to report “How many people do you supervise?”, if they had
supervised others on their main job. Resultsshow that with this alternativemeasure,
becomingaleader hadsignificantimpactonbothincreases conscientiousnessidemotional
stability. Thus, it seemsthat the alternativemeasureof spanof controlis more sensitivein
generatingsignificantfindings.

Study 2
Method

Participantsand procedure. In Study2, we usedthree-wavdongitudinaldatafrom
the HILDA Survey (Summerfieldet al., 2017; Wooden,Freidin, & Watson,2002). The
majorpurposeof theHILDA studyis to trackeconomicconditionsandhealthandwell-being
of Australiansovertime. The surveystartedwith aninitial sampleof householdshatwere
representativef all Australianhouseholdsn 2001 and have since then retainedits cross-
sectionalrepresentativenessver time (see Summerfieldet al., 2017). Membersof each
householchavebeentracedannually.We useddatafrom the surveyyearsof 2005,2009,and
2013,whenthe Big Five personalitytraitswereassessed hus,thetime intervalwas4 years.
In theseyears respondentalsoreportedwhetherthey held leadershippositionsandtheir job
role characteristics.

In our analyseswe selectedvorking participantsmvho providedcompletedataon sex,
age,educationlevel, work status(e.g.,full time vs. parttime), andsupervisoryrolesacross
the threewavesand at leastone wave of dataon major study variables.As in Study 1, we
includedtwo groups(becomingleaderggroupandnonleadergroup)of participantsdbasedn
completeinformationon supervisorystatusn analysesandhandledmissingdatawith the ML
estimationin Mplus. Informationon age,gendereducatiorlevel, pay andpersonalityat Time

1 for the two groupsafter propensityscorematchingwasprovidedin Table7.



M easur es.

Becoming a leader. As in Study 1, becominga leader was assessedvith
informationon leadershiprole occupancyacrossthe threewaves.Participantswere askeda
guestion:*“As part of your job, do you normally supervisethe work of otheremployees?”
Responseto thequestionwerecoded(i.e.,0 = nonleaders] = leaders¥or eachtime point.
Suchinformationthenwasusedto identify whetheran employeeat Time 1 becamea leader
by Time 2 andremainedas a leaderat Time 3. A total of 431 individuals (342 provided
completedata)wereidentified andtheyformedthe becomingleadersgroup.

Propensityscorematchingmethodwas adoptedto generatean equivalentcontrol
group,thenonleadergroupwith equivalentevelsof age,gendereducatiorevel, pay,and
personalitytraitsat Time 1. After propensityscorematching,the nonleadercontrol group
included818 participantg 675 providedcompletedata).

Conscientiousness and emotional stability. Big Five personalitytraitswereassessed
usingdescriptiveadjectivedrom Saucie(1994),whicharebasedn Goldberg’s (1990)scale
of Big Five personalitytraits. Participantswere askedto indicatethe extentto which they
agreedrdisagreedo theadjectiveonaresponsacalerangingfrom 1 (stronglydisagree)
to 7 (stronglyagreg. Consistentvith theapproachadoptedn Studyl in constructingscales,
conscientiousnesmdemotionalstability werecapturedoy threeandfour items,respectively.
Sample items were “orderly” (conscientiousness)and “moody” (emotional stability,
negativelyworded).Internal consistencycoefficientsfor conscientiousness weré3, .75,
and .78, respectively for the three waves. The coefficientsvere also appreciablefor
emotionalstability (o =.73,.74,and.72). The Appendixshowsall theitems.

Job role demands. Participants’ work role related job demands were assessed using a
scale of three questionsy(= .72, .72, and .75, respectively) adapted from the Job Content

Questionnaire (Karasek, 1979; Karasek et al., 1998) on a 7-point scale ranging from 1 (strongly



disagregto 7 (strongly agree). The three iteans “I have to work fast in my job,” “I have to
work very intenselyin my job,” and “I don’t have enough time to do everything in myob.”
Job demands have been widely used in previous research to reflect the amount of various types
of workloads and responsibilities associated with work roles in organizations (Ganster & Rosen,
2013; Hambrick et al., 2005; N. P. Podsakoff et al., 2007; Sonnentag & Frese, 2012).

Control variables. Participants’ gender, age, education, and full-time work status (full
time vs. part time) may be related to both leadership emergence (Bass & Bass, 2008), job role
demands (Ganster & Rosen, 2013; Sonnentag & Frese, 2012), andapgrsdavelopment
(Caspi et al., 2005; Donnellanet al., 2015;Roberts& DelVecchio,2000;Robertsetal.,
2006).In keepingwith previousresearcl{e.g.,Spechtetal.,2011),we thusincludedthemin
analysedo rule out their influencesmore completelybecauseheir variancemay not be
necessariljthe sameacrossthe two groups.Whentestingthe indirect effectsof becominga
leaderon personalitychangehroughincreasesn job role demandswe controlledthestarting
point (i.e., intercept)of job demandsandthe starting point of personality traits in predicting
changes of conscientiousness (Bleidorn, 2012; Hudson, Roberts, & Lodi-Smith,
2012).

Analytical strategy. We used the latent growth curve modelling approach (Chan,
1998; Ployhart & Vandenberg, 2010; Preacher et al., 2008) in Study 2. Univariate latent
growth curve models were estimated to test Hypotheses 1, 2, and 3. To test the mediation
hypothesis (Hypothesis 4), we performed bivariate (with a personality trait and job role
demands, see Figure 2) latent growth curve modeling with a binary leadership variable
indicating becoming leader or nonleaders group (i.es, tBe nonleaders group, 4 the
becoming leaders group). We also testedrtieect effect of becominga leaderon change
of personalitythrough changeof job demandand calculatedthe confidencenterval.

Results



Scale independence and measurement equivalence. Weconductedonfirmatory
factor analyseso demonstrateéhe independencef study variablesat eachwave of data
collection and measurementquivalenceof each variable acrosstime (McArdle, 2009;
Ployhart& Vandenberg2010;Preacheetal., 2008).Resultsshowthatathree-factomodel
(conscientiousnesgmotionalstability, andjob role demandsfit the datawell at eachwave
(seeTable8). Thus,the variablesin Study2 weresufficiently distinctfrom eachother.

Then we comparedthree types of measurementnvariance configural(i.e., form),
metric (i.e., factor loading),and scalar(i.e., intercept)equivalencegVandenberg& Lance,
2000) acrossthe three measuremenbccasions.Results show appreciablemeasurement
equivalencevertime.

Tests of hypotheses. Table 9 displays the means, standarddeviations, and
correlationsamongStudy2 variables We conducted preliminaryexaminationof changes
in personalitytraits and job role demandsy comparingtheir meansacrosstime (seeTable
10). Theresultsshowsignificantincrease®f conscientiousnesmndjob demand®vertime for
boththeleaderandnonleadergroup.Thenonleadergroupexperiencedignificantincreases
in emotionalstability.

We first examined Hypothesesl and 2 on the relationshipbetweenbecominga
leaderand subsequenthangesf conscientiousnesand emotional stability. Recall that
we testedtheserelationshipsisingleadershimsabinaryvariable(i.e.,0 = noneadergyroup
and 1 = becomingleadersgroup).Results(Model 1, Table11) revealthatbecominga leader
wassignificantlyrelatedto increasesn conscientiousneggoefficient=.07,p < .05),lending
supportto Hypothesisl. The effect size (Feingold,2009,2017) was .12. The relationship
betweenbecominga leaderand changeof emotionalstability was not significant(coefficient

=-.01,p > .10,Model 4; effectsize=-.02). ThusHypothesi2 receivedno support.



We plotted the changeof conscientiousnes®r the two groupswith the means of
conscientiousnessacross time (Figure 3B). Although the nonleaderggroup experienced
significantincreases conscientiousnessver time (slope = .08, p < .001), thebecoming
leadergyroupexhibitedgreaterincreasegslope=.16,p < .001).

Hypothese8 statedhatafterbecomindeadersindividuals’ job roledemandsncrease.
This hypothesisvas supportedoy a significantrelationshipbetweertheleadershipvariable
andchangesn job role demandgcoefficient=.17,p < .001,Model 2 of Table11; effectsize
=.27).Thisfinding is corroboratedy theresultof plotting thechangeof job demanddgor the
two groupsover time (Figure 3C). The becoming leaders group experienced greater
increasesn job demandgslope=.22,p < .001)thanthenonleadergroup(slope=.06,p
<.05).

Hypothesis4 dealt with the mediatingrole of changein job role demandsin the
relationshipbetweenbecominga leaderand personalitychangesBecausehe relationship
betweenbecominga leaderand increasesin emotional stability was not significant, the
mediationhypothesiswastestedonly with conscientiousness$n the analyseswe usedthe
leadershipvariable,the slopeof job role demandsthe interceptof job role demandsandthe
interceptof conscientiousnegs predicttheslopeof conscientiousnes$heinfluenceof the
leadershipvariablebecamenonsignificant(coefficient= -.01,p > .10, Model 3 of Table
11), whereasthe influence of the slope of job role demandswas still significant
(coefficient= .52, p < .05). Theindirect effectwas.071 (95% confidenceinterval [.006,
.192]). Thus, the resultssupportthe mediating role of changesof job demandsin the
relationshipbetweenbecominga leaderand changein conscientiousnessiypothesis4 was
partially supported.

General Discussion



Inspiredby theburgeoninditeratureson personalitydevelopmentthis studyadopted
arole-basederspectiveof personalitydevelopmenat work andexaminedwhat, how, and
why personalitytraits may developafterone’s adoptionof novelleadershipoles.In arecent
review, Tasselliet al. (2018) pointed out that one important reason for the dearth of
organizationalresearchon personalitychangas that “researchers havetendedto rendersuch
changempossibleby definition” (p. 44). This may haveto do with the influenceby the Five
Factor theory of personality.Personalitypsychologyhas gone througha similar period of
developmentBut recently, examining personalitydevelopmenthas gained momentumin
personalitypsychology(for reviews,seeBleidornetal., 2018;Caspietal., 2005;Donnellan
et al., 2015). Heeding a recentcall (Tasselli et al., 2018), we investigatedchangesin
conscientiousnesmdemotionalstability duringleadershiggemergenceWe hopethis research
will stimulatemorefuture researcton personalitydevelopmenat work.

Implications for Theory and Research

Our opening quotefrom Batman Begins suggeststhat what peopledo may shape
their personalitytraits. Consistently,resultsfrom both studiesrevealedthat after becoming
leadersindividualsenhancedheir levels of conscientiousnessneaningthat theybecame
more dependableprganized,and efficient. To perform various job responsibilitiesand
obligationsembeddedin leadershiproles, nascentleadersappearto be dictated by the
structuredrole expectationsto behave more conscientiously(Caspi & Moffitt, 1993).
Successfuenactmenof leadershigolesovertime mayfacilitate the conscientioudehaviors
to be habituatedandgeneralizedThe changef behaviorpatternsessentiallygive rise to
changesn conscientiousness.

Our finding thattransitioninginto leadershipgoleswasrelatedto subsequenincreases
in conscientiousnessnly, not other Big Five personalitytraits, is consistentwith previous

research.For example,Bleidorn (2012) reportedthat transitioningfrom schoolto work



resultedin increasenly in conscientiousnessf the Big Five personalitytrait. Spechtet
al. (2011)foundthatamongtheBig Five, only conscientiousnesacreaseddecreasedihen
peoplestartedthe first jobs (retired). Our finding is also consistentwvith researchshowing
that conscientiousness the bestpredictorof job performancegBarrick & Mount, 1991) as
well asoneof the bestpredictorsof leadershipDerueet al., 2011; Judgeet al., 2002; Oh &
Berry, 2009).

It is importantto note that our findings were obtainedwith a quasi-experimental
design(Cooketal., 1990;Grant& Wall, 2009)by comparingpersonalitydevelopmenbf two
groupsof individuals,onebecomingleadersggroupandonenonleadergroup. The propensity
score matching method (Austin, 2011; Haviland et al., 2007) was adoptedto ensurethat
participantsin the two groupswerein principle equalin termsof age,gender,education
level,income,andthe Big Five personalitytraitsat Time 1. Thus,usingthis methodallowed
us to rule out alternativeexplanationsthat the pretreatmentdifferencesbetweenthe two
groupsmay drive the differencein personalitychange. The strengthof designandanalyses
ensureherobustnessf ourfindings.

The findings that assumingleadershiproles was relatedto subsequentncreasesn
one’s conscientiousnesalso speakto the leadershiditerature. Leadershipresearch(Derue
et al., 2011;Judgeet al., 2002) hasprimarily assumedhat the causalinterpretation of the
relationships between personality and leadershipemergences that personalitypredicts
leadershipemergenceln this vein, our findings challengeand complementhe dominant
view by providinganalternativeexplanatiorthatbecomingeaderanayalsoshapepersonality
traits. We reckon that our findings do not necessarilysuggestthat the previous dominant
assumptionon the causality of the relationshipbetweenpersonalitytraits and leadership,

which is basedon thefive factormodel,is incorrect. We encouragduture work to integrate



thetwo differentperspectiveandexaminethepossibilityof reciprocalrelationshipdetween
personalitytraitsandleadershigKohn & Schooler1978;Li, Li, Fay,& Frese2019).

We did notobservesignificantfindingson change$n emotionalstability. Robertset al.
(2006) found that emotionalstability plateausbetweenaboutage40 and 50. This finding
appeardo bewhatwe found for in Study 1: Emotionalstability did not changesignificantly
from Time 2 to Time 3. The averageageof participantsn Study1 rangedfrom about40 to
50. In Study 2, the leadergroup exhibitedno significantchangein emotionalstability. Their
averageagewasalsoroughlywithin therangeof 40to 50. Futureresearcltouldexaminethe
reasondor the specific patternsof changein emotionalstability during this period more
closelyandmayalsolook into individual differencein the patternof changean personality.

We found that changesof job role demandsmediatedthe relationship between
becoming a leader and change of conscientiousnessThe literature on personality
developmenhasbeenin itsinfancyin examiningmechanismsor personalitichanggRoberts
& Nickel, 2017).Sofar, pastresearcthasexaminednfluencesof major life events,such as
having the first job, marriage,andunemploymenbn personalitydevelopmen{Bleidornet
al.,2018).Amongthelimited researclon personalitydevelopmenat work, researcherbave
lookedinto influencesof job satisfactionjob characteristicsjob insecurity, income, and
occupationalstatus(e.g.,Li, Fay, Frese Harms,& Gao,2014;Li etal., 2019;Robertsetal.,
2003;Sutin, CostaJr, Miech, & Eaton,2009;Sutin& Costa,2010; Wu & Griffin, 2012;Wu,
Wang, Parker,& Griffin, 2020).Recentmacroorganizationatesearchasshownincreases
CEO cognitive complexity with increasesn CEO job tenure (Graf-Vlachy, Bundy, &
Hambrick,2020).Our studyextendshis line of researchy probingpersonalitydevelopment
after occurrenceof a nonnormativeevent, becominga leader, and more importantly,
revealinga key underlyingmechanisnthroughchangein job role demandsFutureresearch

shouldexaminehow othertypesof work role transitions(e.g., assumingthe first job, job



rotations, becoming self-employed) and work experiences(e.g., adoption of artificial
intelligencetechnologyandteleworking)engendepersonalityadaptation.

The effectsizesobservedn the currentresearcHor changeof conscientiousneseem
smallaccordingo the conventionalule of thumb.This suggestshatbecominga leadermight
not changean unconscientioupersoninto a highly conscientiousone? Yet, the small effect
sizesareconsistenwith findingsof previousresearclin bothpersonalitypsychology(Roberts
etal., 2006) and effect sizesobservedn organizationatesearchn general(Bosco,Aguinis,
Singh, Field, & Pierce,2015). As pointed out previously(Prentice& Miller, 1992;Roberts,
Kuncel, Shiner,Caspi,& Goldberg,2007), small effect sizesdo not necessarilyneanthat
suchresearcHindings haveno practicalsignificanceat all. This raisesthe questionwhy we
did notrecordmorechangesn conscientiousnesBersonalitytraitsarerelatively stable and
alsoproneto change (Donnellan et al., 2015; Johnson, 1997). Personalitychangesare
often not dramatic,becausef othermechanismshatmay promotepersonalitystability. For
example,peoplemay adively avoid novel environmentsor simply do not make“social and
emotionalinvestmenthatwould resultin change” (Robertset al., 2008, p. 390). Moreover,
not all the peoplereactto the samechangein the samemannerandwhatwe discoveredn
this paperwas a generaltrend. Future researchcan examineindividual differencesin the
speedtiming, and magnitudeof personalitychanges.

It shouldbe notedthat our researctdoesnot providea definiteanswerto the question
whethertheclassicdispositionaperspectivef personalitytraitsor arole-basedransactional
perspectiveof personalitydevelopmentis more accuratein accountingfor personality
development.In fact, there seemsstill an ongoingdebateon the major determinantof
personalitytrait developmentn the state-of-artof researchn personalitypsychology(Costa
Jret al., 2019). We concur with personality psychologists(e.g.,Bleidornet al., 2019;

Costalretal., 2019;Nye & Roberts2019)andorganizationakcholarde.g.,Li etal.,2014;



Tasselliet al., 2018; Woodset al., 2019; Wu et al., 2020) that more researchendeavors
shouldbe devotedto this intriguing andfruitful line of inquiry in organizationatesearch.
Study Strengths, Limitations, and Directions for Future Research

Adoptingarole-basegerspectivy integratingresearctirom personalitypsychology
and the literature on leadershipwe testedour hypothesesvith two three-wavdongitudinal
studiesfrom two countries(Taylor, Li, Shi, & Borman,2008)acrossapproximatelyeightand
20 years.We alsoadopteda quasi-experimentadesigncomparingtwo groupsof individuals
matchedvith theirindividual difference variablesat Time 1. The strengthsand convergent
findings contributeto the robustnesof our conclusions.Neverthelessthis study is also
limited in severalways,which point to directionsfor future researchThe first limitation is
relatedto the abbreviatedneasureof the broadBig Five personalitytrait, although this
practice has been widely adoptedin researchon personalitychange(Boyceetal., 2015;
Lucas& Donnellan,2011;Roberts& Nickel, 2017;Spechtetal., 2014).Thevalidation study
demonstratethatour personalityscalesverevalid andreliable.Prior researctsuggestshat
differentsubdimensionsf the Big Five personalitytraits may show different patternsof
change(Robertset al., 2006). If feasibleand when a fine-grainedlower level model of
personalityis identified, future researchshould uselonger scalesto capturemore delicate
personalitychangesuch aschanges of facets or nuances (Méttus, Kandler, Bleidorn,
Riemanng& McCrae,2017)>

Second,using self-reportmeasuref personality,althoughadoptedas a dominant
approachn personalityresearctfOnesetal.,2007;Robertsetal.,2007),raiseshe possibility
whether social desirability may potentially accountfor the significant findings (P. M.
PodsakoffMacKenzie,Lee, & Podsakoff,2003). Participantsmoving into leadershiproles
may think that they needto be more conscientiousratherthanthey actuallybecomemore

conscientiou$. However,if this is true, then thosemoving into leadershiproles may also



think thattheyneedto be moreemotionallystable However resultsfor change®nemotional
stability were not significant. We urge future researchto use other-reportpersonality
assessments feasible(Connelly& Ones,2010).

Third, conductingsecondaryanalysesof public datalimited our capability to test
our theorizationof the role-basederspectiveof personalitychange Although we show
thatjob role demandsserve as an underlying mechanismfor personalitychangeduring
leadershipemergenceassumingeadershiproles may also changeotheraspectsof work,
suchasjob control(Li etal.,2018).Wetesteddhemoderatingole of changdn job control
in Study 2 in the relationshipsbetween change of job demandsand changesof
conscientiousnessndemotionalstability, which might be suggestedby the job demands-
control model (Karasek, 1979). The results were not significant. Multiple possible
mediatorsmight also be a plausible reasonfor observingnonsignificantresults for
changesf emotionalstability. Sound theories of personality developmentbased on
work experiencedaveyet to be developedn organizationakesearchwhich rendersit
difficult to examinemultiple mediatingmechanismsWe encourageuture researcho
developtheoriesand explicitly examine other aspectsof work thatbecominga leader
may change and integrate the role-basegerspectiveandjob demands-contrahodel.

Fourth, following previousresearch(Day et al., 2004; Judgeet al., 2002), we
examineda crude form of leadershipexperiences, transitioning from the role of
employeesto that of leaderspn personalitydevelopmentLeadershigs multifacetedand
may include various leadershipstyles. That said, our sensitivity analyses using an
alternative measureof leadershipspanof control,generateanorevisible andsubstantial
results.In this vein, the analysesbasedon the crude leadershipmeasuremay present

conservativetestsof our hypothesesFuture researchshouldinvestigateinfluencesof



specificleadershipbehaviorsat multiple organizationalevels(e.qg.,first line leadersand
CEOs)on changingindividual characteristic$n thelongrun (Day & Dragoni,2015).
Fifth, time lag is athornyissuein longitudinalresearchTheoryand researchsuggest
that identifying optimal time lags shouldbe informed by theoreticalrationale,pastresearch
evidenceandthefeasibility of datacollection(Dormann& Griffin, 2015;Mitchell & James,
2001;Ployhart& Vandenberg2010;Shipp& Cole,2015).Althoughour selectionof time
intervalswasinformedby theoryandempiricalresearci{Dormann& Griffin, 2015;Mitchell
& James2001; Robertset al., 2006), the selectionof time lags might not be optimal. As
pointedout by ouranonymouseviewersjt is possiblethatduringthe 4- or 10-yeartime lag,
manyotherimportantlife eventsmay occur,whichthenmaydilute theinfluenceof becoming
aleaderon personalitychange(Cohen,CohenWest, & Aiken, 2003; Dormann & Griffin,
2015; Mitchell & James2001).However,if thisis true,thenourresearchikely represents
a more conservativeexaminationof the influence of becominga leader. Thus, the
significant relationships between becoming a leader and the associatedchange of
conscientiousnessfterwards suggest the robustnessof the findings. Related, recent
longitudinal researchsuggestscollecting more wavesof datato examinemore nuanced
changesn personalitytraits and othervariablesat work (Bleidornetal., 2019;Donnellan
etal., 2015;Ployhart& Vandenberg2010).Becausanvestigationof personalitychangen
organizationalresearchis still in its infancy, and it is not always pragmaticto collect
longitudinaldataacross/earsfor organizationalesearcherst seemsiotuncommorto find
researchusingtwo wavesor threewavesof data.Althoughwe believethatsuchtwo-wave
or three-waveresearchis still valuable to advancethis line of research,we encourage
researchergo maketheir efforts to collect more wavesof datain their investigationsn the

futureif feasible We concurwith PodsakoffandcolleaguegN. P.Podsakofital.,2019)that



researchershouldconductmore comprehensivetudiesto examinethe effect of time more
expliatly in thefuture.

Sixth and related,becauseof ethical and feasibility concernswe were not able to
conduct a field experimentwith random assignmentand strong manipulation of our
independentariable becomingaleader to drawmoredefinitive causainferencesThus,we
cannotdraw causalinferencesAs suggestedby our anonymouseviewer,it seemgpossible
that someeventsmight haveoccurredbetweenTime 1 and Time 2 for participantsin the
becomingleadersgroup, which causedtheir increasesn conscientiousnesand prompted
theminto leadershiproleslater on. We examinedthis possibility of reversecausality.We
usedavailabledatain thetwo studieswith participantswho were employeesat Time 1 and
Time 2, butsomewerepromotednto leadershigositionsby Time 3 andtherestremainedas
employeesat Time 3. We adoptedatentchangescoremodeling(McArdle, 2001,2009; Selig
& Preacher2009)to modelpersonalitychangefrom Time 1 to Time 2, andthenusedsuch
a changevariableto predictleadershipstatusat Time 3. Findingsfrom the two studies
revealedthat changesn conscientiousnesgom Time 1 to Time 2 did not significantly
predictleadershipemergenceat Time 3. Although suchanalysesnight not be ideal testsof
reversecausality thefindingsseento suggesthatreversecausalityis notaseriougproblem7
Furthermorepsing the propensityscorematchingapproach‘mimics someof the particular
characteristicef arandomizedtontrolledtrial” (Austin,2011,p. 399),to minimizealternative
explanationcausedoy preexistinggroup differencesandto “strengthen causalinferences”
(Grant & Wall, 2009, p. 655). Schwabaand Bleidorn(2019)concludedhat“Propensity-
scorematchingcan thusrule out many alternativeexplanationdor developmentsuchas
historical effects(e.g.,developmenbecausef the 2008 global recession) andage-graded
development” (p. 654). We urgefuture researchif feasible,to adoptalternativedesignsand

methodge.g. thelatentchangescoreapproach}o gaugethe robustnes®f our findings®



Practical Implications

Findings of this researchprovide importantimplications for both organizationsand
employeesin better planning leadershipsuccessionand managing career development.
Leadership successionhas been deemedas a crucial issue for the sustainability of
organizationgKesner& Sebora,1994).The finding that becominga leaderenhancedne’s
conscientiousnedsasimportantimplications.Giventheimportanceof conscientiousnedsr
leadershigJudgeetal.,2002),promotinganemployeénto aleadershigositionmayhave
a potential to induce a virtuous cycle: Becoming a leader may enhanceone’s level of
conscientiousnesshichin turn may further enhancehis or her leadershipeffectiveness.
However, two caveatsmay surface.First, Judge,Piccolo, andKosalka(2009)pointedout
thathighly conscientiougmployeesnay not be ableto adaptto new environmentsvell and
may alsofall shortof creativity.Secondtherelationshipbetweerconscientiousnesandjob
performancemay be curvilinear(Le etal., 2011),suggestinga diminishing marginalutility
of the benefitsof conscientiousnes8alancingthe benefitsandpossibledark sidesassociated
with increasesf conscientiousness leadersmay be an importanttask for organizations.
Organizationanay implementspecialtraining for their leadersto betteradaptto volatile
environmentandimproveflexibility.

Our findings also have important implications for leadership development.
Organizationgnay considerassigningemployeesvith informal leadershipgolesasa form of
stretchexperienceso prodtheiremployeedo developleadershigapabilities Thismayin the
long run facilitate developmentof behaviorsand traitsrelatedto conscientiousnessnd
preparaheleaderfor thefuturetasks.Themajority of theliteratureonleadershiglevelopment
hasconcentratedn leaders’ skill andidentity developmenvia challengingvork experiences
(DeRueé& Wellman, 2009; Dragoni, Oh, Vankatwyk, & Tesluk, 2011; Dragoni, Tesluk,

Russell, & Oh, 2009; Lord, Day, Zaccaro, Avolio, & Eagly, 2017). We encourage



organizationgo broaderthe scopeandcontentof leaderdevelopmentto include personality
developmentand strive for “more holistic forms of leaderdevelopment” (Day & Dragoni,
2015,p. 144).

Our findings also have important implications for employeesin managingtheir
careers.Given that becoming a leader represents a milestone for one’s career
development (Baruch & Bozionelos, 2010; Wang & Wanberg, 2017), assuming
leadershiproles seemsa naturalstepfor employeedo climb up the corporateladder.In
this regard,our findings provide employeesanotherperspectiveo considerand evaluate
theircareerdevelopmentlecisionsWe foundbecomingaleaderwasrelatedto subsequent
increasesn conscientiousnessver time. Although offering benefits on one’s health
(Bogg & Roberts, 2004),havinga high level of conscientiousnessay comeat a costof
becominglessadaptableand lesscreative(Judgeet al., 2009). Furthermorejncreasen
job role demandsmediatedthe relationshipbetweenbecominga leaderandincreasein
conscientiousnesfesearcton work stresshasshownthat job demandsalthoughmaybe
perceivedas challengeqN. P. Podsakoffet al., 2007), are resource-depletingand thus
detrimental to well-being(Sonnentagk Frese,2012).Being mindful of the benefitsand
costsmay helpemployeeto makemorejudiciousdecisionto pursuecareersasleaders.

Conclusion

The majority of extantorganizationapersonalityresearchastakenthe position
that personalitytraits influence work experiencesnot vice versa.Although this view,
which hasbeenshapedby the Five Factortheoryof personality,seemsparsimonious, it
cannot account for the accumulatingempiricalevidencethatadults’ personalitytraits
continueto developas peopleadaptto new life/work roles. We found that a role-based
perspectiveof personality developmenthelps explain thechangen personalitytraits

when peopletransitioninto leadershiprolesfrom employeesWork rolesplay a crucial



role in socializing individuals (Frese, 1982; Nicholson, 1984). We hopethis studycan
stimulatemorefutureresearcton the notionthat“people arebothproducersaandproductsof

socialsystems” (Bandura,1997,p. 6).



References

Austin, P. C. (2010). Statistical criteria for selecting the optimal number of untreated subjects
matched to each treated subject when using manytoone matching on the propensity
score. American Journal of Epidemiology, 172, 1amn7.
http://dx.doi.org/10.1093/aje/kwq224

Austin, P. C. (2011). An introduction to propensity score methods for reducing the effects of
confounding in observational studies. Multivariate Behavioral Research, 46 4299
http://dx.doi.org/10.1080/ 00273171.2011.568786

Bandura, A. (1997). Self-efficacy: The exercise of control. New York, NY: Freeman.

Barling, J., Christie, A., & Hoption, C. (2010). Leadership. In S. Zedeck (Ed.), Handbook of
industrial and organizational psychology: Vol. 1. Building and developing the
organization (pp. 18240). Washington, DC: American Psychological Association.

Barrick, M. R., & Mount, M. K. (1991). The Big Five personality dimensions and job
performance: A  meta-analysis. Personnel Psychology, 44:-26.1
http://dx.doi.org/10.1111/j.1744-6570.1991.tb00688.x

Baruch, Y., & Bozionelos, N. (2010). Career issues. In S. Zedeck (Ed.), APA handbook of
industrial and organizational psychology (Vol. 2, pp-BI3). Washington, DC:
American Psychological Association.

Bass, B. M., & Bass, R. (2008). The Bass handbook of leadership: Theory, research, and
managerial applications (4th ed.). New York, NY: Free Press.

Berry, C. M., Ones, D. S., & Sackett, P. R. (2007). Interpersonal deviance, organizational
deviance, and their common correlates: A review and meta-analysis. Journal of Applied
Psychology, 92, 410424. http://dx .doi.org/10.1037/0021-9010.92.2.410

Biddle, B. J. (1979). Role theory: Expectations, identities, and behaviors. New York, NY:

Academic Press.



Bleidorn, W. (2012). Hitting the road to adulthood: Skertn personality development during
a major life transition. Personality and Social Psychology Bulletin, 38, 156@8.
http://dx.doi.org/10.1177/ 0146167212456707

Bleidorn, W., Hill, P. L., Back, M. D., Denissen, J. J. A., Hennecke, M., Hopwood, C. J., . ..
Roberts, B. (2019). The policy relevance of personality traits. American Psychologist,
74, 10561067. http://dx.doi .org/10.1037/amp0000503

Bleidorn, W., Hopwood, C. J., & Lucas, R. E. (2018). Life events and personality trait change.
Journal of Personality, 86, 836. http://dx.doi .org/10.1111/jopy.12286

Bliese, P. D., & Ployhart, R. E. (2002). Growth modeling using random coefficient models:
Model building, testing, and illustrations. Organizational Research Methods, -5, 362
387. http://dx.doi.org/10.1177/ 109442802237116

Bogg, T., & Roberts, B. W. (2004). Conscientiousness and health-related behaviors: A meta-
analysis of the leading behavioral contributors to mortality. Psychological Bulletin,
130, 887919. http://dx.doi.org/10 .1037/0033-2909.130.6.887

Bosco, F. A, Aguinis, H., Singh, K., Field, J. G., & Pierce, C. A. (2015). Correlational effect
size benchmarks. Journal of Applied Psychology, 100, -4
http://dx.doi.org/10.1037/a0038047

Boyce, C. J., Wood, A. M., Daly, M., & Sedikides, C. (2015). Personality change following
unemployment.  Journal of  Applied Psychology, 100, -9o11.
http://dx.doi.org/10.1037/a0038647

Buhrmester, M., Kwang, T., & Gosling, S. D. (2011). Amazon’s Mechanical Turk: A new
source of inexpensive, yet high-quality, data? Perspectives on Psychological Science,

6, 3-5. http://dx.doi.org/10.1177/ 1745691610393980



Caspi, A., & Moffitt, T. E. (1993). When do individual differences matter? A paradoxical
theory of personality coherence. Psychological Inquiry, 4, -24L.
http://dx.doi.org/10.1207/s15327965pli0404_1

Caspi, A., Roberts, B. W., & Shiner, R. L. (2005). Personality development: Stability and
change. Annual Review of Psychology, 56, 4B
http://dx.doi.org/10.1146/annurev.psych.55.090902.141913

Cavanaugh, M. A., Boswell, W. R., Roehling, M. V., & Boudreau, J. W. (2000). An empirical
examination of self-reported work stress among U.S. managers. Journal of Applied
Psychology, 85, 6574. http://dx.doi .org/10.1037/0021-9010.85.1.65

Chan, D. (1998). The conceptualization and analysis of change over time: An integrative
approach incorporating longitudinal mean and covariance structures analysis (LMACS)
and multiple indicator latent growth modeling (MLGM). Organizational Research
Methods, 1, 423483. http:// dx.doi.org/10.1177/109442819814004

Chawla, N., MacGowan, R. L., Gabriel, A. S., & Podsakoff, N. P. (2020). Unplugging or
staying connected? Examining the nature, antecedents, and consequences of profiles of
daily recovery experiences. Journal of Applied Psychology, 105,399
http://dx.doi.org/10.1037/apl0000423

Chiaburu, D. S., Oh, I.-S., Berry, C. M., Li, N., & Gardner, R. G. (2011). The five-factor model
of personality traits and organizational citizenship behaviors: A meta-analysis. Journal
of Applied Psychology, 96, 1140.166. http://dx.doi.org/10.1037/a0024004

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). Hillsdale, NJ:
Erlbaum.

Cohen, J., Cohen, P., West, S. G.,, & Aiken, L. S. (2003). Applied multiple
regression/correlation analysis for the behavioral sciences (3rd ed.). Mahwah, NJ:

Erlbaum.



Colbert, A. E., Barrick, M. R., & Bradley, B. K2014). Personality and leadership composition
in top management teams: Implications for organizational effectiveness. Personnel
Psychology, 67, 35887. http:// dx.doi.org/10.1111/peps.12036

Connelly, B. S., & Ones, D. S. (2010). An other perspective on personality: Meta-analytic
integration of observers’ accuracy and predictive validity. Psychological Bulletin, 136,
1092-1122. http://dx.doi.org/10.1037/ a0021212

Cook, T. D., Campbell, D. T., & Peracchio, L. (1990). Quasi-experimentation. In M. Dunnette
& L. Hough (Eds.), Handbook of industrial and organizational psychology (2nd ed.,
Vol. 1, pp. 491576). Palo Alto, CA: Consulting Psychologists Press.

Costa, P. T., Jr., & McCrae, R. R. (2006). Age changes in personality and their origins:
Comment on Roberts, Walton, and Viechtbauer (2006). Psychological Bulletin, 132,
26-28. http://dx.doi.org/10.1037/0033 2909.132.1.26

Costa, P. T., Jr., McCrae, R. R., & Lockenhoff, C. E. (2019). Personality across the life span.
Annual Review of Psychology, 70, 42818. http:// dx.doi.org/10.1146/annurev-psych-
010418-103244

Dalal, R. S., Alaybek, B., & Lievens, F. (2020). Within-person job performance variability
over short timeframes: Theory, empirical research, and practice. Annual Review of
Organizational Psychology and Organizational Behavior, 7, —444
http://dx.doi.org/10.1146/annurev orgpsych-012119-045350

Davis-Blake, A., & Pfeffer, J. (1989). Just a mirage: The search for dispositional effects in
organizational research. The Academy of Management Review, 14, 835
http://dx.doi.org/10.5465/amr.1989 .4279071

Day, D. V., & Dragoni, L. (2015). Leadership development: An outcome-oriented review based

on time and levels of analyses. Annual Review of Organizational Psychology and



Organizational Behavior, ,2133-156. http://dx.doi.org/10.1146/annurev-orgpsych-
032414-111328

Day, D. V., Sin, H.-P., & Chen, T. T. (2004). Assessing the burdens of leadership: Effects of
formal leadership roles on individual performance over time. Personnel Psychology,
57, 573-605. http://dx.doi.org/10 .1111/}.1744-6570.2004.00001.x

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A., Dorfman, P. W.,
Abdalla, I. A.,... Zhou, J. (1999). Culture specific and cross-culturally generalizable
implicit leadership theories: Are attributes of charismatic/transformational leadership
universally endorsed? The Leadership Quarterly, 10, -Z3®@
http://dx.doi.org/10.1016/S1048 9843(99)00018-1

Derue, D. S., Nahrgang, J. D., Wellman, N., & Humphrey, S. E. (2011). Trait and behavioral
theories of leadership: An integration and metaanalytic test of their relative validity.
Personnel Psychology, 64;52. http://dx.doi.org/10.1111/j.1744-6570.2010.01201.x

Derue, D. S., & Wellman, N. (2009). Developing leaders via experience: The role of
developmental challenge, learning orientation, and feedback availability. Journal of
Applied Psychology, 94, 85®875. http://dx.doi .org/10.1037/a0015317

Dong, Y., & Dumas, D. (2020). Are personality measures valid for different populations? A
systematic review of measurement invariance across cultures, gender, and age.
Personality and Individual Differences, 160, 109956.
http://dx.doi.org/10.1016/].paid.2020.109956

Donnellan, M. B., Hill, P. L., & Roberts, B. W. (2015). Personality development across the life
span: Current findings and future directions. In M. Mikulincer, P. R. Shaver, M. L.
Cooper, & R. J. Larsen (Eds.), APA handbook of personality and social psychology:
Vol. D: Personality processes and individual differences (pp-1Z&). Washington

DC: American Psychological Association.



Dormann, C., & Griffin, M. A. (2015). Optimal time lags in panel studies. Psychological
Methods, 20, 489505. http://dx.doi.org/10.1037/ met0000041

Dragoni, L., Oh, I. S., Vankatwyk, P., & Tesluk, P. E. (2011). Developing executive leaders:
The relative contribution of cognitive ability, personality, and the accumulation of work
experience in predicting strategic thinking competency. Personnel Psychology, 64,
829- 864. http://dx.doi .org/10.1111/j.1744-6570.2011.01229.x

Dragoni, L., Tesluk, P. E., Russell, J. E. A., & Oh, I. S. (2009). Understanding managerial
development: Integrating developmental assignments, learning orientation, and access
to developmental opportunities in predicting managerial competencies. Academy of
Management Journal, 52, 7343. http://dx.doi.org/10.5465/am;.2009.43669936

Feingold, A. (2009). Effect sizes for growth-modeling analysis for controlled clinical trials in
the same metric as for classical analysis. Psychological Methods, 183.43
http://dx.doi.org/10.1037/a0014699

Feingold, A. (2017). Meta-analysis with standardized effect sizes from multilevel and latent
growth models. Journal of Consulting and Clinical Psychology, 85-26&
http://dx.doi.org/10.1037/ccp0000162

Finkel, S. E. (1995). Causal analysis with panel data. Thousand Oaks, CA: SAGE.
http://dx.doi.org/10.4135/9781412983594

Fleeson, W. (2001). Toward a structure-and process-integrated view of personality: Traits as
density distribution of states. Journal of Personality and Social Psychology, 80, 1011
1027. http://dx.doi.org/10.1037/ 0022-3514.80.6.1011

Fleeson, W. (2004). Moving personality beyond the person-situation debate: The challenge and
the opportunity of within-person variability. Current Directions in Psychological
Science, 13, 8387. http://dx.doi .org/10.1111/j.0963-7214.2004.00280.x

Fleishman, E. A., Mumford, M. D., Zaccaro, S. J., Levin, K. Y., Korotkin,



A. L., & Hein, M. B. (1991). Taxonomic efforts in the description of leader behavior: A
synthesis and functional interpretation. The Leadership Quarterly, 2;2&45
http://dx.doi.org/10.1016/1048 9843(91)90016-U

Floyd, S. W., & Wooldridge, B. (1992). Middle management involvement in strategy and its
association with strategic type: A research note. Strategic Management Journal, 13 (S1),
153-167. http://dx.doi.org/10 .1002/sm;j.4250131012

Frese, M. (1982). Occupational socialization and psychological development. An
underemphasized research perspective in industrial psychology. Journal of
Occupational Psychology, 55, 2@24. http://dx.doi .0rg/10.1111/j.2044-
8325.1982.tb00095.x

Ganster, D. C. (2005). Executive job demands: Suggestions from a stress and decision-making
perspective. The Academy of Management Review, 30, 52
http://dx.doi.org/10.5465/amr.2005.17293366

Ganster, D. C., & Rosen, C. C. (2013). Work stress and employee health: A multidisciplinary
review. Journal of Management, 39, 108522.
http://dx.doi.org/10.1177/0149206313475815

Goldberg, L. R. (1990). An alternative “description of personality”: The big-five factor
structure. Journal of Personality and Social Psychology, 59, -1226.
http://dx.doi.org/10.1037/0022-3514.59.6.1216

Goldberg, L. R., Johnson, J. A., Eber, H. W., Hogan, R., Ashton, M. C., Cloninger, C. R., &
Gough, H. G. (2006). The international personality item pool and the future of public-
domain personality measures. Journal of Research in Personality, 496. 84

http://dx.doi.org/10.1016/}.jrp .2005.08.007



Graft-Vlachy, L., Bundy, J., & Hambrick, D. C. (2020). Effects of an advancing tenure on CEO
cognitive complexity. Organization Science. Advance online publication.
http://dx.doi.org/10.1287/0rsc.2019.1336

Grant, A. M., & Wall, T. D. (2009). The neglected science and art of quasi-experimentation:
Why-to, when-to, and how-to advice for organizational researchers. Organizational
Research Methods, 12, 6%86. http://dx.doi.org/10.1177/1094428108320737

Hambrick, D. C., Finkelstein, S., & Mooney, A. C. (2005). Executive job demands: New
insights for explaining strategic decisions and leader behaviors. The Academy of
Management Review, 30, 47491. http:// dx.doi.org/10.5465/amr.2005.17293355

Haviland, A., Nagin, D. S., & Rosenbaum, P. R. (2007). Combining propensity score matching
and group-based trajectory analysis in an observational study. Psychological Methods,
12, 247267. http://dx.doi .org/10.1037/1082-989X.12.3.247

Hill, L. A. (2007). Becoming the boss. Harvard Business Review, 856322.

Ho, D. E., Imai, K., King, G., & Stuart, E. A. (2011). Matchlt: Nonparametric preprocessing
for parametric causal inference. Journal of Statistical Software, 428.1
http://dx.doi.org/10.18637/jss.v042.i08

Hogan, R., Curphy, G. J., & Hogan, J. (1994). What we know about leadership. Effectiveness
and personality. American Psychologist, 49,-48B!. http://dx.doi.org/10.1037/0003-
066X.49.6.493

House, R. J., Shane, S. A., & Herold, D. M. (1996). Rumors of the death of dispositional
research are vastly exaggerated. The Academy of Management Review,-22403
http://dx.doi.org/10.5465/amr.1996 .9602161570

Hudson, N. W., Roberts, B. W., & Lodi-Smith, J. (2012). Personality trait development and
social investment in work. Journal of Research in Personality, 46,3334

http://dx.doi.org/10.1016/}.jrp.2012.03.002



Human, L. J., Biesa, J. C., Miller, G. E., Chen, E., Lachman, M. E., & Seeman, T. E. (2013).
Is change bad? Personality change is associated with poorer psychological health and
greater metabolic syndrome in midlife. Journal of Personality, 812540
http://dx.doi.org/10.1111/ jopy.12002

llgen, D. R., & Hollenbeck, J. R. (1991). The structure of work: Job design and roles. In M. D.
Dunnette & L. M. Hough (Eds.), Handbook of industrial and organizational psychology
(2nd ed., Vol. 2, pp. 16207). Palo Alto, CA: Consulting Psychologists Press.

lies, R., Scott, B. A., & Judge, T. A. (2006). The interactive effects of personal traits and
experienced states on intraindividual patterns of citizenship behavior. Academy of
Management Journal, 49, 5&/5. http://dx.doi.org/10.5465/am;.2006.21794672

Iveniuk, J., Laumann, E. O., Waite, L. J., McClintock, M. K., & Tiedt, A. (2014). Personality
measures in the national social life, health, and aging project. Journals of Gerontology
Series B: Psychological Sciences and Social Sciences, 69(Suppl. 2)S$247

Jayawickreme, E., Zachry, C. E., & Fleeson, W. (2019). Whole trait theory: An integrative
approach to examining personality structure and process. Personality and Individual
Differences, 136,-21L1. http://dx.doi.org/10 .1016/.paid.2018.06.045

John, O. P., Naumann, L. P., & Soto, C. J. (2008). Paradigm shift to the integrative Big Five
trait taxonomy: History, measurement, and conceptual issues. In O. P. John, R. W.
Robins, & L. A. Pervin (Eds.), Handbook of personality: Theory and research (pp. 114
158). New York, NY: Guilford Press.

Johnson, J. A. (1997). Units of analysis for the description and explanation of personality. In
R. Hogan, J. A. Johnson, & S. R. Briggs (Eds.), Handbook of personality psychology
(pp. 7393). San Diego, CA: Ac ademic Press. http://dx.doi.org/10.1016/B978-

012134645-4/50004-4



Judge, T. A., Bono, J. E,, llies, R., & Gerhardt, M. W. (2002). Personality and leadership: A
qualitative and quantitative review. Journal of Applied Psychology, 87, 7B8b
http://dx.doi.org/10.1037/0021-9010.87.4.765

Judge, T. A., Piccolo, R. F., & Kosalka, T. (2009). The bright and dark sides of leader traits: A
review and theoretical extension of the leader trait paradigm. The Leadership Quarterly,
20, 855875. http://dx.doi .org/10.1016/j.leaqua.2009.09.004

Karasek, R. A. (1979). Job demands, job decision latitude, and mental strain: Implications for
job redesign. Administrative Science Quarterly, 24, -288.
http://dx.doi.org/10.2307/2392498

Karasek, R., Brisson, C., Kawakami, N., Houtman, I., Bongers, P., & Amick, B. (1998). The
Job Content Questionnaire (JCQ): An instrument for internationally comparative
assessments of psychosocial job characteristics. Journal of Occupational Health
Psychology, 3, 322355. http:// dx.doi.org/10.1037/1076-8998.3.4.322

Katz, D., & Kahn, R. L. (1978). The social psychology of organizations (2nd ed.). New York,
NY: Wiley

Keltner, D., Gruenfeld, D. H., & Anderson, C. (2003). Power, approach, and inhibition.
Psychological Review, 110, 26584. http://dx.doi.org/ 10.1037/0033-295X.110.2.265

Kesner, I. F., & Sebora, T. C. (1994). Executive succession: Past, present & future. Journal of
Management, 20, 32372. http://dx.doi.org/10 .1177/014920639402000204

Kohn, M. L., & Schooler, C. (1978). The reciprocal effects of the substantive complexity of
work and intellectual flexibility: A longitudinal assessment. American Journal of
Sociology, 84, 2452. http://dx.doi .org/10.1086/226739

Kornadt, A. E. (2016). Do age stereotypes as social role expectations for older adults influence
personality development? Journal of Research in Personality, 605551

http://dx.doi.org/10.1016/}.jrp.2015.11.005



Lachman, M. E., & Weaver, S. L. (1997). The Midlife Development Inventory (MIDI)
personality scales: Scale construction and scoring. Waltham, MA: Brandeis University.

Le, H., OH, I.-S., Robbins, S. B., llies, R., Holland, E., & Westrick, P. (2011). Too much of a
good thing: Curvilinear relationships between personality traits and job performance.
Journal of Applied Psychology, 96, H1383. http://dx.doi.org/10.1037/a0021016

Lee, R., & Ashforth, B. E. (1991). Evaluating two models of burnout among supervisors and
managers in a public welfare setting. Journal of Health and Human Resources
Administration, 13, 50827.

LePine, J. A., Podsakoff, N. P., & LePine, M. A. (2005). A meta-analytic test of the challenge
stressor-hindrance stressor framework: An explanation for inconsistent relationships
among stressors and performance. Academy of Management Journal, 4B{5/64
http://dx.doi.org/10 .5465/amj.2005.18803921

Li, W. D., Fay, D., Frese, M., Harms, P. D., & Gao, X. Y. (2014). Reciprocal relationship
between proactive personality and work characteristics: A latent change score
approach. Journal of Applied Psychology, 99, -BED.
http://dx.doi.org/10.1037/a0036169

Li, W. D., Li, S., Fay, D., & Frese, M. (2019). Reciprocal relationships between dispositional
optimism and work experiences: A five-wave longitudinal investigation. Journal of
Applied Psychology, 104, 14711486. http://dx.doi.org/10.1037/apl0000417

Li, W. D., Schaubroeck, J. M., Xie, J. L., & Keller, A. C. (2018). Is being a leader a mixed
blessing? A dual-pathway model linking leadership role occupancy to well-being.
Journal of Organizational Behavior, 39, 971

989. http://dx.doi.org/10.1002/job.2273

Li, W.D., Arvey, R. D., & Song, Z. (2011). The influence of general mental ability, self-esteem

and family socioeconomic status on leadership role occupancy and leader advancement:



The moderating role of genderThe Leadership Quarterly, 22, 5X34.
http://dx.doi.org/10 .1016/j.leaqua.2011.04.009

Little, R. J., & Rubin, D. B. (2002). Statistical analysis with missing data. New York, NY:
Wiley. http://dx.doi.org/10.1002/9781119013563

Lord, R. G., Day, D. V., Zaccaro, S. J., Avolio, B. J., & Eagly, A. H. (2017). Leadership in
applied psychology: Three waves of theory and research. Journal of Applied
Psychology, 102, 434451. http://dx.doi .org/10.1037/apl0000089

Lord, R. G., Foti, R. J., & De Vader, C. L. (1984). A test of leadership categorization theory:
Internal structure, information processing, and leadership perceptions. Organizational
Behavior & Human Performance, 34, 3838. http://dx.doi.org/10.1016/0030-
5073(84)90043-6

Lucas, R. E., & Donnellan, M. B. (2011). Personality development across the life span:
Longitudinal analyses with a national sample from Germany. Journal of Personality and
Social Psychology, 101, 84861. http://dx.doi.org/10.1037/a0024298

McArdle, J. J. (2001). A latent difference score approach to longitudinal dynamic structural
analysis. In R. Cudeck, S. D. Toit, & D. Sérbom (Eds.), Structural equation modeling:
Present and future. A Festschrift in honor of Karl Jo" reskog (pp-—384).
Lincolnwood, IL: Scientific Software International.

McArdle, J. J. (2009). Latent variable modeling of differences and changes with longitudinal
data. Annual Review of Psychology, 60, 5805.
http://dx.doi.org/10.1146/annurev.psych.60.110707.163612

McCrae, R. R., & Costa, P. T., Jr. (1999). A five-factor theory of personality. In A. Pervin &
O. P. John (Eds.), Handbook of personality: Theory and research (2nd ed., pp. 139

153). New York, NY: Guilford Press.



McCrae, R. R., Costa, P. T., Jr., Ostendorf, F., Angleitner, A., Hrebickova, M., Avia, M. D.,...
Smth, P. B. (2000). Nature over nurture: Temperament, personality, and life span
development. Journal of Personality and Social Psychology, 78;-1863
http://dx.doi.org/10.1037/0022 3514.78.1.173

Mintzberg, H. (1971). Managerial work: Analysis from observation. Management Science, 18
(2), B97-B110. http://dx.doi.org/10.1287/mnsc.18 .2.B97

Mintzberg, H. (2009). Managing. San Francisco, CA: Berrett-Koehler Publishers.

Mitchell, T. R., & James, L. R. (2001). Building better theory: Time and the specification of
when things happen. Academy of Management Review, 26,-5330
http://dx.doi.org/10.5465/amr.2001.5393889

Mottus, R., Kandler, C., Bleidorn, W., Riemann, R., & McCrae, R. R. (2017). Personality traits
below facets: The consensual validity, longitudinal stability, heritability, and utility of
personality nuances. Journal of Personality and Social Psychology, 1124904
http://dx.doi.org/ 10.1037/pspp0000100

Mu, W., Luo, J., Nickel, L., & Roberts, B. W. (2016). Generality or specificity? Examining the
relation between personality traits and mental health outcomes using a bivariate bi-
factor latent change model. European Journal of Personality, 30;48&7
http://dx.doi.org/10.1002/per .2052

Newman, D. A. (2009). Missing data techniques and low response rates: The role of systematic
nonresponse parameters. In C. E. Lance & R. J. Vandenberg (Eds.), Statistical and
methodological myths and urban legends (p86J. New York, NY: Routledge.

Newman, D. A. (2014). Missing data: Five practical guidelines. Organizational Research

Methods, 17, 372411. http://dx.doi.org/10.1177/ 1094428114548590



Newton, D. W., LePine, J. A., Kim, J. K., Wellman, N., & Bush, J. T. (2020). Taking
engagement to task: The nature and functioning of task engagement across transitions.
Journal of Applied Psychology, 105;18. http://dx.doi.org/10.1037/apl0000428

Nicholson, N. (1984). A theory of work role transitions. Administrative Science Quarterly, 29,
172-191. http://dx.doi.org/10.2307/2393172

Nolan, C. (Director). (2005). Batman begins [Film]. Burbank, CA: Warner Bros.

Nye, C. D., & Roberts, B. W. (2019). A neo-socioanalytic model of personality development.
In B. B. Baltes, C. W. Rudolph, & H. Zacher (Eds.), Work across the lifespan (pp. 47
79). London, UK: Academic Press. http://dx.doi.org/10.1016/B978-0-12-812756-
8.00003-7

Offermann, L. R., Kennedy, J. K., Jr., & Wirtz, P. W. (1994). Implicit leadership theories:
Content, structure, and generalizability. The Leadership Quarterly, 55843
http://dx.doi.org/10.1016/1048 9843(94)90005-1

Oh, I.-S., & Berry, C. M. (2009). The five-factor model of personality and managerial
performance: Validity gains through the use of 360 degree performance ratings. Journal
of Applied Psychology, 94, 1498513. http://dx.doi.org/10.1037/a0017221

Ones, D. S., Dilchert, S., Viswesvaran, C., & Judge, T. A. (2007). In support of personality
assessment in organizational settings. Personnel Psychology, 6610985
http://dx.doi.org/10.1111/j.1744-6570.2007 .00099.x

Ployhart, R. E., & Vandenberg, R. J. (2010). Longitudinal research: The theory, design, and
analysis of change. Journal of Management, 36, -12a.
http://dx.doi.org/10.1177/0149206309352110

Podsakoff, N. P., LePine, J. A., & LePine, M. A. (2007). Differential challenge stressor-

hindrance stressor relationships with job attitudes, turnover intentions, turnover, and



withdrawal behavior: A metanalysis. Journal of Applied Psychology, 92,-4354.
http://dx.doi.org/10.1037/ 0021-9010.92.2.438

Podsakoff, N. P., Spoelma, T. M., Chawla, N., & Gabriel, A. S. (2019). What predicts within-
person variance in applied psychology constructs? An empirical examination. Journal
of Applied Psychology, 104, 727

754. http://dx.doi.org/10.1037/apl0000374

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common method
biases in behavioral research: A critical review of the literature and recommended
remedies. Journal of Applied Psychology, 88, -D0B.
http://dx.doi.org/10.1037/0021-9010.88.5.879

Preacher, K. J., Briggs, N. E., Wichman, A. L., & MacCallum, R. C. (2008). Latent growth
curve modeling . Los Angeles, CA: Sage. http:// dx.doi.org/10.4135/9781412984737

Prentice, D. A., & Miller, D. T. (1992). When small effects are impressive. Psychological
Bulletin, 112, 160164. http://dx.doi.org/10.1037/0033 2909.112.1.160

Reitzig, M., & Maciejovsky, B. (2015). Corporate hierarchy and vertical information flow
inside the firm—A behavioral view. Strategic Management Journal, 36, 1BF90.
http://dx.doi.org/10.1002/smj.2334

Roberts, B. W., Caspi, A., & Moffitt, T. E. (2003). Work experiences and personality
development in young adulthood. Journal of Personality and Social Psychology, 84,
582-593. http://dx.doi.org/10.1037/0022-3514 .84.3.582

Roberts, B. W., & DelVecchio, W. F. (2000). The rank-order consistency of personality traits
from childhood to old age: A quantitative review of longitudinal studies. Psychological
Bulletin, 126, 3-25. http://dx.doi .org/10.1037/0033-2909.126.1.3

Roberts, B. W., Kuncel, N. R., Shiner, R., Caspi, A., & Goldberg, L. R. (2007). The power of

personality: The comparative validity of personality traits, socioeconomic status, and



cognitive ability for predicting important life outcomes. Perspectives on Psychological
Science, 2, 31345. http://dx.doi.org/10.1111/j.1745-6916.2007.00047.x

Roberts, B. W., & Nickel, L. (2017). A critical evaluation of the neosocioanalytic model of
personality. In J. Specht (Ed.), Personality development across the life span (pp. 157
177). Elsevier. http://dx.doi.org/ 10.1016/B978-0-12-804674-6.00011-9

Roberts, B. W., Walton, K. E., & Viechtbauer, W. (2006). Patterns of mean-level change in
personality traits across the life course: A metaanalysis of longitudinal studies.
Psychological Bulletin, 132 -25. http://dx.doi.org/10.1037/0033-2909.132.1.1

Roberts, B. W., Wood, D., & Caspi, A. (2008). The development of personality traits in
adulthood. In O. P. John, R. W. Robins, & L. A. Pervin (Eds.), Handbook of personality:
Theory and research (3rd ed., pp.-33%8). New York, NY: Guilford Pres

Sackett, P. R., Lievens, F., Van lddekinge, C. H., & Kuncel, N. R. (2017). Individual
differences and their measurement: A review of 100 years of research. Journal of
Applied Psychology, 102, 25273. http://dx.doi .org/10.1037/apl0000151

Saucier, G. (1994). Minmarkers: A brief version of Goldberg’s unipolar big-five markers.
Journal of Personality Assessment, 63, -HI.
http://dx.doi.org/10.1207/s15327752jpa6303_8

Schneider, B. (1987). The people make the place. Personnel Psychology, 4063437
http://dx.doi.org/10.1111/j.1744-6570.1987.tb00609.x

Schwaba, T., & Bleidorn, W. (2018). Individual differences in personality change across the
adult life span. Journal of personality, 86, 4564.
http://dx.doi.org/10.1111/jopy.12327

Schwaba, T., & Bleidorn, W. (2019). Personality trait development across the transition to
retirement. Journal of Personality and Social Psychology, 116,-6651

http://dx.doi.org/10.1037/pspp0000179



Selig, J. P., & Preacher, K. J. (2009). Mediation models for longitudiraimaevelopmental

research. Research in Human

Development, —6(23), 144164.
http://dx.doi.org/10.1080/15427600902911247

Shalley, C. E., Gilson, L. L., & Blum, T. C. (2000). Matching creativity requirements and the
work environment: Effects on satisfaction and intentions to leave. Academy of
Management Journal, 43, 2123.

Sherf, E. N., & Morrison, E. W. (2020). | do not need feedback! Or do I? Self-efficacy,

perspective taking, and feedback seeking. Journal of Applied Psychology, 105, 146
165|http://dx.doi.org/10.1037/apl0000432

Sherman, G. D., Lee, J. J., Cuddy, A. J. C., Renshon, J., Oveis, C., Gross,J. J., & Lerner, J. S.
(2012). Leadership is associated with lower levels of stress. Proceedings of the National
Academy of Sciences of the United States of America, 109, 119087.
http://dx.doi.org/10.1073/pnas .1207042109

Shipp, A. J., & Cole, M. S. (2015). Time in individual-level organizational studies: What is it,
how is it used, and why isn’t it exploited more often? Annual Review of Organizational

Psychology and

Organizational Behavior, 2, -2Z50.

http://dx.doi.org/10.1146/annurev-orgpsych 032414-111245

Sonnentag, S., & Frese, M. (2012). Stress in organizations. In N. Schmitt & S. Highhouse

(Eds.), Handbook of psychology: Vol. 12. Industrial and organizational psychology
(2nd ed., pp. 566692). Hoboken, NJ: Wiley.

South, S. C., Jarnecke, A. M., & Vize, C. E. (2018). Sex differences in the Big Five model

personality traits: A behavior genetics exploration. Journal of Research in Personality,

74, 158165. http://dx.doi.org/10 .1016/j.jrp.2018.03.002
Specht, J., Bleidorn, W., Denissen, J. J., Hennecke, M., Hutteman, R., Kandler, C.,...

Zimmermann, J. (2014). What drives adult personality development? A comparison of


http://dx.doi.org/10.1037/apl0000432

theoretical perspectives and empirical evidence. European Journal of Personality, 28,
216-230. http://dx.doi .org/10.1002/per.1966

Specht, J., Egloff, B., & Schmukle, S. C. (2011). Stability and change of personality across the
life course: The impact of age and major life events on mean-level and rank-order
stability of the Big Five. Journal of Personality and Social Psychology, 1018882
http://dx.doi.org/10 .1037/a0024950

Staw, B. M. (2004). The dispositional approach to job attitudes: An empirical and conceptual
review. In B. Schneider & B. Smitt (Eds.), Personality and organization (pp1268
Mahwah, NJ: Erlbaum.

Summerfield, M., Bevitt, A., Freidin, S., Hahn, M., LA, N., Macalalad, N., . . . Wooden, M.
(2017). HILDA user manual-Release 16. Retrieved from
https://melbourneinstitute.unimelb.edu.au/__data/assets/pdf _file/
0006/2597865/HILDA-User-Manual-Release-16.0_LATEST.pdf

Sutin, A. R., & Costa, P. T., Jr. (2010). Reciprocal influences of personality and job
characteristics across middle adulthood. Journal of Personality, 78,2887
http://dx.doi.org/10.1111/j.1467-6494.2009.00615.x

Sutin, A. R., Costa Jr., P. T., Miech, R., & Eaton, W. W. (2009). Personality and career success:
Concurrent and longitudinal relations. European Journal of Personality,23l. 71

Taylor, P. J., Li, W. D., Shi, K., & Borman, W. C. (2008). The transportability of job
information  across  countries. Personnel Psychology, 61, -1149
http://dx.doi.org/10.1111/j.1744-6570.2008.00106.x

Tasselli, S., Kilduff, M., & Landis, B. (2018). Personality change: Implications for
organizational behavior. The Academy of Management Annals, 1244987

http://dx.doi.org/10.5465/annals.2016.0008



Tett, R. P., & Burnett, D. D. (2003). A personality tdagtised interactionist model of job
performance. Journal of Applied Psychology, 88, -HIO.
http://dx.doi.org/10.1037/0021-9010.88.3.500

Turiano, N. A., Pitzer, L., Armour, C., Karlamangla, A., Ryff, C. D., & Mroczek, D. K. (2012).
Personality trait level and change as predictors of health outcomes: Findings from a
national study of Americans (MIDUS). The Journals of Gerontology: Series B:
Psychological Sciences and Social Sciences, 67, -12.4
http://dx.doi.org/10.1093/geronb/ gbr072

Vandenberg, R. J., & Lance, C. E. (2000). A review and synthesis of the measurement
invariance literature: Suggestions, practices, and recommendations for organizational
research. Organizational Research Methods, 3, -704
http://dx.doi.org/10.1177/109442810031002

Wang, M., & Wanberg, C. R. (2017). 100 years of applied psychology research on individual
careers: From career management to retirement. Journal of Applied Psychology, 102,
546-563. http://dx.doi.org/10 .1037/apl0000143

Wooden, M., Freidin, S., & Watson, N. (2002). The household, income and labour dynamics
in Australia (HILDA) survey: Wave 1. The Australian Economic Review, 35;388.
http://dx.doi.org/10.1111/1467-8462 .00252

Woods, S. A., Wille, B., Wu, C., Lievens, F., & De Fruyt, F. (2019). The influence of work on
personality trait development: The Demands-Affordances TrAnsactional (DATA)
model, an integrative review, and research agenda. Journal of Vocational Behavior,
110, 258271. http:// dx.doi.org/10.1016/j.jvb.2018.11.010

Wu, C. H., & Griffin, M. A. (2012). Longitudinal relationships between core self-evaluations
and job satisfaction. Journal of Applied Psychology, 97, -332.

http://dx.doi.org/10.1037/a0025673



Wu, C. H., Wang, Y., Parker, S. K., & Griffin, M. A. (2020). Effects of chronic job insecurity
on Big Five personality change. Journal of Applied Psychology. Advance online
publication. http://dx.doi.org/10 .1037/apl0000488

Yukl, G. (2012). Effective leadership behavior: What we know and what questions need more
attention. The Academy of Management Perspectives, 26, @&b.
http://dx.doi.org/10.5465/amp.2012.0088

Yukl, G. (2013). Leadership in organizations (8th ed.). Upper Saddle River, NJ: Pearson
Prentice Hall.

Zimprich, D., Allemand, M., & Lachman, M. E. (2012). Factorial structure and age-related
psychometrics of the MIDUS personality adjective items across the life span.

Psychological Assessment, 24, 1186. http://dx .doi.org/10.1037/a0025265



Footnotes

1. Following Mintzberg (1971, 2009), we do not distinguish leaders from managers and
supervisors here, although we acknowledge that in other cases doing so may be more useful.

2. As Austin (2010)noted,“Because of the impositionof the constraintthat the logit of the
propensityscoreof matchedsubjectscould differ by, at most,a fixed amount,it is possible
thatinsufficientnumberof untreatedsubjectswill beavailablefor matchingto sometreated
subjects.Thus, whenusing M:1 matching(M > 1), it is conceivablethat, althoughsome
matchedsetswill containM untreatedsubjectssomematchedsetswill containfewerthan
M untreatedsubjects” (p. 1094). This seemsto be the casefor our current propensity
matching(161:90=1.79:1).

3. Resultsshow that influencesof becominga leader on changesof agreeableness,
opennessandextraversiorwerenot significant. This wasalsothe casefor Study?2.

4. We thank our action editor for this comment.

5. We are indebted to our anonymous reviewer for pointing this out.

6. We thank our anonymous reviewer for this comment.

7. These results did not mean that conscientiousness cannot predict leadership emergence.
Previous research on this issue uses a different design, which has been primarily cross-

sectional in nature.

8. We thank our anonymous reviewer for this comment.



Appendix
Personality Items Adopted in the Current Research

Items Used in the Big Five Personality Measurein Study 1

Pleasandicatehow well eachof following descriptiveadjectivesdescribes/ou (1 = a lot,
4 =notatall)?

Conscientiousness: OrganizedResponsibleHardworking,andCarelesgnegatively
worded)

Emotional stability: Moody (negativelyworded),Worrying (negativelyworded),and
Nervous(negativelyworded)

Agreeableness: Caring,Soft-heartedand Sympathetic

Extraversion: Outgoing,Lively, Active, andTalkative

Openness: Creative Imaginative,Intelligent, Curious,Sophisticatedand Adventurous

Items Used in the Big Five Personality Measurein Study 2

Pleasandicatehow well eachof thefollowing describesgou (1 = stronglydisagreey/ =
stronglyagres@.

Conscientiousness: Orderly, Disorganized (negativelyworded),andEfficient
Emotional stability: Moody (negativelyworded),Envious(negativelyworded),
Touchy(negativelyworded),and Tempera-imental(negativelyworded)
Agreeableness: SympatheticKind, CooperativeandWarm

Extraversion: Shy(negativelyworded),Quite (negativelyworded),andBashful
(negativelyworded)

Openness: Creative,Deep,Philosophicalandintellectual



Tablel
MeanIndividual Characteristicat Time 1 for the Two GroupsAfter PropensityScore
Matching(Studyl)

Becoming Nonleaders
Matched individual leaders group group
characteristics (n =90) (n=161)
Age 37.10 37.66
Gender (% of males) 57.8 55.9
Education 3.28 3.21
Log transformed annual income 10.26 10.26
Conscientiousness 3.43 3.42
Emotion stability 2.82 2.78
Agreeableness 343 3.40
Extraversion 3.34 3.27

Openness 3.10 3.05




Table2

CorrelationBetweenthe PersonalityMeasuresn the CurrentResearcland

Correspondind?ersonalityariablesfrom IPIP andBF| andTest-Retest
Reliabilitiesin the Validation Study

Conscientiousness Extroversion Agreeableness Emotional stability Openness
Correlation Study 1 Study 2 Study 1 Study 2 Study 1 Study 2 Study 1 Study 2 Study 1 Study 2

Correlation at Time 1

IPIP .86 .86™ 87 917 92 90" 92 857 .85™ 86"

BFI1 907 81 a1 927 82 g2 92 a8 847" .85™
Correlation at Time 2

IPIP 897 87 87 887 91 .88 92 84 86" 83

BFI g2 .86™* 92+ 93 .83 9= 93 q8* .85 85
Test-retest reliability 83 89 90™ 92 8o~ B4 90 8o 81 B4

Note. N =150.IPIP = InternationalPersonalityitem Pool; BFI = Big Five Inventory.»p < .01.



Table 3
Model Fit Indices for Testing Measurement Invariance and Variable Independence for Study

1

Model X’ CFI RMSEA SRMR ACHI ARMSEA ASRMR

Conscientiousness

Configural invariance 72.25"* (47) 965 046 063 — — —

Metric invariance 92.79* (53) 946 055 074 —.019 009 011

Scalar invariance 114.95% (61) 926 059 076 —.039 013 013
Emotional stability

Configural invariance 39107 (21) 081 059 .036 — — —

Metric invariance 43.97**" (25) 980 055 .035 —.001 —.004 —.001

Scalar invariance 91.017™ (31) 936 .088 .058 —.045 029 022
CFA

Time 1 43,447 (13) 928 097 .069 - — -

Time 2 35.937* (13) 902 089 069 — — —

Time 3 27.82** (13) 934 068 076 — — -

Note. N =251.CFl = comparativdit index; RMSEA = root meansquareerror of approximationSRMR =
standardizedoot meansquareresidual,CFA = confirmatoryfactoranalysis.
w p < .001.



Table4
Ms, SDs,andCorrelationsfor Study1 Variables

Variable M 5D 1 2 3 4 5 6

. Conscientiousness T1 342 44 —

. Emotional stability T1 2.73 .79 26 —

. Conscientiousness T2 348 42 58 .10 —

. Emotional stability T2 298 70 .18 .59 A8 —

. Conscientiousness T3 348 45 .60 .26 59 19 —

. Emotional stability T3 297 .67 .08 .58 A5 70 19 —
. Becoming a leader® .36 48 .01 .03 -—-04 .00 .17 .08

=] On Lh e ) D —

Note.N = 189-251. Correlations ranging from .14 to .18 were significant<aiOb;
correlations from .19 to .77 were significant at §1. T1=Time 1; T2=Time 2; T3=Time
3.20=nonleaders group,dbecoming leaders group.



Table 5
Means, Mean-Level Differences, and Rank-Order Stabilities for Personality Trady ($

MISD Effect size (Cohen’s d) Rank-order stability
Study variable T1 T2 T3 d,» d5 d, s s I3
Becoming leaders group
Conscientiousness 3.43/45 3.46/.42 3.59/.38 05 36" A3 607 A3 687
Emotional stability 2.80/.68 3.03/.62 3.01/.59 437 A6 .01 52 557 67
Nonleaders group
Conscientiousness 3.45/44 3.51/40 3.44/47 13 08 -.19 56 687 587
Emotional stability 2.811.70 2.98/.62 2.92/.61 33 24" —.10 63 59 a1

Note.N = 161 for the nonleaders group and 90 for the becoming leaders group. d-coefficients
indicate standardized differences in mean level between measurement occasions: positive
values signify mean-level increases and negative values mean-level decreases. r-coefficients
indicate correlations of a variable between two measurement occasicng$iriid 1; T2=

Time 2; T3=Time 3. *p<.05,** p< .01, *** p<.001.



Table6
Resultsof LatentGrowth CurveModels: Study1

Slope of emotional

Slope of conscientiousness stability (Model
(Model 1), Coefficient 2), Coefficient
Predictor (SE) (SE)
Becoming a leader L08% (.03) 04 (.05
Model fit indices
x2(df) 0.16 (6) 17.88%(5)
CFI 086 946
RMSEA 046 101
SRMR 074 024

Note.N = 251 (90 for the becoming leaders group and 161 for the non-leaders group).
Becoming a leader: 0 = nonleaders group, 1 = becoming leaders group. CFl = comparative fit
index; RMSEA = root mean square error of approximation; SRMR = standardized root mean
square residual. Slopes indicate changes and intercepts indicate starting points. * p < .05.



Table7
MeanIndividual Characteristicat Time 1 for the Two Groupsafter Propensity
ScoreMatching(Study?2)

Becoming leaders Nonleaders
Matched individual group roup
characteristics (n = 431) (n = 818)
Age 34.01 34.82
Gender (% of males) 531 499
Education 5.57 3.68
Log transformed annual income 10.11 10.10
Conscientiousness 4.90 4.91
Emotion stability 4.85 4.87
Agreeableness 5.28 3.30
Extraversion 4.64 4.63

Openness 442 4.38




Table 8
Model Fit Indices for Testing Measurement Invariance and Variable Independence for Study
2

Model - Adf CH RMSEA SRMR ACFI ARMSEA ASRMR

Conscientiousness

Configural invariance 26.25(21) 999 RUE 013 — — —

Metric mvanance 28.79 (25) 999 A1l 0T 000 — .03 04

Scalar invarance 81.22 (31) GER 036 031 — 011 022 DI
Emotional stability

Configural invariance 117227 (47) 986 035 026 - — —

Metric invariance 12918 (53) 085 034 033 -.001 —.001 007

Scalar invariance 141.88* (61) GR4 033 032 —.002 —.002 —.006
Job demands

Configural invariance 5543 (21 991 036 024 — — —

Metric invanance 64.63" (25) 980 036 031 — 002 000 007

Scalar invariance 0BG (31) 981 043 039 - 010 007 015
CFA

Time | 15591 (32) 956 058 41 — — —

Time 2 155.16™ (32) 956 0358 4] — — —

Time 3 119.077 (32) 971 049 035

Note.N = 1,249. CFE comparative fit index; RMSEA root mean square error of
approximation; SRMR: standardized root mean square residual;
CFA = confirmatory factor analysis. **p < .001.



Table 9
Ms, SDs, and Correlations for Study 2 Variables

Variable M SD 1 2 3 4 5 6 7 8 9
1. Conscientiousness T1 492 1.14 —
2. Emotional stability T1 4.88 1.11 .20 —
3. Conscientiousness T2 5.03 1.11 .65 A8 —
4. Emotional stability T2 4.93 1.10 .20 61 22 s
5. Conscientiousness T3 5.15 1.14 .60 A7 72 15 —
6. Emotional stability T3 496 1.09 24 57 25 .64 22 —
7. Job demands T1 437 1.32 02 —.07 01 —.03 .04 —.06 —
8. Job demands T2 445 1.32 —.01 —.05 03 -7 05 —.06 44 —
9. Job demands T3 4.61 1.35 —.05 —.08 —.03 —-.10 —-.02 —.10 39 53 —
10. Becoming a leader® 1.35 A48 —.01 —.02 06 —-.03 07 — 12 05 20 A8

Note.N _1,014-1,249. Correlations ranging from .06 to .08 were significant aOp;
correlations from .09 to .72 were significant at. @1.

T1=Time 1; T2=Time 2; T3=Time 3.

20 =nonleaders group,dbecoming leaders group.



Table 10
Means, Mean-Level Differences, and Rank-Order Stabilities for Personality Traiteland J
Role Demands (Study 2)

MISD Effect size (Cohen’s d) Rank-order stability
Study variable T1 T2 T3 d, dys dssg I s I3

Becoming leaders group

Conscientiousness 4.94/1.12 5.19/1.07 5.28/1.08 250 31 10" 617 53 677

Emotional stability 4.85/1.09 4.91/1.05 4.94/1.07 06 09 04 647 567" 627

Job role demands 4.49/1.33 4.85/1.22 4.99/1.27 240 33 12 35" 347 557
Non-leaders group

Conscientiousness 4.96/1.12 5.00/1.12 5.10/1.17 05 16 A3 68 647" a4

Emotional stability 4.88/1.12 4.96/1.10 4.99/1.10 07 09" 02 59" 577 657

Job role demands 4.31/1.37 4.24/1.32 4.47/1.33 -.05 AT17 A7 A48 407 507

Note.N = 431 for the becoming leaders group and 818 for the nonleaders group. d-
coefficients indicate standardized differences in mean level between measurement occasions:
positive values signify mean-level increases and negative values mean-level decreases. r-
coefficients indicate correlations of a variable between two measurement occasiens. T1

Time 1; T2=Time 2; T3=Time 3. *p<.05,** p< .01, ** p<.001.



Table 11
Results of Latent Growth Curve Models: Study 2

Slope of conscientiousness  Slope of job role demands  Slope of conscientiousness ~ Slope of emotional stability

(Model 1), Coefficient (Model 2), Coefficient (Model 3), Coefficient (Model 4), Coefficient
Predictor (SE) (SE) (SE) (SE)

Becoming a leader 077 (.03) 77 (05) —.01 (.06) —.01(.03)
Intercept of job demands — — —.03 (.04) —
Intercept of conscientiousness — — —.03 (.04) —
Slope of job demands — — 527 (21 —
Model fit indices

x’(df 5.33(6) 40.297™ (6) 55.66" (21) 2,10 (&)

CFI 1.00 956 985 1.00

RMSEA 000 068 036 000

SRMR 008 032 025 005

Note.N = 1,249 (431 for the becoming leaders group and 818 for the nonleaders group).
Slopes indicate changes and intercepts indicate starting points. Becoming a leader: O
nonleaders group,4becoming leaders group. CEtomparative fit index; RMSEA root
mean square error of approximation; SRM&andardized root mean square residual.

*p <.05, *** p<.001.



Time 1 Time 2 Time 3
promoted to

leadership
positions
Becoming-leaders group o i . b
Employee ' Leader Leader
Non-leaders group o o 0
Matched on age, Employee Employee Employee

gender, education,
income and personality
at Time 1

Figurel. Changeof leadershippositionsfor thetwo groupsof participantsOpendotsdenoteanonleaderemployeeposition;closed
dotsdenotea leadershiposition.Becomingleadersgroupandnonleadergroupwerematchedvia a propensityscorematchingon age,
gendereducationjn- come,andtheBig Five personalitytraitsat Time 1.



T1 Job Intercept Intercept T1
demands demands Personality Al Personality
T2 Job T2
demands Personality
T3 Job Slope Slope T3
demands 2 demands Personality Personality

Figure2. Bivariatelatentgrowth curvemodelfor personalityandjob role demands2. =
residualvariancejd = job demandspers= personality;T1 =Time1; T2=Time 2; T3
=Time 3.
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Figure3. Meantrendsfor conscientiousnesmdjob role demandgbasedn raw scores).
(A) Meantrendsfor conscientiousness Studyl. (B) Meantrendsfor conscientiousness
in Study?2. (C) Meantrendsfor job role demandsn Study?2.



