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Personality Traits and Work Engagement:
Does Team-Member Exchange Make a Difference?
[bookmark: _Toc475748821]Abstract

          This study examines the impact of personality traits and team-member exchange on work engagement and the mediating effect of team-member exchange on personality traits and work engagement in a non-Western context in United Arab Emirates (UAE) public sectors. A self-administered questionnaire using a 5-item Likert scale of personality traits, team-member exchange, and work engagement was used, including some demographic variables, in order to collect data from 470 employees working in two public sectors, namely the Abu Dhabi Food Control Authority (ADFCA) and the Abu Dhabi Farmer Service Center (ADFSC), in the UAE, the Emirate of Abu Dhabi. The study used a number of analytical methods, such as descriptive statistics, correlation analysis, and smartPLS version 3.0 for bootstrapping, in order to obtain accurate data analysis. After testing for reliability and validity, the proposed hypotheses were tested using SmartPLS. The mediation hypothesis was tested using the Baron and Kenny (1986) approach. Generally, employees’ characteristics were found to have an impact on work engagement as work engagement can increase or decrease levels of work performance. Thus, the study recommends that employers consider the traits of potential employees during recruitment and selection processes. In addition, the study recommends that selected public sectors encourage strong social exchanges, exchange of information, and interpersonal relationships between employees at work for better work performance and outcomes. This study is considered the first study, in the context of a non-Western country, such as the UAE, that attempts to examine the impact of personality traits and team-member exchange on work engagement. Moreover, the current study is the first to examine the mediating effect of team-member exchange on personality traits and work engagement in a non-Western context. 
Key words: Personality Traits, Team-Member Exchange, Work Engagement, United Arab Emirates, Abu Dhabi Food Control Authority (ADFCA), Abu Dhabi Farmer Service Center (ADFSC).
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PT: Personality Traits 
TMX: Team Member Exchange
WE: Work Engagement 
NA: Negative Affectivity
PA: Positive Affectivity
ADFCA: Abu Dhabi Food Control Authority
(ADFSC): Abu Dhabi Farmer Service Center 
UAE: United Arab Emirates 
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         Contemporary business organizations operate in highly dynamic and competitive environments where employees are needed who are psychologically connected to their work (Bakker et al., 2011). Psychological readiness determines level of work engagement, which is defined as a positive, fulfilling, work-related state of mind that leads to employees demonstrating vigor, dedication, and absorption in their work (Schaufei et al., 2002). A growing body of research in business and psychology has associated employee work engagement with positive organisational outcomes, such as enhanced job performance, increased levels of productivity, and financial benefits (Rich et al., 2010; Bakker et al., 2012; Xanthopoulou et al., 2009). These positive outcomes are, in essence, key factors necessary for ensuring that organizations are operating sustainably. It can be noted, however, that while a majority of organizations are recognizing the important role that work engagement plays in enhancing organisational sustainability, they are finding it difficult to sustain high engagement levels. In particular, increased global competition, pressures to downsize, organisational restructuring, and continuous innovations are making it increasingly difficult to ensure employees are highly motivated (Fairhust & O’Connor, 2010; Lockwood, 2007). 
       Several researchers have provided evidence that work engagement reflects the level of psychological or emotional engagement that is revealed in accomplishing work objectives, which, in turn, reflects the performance outcomes of employees who place their organizations ahead of their competitors (Liao, Yang, Wang, Drown, & Shi, 2013). Rich, Lepine, and Crawford (2010) have observed that work engagement regulates employees’ emotional feelings on various levels, much like the physical and perceptive aspects of a person.
The consequences of work engagement are also interrelated with environmental characteristics and dispositional factors, such as the Big Five model’s temperament characteristics and psychosocial environmental factors, which include Team-Member Exchange’s (TMX) social characteristics  (Liao et al., ibid, 2013). 
         Relating these dispositional factors (Big Five model) and environmental characteristics (TMX) to work engagement can contribute to a theoretical understanding of how work engagement occurs and inform decision-making when it comes to the importance of enhancing employee engagement levels.   There has been an increase in interest in dispositional factors that comprise personality traits (Big Five model) and their influence on employee behaviour. Each dimension of these five factors represents personality at the largest level of the concept that summarizes a greater number of dissimilar characteristics that provide a comprehensive person characteristic (Digman, 1989). The five factor model of personality traits is comprised of agreeableness, conscientiousness, extraversion, emotional stability, and openness to experience. Gosling (2003) indicates that the Big Five traits are highly stable over time and appear to be shaped by genetic factors.
          The concept of work engagement revolves around the aspects of vigour, dedication, and absorption among employees (Schaufeli et al., 2002). Vigor, as Gonzalez-Roma et al. (2006) explain, is evident when employees are characterized by high levels of energy and mental resistance when performing their roles. In addition, employees with high vigour levels are willing to invest effort in their work, as well as persist even in the face of difficulties. Dedication, on the other hand, reflects the extent to which employees experience a sense of significance, enthusiasm, and challenge in their work. Lastly, employees who are absorbed in their work are able to fully concentrate, are happily engrossed, and consider time spent at work as passing quickly. 
         These three aspects of work engagement are direct opposites of cynicism and exhaustion, which are characteristics denoting disengagement in one’s work (Bakker et al., 2014). Work engagement performs an instrumental role in the sustainability of enterprises. Disengaged employees do not only detach themselves from work, but are also not fully attentive when undertaking their work roles. They are less likely to consider it worthwhile to invest additional effort in their work, reflecting a lack of the broader conception of their work responsibilities (Saks, 2006; Rich et al., 2012). As a result of this lower dedication and lack of enthusiasm towards their responsibilities, disengaged workers fail to maintain behaviours that are crucial in sustaining businesses. For instance, research in the hospitality industry has shown that disengaged employees are often reluctant to display discretionary consumer oriented organisational citizenship behaviour (Lyu et al., 2016). Such reluctance has the potential to reduce customer satisfaction levels and consequently lower customer loyalty. 
      Engaged employees also expend less effort in accomplishing their in-role performance compared to their less energetic and less absorbed counterparts (Sonnentag, 2003). Undertaking roles with less effort often means that more resources are preserved for performance of extra-role behaviours, such as helping other workers complete their tasks. Although extra-role behaviours are not part of the formal job description, they are crucial in ensuring the smooth functioning of an organization (Tremblay et al., 2010). The disengaged employee who lacks the energy and passion for in-role performance will encounter difficulties in going beyond the boundary of their work roles. They are also less likely to devote their energy to coming up with creative ways of handling challenges in the workplace. As a result, an organization may be less efficient in achieving its goals and, hence, lower sustainability. Within this context, there is a nearly universal consensus that all normal personality traits can be effectively studied through the Big Five model of personality, which includes agreeableness, conscientiousness, emotional stability/neuroticism, extraversion, and openness (Credé, Harms, Niehorster & Gaye-Valentine, 2012; Kiffin-Petersen, Jordan & Soutar, 2011).  
     The Big Five model has been proven by various research studies to have validity on a broad level (McCrae & Costa, 2003; Migliore, 2011). Agreeableness is described as an individual’s concern for nurturing social harmony and cooperation. Agreeable individuals are characterized by such behavioral characteristics as being considerate, generous, trustworthy, and good nurtured (Bowling & Eschleman, 2010). High scores in this trait are indicative of an individual’s ease of adaptability and getting along with others. Low scores on agreeability, on the other hand, suggest an individual’s reluctance to get involved, as well as a tendency to engage in skepticism and to challenge the ideas of other team members (Migliore, 2011).  
       Conscientiousness describes a reliable personality where an individual is marked by aspects such as self-discipline at work, orderliness, and a high sense of responsibility (Nahrgang, Morgeson, & Ilies, 2009). In addition, conscientious individuals are able to regulate their impulses in relation to decision making. Accordingly, it is anticipated that individuals who score high on conscientiousness are likely to be remain focused and are careful and reliable, while low scores describe individuals who are easily distracted, disorganized, and causal (Bakker et al., 2012). 
       Extraversion describes the extent to which an individual is action oriented, assertive, draws attention from others, talkative, and enjoys various opportunities which offer excitement (Nahrgang et al., 2009). Individuals who score high on this trait are considered to be leader-like and energetic, while individuals on the lower spectrum of extraversion (i.e., introversion) are reserved in speech, less action oriented, and have a tendency to remain in the background (Chahal & Mehta, 2010). Emotional stability, on the other hand, describes the extent to which an individual is characterized by excessive worry that might degenerate into a low ability to cope with daily activities, as well as high levels of mental distress and emotional distress (Migliore, 2011). 
      Individuals who score high on neuroticism are less resilient when it comes to negative feelings, such as anger and depression, while their counterparts with low scores tend to be more resilient and remain calm even during stressful situations. 
      Openness to experience reflects an individual’s inclination to new ideas, imagination, curiosity, and creativity. High scores in relation to openness to experience are indicative of an individual’s tendency to broad intellectual curiosity and adoption of non-conforming behaviours and ways of thinking. In contrast, individuals who score low on openness to experience tend to prefer dealing with familiar situations and have a narrow perspective on various aspects of work (Migliore, 2011). 
[bookmark: _Toc475748828]Team-Member Exchange

     Organisational environments are characterized by the presence of vertical and horizontal relationships among organisational members (Lunenburg, 2012). Vertical relationships are mainly evident in roles involving supervisors and subordinates, in which case role relationships are negotiated through social exchange processes. 
    These processes are described as leader-member exchanges (LMX) (Bernerth & Hirschfeld, 2016). Horizontal relationships, on the other hand, take place between individuals who are on the same level in the organisational hierarchy, such as members who constitute a work team. Recent research suggest that while prior research has mainly focused on LMX, the trend towards flatter organisational forms and group based work will continue to buttress the need for increased focus on horizontal relationships (Banks et al., 2014). In other words, it is likely that lateral interactions among employees and their peers in work group settings will become increasingly frequent and perform an important role in enhancing the effectiveness of both the employees and the organizations. 
     The social exchanges that take place between members within work groups are often described as team-member exchanges (TMX) and mainly manifest themselves in co-worker relationships (Liao et al., 2013). As a concept adapted from LMX, TMX represents an individual’s perception of the quality of exchanges or interactions with peers who are part of a team.  Seers, Petty, and Cashman (1995) have formally defined TMX as the reciprocity between a member and his team in regard to the member’s efforts to contribute ideas, share feedback, and provide assistance to other members in return for receipt of information, assistance, and recognition by the other team members. As such, TMX can be conceptualized as the quality of exchanges between individuals who constitute a team. 
The next section describes a food sector in the UAE, and the Abu Dhabi Emirate in particular, and provides a brief overview of the research. 
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       The United Arab Emirates (UAE), founded in 1971, is one of the most rapidly developing 
countries in the Gulf region, Middle East, and North Africa (MENA) (Suliman 
& Al Kathairi, 2013). It is one of the richest countries in the world with a gross domestic 
product (GDP) per capita of $37 000 (as cited by Younies et al., 2008). It is a federation of 
seven emirates, with the Abu Dhabi emirate as the federal capital, varying  in wealth 
distribution and population. The others include Dubai, Sharjah, Ajman,  Ras  Al  Khaimah,Umm  Al  Quwain,  and  Fujairah. The UAE government has emphasized the important role of public sectors involved in food control and practices for both its citizens and residents, as the sectors account for better service and legislation for healthy food. According to the World Health Organization, unsafe food is known to be a factor in more than 200 different diseases – ranging from cholera to various forms of cancer. The latest reports show that the UAE is ranked first in the Arab region when it comes to food safety. On the other hand, in the global food security index 2015, the UAE was ranked 23rd globally with a score of 75.6. The selection was based on a standard criterion which includes affordability and availability of safe and healthy food with a high standard of quality.     
     This study chose the food sector and the public sector, in particular, for several reasons. First, there is a limited amount of literature that shows that importance of work engagement in the public sector (Nowak, Holmes, & Murrow, 2010; Willis-Shattuck et al., 2008).  Second, the UAE government has allocated billions of funds for social services, including food control. In fact, 47% of the budget in 2012 was allotted to social services (Khan Mehmood-Ul-Hassan, 2012). Third, the importance of having health and food safety is paramount in light of numerous factors that lead to potential hazards, such as food borne viruses (Christophe Dufour, 2011). Fourth, Kuehn and Al-Busaidi (2002) have stated that 79% of Emirati employees work in public organizations. So, it is important to focus on food services in the public sector in order to examine the factors that can impact employee work engagement, such as in the community, and maintain the quality of healthy food through continuous monitoring. Food control and services are administrated by different regulatory authorities in the UAE.

The Food Sector in the Abu Dhabi Emirate
 In 2005, the Abu Dhabi government established the Abu Dhabi Food Control Authority (ADFCA) to monitor and regulate safety and quality of all raw and processed food that is imported, displayed for sale, and served for human consumption within Abu Dhabi. 
     The Authority conducts inspections of food outlets, such as hotels, restaurants, and shops, and provides consultancy services for food outlet staff and citizens to raise awareness about food safety. In addition, the authority in charge regulates food safety issues, 86% of imported food, and 40,000 food handlers (Harib, 2011).
[bookmark: Pg17]         The government of Abu Dhabi established its 2030 economic vision in 2008. To achieve its vision, the government of Abu Dhabi has focused on investing in critical sectors, such as the food sector including food security. It considers this sector to be one of strategic reserves and future economic growth engines. 
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       A growing body of research in business and psychology has associated employee work engagement with positive organisational outcomes, such as enhanced job performance, increased levels of productivity, and financial benefits (Rich, Lepine, & Crawford, 2010; Bakker, Demerouti, & Sanz-Vergel, 2012; Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2009). It is noted, however, noted that while the majority of organizations are recognizing the important role that work engagement performs in enhancing organisational sustainability, they are finding it difficult to sustain high engagement levels.  In particular, increased global competition, pressures to downsize, organisational restructuring, and continuous innovations are making it increasingly difficult to ensure employees are highly motivated (Lockwood, 2007; Lewis, Donaldson-Feilder, & Tharani, 2012). 
      The above dynamics have meant that employees in a business environment not only face high demands, but are also under pressure to operate with fewer resources. As a response to this challenge, existing studies have suggested a raft of measures that organizations can undertake to increase work engagement among employees (Bakker, Schaufeli, Leiter, & Taris, 2008; Schaufeli et al., 2009). The role that individual characteristics, such as personality and psychosocial environment factors like team-member exchange (TMX), collectively play in ensuring that employees are able to cope with increasing work pressures has, however, been neglected. More specifically, there lacks consistent effort in investigating how individuals with different personalities are able to handle psychological strains resulting from changing work environments in environments that involve TMX.
        In addition, factors influencing work engagement have mainly been studied in a Western context where aspects such as culture and human resource practices are quite distinct from other parts of the world. In the case of emerging economies, such as the United Arabs Emirate (UAE), which is the main focus of this paper, there has been little research on work engagement. Preliminary research focusing on organizations in the Middle East region suggests that up to a third of employees are actively disengaged in their work and, hence, a cause of concern (Hewitt, 2014).  Thus, current study suggests a conceptual framework between personality traits and work engagement mediated by team-member exchange, which has not been done in the Arab context, and cites the need for such a study which examines these relationships in a non-Western context, such as the UAE. 
[bookmark: _Toc475748831]Purpose of the Study

        The  main  purpose  of  this  study  is  to  examine  the  main  factors  that  affect employee work engagement in  the public sector in the UAE.  In other words, the research looks into the correlation between five dimensions of personality traits and work engagement comprised of vigour, dedication, and absorption. Moreover, the study investigates the mediating effects of team-member exchange on the relationship between personality traits and work engagement.
    In sum, this study attempts to fill a gap in the literature and contribute to the existing research, in the Arab context, by investigating the factors that can motivate public sector employees (e.g., low level employees, middle management, and top management) to increase extra-role behaviour through work engagement. 
[bookmark: _Toc475748832]Research Questions

       Based on a review of the literature, this research endeavors to answer three research questions and test four hypotheses regarding the relationship between personality traits, team-member exchange, and work engagement. The current research attempts to answer the following questions: 
RQ 1. Do the Big Five personality traits have an impact on work engagement?
RQ 2. Do personality traits have an impact on TMX?
RQ 3. Does TMX impact work engagement? 
RQ 4. Does TMX mediate the relationship between personality traits and engagement?
To address these questions, this research examined the direct relationship between three dimensions of personality traits, team-member exchange, and work engagement. Moreover, the current research investigates the indirect relationship between personality traits and work engagement interactions through the mediating role of team-member exchange. 
[bookmark: _Toc475748833]Significance of the Study

     This conceptual paper will be valuable in several ways. First, it will attempt to increase the level of understanding regarding the important influence of personality traits on employee work engagement. HR practitioners can, in this context, use the paper’s recommendations during the employee resourcing process in order to ensure that the right employees are aligned with jobs that demand high levels of engagement. Second the study makes an important contribution to the existing literature by providing a conceptual framework that demonstrates the mediating role of TMX on the relationship between Big Five personality traits and work engagement. This is an area that is yet to be explored in sufficient depth, since researchers tend to overlook the role that TMX plays in shaping the impact of personality traits and work engagement. Moreover, there is a need to conduct a study that examines the relationships between the three constructs in a non-Western context, such as the UAE. 
[bookmark: _Toc475748834]



Organization of the Study

This research contains seven chapters. The sequence and structure of these chapters are listed as follows: 
Chapter 1: Introduction 
This chapter includes an introduction, the background of the problem, the research setting, discussion of the problem statement, the purpose of the research, research questions,  research  hypotheses,  theoretical  framework,  importance  of  the  study, definition of terms, limitations, and conclusion. 
Chapter 2: Literature Review and Research Question(s) 
This chapter introduces the purpose for reviewing the literature and describes the literature review methodology (literature search). This is followed by a discussion of the development of major theories of personality traits, team-member exchange, work engagement, and their associated empirical research. It provides a review of the literature that supports this study. At the end of this chapter, gaps in the work engagement field, which is the focus of this study, are highlighted and four research questions are developed in order to enable the subsequent investigation.
[bookmark: Pg23]Chapter 3: Theory 
In this chapter the research arguments, the conceptual framework, as well as the research hypothesis are discussed.  
Chapter 4: Data and Methodology 
This chapter describes the research methodology adopted by the researcher, the research design chosen, the data collection methods and samples, ethical considerations, measures, and analytical strategies, such as descriptive statistics, correlations analysis, factor analysis, and regression analysis. 


Chapter 5: Results and Discussions 
This chapter examines the findings from the analysis of the quantitative data collected through the questionnaire survey instrument. It includes the results of reliability and validity and an analysis of the data presenting the relationships between study variables, regardless if they are direct or indirect relationships. This is followed by a discussion of the findings of the study and a comparison of the results with previous research in the field. 
Chapter 6: Implications and Suggestions for Future Research. 
This chapter discusses the implications of the study’s findings for both theoretical and practical application. It also presents the limitations of the current research and provides some suggestions for future research. 
Chapter 7: Conclusion 
This chapter offers a brief summary of the current research and discusses the useful lessons that might help managers in the public sector maintain and focus on employee work engagement.
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         This chapter seeks to provide a review of the literature in order to help contextualize and define the relationship between personality traits, work engagement, and team-member exchange. By reviewing the literature along these constructs, a theoretical framework is built, which is used later in the study to substantiate findings from the primary data collection. The review comprises of seven main sections. The first three sections provide an overview of the literature on personality traits, team-member exchange, and work engagement. Section four reviews the literature on the relationship between personality traits and work engagement. The fifth section reviews the literature on personality traits and team-member exchange. The sixth section reviews the relationship between team-member exchange and work engagement. Finally, section seven illustrates the moderating role of team-member exchange between personality traits and work engagement. 
[bookmark: _Toc475748836]Personality Traits

         Researchers have over the years made efforts to conceptualize personality as a variety of traits in order to better understand the underlying reasons for different human behaviour and experiences (Knezevic, Lazarevic, Bosnjak, Puric, Petrovic, Teovanovic, & Bodroza, 2016). Pervin and Cervone (2010) describe personality as psychological qualities that influence an individual’s enduring and distinctive patterns of thinking and behaving.
    Interest in the field of personality in part stems from the belief that situational factors, ability, and skills are not solely responsible for differences in people’s behaviour (Shi, Liu, Yang, & Wang, 2015). A review of the current literature reveals the presence of a wide range of personalities. 
However, five factors are the most widely accepted and used by researchers and practitioners in the field of individual personality. These factors are based on the Big Five personality model. The model suggests five broad domains that account for most of the variance in personality measures. These include: openness, extraversion, conscientiousness, agreeableness, and emotional stability (Knezevic et al., 2016; Nishimura & Suzuki, 2016).  Notably, the determination of the model is based on biological factors with measures undertaken to ensure that it transcends cultures and languages (Shi et al., 2015). 

Openness to experience 
         Openness to experience has been defined as the tendency for an individual to depict receptivity to learning, change, and new experiences.  The trait is also characterized by active imagination, curiosity, and aesthetic sensitivity (You, Lin, Xu, & Hu, 2016). Individuals who exhibit this trait are likely to show interest in a wide range of activities and aspects that are supported by their generally higher levels of creativity. The desire for experience among these individuals also means that they can at times be radical (Fiddick, Brase, Ho, Hiraishi, Honma, & Smith, 2016). According to Migliore (2011), openness is the only factor among the other five major traits that does not correlate in a systematic way to expected patterns of behaviour for an individual of this personality type.  Another important finding is that openness changes with increase in age more than the other domains (You et al., 2016).  
Agreeableness 
  Agreeableness explains a trait where one tends to be cooperative and altruistic. An individual who scores high on this trait is also likely to be pleasant and inclined to interact with others in a harmonious manner (Bhatti, Battour, Ismail, & Sundram, 2014).  Based on a study by Shi et al. (2015), agreeableness is one of the traits that may be difficult to accurately pinpoint. Though there is a tendency to associate agreeableness with the inclination to say yes to everything, this is not always the case. Agreeableness, in this case, suggests that an individual is inclined to harmony-seeking behavior, as opposed to a person who is a pushover (Bhatti et al., 2014). In a study focusing on expatriates in Malaysia, Subramaniam, Ramalu, Wei and Rose (2011) noted that individuals who score high on agreeableness are more flexible, less offensive to others, and are more likely to fit in and adjust to new groups and cultures. 

Extraversion 
    Extraversion refers to the tendency of an individual to be assertive, sociable, active, and talkative (Migliore, 2011). Sociability is one of the most discussed attributes of extraverts. Wolff and Kim (2012) propose that individuals who score high on extraversion are more likely to engage in social behavior, since they find it to be rewarding. Notably, extraversion is considered a trait that reflects reward sensitivity, though the relationship between the two aspects remains controversial (Fiddick et al., 2016). The tendency of extraverts to be assertive is also linked to their high chance of also engaging in dominative practices. At the lower end of the spectrum on extraversion are individuals who are commonly described as introverted, withdrawn, and submissive (Bhatti et al., 2014). 

Emotional stability 
     Emotional stability is defined as an individual’s overall level of adjustment in the face of stress and pressure. Emotionally stable individuals are also emotionally resilient in that they can remain optimistic even when challenged by a diversity of complex situations (Kodydek & Hochreiter, 2013). The opposite of emotional stability is neuroticism. Individuals who are considered to be highly neurotic tend to depict undesirable behaviours, such as depression, low self-esteem, impulsiveness, and mood swings (Dant, Weaven & Baker, 2013). In other words, these individuals score low on emotional intelligence. Some of the other key aspects of emotionally stable individuals include ease of resolving conflicts, handling negative feedback, and greater levels of self-efficacy (Bhatti et al., 2014). 

Conscientiousness
     Conscientiousness describes individuals who are characterized by high levels of self-discipline, determination, and will to achieve. Other defining aspects of conscientiousness include reliability, trustworthiness, orderliness, and willingness to follow rules (Nga & Shamuganathan, 2010). Magidson, Roberts, Collado-Rodriguez and Lejuez (2014) suggest that there exists a conceptual overlap between the trait of conscientiousness and motivation. Accordingly, a conscientious individual is likely to depict high levels of motivation, whereas the strong will to succeed among these individuals is also evident from their high morale. With regard to their approach to learning, these individuals favor an analytic as opposed to elaborative approach (You et al., 2016). 
[bookmark: _Toc475748837]The Relevance of the Big Five Performance Model

        The importance afforded to the Big Five personality model in this research is attributed to several reasons. First, the model has been shown to be effective in helping sort personality characteristics into meaningful categories (Shi et al., 2015).  Second, unlike other personality frameworks, the Big Five model provides a common framework for doing research. Its universality has, in particular, been validated in over 50 cultures. Third, the model is designed in such a way as to cover the entire personality space. Limiting the analysis to five domains prevents problems such as the inability to find consistent relationships between personality and other variables due to too many traits (Bhatti et al., 2014). As such, the model allows for wide and comprehensive coverage. 
       The significance of personality traits under the Big Five model can further be understood based on Holland’s vocational theory. In this theory, it is suggested that individuals tend to flourish or perform well in environments where there is a good fit between their personality and the environment in which they operate (Sharif, 2015). The presence of an appropriate level of fit has beneficial impact, such as higher performance, increased levels of satisfaction and longevity. By contrast, a low fit between personality and environment has been found to lead to negative attributes, such as dissatisfaction, lower performance, and withdrawal and instability (Sharif, 2015). 
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       Organisational literature highlights the importance of social interactions between organisational members as the means to achieving organisational effectiveness (Allen & Shanock, 2013; Probst, Jiang, & Graso, 2016). It is within this context that social interactions perform an important role in blurring boundaries that tend to exist among members from different divisions, teams, or departments within an organization. In other words, social interaction has the potential to persuade members to form common interests, which is crucial in the building of new exchanges (Allen & Shanock, 2013).  Two of the main forms of relational exchanges in organisational studies include leader-member exchanges (LMX) and team-member exchanges (TMX). The main difference between LMX and TMX is that the former addresses issues pertaining to vertical peer exchange relationships, while the latter focuses on horizontal relationships (Banks, Batchelor, Seers, O'Boyle, Pollack, & Gower, 2014).
       TMX, which is the main focus of this research, refers to the quality of relationship between individuals who constitute a team, such as co-workers or work groups. Quality of relationship is further evaluated from the perspective of intention to engage in reciprocal assistance and contribution of ideas and feedback (Liao, Liu, & Loi, 2010). Notably, the quality of exchange in TMX goes beyond the unique individuals to represent shared roles as team members. 
     Team-member exchange has its roots in social exchange theory (SET). The theory, in general, refers to a two-sided rewarding process that involves two or more social groups (Banks et al., 2014).
 In greater detail, SET makes attempts to explain the relationship between individuals. It suggests that exchanges between two or more individuals often involve more than the transfer of material goods. During social interactions, individuals exchange intangible elements, such as happiness and anger. The exchange of these intangible elements can, in some contexts, be more important than physical transactions (Walumbwa, Mayer, Wang, Wang, Workman, & Christensen, 2011). The underlying rationale is that intangible elements have a direct impact on the power structure among various individuals involved in the social exchange. 
      Perceived fairness during the exchange could impact important aspects, such as satisfaction with the relationship and intention to engage in reciprocity. Based on SET, reciprocity takes place when positive actions from one individual lead to positive actions to another or when negative actions lead to negative actions (Vidyarthi, Liden, Anand, Erdogan, & Ghosh, 2010). Put differently, individuals in an exchange relationship are likely to respond to the actions of their colleagues based on their perceptions of ideals such as fairness and distributive justice. It should, however, be noted that reciprocity varies in terms of degree (Molm, 2010). Some individuals may not necessarily respond to negative actions with negative actions. According to Banks et al. (2014), reciprocity in a TMX context should be analyzed in terms of the amount of resources that each party brings to bear on the exchange process. 
        Further, members in a team environment expect to receive messages from other members that are internally consistent. Internal consistency allows each member to respond in a fashion that is internally consistent with the rest of the team based on allocated roles. In the above context, TMX suggests various behaviours that individuals are likely to depict while working in groups. For instance, it suggests that individuals who value high-quality relationships and invest their efforts in such relationships are likely to demonstrate respect for their peers (Banks et al., 2014). 
     TMX theory also acknowledges that no two relationships in which a focal individual participates are identical. Notwithstanding, it suggests that the actions or behaviours brought by the focal individual to the group often incorporate the same characteristic attributes of that individual (Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012).  
      Additional, individuals who experience a high level of TMX quality exhibit behaviours such as willingness to be cooperative and engage in collaborative efforts. In contrast, individuals who experience low quality TMX are likely to direct fewer efforts to the group. In return, these individuals receive fewer social rewards (Liao et al., 2010). Previous empirical research within this context has shown that the level of TMX quality is directly related to a member’s level of job satisfaction and performance (Jordan & Troth, 2011). Overall, effective teams are expected to comprise of members who experience high quality TMX. Previous studies indicate that there are three distinct characteristics of exchange relationship, whether under TMX or LMX. To begin with, the exchange relationships between the members are based on mutual commitment, loyalty, and trust. Each of these aspects is based on the extent to which members who constitute the team are willing to depict affinity and faith in individuals with whom they make exchanges.
        The second characteristic pertains to relationship building between team members (Weng & Chang, 2015). According to Liao et al. (2010), relationship building is a time consuming process and depends on the extent to which members are willing to engage in mutual learning and accommodation. As such, the establishment of interpersonal relationships is contingent upon the members’ readiness to accommodate possible differences. 
      Third, exchange relationships are characterized by changes in relationships over the course of time (Weng & Chang, 2015). At the beginning of the exchanges, the majority of individuals tend to be strangers. Gradually, the other members become acquaintances and partners. Depending on the progression of the formation of relationships, some members, according to personal preferences or contextual factors, may regard themselves as part of the “in” group or “out” group.
    Individuals who constitute part of the “in” group tend to demonstrate positive attitudes, are loyal, and committed. In contrast, members who regard themselves as part of the “out” group are likely to depict lower levels of trust and, hence, a low-quality TMX relationship quality (Weng & Chang, 2015; Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012). 
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A number of factors are likely to affect an employee’s level of work engagement. These factors are broadly classified as either job resources (positive) or job demands (negative) (Crawford, Lepine, & Rich, 2010). These two aspects of work engagement are theorized as the Job Demand-Resources (JD-R) model. In greater detail, job resources comprise of those factors that increase enthusiasm and satisfaction with work. It is suggested, by the JD-R model, that employees are in a position to expend more effort and remain engaged in their work if they have access to valuable resources. Such resources may include employee participation in decision making, team climate, job security, role clarity, and satisfactory pay (Mellahi, Budhwar, & Li, 2010).
   As an example, providing technological platforms for employees to network with their colleagues have been shown to have an ambivalent effect on employee work engagement (Diaz, Chiaburu, Zimmerman, & Boswell, 2012). The study by Diaz and colleagues, in particular, found that use of ICT devices for networking among Caucasian employees in the United States increased work satisfaction and consequently work engagement among 90% of the study participants. Job demands are, on the other hand, factors that can potentially cause stress and burnout among employees. They may include poor subordinate-supervisor relations, work-life-conflict, excessively long working hours, as well as an environment that demands high levels of conformity among employees (Hirschi, 2012; Xanthopoulou, Bakker, & Llies, 2012).
   Empirical research further indicates that work engagement is negatively associated with three of the main dimensions of worker stress and burnout. These include lack of personal accomplishment, emotional exhaustion, and depersonalization (Douglas, Bore, & Munro, 2016). 
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       Contemporary organizations have, over the course of time, recognized the need to have their employees psychologically connected to their work (Bakker, Albrecht, & Leiter, 2011). Such connection is commonly referred to as work engagement and is described based on three dimensions: dedication, vigour, and absorption. Dedication can be conceived of as an employee’s feelings of pride, enthusiasm, and inspiration about work (Shahpouri, Namdari, & Abedi, 2016). Vigour, on the other hand, refers to an employee’s ability to demonstrate great energy levels and mental resilience while working (Bakker et al., 2011). Absorption refers to an employee’s concentration or engrossment in work in such a way that time passes quickly and it is difficult to leave the work (Bakker, Demerouti, & Sanz-Vergel, 2014). The importance attached to work engagement in extant organisational literature can be linked to its beneficial outcomes in organizations. Research indicates that engaged employees depict enthusiasm and positive affections at work and pass on emotions, such as happiness, to their colleagues. The result is higher levels of job performance and productivity within organizations (Hakanen & Roodt, 2010). 
     Significant associations between work engagement low turnover intentions, high job satisfaction, and commitment have also been documented (Halsbesleben, 2010). Besides better job outcomes, work engagement has been linked with the improved financial performance of an organization (Xanthopoulou, Bakker, Demerouti, & Schaufeli, 2009). 
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         Personality traits are persistent in the sense of stability over time and consistent across a wide range of situations (Pervin & Cervone, 2010). Previous research explains that personality traits perform a significant role in determining how effectively or ineffectively individuals interpret their environment, as well as active strategies meant to help adapt to different environmental demands (Zecca,   Györkös, Becker,   Massoudi, de Bruin, & Rossier, 2015). Accordingly, personality traits may contribute in a direct or indirect manner to improving or impairing an individual’s capacity to experience the desired level of work engagement. In this section, each of the five main personality traits is reviewed in relation to their influence on work engagement.

Extraversion 
    Previous studies have investigated whether a relationship exists between extraversion and personality traits. It has been shown that employees who report having experienced high levels of work engagement also score high in terms of extraversion (Langelaan, Bakker, Lorenz, van Doornen, & Schaufeli, 2006). The study by Langelaan et al. (2006) specifically focused on a sample of Dutch employees where it was found that burned-out employees were characterized by low levels of extraversion. Several studies have made attempts to explain the reported positive relationship between high levels of extraversion and work engagement. Totterdell, Wood and Wall (2006), for instance, explain that extraverts typically depict cheerfulness, excitement, and find it easy to communicate with their co-workers and supervisors.  The good communication between these employees and other individuals in the work place provide an opportunity for better feedback and support. 
  Consequently, these individuals are less likely to encounter job-related stress and are better able to handle their jobs effectively, which, in turn, results in higher levels of work engagement (Totterdell et al., 2006). In the same context, Handa and Gulati (2014) found that the sociable and active participation nature of extraverts means that they are likely to seek solutions to their problems at work and, hence, be more engaged. However, the assertive nature of these individuals means that better levels of work engagement can only be achieved if they also enjoy higher autonomy in their jobs. Another interesting finding in previous research is that extraverts tend to hold the perception of higher job resources as opposed to the perception of higher job demands (Bakker, Boyd, Dollard, Gillespie, Winefield, & Stough, 2010). A few studies, such as Kim, Shin and Swanger’s  (2009), have, however, reported that the extraversion dimension of personality traits has non-significant effects on work engagement. Dant et al. (2013) have also pointed out that, in some instances, extraverted individuals are likely to adopt emotion-focused coping as well as avoidance behaviours that could lead to weakened relationships with co-workers and, hence, lower work engagement.
 The presence of contradictory findings, thus, suggests the need for further research that is specific to the UAE as the main country of focus. 

Openness to experience 
   A review of the extant literature reveals contradictory findings in regard to the relationship between openness to experience and work engagement. On the one hand, there are studies which suggest the presence of a positive association between the two variables. For instance, Akhtar et al. (2015) found a positive association between openness to experience and work engagement. The rationale was that individuals who score high on openness to experience tend to find new or challenging work to be interesting. The study, however, noted that despite such interest in their work, these individuals may find it difficult to structure their time effectively in order to complete the tasks at hand.  
     In yet another study that focused on students, a small but positive relationship between openness to experience and work engagement was reported (MacCann, Fogarty, & Roberts, 2012). Macey and Scheider (2008), while explaining the probable positive relationship between openness to experience and work engagement, argue that such individuals are likely to show interest in solving complex problems as well as enjoyment of material that other individuals may consider too challenging. These behavioral aspects are reflective of work engagement. It should, however, be noted that some studies, such as Kim et al.’s (2009) and Van Hoye and Lootens’s (2013), have reported the absence of a significant relationship between the two constructs. 

Conscientiousness
     High levels of conscientiousness have been predicted to be associated with work engagement among adults working in most industries (Akhtar et al., 2015). Macey and Schneider (2008) found that conscientious individuals are by their nature hardworking and, hence, possess the capacity for dedication and absorption at work. Conscientiousness has also been associated with higher levels of work engagement on the basis that individuals who possess this trait are achievement striving. As a result, they are likely to remain dedicated to their jobs (Kim et al., 2009; Woods & Sofat, 2013). 
       Further, Matamala, Pace, and Thometz (2010) found that conscientious individuals engage in behaviours such as prioritization of tasks, completing their tasks with proper planning and dependability, and have the ability to settle into work quickly. Collectively, these personal characteristics are associated with high levels of work engagement, since it requires individuals to be absorbed and resilient during the performance of their tasks. 

Emotional stability 
       Prior research suggests that low levels of emotional stability, an aspect also referred to as neuroticism, is a negative predictor of work engagement (Kim et al., 2009). Given that such individuals are emotionally unstable and anxious, they are unlikely to use their time effectively. Effective use of work time is, in this case, considered an indicator of high levels of engagement. Woods and Sofat (2013), while supporting the negative association between neuroticism and work engagement, suggest that the tense nature of such individuals often means that they are withdrawn.
        In addition, high levels of anxiety often mean that the employees can be easily discouraged and overcome with doubt, which prevents them from staying absorbed in their work for longer periods of time. The study by Inceoglu and Warr (2012) also found that individuals high in neuroticism tend to find their work environment to be threatening. As a consequence, they experience negative emotions and burnout – aspects which have a negative association with work engagement.
   In a study that focused on email overload, Reinke and Chamorro-Premuzic (2014) reported that individuals characterized by high levels of neuroticism were more likely to report being exhausted and experience higher stress levels than their counterparts who score low on neuroticism. The study, however, noted that even among emotionally stable employees, high demands can lead to low engagement. This is considered to be the case especially when resources to deal with high demands are absent, leading to burnout. In the same study, Reinke and Chamorro-Premuzic (2014) suggested that job resources, such as supervisor support and rewards, were critical in reducing disengagement.   
      Efforts have also been made to establish an association between high levels of emotional stability and work engagement. In this respect, Akhtar et al. (2015) found that individuals high on emotional stability tend to pursue self-concordant goals, are more engaged, less bored in their work, and also report fewer cases of burnout. Similarly, Zeeca et al. (2012) report that emotionally stable individuals tend to respond better in terms of handling environmental demands. They are, in particular, able to adapt quickly to their surroundings and switch easily between work activities without experiencing the distressing emotions that are typical in neurotics. However, research focusing on emotional stability as a personality trait has yet to be well developed. The slow advancement of knowledge in this area has been attributed to prior research suggesting that positive organisational behaviour aspects, such as predictors of work engagement, should be considered ‘state-like’ rather than stable aspects like personalities (Burke & Cooper, 2008). This view has been attributed to the perspective that human resource managers who are willing to increase work engagement should mainly focus on constructs that are open to development or manageable for the purposes of performance improvement (Zeeca et al., 2012; Burke & Cooper, 2008). 

Agreeableness 
       Agreeableness, a trait that revolves around friendliness, trust, and tolerance, has also been considered one of the non-work factors that have an impact on work engagement. Dant et al. (2011) found that individuals scoring high on this dimension tend to consider other people’s ideas, skills, and motivations. Such consideration was perceived in this study to be an indicator of interest in one’s work and, consequently, high levels of work engagement. Kim et al. (2009) argue that since agreeable individuals are less likely to be overly competitive, they reduce the chances of engaging in disagreements, imposing their will on colleagues, and other forms of conflict that would negatively impact their level of engagement. Other aspects of personality dimensions that are considered to have a positive impact on work engagement include high levels of trust, willingness to communicate, respect in team environments, and generally high levels of organisational morale (Dant et al., 2011).  
   In Reinke and Chamorro-Premuzic’s (2014) study on email overload, all Big Five traits except agreeableness were found to be substantially positively correlated with work engagement. Woods and Sofat (2013), however, indicate that agreeableness is one of the least empirically studied traits in relation to work engagement. 
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     Theoretical evidence suggests that extraverts have characteristics that can significantly influence the quality of relationships between individuals working together in a group. High-quality TMX requires that different members work together in order to mutually solve problems. It also demands that members demonstrate the ability to work together to find solutions that are satisfactory to all parties involved (Lee, Kim, & Koo, 2016).

Extraversion
      According to Wolff and Kim (2011), extraverts have the right set of social skills that can lead to the desire to work with their colleagues. As such, they are more willing and ready to solve conflicts in a mutually agreeable manner. From another perspective, extraversion can lead to high-quality social exchanges, due to the assertive and confident nature of individuals who possess this personality trait (Jadin, Gnambs, & Batinic, 2013). Assertiveness allows for greater integration among team members, since individuals are able to stand up for their needs while also respecting the needs of others. In other words, extraverts depict a collaborative style of interaction with other members, which is an essential ingredient for high-quality TMX. 
       Empirical research on the association between extraversion and TMX has mainly been in the context of learning institutions. Rhee, Parent, and Basu (2013), for instance, investigated the relationship between extraversion and student team performance in an oral and written presentation. The findings indicated that extraversion scores were positively correlated with overall team performance in oral and written presentation scores. Accordingly, it was concluded that extraversion has a positive influence on team-member exchange. Similar studies in the context of workplaces are limited. 

Openness to experience 
       Individuals who are open to experience are characterized with tendencies such as imaginativeness, non-conservativeness, and preference for broad interests (Derue, Nahrgang, Wellman, & Humphrey, 2011). A review of the literature on the nature of the relationship between openness to experience and TMX highlights the presence of differing views. Some studies (Weng & Chang, 2015; Nahrgang, Morgeson, & LLies, 2009) suggest that openness to experience has a positive impact on team settings and consequently leads to high quality TMX. The underlying rationale is that during teamwork sessions, resolution of conflicts can only be easily be resolved when individuals are open-minded. Furthermore, whenever differences arise there is a need for team members to hear other people’s points of view in order to select the best alternatives. Individuals with high scores in relation to openness are highly suitable in such contexts as they tend to engage in divergent thinking, which allows team members to increase their problem handling capabilities (Jadin, Gnambs, & Batinic, 2013).
   In contrast, another set of research has suggested that openness to experience has a negative impact on group interactions and, thus, low TMX. Kappe and van der Flier (2010) found that although openness to experience can have a positive impact on team member interactions, there are a number of moderators that can lead to negative impacts. 
        The study, for instance, suggests that open individuals tend to experience substantial difficulties with discipline and following of rules. As a result, team-member exchanges are likely to be of low quality, especially when the team task at hand requires conformity and completion within a set deadline. Open individuals have also been found to prefer variety over routine. They are, therefore, likely to prevent teams from achieving the necessary stability to cooperate with other members. 

Conscientiousness 
       Conscientious individuals are considered to be efficient, well organized, and persistent and determined (Siedlecki et al., 2014). A positive associated with conscientiousness and high-quality TMX has been suggested from several viewpoints. First, conscientious individuals can be relied upon to perform their assigned team duties with minimal supervision. Individuals with this personality trait tend to reduce hierarchical control in team settings which would otherwise limit the extent to which members engage with each other freely. In addition, conscientiousness is marked by the need for self-discipline. According to the study by Tian, Li, Li & Bodla (2015), self-discipline among team members essentially facilitates effective interactions and high-team performance. Given the significant value attached to reward among conscientious individuals, they are likely to prefer cordial relationships which result in compensation for the entire team after successful performance. 
      The achievement oriented nature of conscientious individuals has also been found to reduce social-loafing, an aspect that is negatively associated with quality of social exchanges between individuals in a team setting (Tsay, Lin, Yoon, & Huang, 2014). Social loafing, by definition, is the tendency among some people in a group setting to avoid responsibility through free-riding. Put differently, some individuals are likely to slack off due to diffusion of responsibility in a team (Schermerhorn, 2011). In terms of impact, it has been argued that social loafing has the potential to significantly frustrate interactions and performance of team members and, hence, low quality TMX. Given that conscientious individuals are less likely to engage in social loafing, higher quality team member exchanges are predicted (Liao et al., 2013). 

Neuroticism 
     This factor is related to emotionally stable individuals who have tendencies such as effective handling of stressful conditions, maintenance of even temperament, self-confidence, and composure (Jensen, Opland & Ryan, 2010). These characteristics have been argued to have a positive impact on TMX in various ways. First, the ability to handle stress means that such individuals are able to maintain positive relationships with team members during situations that are not only demanding but also ambiguous (Penney, David, & Witt, 2011). Second, high levels of emotional stability reduce the chances of unnecessary conflicts occurring, which could otherwise lead to development of negative work climates. Negative emotion contagion is an inhibitor to team exchanges, as it tends to lead to low quality interactions with other members within the work setting (Jensen et al., 2010; Penney, David, & Witt, 2011). 
      Empirical research has reported lower satisfaction levels in close relationships among individuals who score low on emotional stability. However, available empirical research in this area is related to social aspects, such as marriage, in which case highly emotionally stable individuals have been found to be more relaxed and seldom feel insecure or depressed (Roberts, Wilson, Fedurek, & Dunbar, 2008). Another unique finding pertains to the observation that emotional stability has a significant role in influencing the performance of individuals in a team when strong ties are required as opposed to weak ties (Wolf & Kim, 2011). In other words, the impact of emotional stability is mainly visible in social exchanges that require strong ties in order to achieve the set goals. 

Agreeableness 
Agreeable individuals are considered to be cooperative, considerate, and generous. They also depict high levels of trust of other individuals (Gardner, Varela, Scogin, & Boccaccini, 2011).   Within this context, it is widely agreed that high levels of cooperation are required to facilitate a high quality team environment. In addition, positive interpersonal behavior is inherent among individuals who score high on agreeableness, thus the ability to interrelate well with other members of a team (Bhatti et al., 2014). 
       Tasa, Sears and Schat (2011) summarized the relevance of agreeableness in team settings as three main factors. First, team settings require joint action and collaboration. In this case, agreeable individuals tend to prefer working cooperatively as opposed to competitively with their colleagues. They, therefore, add quality to team-member exchanges, since they can be viewed as not only helpful but also non-threatening. Second, agreeable individuals are adept at resolving conflicts. Conflict resolution is identified as a factor that is critical for team success (Boros et al., 2010). Third, agreeable individuals display sympathy toward other individuals and are likely to render assistance when necessary. As a result, they are more likeable and likely to facilitate cohesion leading for increased team effectiveness (Tasa et al., 2011). Empirically, several studies have reported the high preference for negotiation as opposed to power assertion among individuals scoring high on agreeableness.
       Furthermore, a study on law enforcement officers reported a significantly positive association between high scores on agreeableness and effectiveness in problem solving (Al-Ali, Garner, & Magadley, 2012). Kappe and van der Flier (2010) also reported a positive correlation between agreeableness and the ability of individuals to thrive in an environment that requires collaborative social interaction. Collectively, these studies predict a significant and positive correlation between agreeableness and TMX. 
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       The basis of work relationship in most organizations has been found to be the interpersonal social exchange processes that take place at multiple levels, such as the departmental and division levels. Social exchanges also take place between members of different cadres, including peers, group members, supervisors, and executive managers (Liao et al., 2013). As mentioned earlier in section 2.3, social exchanges at the peer level, such as co-worker relationships in a group context, constitute team-member exchanges. 
    Reciprocity during interactions between members of a team is highly valued in that it guarantees that each individual will be paid in a currency that they value. In return for the exchange of useful resources provided by an organization and fellow employees, social exchange theory suggests that an individual employee is likely to engage in extra-role behaviours that can help the firm to achieve its goals (Agarwal, 2014). In this section, social exchanges in the form of TMX are reviewed in relation to employee work engagement as extra-role behaviour. 
    The few studies that have delved into the nature of the relationship between TMX and work engagement suggest a positive association. Liao et al. (2013) indicate that high-quality TMX is a reliable indicator of high levels of openness and support that take place between individuals who constitute a workplace peer group. Such openness and support are antecedents of high work engagement. In particular, the presence of openness further leads to the perception of close psychological connections and effective work relationships that perform a critical role in enhancing one’s attachment to the job. Tse and Dasborough (2008), while supporting such views, observe that the quality of relationships between employees is directly and positively affected by the presence of a safe and positive interpersonal environment. In such an environment, employees are less likely to withhold reporting of errors in shared tasks. They are also likely to depict enthusiasm and comfort in interacting with their peers, which are important signs of work engagement. 
     The emphasis on the presence of a positive interpersonal environment as indicator of high-quality TMX is further based on the view that one can only remain highly engaged in the workplace by staying connected with others (Dollard & Bakker, 2010). Prior studies, albeit limited in number, have observed that most interactions between co-workers usually involve the sharing of task-related resources as well as role-related expertise (Liu et al., 2011). In order to remain highly engaged in their work, employees should have access to such resources. 
     A high-quality TMX helps provide such access and, hence, the predicted positive association with work engagement. Love and Forret (2008) further assert that high-quality TMX enables employees to be more engaged in their work places through sharing of knowledge among other behaviours that can be considered job resources. 
      Breevaart et al. (2015), focusing on LMX rather than TMX, reported similar findings in a study that involved Dutch police officers as the main respondents. Specifically, the researchers found that high-quality exchange relationships offer employees opportunities to work in a more resourceful work environment. In such an environment, employees are likely to report positive aspects of the job, such as developmental opportunities and social support (Breevaart et al., 2015). It is this resourceful work environment that, in turn, facilitates aspects such as high job performance and work engagement. Put differently, the support received from co-workers in high-quality TMX enhances the individual’s role performance and, consequently, the level of engagement. Furthermore, it has been proposed that the proximity of relationships in social exchange situations has a direct effect on an employee’s level of work engagement. 
      On the other hand, Argwal (2014) states that an organization is usually a more distal entity than an employee’s immediate co-worker and leader, such as a supervisor. The proximity of these individuals tends to make their influence stronger than that of the organization. In greater detail, Bakker and Leiter (2010) explain that close individuals, such as peers in a workplace team, may foster an employee’s state of self-efficacy and esteem by focusing on providing positive feedback as opposed to unnecessary negative feedback. Self-efficacy and esteem are, in this case, proximal predictors of the state of work engagement.  Low TMX marked by the presence of negative feedback and conflicts is, thus, considered to reduce work engagement by draining an employee’s energy. It strains the employee and causes mental detachment from work (Karatepe, 2013). 
     Finally, in collective societies where relationships are highly valued, high quality TMX resulting from favorable inter-personal relationships with peers has also been found to serve an important role in accentuating positive employment experiences (Restobog et al., 2010). Positive experiences, in turn, increase one’s attachment to the job and produce, consequently, high levels of work engagement.
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      As evident from the review of studies in this chapter, the relationship between personality traits and work engagement has been previously assessed, albeit in a non-exhaustive way (Bakker et al., 2014; Zecca et al., 2015). Efforts to simultaneously examine personality traits, work engagement, and the moderating impact of TMX are however insufficient. There is a dearth in the research pertaining to the extent to which the quality of team-member exchange can serve as a boundary condition under which an individual’s personality impacts their level of work engagement. Notwithstanding, this section provides a view of prior studies that predict possible relationships between the three variables even in an indirect manner. Prior studies on personalities (Kim et al., 2009; Liao et al., 2013; Inceoglu & Warr, 2011) suggest that the three most relevant personality traits with respect to engagement include extraversion, emotional stability, and conscientiousness. In a high quality TMX environment, it is predicted that extroverted employees are likely to feel more comfortable and react with positive emotions. In other words, a high-quality TMX environment provides extroverts with an opportunity to better demonstrate their agency attitudes. They are, in particular, likely to express themselves in a free manner where close exchanges are supported in a team setting (Liao et al., 2013; Agarwal, Datta, Blake-Beard, & Bhargava, 2012). Such an ability to express themselves freely has a positive impact on their level of work engagement. 
     By contrast, a low-quality TMX environment is unlikely to impact the level of work engagement among introverted employees (Bal, Chiaburu, & Jansen, 2010). This is the case since introverts tend to be shy and solitary and, hence, close social interactions may not be considered as important in influencing their level of engagement with the job. 
      The level of quality of TMX also has a potential impact on the extent to which individuals of varying emotional stability levels are likely to be engaged in their work. It is suggested that neurotics who score low on emotional stability are anxious and, therefore, are less engaged in high-quality TMX. Since these individuals have problems with self-regulation, they may feel concerned about how to maintain positive relationships in a team setting. While expounding on this aspect, Liao et al. (2013) suggest that high-quality TMX does not contribute to psychological comfort, which is necessary for remaining highly engaged in one’s work.  
      By contrast, high-quality TMX is likely to positively influence the relationship between highly emotionally stable individuals and work engagement. Emotional stable individuals tend to show a preference for assuming central roles in groups and, therefore, require support in order to remain committed or engaged in their tasks (Chiaburu, Oh, Berry, Li, & Gardner, 2011). High-quality TMX, thus, signifies to these individuals that they have the necessary support. In turn, they are more motivated to attend to their work tasks. The quality of TMX also has an impact on the extent of work engagement among conscientious individuals. One of the unique aspects of individuals who score high on conscientiousness is that they show great preference for efficiency and well-organized environments (LePine, Buckman, Crawford, & Methot, 2011). 
       Accordingly, high quality TMX provides opportunities for these individuals to gain access to resources, such as positive feedback, which allow them to be more efficient and focused on their work roles (Lapierre & Hackett, 2007). More specifically, high quality TMX is likely to enable conscientious individuals to achieve role clarity and, hence, higher levels of engagement in their work within the team setting. 
     Liao et al. (2013) predict that high-quality TMX may not significantly influence the level of work engagement among individuals who score low on conscientiousness. The individuals lower in conscientiousness are disorganized, inefficient, and careless (Tasa et al., 2011). As a result, high quality TMX will not assist these individuals in remaining engaged, since they do not make deliberate efforts to ensure that they are connected with their peers and work roles. 
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       For the purposes of this study, a number of research questions were developed through a review of the literature. As mentioned in the introductory chapter, the objective of this study is to investigate the main factors that affect work engagement in public sector organizations in the UAE, such as personality traits and team-member exchange. In addition, the research aims to examine the relationship between three main constructs: personality traits, including five main dimensions; work engagement, including three main dimensions; and team-member exchange as a uni-dimensional construct. Moreover, the current study aims to investigate how team-member exchange moderates personality traits and work engagement. 
     Thus, the following questions were formulated:
RQ1: To what extent do personality traits have a positive impact on work engagement? 
RQ2: To what extent do personality traits have a positive impact on team-member exchange?
RQ3: To what extent does team-member exchange have a positive impact on work engagement?
RQ4: To which extent does team-member exchange moderate personality traits and work engagement in a positive way?
       The next chapter gives the basis for the research hypotheses and discusses how the research questions were decided on based on the literature reviews. 
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        The current chapter contains a review of the most relevant empirical findings that support personality traits, team-member exchange (TMX), and work engagement theories,  regardless  of  whether  these empirical   studies   have   investigated   the   relationships between these main factors or variables mentioned in the study in general organizational settings, the public sector context, or in an Arab or  non-Arab context. At the end of this chapter, and according to theoretical and empirical studies in this field, the research questions are listed and a brief conclusion is stated. 
    This present research is based on three main theoretical frameworks: Personality traits, team-member exchange (TMX), and work engagement. The research attempts to determine if personality traits impact the work engagement of public sector employees and the mediating role of TMX. The research looks at five types of personality traits (extraversion, conscientiousness, emotional stability, agreeableness, and openness to experience). Team-member exchange is considered a mediating factor and work engagement with its three types (vigor, dedication and absorption) as a dependent variable that is considered uni-dimensional. This study expects that all dimensions of personality traits directly and positively impact the work engagement of public sector employees. Moreover, this research proposes that social exchange theory, represented by the team member factor as a mediating role in the current study, may directly or indirectly positively affect work engagement. This can happen when employees in the public sector behave as a team dedicated to achieving certain goals. This occurs when a team has support and encouragement and they feel that their organizations and managers treat them fairly and well, with the overall effect that they are satisfied employees motivated to be hard workers so that they do their best voluntarily without anticipating rewards or benefits. 
      Research in a public sector which looks at how the dimensions of work engagement are impacted by personality traits with the mediating role of TMX has not, to date, been explored in the context of a non-Western country such as the UAE.
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         In order to develop the theoretical framework, a thorough review of the literature pertaining to the study’s main constructs was conducted. Specifically, literature on personality traits, TMX, and work engagement was reviewed in order to establish a potential link between the variables. The development of the conceptual framework was followed by empirical research on the nature of interactions between the study variables in the context of organizations in the UAE. 
       The literature review in this paper came from peer reviewed journals. ProQuest was used as the main academic database to access the journals. It was preferred since it gives access to a collection of journals from other academic databases, such as Emerald and Science Direct. The search terms used included: Big Five personality traits, team-member exchange, and work engagement. The content analysis method was used to identify relevant content from each of the peer reviewed journals. The analysis was the basis for formulating the hypotheses. 
        The literature review resulted in the following model of work engagement (see figure 1). The underlying factors influencing the three dimensions of work engagement (vigour, dedication, and absorption) include five personality traits (agreeableness, conscientiousness, emotional stability/neuroticism, extraversion, and openness). In this model, TMX acts as a mediator between the independent variable (personality traits) and the dependent variable (work engagement).  The model is discussed first by evaluating the literature on personality traits and work engagement. This is followed by an evaluation of the literature on personality traits and TMX. Lastly, the mediating role of TMX on personality traits and work engagement is discussed. The paper’s hypotheses are derived from the review of the literature and the discussions. 
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[bookmark: _Toc440320358]Figure 2: Research Model

[bookmark: _Toc475748849]Relationship between Personality Traits and Work Engagement

Agreeableness 
         In these times, organizations increasingly make use of teams to accomplish work tasks (Kim et al., 2007). For the most part, teamwork requires that different members of a team be able to reach a common standpoint during the decision making process. Accordingly, agreeable individuals are more likely to foster teamwork as they have lower tendencies to engage in unnecessary disagreements or lack cooperation. Wefald et al. (2011) found that in addition to having a positive effect on work engagement, agreeableness also mediates job satisfaction and commitment.  A few studies, however, have suggested that agreeableness may not have a significant impact on work engagement. Reinke and Chamorro-Premuzic (2014), in a study that sought to investigate the antecedents of email overload, for instance, found that agreeableness did not predict the perception of email overload or burnout, which is considered an indicator of low work engagement. 

Conscientiousness 
         Conscientiousness has been found to be one of the most consistent predictors across situations (Barrick & Mount, 2005). The trait-oriented work motivation that characterizes conscientious individuals has a positive impact on work engagement through a ‘will do’ attitude. More specifically, Akhtar et al. (2015) found that the persistence and self-discipline which is inherent in conscientious individuals compel them to finish their tasks. Besides being engaged in their work, conscientious individuals engage in organisational citizenship behavior, such as helping their colleagues accomplish their tasks (Bakker et al., 2012). Implied from this previous research on conscientiousness is that individuals in the work place will remain engaged and willing to perform well only to the extent that they have high scores of conscientiousness. 

Neuroticism 
      Employees can be characterized by negative affectivity (NA), which is reflected in feelings of anger, fear, nervousness or positive affectivity (PA), which describes employees who are characterized by feelings of enthusiasm and energy (Akhtar, Boustani, Tsivrikos, & Chamorro-Premuzic, 2015). PA is evident among individuals who score high on neuroticism, while NA is evident among neurotic individuals. Within this context, Langelaan, Bakker, Van Doornen, and Schaufeli (2006) demonstrated that engaged employees are marked by high PA, while employees who report high levels of burnout score high on NA. Witt and Ferris (2004), in a study on work engagement among call center workers, further found that employees characterized by low levels of emotional stability reported feeling emotionally exhausted in their work due to the perception of higher job demands. They also performed badly in terms of the volume of calls that they were able to answer. 
     Keatining and Heslin (2015) reported similar findings where emotionally unstable individuals were found to be more likely to withhold their complete effort and attention to their work. They were also more susceptible to distractions that reduced their mental and behavioral focus. In terms of impact on sustainability, emotionally unstable employees are unlikely to have the desired emotional connections with customers, clients, and colleagues and, therefore, contribute to lower performance in organizations in aspects such as customer ratings, profits, and sales (Keating & Heslin, 2015). 

Extraversion 
        Several studies that have investigated the relationship between work engagement and extraversion have reported the presence of a positive relationship. Bakker et al. (2010), for instance, found that extraversion among employee’s leads to the perception of higher job resources and, thus, the ability to focus on one’s work. The positive relationship between the two constructs has also been deduced from previous findings indicating that extraverted individuals are less likely to express the desire to change jobs or depict burnout related outcomes, such as high levels of absenteeism (Zecca, Györkös, Becker, Massoudi, Bruin, & Rossier, 2015). 

Openness to experience 
        Contradictory findings have been made with respect to the extent to which openness to experience influences work engagement. On the one hand, a prior study by Griffin and Hesketh (2004) suggests that openness to experience is likely to predict receptivity to training, but not job proficiency. A more recent research by Inceoglu and Warr (2011), however, has predicted that since individuals who score high on openness to experience tend to adopt creative thinking styles, they are likely to remain engaged in their work. Based on the review of the literature on personality traits and work engagement, we hypothesize that:
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Relationship between Personality Traits and Team-Member Exchange

          Team-member exchanges are in essence based on reciprocity between individuals who constitute a team (Liao et al., 2013). In high quality TMX relationships, members are willing to provide assistance to the other members as well as share ideas and feedback. A high quality TMX environment is also based on positive perceptions of other team members (Seers et al., 1995). Although current research has yet to investigate in greater depth the relationship between personality traits and TMX, a number of studies have indirectly suggested the possible nature of the interactions. 
         Emotional stability is, in this context, one of the variables that might have a profound impact on high TMX. Individuals with low emotional stability are characterized by high negative affectivity, which promotes aspects such as anger, guilt, negativity, and subjective stress (Watson, 2000). Individuals with high negative affectivity are also characterized with higher levels of distress and dissatisfaction than their colleagues, despite working under the same conditions (Eaton & Bradley, 2008). Further research suggests that emotionally unstable individuals tend to focus on failures and shortcomings (Crossley & Stanton, 2005). 
        The less favorable self-impressions of emotionally unstable individuals also lead them to focus on negative aspects of co-workers. They are, therefore, likely to take actions meant to make them feel better, but in a negative way. As an example, Douglas and Martinko (2005) found that employees who are high on neuroticism often engage in behaviours such as sabotage with the main motive of reducing the performance of others. They may also engage in abusive behaviours, such as insulting fellow co-workers in order to make them appear deficient (Harris, Harvey, & Booth, 2010). Given that exchanges in a team setting are based on reciprocation, co-workers who feel aggrieved by emotionally unstable colleagues may fight back, thus, exacerbating the disagreements. As such, low scores on emotional stability may lead to deterioration in the quality of TMX. A high level of trust is one of the preconditions for a high quality TMX environment. Trust is defined as the willingness of an individual to be vulnerable to the actions of another party irrespective of the ability to monitor or control such a party (Mooradian, Renzl, & Matzler, 2007). Prior research has, in this respect, emphasized that trust is highly essential in the development and maintenance of team member relationships. It is also directly linked to the quality of exchanges that take place between team members. However, individuals with different perspectives depict differences in the extent to which they are willing to trust other members of the team. Sutherland and Tan (2004), for instance, link high scores on extraversion and openness to greater propensity to trust. By contrast, individuals with high scores of conscientiousness are predicted to have a lower propensity to trust their colleagues.           A number of reasons have been advanced pertaining to why individuals who score high on extroversion and openness to experience tend to exhibit greater propensity to trust. Jacques, Garger, Brown, and Deale (2009), for instance, explain that extraverts tend to enter into relationships easily since they are interested in a large number of relationships. The result is more willingness to trust in order to satisfy the inner need to attain more relationships. By contrast, the introverted individual will be less willing to trust other individuals. Once the trust is established, the introvert is likely to have a deeper relationship compared to the extravert.  In the case of openness to experience, the open individual has a tendency to jump right into trying new things (Judge, Jackson, Shaw, Scott, & Rich, 2007). As a result, this individual will find it easier to establish trust and rapport with others, whereas others might find it difficult. With regard to agreeableness, individuals who score high in this dimension are by their nature easy to get along with. They trust people more easily than others, irrespective of whether the outcomes are positive or negative.
     High readiness to trust among agreeable people means that they are more willing to share knowledge and ideas with other individuals constituting a team (Mooradian, Renzl, & Matzler, 2006). As such, it can be predicted that agreeableness is positively correlated with ability to maintain a high quality TMX environment. 
      Conscientious individuals are, on the other hand, characterized by the fear of letting others down as they perceive themselves as reliable. According to Jacques et al. (2009), the fear of letting others down makes the conscientious individual find it more difficult to trust others, especially in a team environment. The conscientious individual may, thus, prefer to work alone, especially in contexts where his or her work will be evaluated by others. Despite the low willingness to trust, conscientious individuals have been shown to enhance the quality of a team environment since they work hard to ensure they excel in any environment (Tekleab & Quigley, 2014; Turel & Zhang, 2010).  Consistent with the review of the literature on personality traits and TMX, the researcher hypothesizes that:
H2: Personality traits will have a positive impact on TMX
H3: TMX will have a positive impact on work engagement 
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Having discussed the nature of interactions between personality traits and work engagement, as well as personality traits and team-member exchanges, it is important to collectively take into consideration the three constructs. Previous research has studied the three constructs separately. Within this context, it can be argued that based on the analysis of the literature discussed in the preceding sections different personalities among co-workers working in a team environment will influence the quality of TMX, which will affect vigour, dedication, and absorption. 
     Extraverted employees will depict a high willingness to form amicable relationships with their co-workers (Morgeson, Reider, & Campion, 2005). The resultant positive atmosphere within a team will, in turn, influence perceptions of close psychological connections among team members. Whenever such positive perceptions are present, it is highly likely that members of a team will share information, ideas, and be willing to provide feedback to the other members. Collectively, these aspects of social exchange influence the perception of higher job resources (French & Kottke, 2013). The resultant outcome is higher levels of work engagement. In addition, it is expected that a high quality TMX environment marked by unity and openness among team members will make an extraverted employee more comfortable. 
     Consequently, extraverts will readily share knowledge and ideas, thus, keeping them engaged in their work. With regard to the conscientious individual, the tendency to be dependable and well organized will promote a team environment that enhances efficiency. In an efficient environment with few distractions, the conscientious individual will be able to remain absorbed in his or her work and, hence, maintain high levels of engagement (Bakker et al., 2012). The quality of the TMX environment will also mediate the relationship between the personality trait and work engagement for the conscientious individual. For example, a high quality TMX will increase the access of the conscientious individual to helpful feedback, which will increase work motivation and the desire to be seen as dependable. In addition, the conscientious individual who perceives other team members as dependable will be more willing to depict trust (Jacques et al., 2009). Overall, higher trust among individuals in a team increases the dedication towards meeting common goals leading to higher work engagement. 
          The influence of emotional stability on work engagement is also likely to vary based on the type of TMX environment. In high quality TMX marked by open relationships, trust, and sharing, the employee who scores low on emotional stability is likely to depict confusion regarding how to maintain a positive relationship with co-workers (Liao et al., 2013). 
      The consequential psychological discomfort is, thus, likely to negatively affect the ability to remain absorbed at work or perform duties vigorously. In contrast, it is expected that for more emotionally stable employees, a high quality TMX will help them feel more connected in the workplace (Tekleab & Quigley, 2014). The emotionally stable individual will, in particular, be willing to share resources and feedback in an environment that is perceived to be supportive. The outcome is increased perception of job resources and, therefore, higher work dedication. Agreeableness, based on the review of the literature, is predicted to increase the quality of TMX. If the majority of individuals constituting a team score high on agreeableness, it is expected that team viability will be high. More specifically, the members of the team will be marked by high levels of cooperation since their concern for the team is considered to be above individual desires and interests. The cooperative TMX atmosphere allows for greater dedication to work among individuals high on agreeableness. In contrast, individuals who score low on agreeableness are expected to be less responsive to their teammates. These individuals may, therefore, contribute to low quality TMX, in which case there is a tendency to engage in social loafing which is marked by less vigour, dedication, and absorption during work (Juhasz, 2010). As such, agreeable individuals will only be able to remain engaged in their work if there is a high quality TMX environment marked by cooperation among the members. 
       Lastly, on openness to experience, teamwork requires that individuals be willing to learn things and show a positive attitude to experiencing acquisition (Lee & Chang, 2013). Individuals who score high on openness to experience are, therefore, likely to prefer to work with individuals who are intelligent, curious, and broadminded. Accordingly, a high quality TMX environment marked by sharing of creative ideas is likely to help individuals who are open to experience remain absorbed and dedicated to their work. On the basis of this review and discussion of the three constructs, the researcher hypothesizes that:
H4: TMX will mediate the positive relationship between personality and work engagement 
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       Research methodologies directly impact the validity, reliability, and generalizability of a study. Thus, the purpose of this chapter is to discuss the research methodology used to investigate relationships among predictors (personality traits, team-member exchange, and work engagement).
       This chapter begins by reiterating the purpose of the study and the research 
questions. Second, it gives an overview of the research methodology, research design, research strategy, and the methods used to answer the study's research questions. It examines the research model in order to understand the impact of personality traits on work engagement that contribute to improving organizational objectives and growth. Third, this chapter describes the demographic, sample procedures, and instruments, and statistical analysis used in the current study. Finally, the chapter concludes with a brief summary of relevant points. 
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      The purpose of this research is to examine the impact of personality traits on work engagement and the mediating role of team-member exchange. It addresses a number of questions (see chapter 3), and uses different theories to develop research hypotheses in order to answer the research questions. This research is considered deductive research, where a theoretical structure is developed prior to testing through empirical observation (Gill & Johnson, 2009). However, qualitative and quantitative research methods are most commonly used in business and management studies. They show how the research will be carried out. 
     Bryman and Bell (2011) distinguish between quantitative and qualitative methods, explaining that the quantitative method focuses on the measurements and amounts of characteristics of the subject studied and the testing of theories from previous research, while qualitative research focuses on theory development and is concerned with collecting, analysing, and interpreting data by observing what people say and do. Additionally, Bryman and Bell (2011) state that the quantitative method is linked to the deductive approach, whereas the qualitative method often entails an inductive research approach. Bryman and Bell (2011) emphasize that the key differences between quantitative  and  qualitative  methods  depends  on  the  purpose,  research  question,  and ontological and epistemological framework of the research.
       Based on the intent of this research and research questions, the quantitative research method was chosen for this research. Aliaga and Gunderson (2000) define the quantitative research method as explaining a phenomenon by collecting numerical data that are analyzed using statistical methods. According to Creswell (2009), a quantitative approach is considered the best method to use if the aim of the study is to identify factors or understand the best predictors that affect an outcome.
       Moreover, the quantitative method approach is suitable when a study aims to test a theory or hypothesis and, in this case, when it intends to gather information about individuals’ traits and social exchange that impact their work engagement. Through using deductive reasoning, the researcher may be able to generate a broad-based conclusion (Fisher & Stenner, 2011). Hence, choosing a quantitative approach as a research methodology is well suited to this research as it can aid in answering the proposed research questions. 
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       The research design provides a framework or plan to be used in collecting and analysing data (Bryman & Bell, 2011). It assists the researcher in ensuring that the research is relevant to the research objectives. Also, it is used "to enable the research to anticipate what the appropriate research decisions should be so as to maximize the validity of the eventual results" (Mouton, 1996, p. 107). In the present research, the research design is explanatory research, which looks for explanations of the nature of relationships between research variables through testing the research hypotheses. 
       In addition, the current study focuses on analysing the correlation between variables (Cozby, 2001). Thus, it is a non-experimental study, because it does not emphasize the manipulation and control of variables, such as in experimental research (Trochim, 2001). Also, the current study adopts a correlation design, which is consistent with the aim of this study. It is used to investigate the viability of the sets of variables of study (personality traits, TMX, and work engagement) and their relationships. In other words, correlational design is used in this study to determine the kinds of relationships between research variables and to try to discover the existence of statistically significant relationships (Simon, 2005). This form of design pattern is most useful when research is dependent on quantitative data and when the researcher is interested in examining relationships between variables (Howell, 2008). Moreover, the current study chose  cross-sectional research with a uni-dimensional design which provides a snapshot of the variables. Data were collected from research participants at one particular point in time rather than adopting a longitudinal research method which needs more resources in finance and time (Churchill, 1999).  This design is normally selected to represent the population of a study (Churchill, 1999).  It also has an advantage in that the instruments measure present behaviours and attitudes in a short space of time (Creswell, 2009). Saunders, Lewis, and Thornhill (2009) clarify that the choice of research strategy is guided by research objectives and research questions. Accordingly, the current study used the survey method as a research strategy.
  The survey method is a practical means of collecting information about a population by obtaining information from a representative selection of units (Punch, 2003).  As commonly recognized, the survey method is a major data collection method for non-experimental and cross-sectional research (Easterby-Smith, Thorpe, & Jackson, 2012; Robson, 2002). In addition, it is a popular strategy in management and business research, usually associated with the deductive approach (Saunders et al., 2009). It has also been suggested that it is a primary data source for quantitative research, as researchers can collect large amounts of data from a large population at a low cost (Saunders et al., 2009; Graziano & Raulin, 2010). 
       There are three ways of collecting information from respondents through the survey 
method: self-administered, which allows participants to fill out the questionnaire themselves, computer-administered, and person-administered (Burns & Bush, 2000). In this study, a self-administrated questionnaire was used. The decision to use a self-administrated survey as a data collection method was based on its advantages, such as reduced cost (i.e., minimal amount of time required to create it), it can be completed by respondents without the intervention of the researchers (interviewer-evaluation apprehension), respondent control (Burns & Bush, 2000), it has a higher response rate than any other method (Kaplowitz, Hadlock, & Levine, 2004), and its ability to provide a high level of anonymity. The purpose of this study is to determine if personality traits can or have impact on public sector employees’ work engagement within the context of the United Arab Emirates. This research tests the variables (personality traits, TMX, and work engagement. The target population of this research is public sector employees in the UAE, the Abu Dhabi Emirates. 
     The current study adopted a two-step sampling procedure. The first step was choosing public sectors, while the second step was selection of participants. The two public sectors sampled were chosen from local government sectors involved in food control and agriculture services located in the Abu Dhabi Emirate, UAE.
      The researcher chose to access these public sectors rather than others in the same emirate or in other emirates because they are considered the largest authorities and are involved in food control and agriculture services; the importance of these authorities are unique among the other sectors in providing services for the communities in the UAE and, in particular, the Abu Dhabi Emirate. Also, the location of these authorities allowed the researcher to reduce research time, cost, and effort. Moreover, these authorities were chosen due to the accessibility of data; gathering data from UAE public sectors is an extremely sensitive issue and it is especially difficult for a doctoral student to obtain permission to do so (El-Amouri, 2010). 
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Previous researchers have defined sample research as "the segment of the population that is selected for investigation" (Bryman & Bell, 2011, p. 182). As mentioned in the introductory chapter, this research examined the public sector in the UAE, especially the Abu Dhabi Emirate. The objective of the present research was to bridge the current gap that exists, especially in the UAE and Arab countries, regarding the understanding of personality traits, team-member exchange, and work engagement. The nature of the links and significance level between these variables are commonly unknown in the public sector in the UAE. Therefore, this study was conducted to examine this relationship in this setting. 
     This study selected a public sector rather than a private sector or a public sector in other UAE emirates for several reasons. First, the UAE government invested billions of funds in these sectors with the aim to improve the meat industry, as well as agriculture business, and enhance local and natural resources. Moreover, the decision to limit the sample to the specified setting was related to accessibility and financial constraints. A researcher has a timeline set by the university, therefore, such a restriction does not allow for sampling of larger populations from other emirates. 
[bookmark: _Toc475748857]Targeted Population and Targeted Sample

       Participants were 550 employees working in two different public sectors in Abu Dhabi. The employees were categorized as low level employees, middle management, and top management. A structured English questionnaire was translated by experts from public sector and private offices who confirmed the translation from English to Arabic and back from Arabic to English in order to ensure that the designed questionnaire expressed the same meaning as the source language. The self-administered English questionnaire containing measures of personality traits, team-member exchange, and work engagement was distributed. According to Krejcie and Morgan's (1970) table of sample size (see Appendix A), the researcher needed to have 226 samples from a total amount of 550. While a total minimum sample of 226 was required, the researcher increased the sample size from 226 to 550 to allow for insufficient or incomplete response data (Podsakoff, MacKenzie, Jeong-Yeon, & Podsakoff, 2003). Therefore, out of 550 questionnaires distributed, 52 were not returned and 28 questionnaires were incomplete. Thus, a total of 470 responses was used for subsequent analysis, giving a response rate of 85.45% with an age range of 20 years and above. However, the years spent working in the organisations were no less than a year.  
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      The four hypotheses that are presented in chapter three were tested using data gathered through a questionnaire survey from employees who worked in two different public sectors in Abu Dhabi Emirate over a period from May to July 2016. These employees worked in different job categories, ranging from being lower, middle, and top management.
      In order to obtain responses to the research questions, a total of 550 employees from public sectors in Abu Dhabi-UAE were randomly selected. Only 498 questionnaires were returned, which is equal to 90.54%, and 470 were completed and included in the final analysis (the response rate was 86.82%). 
The employees were administered a questionnaire which contained five pages with a total number of 78 questions with closed end questions that contained two types of questions. One included a Likert scale of five-point questions that made use of rating scales to measure personality traits, team member-exchange, and work engagement as uni-dimensions. The answers ranged from ‘strongly disagree’ to ‘strongly agree’. However, the second set were multiple choice questions ranging from one to four, based on the answers required in order to measure general information obtained from public sector employees. 
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    The current study instrument used was a self- administrated structured Englis questionnaire that applied semantic equivalence across language translations. Experts from the public sector and private offices confirmed the translation from English to Arabic and back from Arabic to English in order to ensure that the original words and sentence structures in the translated text were accurately translated (see Appendix C).
    Moreover, the designed questionnaire used the ‘drop off’ method whereby the researcher approaches a prospective respondent and introduces the general objectives of the questionnaire and then leaves it with the respondent to complete. The researcher then returns to pick up the completed questionnaire. The advantages of this method are that it allows the researcher to encourage the respondent to complete the questionnaire, resulting in a higher response rate. The questionnaire was designed to measure public sector employee personality traits and social exchange via team-member exchange factors (TMX) and work engagement. Attention was given to the questionnaire’s design process in order to ascertain clarity and ease of use, which, in turn, can contribute to a high response rate (VanGeest, Johnson, & Welch, 2007). 
   To obtain more of a response rate and reduce time and error as much as possible, the questionnaire survey was clearly explained and many personal visits to the respondents’ offices were made. As well, the designed questions were short and took approximately 15 minutes to complete.   The instrument used a five-point Likert-type scale (in order to reduce the response bias) ranging from 1 (strongly disagree) to 5 (strongly agree) to measure the items of the research constructs. It contained 78 questions and respondents were asked to indicate their degree of agreement or disagreement with each of the series of statements. 
       The questionnaire contained four sections: the first section measured personality trait dimensions. It was composed of 44 questions describing Big Five personality traits which are known as the Big Five Inventory (BFI). These are conscientiousness, agreeableness, extraversion, neuroticism, and openness to experience (questions 1 to 44). However, each of the dimensions was described in the context of different questions. The second section measured team-member exchange and contained 10 items (questions 45 to 54). The third section measured work engagement and contained 17 items (questions 55 to 71).  The last section was demographics information, which was included to measure demographic variables. There were 7 items: gender, educational level, age, number of years working in current organization, number of years working in the present position or job, job category, and nationality. Details of the research instrument’s components are presented below and summarized in Table 2. Furthermore, the full questionnaire survey items used in this study are listed in Appendix C.
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      The current study employed pre-testing via a pilot test where the questionnaire is tested using a minor sample that reflects the main study. The objective of using a pilot test is to identify unexpected problems like wording and flow of questions. In this research, the researcher began with the pre-pilot stage where the instrument was reviewed by several experts and private offices with experience in research in order to get feedback about the instrument and the items. Based on their feedback, some ambiguous items and words were modified. In the second stage, the pilot study was conducted. There were 120 questionnaires distributed randomly to respondents who work in one of the public organizations located in the Abu Dhabi Emirate (n=120 from Abu Dhabi food control authority employees). 
       The draft questionnaires were collected from the respondents and the researcher received feedback from the respondents related to the difficulty of understanding one of the demographic items, which was ‘managerial level’. (Under this item the options were: top management, middle management, lower  management).  Therefore, the researcher changed the wording of this item to suit the requirement. Upon collection of the minor sample questionnaire, Statistical Package Social Science (SPSS) was used to test the reliability and validity of the questionnaire. The results of the pilot test showed (See Table 1) the reliability of personality traits, team-member exchange, and work engagement were 0.791, 0.862, and 0.915, respectively. 
Therefore, these results indicated a high level of reliability and construct validity and no significant change was necessary. 

Table 1:  Pilot Test Result
 [image: ]
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        Three sections of the questionnaire are important for this study: personality traits, team-member exchange, and work engagement. Attention was given to the questionnaire’s design process in order to ascertain clarity and ease of use, which can contribute to a high response rate (VanGeest, Johnson, & Welch, 2007). 
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         The construct, work engagement, consisted of seventeen questions adapted from the Utrecht Work Engagement Scale (UWES) (Schaufeli, 2002). This measure was made up of three components of work engagement: vigor, dedication, and absorption. Whereas vigor and absorption were measured using 6 items, dedication was measured using 5 items and all were defined on a 5-point Likert scale. The UWES scale was used to measure employee work engagement in terms of investment of physical, emotional, and cognitive energies of the employees’ in their roles and responsibilities assigned during their work assignment (Rich, 2010). 
      Example items were: “At my work, I feel that I am bursting with energy”; “I feel happy when I am working intensely”; “I can continue working for very long periods at a time”; “I get carried away when I’m working”; “At my job, I am very resilient, mentally”. The 17 items were averaged to form our measures of work engagement (M = 3.81, SD = 0.63, α =0.915). 

[bookmark: _Toc475133385]Personality traits
    The measurement scale of personality traits consisted of five dimensions. It was composed of 44 questions using the Big Five personality traits, called the Big Five Inventory (BFI): conscientiousness, agreeableness, extraversion, neuroticism, and openness to experience. Each of these dimensions described were represented by different questions.
   The category of conscientiousness included 9 items, agreeableness 9 items, extraversion 8 items, neuroticism 8 items, and openness to experience 10 items. These were adapted from Goldberg (1993) and all were defined on a 5-point Likert scale. Sample items were: “Is helpful and unselfish with others”; “Is curious about many different things”; “Is emotionally stable, not easily upset”; “Makes plans and follows through with them”; “Is sophisticated in art, music, or literature”; “is original, comes up with new ideas”. The 44 items were averaged to form our measures of personality traits (M = 3.4, SD = 0.32, α =0.791). 
[bookmark: _Toc475133386] Team-member exchange  
       The measurement scale, team-member exchange, used in this study was adapted from Seers (1990) and contained 10 items. All of the items indicate the level of characteristics shared with their members who value high quality relationships and will in respect to their peers and superiors. A sample of the items were: “I often suggest better work methods to others on the team”; “Others on the team let me know when I affect their work”; “When I have problems at work, my team members understand”. The 10 items were averaged to form our measures of team member exchange (M = 4.07, SD = 0.56, α =0.862).  
[bookmark: _Toc475748862]Method of Analysis

       The data collected for this research was analyzed using SPSS version 20.0 and SmartPLS (SEM) 03.0 version. However, selecting the appropriate statistical method is an important decision in achieving research objectives. All data were screened for missing values, which was handled in two ways. First, cases that had a significant amount of missing values were eliminated. Second, cases with rare missing values were replaced by items' mean score (Kline, 1998, p.74-75). Moreover, the data set was screened for any errors.
       In this study, the data was analyzed to assess the main hypothesis between personality traits, team-member exchange and work engagement. Multiple techniques were used to explore data that qualifies interactions among variables, such as descriptive analysis, Pearson correlation analysis, confirmatory factor analysis, path analysis, and linear structural relations analysis, and estimate interdependent, multiple regression equations simultaneously among different constructs (Hair et al., 2006). The first step used in this study was SEM, assessing the reliability and validity of the constructs. This was followed by the assessment of model fitness and path co-efficient of the hypothesized relationships.
     To test the mediating effect of TMX between personality traits and work engagement, the Baron and Kenny approach (Baron & Kenny, 1986) was applied with the help of SmartPLS. Bias- corrected and accelerated (BCa) bootstrapping was run using a subsample of 500. The steps concluded the independence variable to mediator and mediator to dependent variable. Beta values and their standard error values were then entered in the Daniel Soper online calculator to perform the Sobel test. Figure 3 illustrates the results from SmartPLS and figure 4 illustrates the results from the Sobel test. According to Statsoft (2013), Structural Equation Modelling (SEM) is considered a second-generation multivariate data analysis approach. It was selected for this study because of its ability to assess formative constructs (Chin, 1998; Sosik et al., 2009.) 
      Descriptive analysis presents descriptive information like means, frequency, and standard deviations (Choen & Manion, 1994) which are used to summarize the nature of research variables. Pearson correlation analysis was used to measure the nature and degree of association of the five constructs in this research. This technique is useful in advanced multivariate analysis procedures, such as hierarchical regressions, which are used in this study. The current study proposed that three factors, personality traits, team-member exchange, and work engagement, are correlated positively as estimated (all significant at p < 0.001). Personality traits have a positive significant relationship with team-member exchange. (r=0.421, p<0.001). Team-member exchange has a significant positive correlation with work engagement (r=3.81, p<0.001). On the other hand, personality traits have a positive significant relationship with work engagement (r=0.350, p<0.001). SmartPLS version 3.0 was applied in order to analyze and interpret the results in two main stages. The first stage evaluated the measurement model to measure the relations between manifest variables (observed items) and latent variables (factors). However, the second stage evaluated the structural model which specifies  how relations between latent constructs are measured. Estimating and analysing the path coefficients between the constructs tests the structural model. Path coefficients are indicators of the model’s analytical ability (Hulland, 1999).
[bookmark: _Toc475748863]Ethical Considerations and Process

      Taking into consideration the ethical process, and subject to Abu Dhabi University’s Institutional Review Board (IRB) for the Protection of Human Subjects, the study’s proposal, research design, procedure, survey questionnaire, and the informed consent letter were reviewed and approved. The researcher took into account the importance of protecting the privacy and dignity of each employee who participated in this study and who provided personal or valuable information. Privacy rights were taken into consideration with the understanding that all participants should be fully protected at all times. Moreover, officials in the targeted public sectors were contacted in order to obtain permission to conduct the research by confirming with a ‘no objection letter’ that they agreed to the distribution of the surveyed questionnaires. Prior to this action, the officials were asked to review and comment on the contents of the questionnaire. 
      The selected organizations approved and issued the needed letters and provided full support for the study by emailing the university, along with the ‘no objection’ letter, and confirming the results would be handed in by the needed date and time. Before participation, the employees from the public sectors were informed of the purposes of the study, as well as their right to abstain from participation in the research and terminate participation at any time. To ensure anonymity, the public sector participants were asked not to put any data or personal information on the questionnaire that could identify the participant’s identity. 
     An introductory letter and cover page (see Appendix B) was distributed to all potential participants with the questionnaire. It provided participants with relevant information about the questionnaire, the general purpose of the survey, information regarding the voluntary and confidential nature of the survey, the timeframe for completing the survey, as well as the researcher's contact information.  No public sector or participants’ names could be identified and all data gathered from this study were kept and maintained anonymously and carefully. All the steps above helped the researcher avoid any potential ethical issues that could arise during the research process. 

[bookmark: _Toc475748864]Conclusion

        This chapter discussed the methodology, research design, and method implemented by the researcher.  The researcher adopted the quantitative research method as research methodology and chose a non-experimental, correlation, cross sectional, uni-dimensional research design as a framework for collection and analysis of data.  The research method used in this research was the survey method based on the questionnaires that were distributed and collected in person from public sector employees on three different managerial levels. The survey method was appropriate for the research objective and suited the quantitative research and research design.  The chapter also covered the technique used to collect the data. In addition, samples, measures, and analytical strategic tools were presented. 
      Generally, the chapter outlined the empirical research design used to examine the relationship   between   personality traits, team-member exchange, and work engagement in the UAE public sector, specifically ADFCA and ADFSC . The research was based on cross sectional data, which were collected from the aforementioned public sectors in the UAE (Abu Dhabi) through a self- administrated structured questionnaire. The questionnaire was distributed to public sector employees in organizations that are located in the Abu Dhabi Emirate. The sectors were selected according to size, location, and accessibility for collecting data. A ‘no objection’ letter from these two organizations was obtained in order to confirm the sectors’ participation. The targeted sample size was 550 employees and the respondents' rate was 92%. SmartPLS version 3.0 was the major statistical technique used to test the research hypotheses.




[bookmark: _Toc475748865]Chapter 5: Results and Discussion

      The main goal of the analysis of the current research was to understand the impact of personality traits (PT) on work engagement (WE) and the mediating role of team-member exchange (TMX) between personality traits and work engagement in public sector organizations. The present chapter contains two sections: the first section consists of the empirical results and the second section discusses the research findings. The results section outlines the findings of the descriptive analysis (means and standard deviations of all questionnaire items), the measurement model implemented to measure the relations between manifest variable personality traits, work engagement and team-member exchange (observed items), and latent variables (factors) of each mentioned construct. 
       The second stage evaluates the structural model which specifies how relations between latent constructs are measured. Estimating and analysing the path coefficients between the constructs tests the structural model. Path coefficients are indicators of the model’s analytical ability (Hulland, 1999). In the discussion section, the research findings are examined in order to evaluate to what extent the findings answer the research questions. 
[bookmark: _Toc475748866]Results

     This section describes the findings of the quantitative data analysis which were analyzed using SPSS 18.0 for Windows and SmartPLS version 3.0. A self-administered questionnaire in English including measures of personality traits, work engagement, and team-member exchange was used. A total of 550 employees were randomly selected from two different public sector organizations in the UAE and surveyed in order to test the research hypotheses. Overall, 470 respondents completed the questionnaire (the remaining 52 were not returned and 28 questionnaires were incomplete, providing  a response rate of 85.45%).
[bookmark: _Toc475748867]Descriptive Analysis Results

Respondents' demographic information 
Table 2 shows the respondents' demographic information and profiles. With respect to the respondents' gender, 65.7% of the respondents were males, while 34.3% were female. With respect to the respondents' age profile, 10.4% of the respondents were between 20-25 years old, 54.3% were between 26 to 36 years old, 27.4% were between 37 to 47 years old, and 7.8 % were 48 and above. 
Table 2 further reveals that the vast majority of respondents were well educated: 59.8% of the respondents had Bachelor's degrees, 13.8% of the respondents had Master’s degrees, 3% of the respondents had PhDs, and 23.4% had high school diplomas. Table 2 also indicates the number of years the respondents had worked in their current organization: 45.1% worked between 1-5 years, 26.4% had worked from 6-10 years, 17.9% worked from 11-15 years, and 10.6% were with their organizations 16 years and more. However, the number of years worked in a specific position or job was 2-7 years for 46.6% of employees and one year or less for 11.9% of employees. Additionally, 22.8% of employees worked between 14-19 years and 18.7% worked between 8-13 years. 
     Regarding job status, top level employees represented the lowest amount at 4.5%, low-level employees made up 61.7%, and mid-level employees made up 33.8%. Most of the respondents were UAE nationals at 73.6% and the remaining respondents were non-UAE nationals at 26.4%.  






Table 2: Demographic Characteristic of Respondents
	Demographic
	Item
	Frequency
	Percentage

	Gender
	Male 
	309
	65.7

	
	Female
	161
	34.3

	Education
	High School
	110
	23.4

	
	Bachelor’s Degree
	281
	59.8

	
	Master’s Degree
	65
	13.8

	
	DBA or PhD
	14
	3

	Age
	20 - 25
	49
	10.4

	
	26 -36
	255
	54.3

	
	37 – 47 
	129
	27.4

	
	48 and above
	37
	7.8

	No. of years worked in current organization
	5-Jan
	212
	45.1

	
	10-Jun
	124
	26.4

	
	15-Nov
	84
	17.9

	
	16 years and above
	50
	10.6

	No. of years worked in the position or job
	One year or less
	56
	11.9

	
	7-Feb
	219
	46.6

	
	13-Aug
	88
	18.7

	
	14-19
	107
	22.8

	Job status
	Top level
	21
	4.5

	
	Mid-level
	159
	33.8

	
	Low level
	290
	61.7

	Nationality
	UAE national
	346
	73.6

	
	Non-UAE national
	124
	26.4



The average respondent’s age was 2.3 (SD=0.7) (2 = 26-36 years; 3 = 37-47 years) and the respondents had been with the organizations an average of 1.9 years (SD = 1.02) (1 = 1-5 years; 2 = 6-10 years) and had been in their present jobs 2.5 years (SD = .97) (2 = 8-13 years; 3 = 14-19 years. The highest mean was 2.57 for job status and (SD=1.03) for number of years worked in their current organization, whereas the lowest mean found was 1.26 for nationality (SD=0.44). Table 3 illustrates the descriptive statistics of demographic variables.

Table 3: Descriptive Statistics of Demographic Variables
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Descriptive analysis 
       This section shows the descriptive analysis of public sector employee’s perception of personality traits, team-member exchange, and work engagement. The three variables were measured on a 5-point Likert scale where 1= Strongly Disagree; 2= Disagree; 3= Neutral; 4= Agree; 5= Strongly Agree. The mean and standard deviations of each item are presented, as well as the overall score of each of the constructs.
Employee perception of personality traits
      Employee perception of personality traits is a by-product of the five major factors: openness, neuroticism, conscientiousness, agreeableness, and extraversion. The following examines each five factors. Overall personality traits are examined in the next section.
[bookmark: _Toc475133387]Employee perception of agreeableness
    Table 4 displays the responses of employee perceptions of the agreeableness factor that contains nine items. From the table we can see that 77% of the respondents disagreed with statement 1: “Tends to find fault with others” (M= 2, S.D= 1.1). This was supported by the respondents’ disagreement, at 69%, with statement 3, “Starts quarrels with others” (M=2.3, SD=1.3) and also statement 6, “Can be cold and aloof” and statement 8: “Is sometimes rude to others”, 70% and 55%, respectively. However, the remaining statements 2,4,5,7, and 9 show high results at 88%, 89%, 93%, 92%, and 87%, respectively.   
      By looking at the overall mean score of agreeableness, the results indicate that respondents have co-operative, forgiving, helping natures. Furthermore, the findings show the importance of pay and reward in relation to employee perception of agreeableness. Based on the results, it was found that employees in two public organizations had "high level of agreement on personality traits --Agreeableness" (M= 4.05, S. D= 0.54).
     From the above descriptive analysis, the study concludes that employees in the two public organizations show a high level of agreement on agreeableness and, therefore, this study recommends that management maintain and take some moderate effort to enhance agreeableness between employees in their workplace.

[bookmark: _Toc475133388]Table 4: Descriptive Statistics of Employee Perceptions of Agreeableness
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[bookmark: _Toc475133389]

Employee perception of conscientiousness 
     These variables were measured by 9 items shown in Table 5. The responses show that the majority of employees agreed (81%) with statement 1: “Does a thorough job” (M=4.0, SD=0.9). This is supported with the results of statement 3: “Is a reliable worker” (81% agreed) (M=4.1, SD=0.9), statement 6: “Perseveres until the task is finished” (84% agreed) (M=4.1, SD=0.8), statement 7: “Does things efficiently” (93% agreed) and statement 8: “Makes plans and follows through with them” (81% agreed).
        On the other hand, the highest rate of adverse responses obtained from respondents from these two organizations addressed self-efficacy, orderliness, dutifulness, achievement-striving, self-discipline, and cautiousness. Since the results indicate that employees have high levels of conscientiousness, this study recommends that management maintain and take some moderate effort to enhance conscientiousness between employees at their workplace.

 Table 5: Descriptive Statistics of Employee Perceptions of Conscientiousness in Personality Traits
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[bookmark: _Toc475133390]Employee perception extraversion
      Table 6 presents nine items that measure the personality traits of the extraversion variable. It indicates that all of the items scored at a high level of agreement except statement 1: “Is talkative”, 40% of the respondents disagree (M= 2.8, SD= 1.1), and statement 7: “Is sometimes shy, inhibited”, 36% of the respondents disagree (M= 3.0, SD= 1.2). However, the remaining items that measure personality traits with extraversion show that the majority of the employees agree with all items. This means that more than the majority of employees perceived extraversion to be a positive personality trait with the overall mean score of extraversion (M= 3.31, SD= 0.42).

Table 6: Descriptive Statistics of Employee Perceptions of Extraversion in Personality Traits
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[bookmark: _Toc475133391]Employee perception neuroticism
The fourth factor personality trait was neuroticism. This was measured by 8 items illustrated in Table 7. The results show that 73% of employees disagreed with statement 1: “Is depressed” (M= 2.1, S. D= 1.1). Moreover, 82% of employees agreed with item 2: “Is relaxed, handles stress well” (M= 4, S. D= 0.7). This is supported with statements 5 and 7, which indicate 73% and 76%, respectively, agreement. However, adverse statements scored highly, including statement 1. For example, statement 3 “Can be tense”; statement 4 “Worries a lot”; statement 6 “Can be moody”; and statement 8 “Gets nervous easily” scored at 63%, 42%, 40%, 49%, respectively. The overall result for the personality trait, neuroticism, is that public sector organization employees have a moderate level of the neuroticism personality trait.
     Based on these results, management should take into consideration adopting and implementing a strategy that could assist employees to maintain a level of improvement in regarding the neuroticism personality trait. This initiative will contribute to assuring that employees are free from experiencing negative feelings and encourage employees to experience positive feelings.

[bookmark: _Toc475133392]Table 7: Descriptive Statistics of Employee Perceptions of Neuroticism in Personality Traits
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[bookmark: _Toc475133393]Employee perception of openness to experience 
Table 8 displays the responses of employee perceptions of openness to experience with 10 factors. From the table we can see that more than most of the items were agreed with. For example, half of the respondents agreed with statement 1: “Is original, comes up with new ideas” (M= 3.8, S.D= 0.8). This was supported by respondents’ agreement (60%) to statement 2 and 3: “Is sophisticated in art, music, or literature” and “Is curious about many different things”. These three statements had a rate of 69%, 60%, and 86%, respectively, which indicates that a high level of respondents in these two organizations with the personality trait ‘openness to experience’ are creative and open to new ideas, have imagination, artistic interests, emotionality, are adventurous, have intellect, and tend toward liberalism. 
   The table illustrates that responses of agreement to item 10 indicates the overall mean M=3.60, SD=0.42. Based on these results, management should maintain the current situation and implement new interaction activities to encourage more engagement and openness.
[bookmark: _Toc475133394][bookmark: _Toc475705935]
Table 8: Descriptive Statistics of Employee Perceptions of Personality Trait Openness
[image: ]

Employee’s perception of personality traits is a by-product of five major factors: openness, neuroticism, conscientiousness, agreeableness, and extraversion. These items are shown in Table 9, which indicates agreeableness has the highest M=4.05, SD=0.536 and neuroticism has the lowest mean score (M=2.39, SD=0.596). This indicates that agreeableness describes the highest personality trait by the majority of respondents. 
    On the other hand, neuroticism is found to be the lowest dimension personality trait. Based on these results, management should pay more attention to increasing the level of neuroticism traits among employees and maintaining the current situation with the trait of agreeableness, and the other remaining traits, in order to obtain better engagement and enthusiasm from employees at work. 

[bookmark: _Toc475133395]Table 9: Descriptive Statistics of Employee Perceptions of Overall Personality Traits
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[bookmark: _Toc475133396]Employee’s perception of team-member exchange
This study’s main focus is on personality traits, team-member exchange, and work engagement. Team-member exchange is examined by 10 factors as shown in Table 10. Table 10 below shows that most of the respondents (82 %) agreed with statement 1: “I often suggest better work methods to others on the team” (M= 4.1, S. D= 0.8). 
    Given the importance of employee cooperation in the workplace, 82% of them agree with “Others on the team let me know when I affect their work” (M=4.0, SD=0.9). Employees also care for each other and tell each other how their work affects them, since 75% of them agree that they “let others know when they affect my work” (M=4.0, SD=0.9). 
      In looking at teamwork, 82% of them agree that “My team members recognize my potential” (M=82, SD=0.9). The overall mean of team member exchange, M=3.3, SD=1.0, indicates that employees are sharing knowledge and helping each other to ensure smooth operations. On the whole, employees in these two public organizations are happy with the team-member exchange. Based on the provided results, the management needs to enhance effective communication between the teams, delegate, and provide opportunities to share ideas and opinions. 

Table 10: Descriptive Statistics of Employee Perceptions of Team-Member Exchange
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[bookmark: _Toc475133397]Employee perception of WE
Employees are the backbone of any firm and government and, thus, work engagement should be a basic principle. Here, we measured work engagement factors by evaluating 17 factors. The majority of employees agreed that they are highly engaged in their jobs, which is supported by the following: 71% of employees agree “Time flies when I'm working” (M=3.8,SD=1) and half of them (54%) say, “When I am working, I forget everything else around me” (M=3.6, SD=1). The majority of them are highly involved in their work, which is highly supported by 87% of employees: “I am immersed in my work” (M=4.2,SD=.08). Overall mean analysis was M= 3.3,SD= 1.0, which indicates that the employees tend towards work engagement described as having high levels of energy, mental endurance, and perseverance at work. In addition, the results find that employees who are dedicated are characterized by a high involvement in their work and a sense of significance, inspiration, pride, and challenge. Finally, the results show level of absorption, which means employees are pleasantly occupied with work. 
Table 11: Descriptive Statistics of Employee Perceptions of Team-Member Exchange
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[bookmark: _Toc475133398][bookmark: _Toc475748868]Reliability and validity analysis 
The current study used SPSS 20 to obtain the results of reliability and validity analysis. These two characteristics are good measurement tools for further analysis. Sekaran (2000) defines reliability as the extent to which the measure is not biased and, therefore, offers consistent measurement across various items in the instrument, in other words, the degree to which measures are free from error and items are free from error.
     It is assumed that items measuring the same thing will be highly correlated (Welch & Comer, 1988). Cronbach's alpha is often considered to be the most commonly used reliability test for determining reliability estimates for multi-item scales at the interval level of measurement (Cooper & Schindler, 2003). Cronbach's alpha coefficient was used in this study with SPSS Version 20 in order to test the reliability of internal consistency. 
     The rule of thumb, suggested by George and Mallery (2003), for evaluating alpha coefficients is described as follows: alpha coefficients, > .9 excellent, > .8 good, > .7 acceptable, > .6 questionable, > .5 poor, < .5 unacceptable. The required result of reliability should be 0.70 or higher. The closer value of Cronbach's alpha to 1.0 indicates that items in the scale have a good internal consistency. The results of this study show that all items have a high level of alpha coefficients, which indicates good internal consistency of all scale items. 
    In the current study, the results show that Cronbach's alpha reliability for personality traits is 0.791 (number of questions considered is 44), team-member exchange (TMX) is 0.862 (number of questions considered is 10), and work engagement is 0.915 (number of questions considered is 17).

[bookmark: _Toc475133399]Correlation analysis 
In the current study, the researcher used Karl Pearson correlation (r), which shows the degree of relationship between the main variables. The mean, standard deviations, and inter-correlations between variables are presented in Table 12. As shown, the three factors, personality traits, team-member exchange, and work engagement, are correlated positively as estimated (all significant at p < 0.001). This points to the fact that they are highly correlated and that these factors influence each other. Personality traits (Mean=3.4.sd=0.32) have a positive significant relationship with team-member exchange. (r=0.421, p<0.001) and team-member exchange has a significant positive correlation with work engagement (r=3.81, p<0.001), while personality traits (Mean= 3.4.sd=0.32) have a positive significant relationship with work engagement (r=0.350, p<0.001).


Table 12: Means, Standard Deviations and Inter-Correlations among Variables
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Notes: ** P< .01, *** P< .001, all two-tailed tests

[bookmark: _Toc475748869]					SmartPLS Path Model 

The current study used SmartPLS version 3.0 in order to assess the path coefficients in the structural model. However, the researcher examined the internal consistency reliability, discriminant validity, and convergent validity of the reflective measurement model to ensure they are satisfactory (Wong, 2013). Furthermore, the researcher used SmartPLS algorithm-based guidelines suggested by Hair et al. (2013).








Figure 2 shows the structure model with path coefficient and outer loading of all items 
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[bookmark: _Toc475748870]Construct Validity

Convegent validity and discriminant validity were used to assess the study’s construct validity, which explains  construct and indicates  the extent to which each measure correlates with other measures of the same latent construct (Hair et al., 2006). Convergent validity refers to the degree of agreement in two or more measures of the same construct (Camines & Zeller, 1979). According to Fornell and Larcher (1981), three main steps are used in order to apply convergent validity. These are item reliability of each measure, composite reliability of each construct, and the average variance extracted (AVE). According to Fornell and Larcker (1981), the study’s evidence of convergent validity that was assessed by inspection of average variance extracted (AVE) for each factor (construct) where the Averae variance extracted (AVE ) value exceeds 0.50.
     Results indicated that the variance extracted for three scales ranged from 0.382 to 0.527 (see Table 14 ), which exceeds 0.50 as a benchmark. The results of personality traits and team-member exchange were AVE=0.382 and 0.447, respectively, which are below the required minimum level of 0.5. However, they were kept in the model to maintain and comprise the validity, since these constructs meet the required level of discriminant validity and other reliability tests (Bagozzi & Yi, 1988). Thus, the results of high Cronbach alpha values, the high factor loadings, composite reliability, and averae variance extracted (AVE) estimates all together provide strong evidence of convergent validity.
       On the other hand, discriminate validity is defined as the degree to which any single construct is different from the other constructs in the model (Carmines & Zeller, 1979). The measurement of discriminate validity will be adequate when constructs have an average variance extracted (AVE) loading greater than 0.5, meaning that at least 50% of measurement variance is captured by the construct (Chin, 1998). Table 13 shows the discriminant validity of the current study constructs, which contain personality traits (PT), TMX, and work engagement (WE). 

Table 13:  Discriminant Validity Results of Three Constructs: PT, TMX, WE
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[bookmark: _Toc475133400]Table 14: Constructs and Items Factor Loading, Cronbach’s Alpha, Validity, AVE
[image: ]

Figure 3: SmartPLS Path model 
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[bookmark: _Toc475748871]Structural Model and Testing Hypothesis 

In order to test hypotheses one, two, three, and four that show the impact of personality traits and team-member exchange on work engagement, SmartPLS V3 was used to analyze the impact of these variables: First, to examine the impact of personality traits on work engagement; second, to examine the impact of personality traits on team-member exchange; third, to examine the impact of the member exchange on work engagement; finally, to examine the mediating effect of team-member exchange on personality traits and work engagement. The sections below illustrate the testing of each hypothesis and the results.
[bookmark: _Toc475133401][bookmark: _Toc475748872]Testing the impact of personality traits on work engagement 
SmartPLS was performed to test H1; the result from SmartPLS V3 showed that personality traits have significant positive impact on work engagement (B=0.355, P<0.001). The results presented in Table 15 align with previous findings and studies mentioned earlier in the literature between personality traits and work engagement. Thus, hypothesis one is accepted.
[bookmark: _Toc475133402][bookmark: _Toc475748873]Testing the Impact of Team-Member Exchange on Work Engagement
 
SmartPLS was employed to confirm the significance impact of H2. The results showed that team-member exchange has a significant positive impact on work engagement (B=0.368,P<0.001). The outcome is presented in Table 15, which is aligned with previous findings and studies mentioned earlier in the literature between TMX and work engagement. Thus, hypothesis two is accepted.
[bookmark: _Toc475133403][bookmark: _Toc475748874]Testing the Impact of Personality Traits on Team-Member Exchange 
 
SmartPLS was applied to ascertain the impact of personality traits on team-member exchange. This was performed to test H3.  The results show that personality traits have significant positive impact on TMX (B=0.355, P<0.001). The results presented in Table 15 are aligned with previous findings and studies mentioned earlier in the literature between personality traits and TMX. Thus, hypothesis three is accepted.





Table 15: Path Coefficients Along With Their Bootstrap “T” Values
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Figure 4 shows the structure model with path coefficient and outer loading indicating factor loading
[image: ]

[bookmark: _Toc475748875]Testing Mediating Effect

To perform the mediating effect of TMX and to approve the mediation between PT and WE, the Baron and Kenny (1986) approach was applied and bootstrapping was run using a subsample of 500. The steps include the independence variable to mediator and mediator to dependent variable. 
Beta values and their standard error values were then entered in the Daniel Soper online calculator to perform the Sobel test. 

Figure 5 Results of SmartPLS for the mediation effect of team-member exchange
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In the first step, ignoring team-member exchange (the mediator), the regression of personality traits (I.V) on work engagement (D.V.) was significant (β = 0.355, t = 8.916, p < .05). Further mediation analysis was performed. In the second step, the regression of PT and TMX was performed and was significant (β = 0.627, t = 20.567, p < .01). The third step of the mediation process showed that the regression of TMX and WE, controlling for PT, was significant (β = 0.368, t = 8.419, p < .01). Finally, the analysis revealed that the effect of TMX on PT and WE was significant (t = 8.916). Sobel test statistics (z = 7.692, p < .01) confirmed full mediation of TMX on PT and WE. Whereas, Sobel test statistics were used to indicate the significance impact of mediator variable of an independent variable to dependent variable. 
   The study sample was heterogeneous. Four hundred and seventy respondents formed 85.45%.  Low level employees represented the largest group in the study sample, 290 representing 62%, while 34% were middle managers, 159, followed by 4% top level managers who were the smallest category, 21. To sum up, the results clearly indicate that all three paths support the proposal that personality traits (PT) have a direct significant positive impact on team member exchange (TMX) and work engagement (WE). Also, the results of the path between team-member exchange (TMX) and work engagement (WE) is supported, since it indicates direct significant positive impact on work engagement (WE). 

Figure 6: Illustrates the Sobel online test statistics
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The present study examined the impact of personality traits and team member exchange on work engagement, considered for the first time in a Middle Eastern context. The study also investigated whether team-member exchange mediates the relationship between personality traits and work engagement. This study advances the literature on work engagement by empirically demonstrating the importance of work engagement in a non-Western context, such as the UAE. 
        As in the results on previous Western studies, the study reported a positive impact of  personality traits and team-member exchange on work engagement. This research suggests that  personality traits and team-member exchange are important organizational factors that predict work engagement in UAE public sectors.
      Thus, employees with personality traits have more social exchange relationships, willingness to invest their time at work, exchange information and contribute to the team, and are more likely to be engaged with work than others. This increases the level of work performance and tends to have better work outcomes.  This is also contrary to previous studies conducted in a Western culture context (e.g., Swanger, 2009) that have reported that the extraversion dimension of personality traits has no significant effect on work engagement. Moreover, a review of the extant literature reveals the presence of contradictory findings in regards to the relationship between openness to experience and work engagement. This study reported the significant impact of  personality traits on work engagment. In order to test the hypotheses, structural modelling using SmartPLS was used for this study. Through calculation of the strength and the significance/insignificance of every structural using beta (β) value, which is coefficient weight, path coefficient, and T-statistics, the statistical significance/insignificance of every hypothesis or path can be tested (Kock, 2015). 
       The significance of beta (β) level formative uses weights and reflective loadings, which should be 0.7 or more. Factor loadings with less than 0.7 were removed from 
      Based on the results illustrated in Table 16, it is clear that the hypotheses are supported based on the data results provided using SmartPLS. Results indicate that personality traits have direct positive significant impact on team-member exchange, (β = 0.627, P<0.001) and t = 19.971, where the benchmark exceeds 1.96 at 0.05. This means that H1 is supported. Also, it indicates that personality traits have direct positive significant impact on work engagement, (β = 0.355, p < 0.001) and t = 9.098, confirming that H2 is supported. Moreover, the results revealed that team-member exchange has direct positive significant impact on work engagement, (β = 0.368, p < 0.001) and t = 8.148. This confirms that H3 is supported. 
     The results also indicate that, generally, the proposed model of PT helps predict TMX by 36.4% (R2 = 0.365). Also, PT explains 96% of the variances in WE by the proposed model of PT in the research context. Figure 2 illustrates the results. The mediating role of team-member exchange was illustrated with the results showing that team-member exchange mediates positively and significantly the relationship between personality traits and work engagement. The summary of the hypotheses tested are shown in Table 16.

Table 16: Summary of Hypotheses Tested
[image: ]







[bookmark: _Toc475748877]Chapter 6: Implications and Suggestions for Future Research

         The  objective  of  this  chapter  is  to  describe  the  managerial  implications  and contributions of this study. It contributes by testing previous theories in a new context, namely the UAE public sector. As well, managerial implications are addressed in terms of employee engagement and continuous organization growth in this area. This chapter also discusses the limitations of the study and suggests further avenues of research. 
[bookmark: _Toc475748878]Managerial Implications and Contributions

        The current study’s findings have both theoretical and practical implications. They make an important contribution to the field and add to our understanding of the antecedents of personality traits and work engagement. The most unique contribution of this study is that it is the first study in the UAE, in general, and the Emirate of Abu Dhabi and the Middle East that investigates the relationships between personality traits and work engagement of public sector employees by using two uni- dimensions of team-member exchange as mediators between personality traits and work engagement.  So this study contributes to the understanding of the effects of personality traits on work engagement and the direct and indirect effect of team-member exchange in organizations across the region. 
        Examining the influence of personality traits on work engagement with the mediating role of team-member exchange using empirical studies is considered a rare study, especially within the UAE context and public sector organization. Thus, this study contributes to the literature on this topic. Second, this study not only empirically indicates the significant role of personality traits on enhancing work engagement in a non-Western context, but it also reveals the nature of this link directly and indirectly through the mediating role of team-member exchange.

 It is one of the first empirical studies of its kind to demonstrate the role of team-member exchange on personality traits and work engagement. 
      This study has practical implications from a managerial point of view and could increase management’s understanding of personality traits and employee work engagement, as well as the social exchanges among employees necessary for an organization to operate efficiently and increase productivity. Moreover, it indicates that management should pay attention to HR strategies in order to prevent employee burnout and to promote organizational values that focus on employee engagement, as well as commitment. Management should pay more attention to their employee’s traits by integrating this concept in its human resource practices, for instance, in selection and recruitment. This could improve the level of employee work engagement and reduce burnout. Moreover, management should pay attention to employees who are considered highly neurotic, because they may depict undesirable behaviours such as depression, low self-esteem, impulsiveness, and mood swings (Dant, Weaven, & Baker, 2013). This may extend to their emotional stability and the notion that they are being treated unfairly, especially in terms of formal rewarding, allocation, interpersonal treatment, and communication, as suggested by Abu Elanain (2010b). Furthermore, the results of this study suggest that personality traits play a key role in influencing dependent variables of the study. Therefore, this study has other implications for organizational training programs. For instance, the importance of training managers and supervisors in effective communication and increasing the level of social exchange among managers, supervisors, and employees will impact employee perceptions and foster a positive employee-organization relationship.

[bookmark: _Toc475748879]Limitations and Future Research Directions
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        As with any study, there are some limitations that suggest areas for future research. Firstly, the results were derived from a cross-sectional research design with data collection obtained at one point in time (Creswell, 2009). The time considered was a limitation in that the period when the study took place was based on conditions at that point in time (Simon, 2005). Therefore, a cross sectional design cannot confirm the direction of causality among variables of this study. 
        Secondly, there are limitations related to the samples of this research, which were collected from two public sectors in the Emirate of Abu Dhabi. Therefore, this setting may influence the generalizability of the study’s finding. Furthermore, data collection and the intent of the study were limited to two public sectors in the Abu Dhabi Emirate with a sample of 470 employees. The results might not be generalizable to other public sectors or outside the UAE. Hence, the findings of the present research can serve as starting points for examining links among similar variables in other public sectors. 
       The limitations above are related to the barriers of accessibility and financial constraints, which prevented the researcher from collecting data and extending the study to other sectors or other emirates. Time constraints kept the study at the present level; a researcher has a timeline set by the university. Therefore, such a restriction did not allow sampling of larger populations. 
      Moreover, the current study recognizes the limitation of an important construct, i.e., team-member exchange. The limitations of this construct concern the measurement of team-member exchange items used which mainly focused on individual employees’ personal experiences in group settings. Fortunately, the measurement used was appropriate for this study to test the hypothesis among personality traits and work engagement as mediator.  However, the researcher acknowledges the lack of information on group membership in this study which prevented the researcher from assessing the potential confound of group-level differences in TMX quality among the individual-level TMX responses (Bliese 2000).  Finally, this study used personality traits as a main construct, but the researcher was not able to use the full version of personality traits in terms of Big Five inventory items, which measures the facets within each of the five factors. 
[bookmark: _Toc475748881]Future Research Directions

      In light of the above limitations of this study, there are some suggestions for avenues of future 
research. First, future research could look at the relationship between personality traits and work engagement by using other mediators, such as citizenship behaviour, organizational behaviour empowerment or demographic variables can be further used in exploring the relationship between the discussed constructs and demographic variables such as age and gender.  Second, another area for future research could be exploring the impact of personality traits and work engagement. Third, future studies are also needed to conduct cross-cultural empirical studies that could provide lessons to managers who work in a multicultural context on how personality traits can impact work engagement. Fourth, future research could also cover samples from other public sectors or private sectors such as banking sectors or telecom services, as these could provide more meaningful results and could be generalized to the UAE context. Fifth, it is suggested that future research in this area should be conducted by using team-member exchange data based on group-level differences in TMX quality among the individual-level TMX responses. Sixth, it is suggested that the facets of the Big Five personality traits are used to explore the impact of each factor on work engagement with the mediating effect of team-member exchange   finally, a longitudinal study to facilitate better understanding of personality traits impact on work engagement with mediation as the role of team-member exchange would contribute to the field. 
[bookmark: _Toc475748882]Chapter 7: Conclusion

      This study has contributed to the debate around the work engagement outcome (e.g., vigor, dedication, and absorption) link through the development and testing of personality traits and team-member exchange as mediator constructs to better understand the role and impact of these important factors on employee engagement within the public sectors. The study used SmartPLS version 3.0 algorithm-based guidelines suggested by Hair et al. (2013).  In order to analyze the results of a sample of 470 respondents from two public sectors, the researcher tested a number of proposed hypotheses to determine how these variables are interrelated. 
    The results of this study suggest that personality traits and team-member exchange play a prominent role in significantly promoting work engagement, enhancing the engagement level of employees in the work place, and motivating employees to have more social relationships and better performance. Also,  this  study  presents  empirical  evidence  that  team-member exchange fully mediates  the  relationship  between  personality traits and work engagement of public sector employees. Moreover, the results of this study contribute to the literature on personality traits, work engagement, and team-member exchange in a non-Western context, the UAE. More specifically, this study enhances and supports the findings of previous research regarding the role of team-member exchange as mediator variables. The UAE has stressed the importance of increasing business performance by focusing on the role of employee work engagement and its effect on enhancing organisational sustainability and growth. Thus, the results of this research should advance the understanding of work engagement and its effects on public sector employee performance, bearing in mind the factors that contribute to obtaining a high level of employee engagement concerning employee traits and team-member exchange discussed in this study.

     In conclusion, the results suggest that if public sectors intend to retain and maintain their employee’s performance through engagement, attention should be focused on employee traits and team-member exchange that encourage social relationship, engage employees, thereby, enhancing the organizations outcomes and strategic goals.  
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Appendix A: Table for Determining Sample Size from a Given Population
	N
	S
	N
	S
	N
	S

	10
	10
	220
	140
	1200
	291

	15
	14
	230
	144
	1300
	297

	20
	19
	240
	148
	1400
	302

	25
	24
	250
	152
	1500
	306

	30
	28
	260
	155
	1600
	310

	35
	32
	270
	159
	1700
	313

	40
	36
	280
	162
	1800
	317

	45
	40
	290
	165
	1900
	320

	50
	44
	300
	169
	2000
	322

	55
	48
	320
	175
	2200
	327

	60
	52
	340
	181
	2400
	331

	65
	56
	360
	186
	2600
	335

	70
	59
	380
	191
	2800
	338

	75
	63
	400
	196
	3000
	341

	80
	66
	420
	201
	3500
	346

	85
	70
	440
	205
	4000
	351

	90
	73
	460
	210
	4500
	354

	95
	76
	480
	214
	5000
	357

	100
	80
	500
	217
	6000
	361

	110
	86
	550
	226
	7000
	364

	120
	92
	600
	234
	8000
	367

	130
	97
	650
	242
	9000
	368

	140
	103
	700
	248
	10000
	370

	150
	108
	750
	254
	15000
	375

	160
	113
	800
	260
	20000
	377

	170
	118
	850
	265
	30000
	379

	180
	123
	900
	269
	40000
	380

	190
	127
	950
	274
	50000
	381

	200
	132
	1000
	278
	75000
	382

	210
	136
	1100
	285
	1000000
	384





















Note: N is population size. S is  sample size. 
Source: Krejcie & Morgan, 1970
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Appendix B

 Survey cover letter
A Survey on Personality Traits and Work Engagement:
Does Team-Member Exchange Make a difference?

Dear Sir/ Madam,
My name is Khalifa Ismail Al Hosani, a doctoral student at Abu Dhabi University (ADU). The purpose of this study is to examine” the impact of personality traits and team member exchange on work engagement”. 
This survey is an important part of the research, therefore, your valuable co-operation and participation in answering the questionnaire will be greatly appreciated. I would be most grateful if you could spare 10 minutes to complete the enclosed questionnaire. All responses will be used for research purposes only and will be treated in confidence. Anonymity of respondents is also guaranteed.
The questionnaire comprises of the following parts:-	
Part – 1: Big five (personality Traits).
Part – 2: Team Member Exchange
Part – 3: Work Engagement
Part – 4: General Information

Thank you for your assistance.
Khalifa Ismail Al Hosani
Email: (Email Address)
Phone: (Phone number)

[bookmark: _Toc475748886]Appendix C

A survey questionnaire on personality traits, team member exchange, work engagement
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No Objection Certificates

1- Abu Dhabi Farmer Service center (ADFSC)
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2- Abu Dhabi Food Control Authority (ADFCA)
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     Variables

Item n Cronbach’s Alpha

Personal traits 

44 0.791

Team member 

exchange

10 0.862

Dependent variables

Work engagement 

17 0.915

Independent variables
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 Sex   Education   Age 

 No.of years worked 

in current Organization 

 No. of years worked

 in the position or job 

 Job Status   Nationality

 Mean  1.34 1.96 2.33 1.94 2.52 2.57 1.26

 Std. Deviation  0.48 0.7 0.78 1.03 0.97 0.58 0.44
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Personality trait - Conscientiousness Disagree   % Neutral % Agree % Mean SD

1. Does a thorough job 6 13 81 4 0.9

2. Can be somewhat careless 71 14 15 2.2 1.1

3. Is a reliable worker 8 10 81 4.1 0.9

4. Tends to be disorganized 47 22 30 2.8 1.2

5. Tends to be lazy 68 19 13 2.2 1.1

6. Perseveres until the task is finished 6 10 84 4.1 0.8

7. Does things efficiently 2 4 93 4.3 0.7

8. Makes plans and follows through with them 10 10 81 3.9 0.9

9. Is easily distracted 53 24 23 2.6 1.2

Overall Score

3.84 0.55
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Personality trait - Extraversion Disagree% Neutral% Agree% Mean SD

1. Is talkative 40 34 25 2.8 1.1

2. Is reserved 16 27 57 3.6 1.1

3. Is full of energy 6 14 80 4 0.9

4. Generates a lot of enthusiasm 4 15 81 4 0.9

5. Tends to be quiet 10 12 79 4 1

6. Has an assertive personality 6 19 75 4 1

7. Is sometimes shy, inhibited 36 26 38 3 1.2

8. Is outgoing, sociable 7 9 84 4.1 0.9

Overall Score

3.31 0.42
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Personality trait - Neuroticism Disagree% Neutral% Agree% Mean SD

1. Is depressed, blue 73 16 11 2.1 1.1

2. Is relaxed, handles stress well 3 14 82 4 0.7

3. Can be tense 63 18 19 2.4 1.2

4. Worries a lot 42 22 36 2.9 1.2

5. Is emotionally stable, not easily upset 9 15 76 3.9 1

6. Can be moody 40 28 32 2.9 1.2

7. Remains calm in tense situations 13 14 73 3.8 1

8. Gets nervous easily 49 23 29 2.7 1.2

Overall Score 2.39

0.59
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Personality trait - Openness Disagree% Neutral% Agree% Mean SD

1. Is original, comes up with new ideas 6 26 69 3.8 0.8

2. Is sophisticated in art, music, or literature 14 26 60 3.7 1.1

3. Is curious about many different things 6 8 86 4.2 0.9

4. Is ingenious, a deep thinker 4 13 83 4 0.8

5. Has an active imagination 34 26 40 3.1 1.3

6. Is inventive 5 23 71 3.9 0.8

7. Values artistic, aesthetic experiences 8 12 80 4 0.9

8. Prefers work that is routine 43 25 32 2.8 1.2

9. Likes to reflect, play with ideas 6 11 84 4 0.8

10. Has few artistic interests 10 22 68 3.7 1

Overall Score 3.60

0.42
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Personality Traits - Items Mean SD

Personality traits - Agreeableness 4.05 0.536

Personality traits - Consciousness 3.84 0.549

Personality traits - Extraversion 3.31 0.421

Personality traits - Neuroticism 2.39 0.596

Personality traits - Openness 3.6 0.423
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 Team Member Exchange Disagree% Neutral% Agree% Mean SD

1. I often suggest better work

 methods to others on the team.

5 13 82 4.1 0.8

2. Others on the team let me know

 when I affect their work

7 12 81 4 0.9

3. I let others know when they affect my work 8 17 75 4 0.9

4. My team members recognize my potential 6 11 82 4 0.9

5. When I Have problems at work my

 team members understand

10 23 67 3.8 0.9

6. I am flexible about switching jobs with 

other team members

4 13 82 4.1 0.8

7. My team is a lot of fun to work with 4 16 80 4.1 0.8

8. My team members are the kind of people 

one would like to have as friends

2 17 80 4.2 0.8

9. My team would defend me to others in the 

organization if I made an honest mistake

4 16 80 4.1 0.9

10. I respect my team's knowledge of 

and competence on the job

2 3 95 4.4 0.7

Overall Score

3.30 1.0
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Work Engagement 

Disagree% Neutral% Agree% Mean SD

1. Time flies when I'm working 10 19 71 3.8 1

2. When I am working, I forget everything

 else around me

14 32 54 3.6 1

3. I feel happy when I am working intensely 19 34 47 3.4 1

4. I am immersed in my work 2 11 87 4.2 0.8

5. I get carried away when I’m working 26 30 44 3.2 1.1

6. It is difficult to detach myself from my job 15 29 56 3.6 1.1

7. I find the work that I do full of meaning and purpose 5 11 84 4.1 0.8

 8. I am enthusiastic about my job 6 18 76 4 0.9

9. My job inspires me 12 21 67 3.8 1

10. I am proud of the work that I do 6 10 84 4.1 0.9

11. To me, my job is challenging 10 20 69 3.8 1

12. At my work, I feel that I am bursting with energy 5 11 84 4.1 0.8

13. At my job, I feel strong and vigorous 9 20 71 3.9 1

14. When I get up in the morning, I feel like going to work 12 17 71 3.8 1.1

15. I can continue working for very long periods at a time 16 14 70 3.8 1.2

16. At my job, I am very resilient, mentally 12 23 65 3.7 1

17. At my work I always persevere, even when 

things do not go well

5 12 83 4.1 0.9

Overall Score

3.30 1.0


image13.emf
Factors     Mean        SD           N PT TMX WE

Personality Trait (PT) 3.4538 0.32081 470 1   

Team Member Exchange (TMX) 4.0777 0.56375 470 .421** 1          

Work Engagement (WE) 3.8128 0.63696 470 .350** .579** 1
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Factors PT TMX WE

Personality Traits (PT) 0.618 -   -

Team Member Exchange (TMX) 0.603 0.669 - 

Work Engagement (WE) 0.559 0.581 0.726
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Factor Names

Factor

 loadings

Cronbach’s

 alpha 

Composite

 reliability 

AVE 

Is ingenious, a deep thinker 0.587

Generates a lot of enthusiasm 0.739

Has a forgiving nature 0.523

Is inventive 0.723

Perseveres until the task is finished 0.603

Values artistic, aesthetic experiences 0.647

Is considerate and kind to almost everyone 0.582

Does things efficiently 0.667

Is outgoing, sociable 0.597

Likes to reflect, play with ideas 0.642

Likes to cooperate with others 0.601

Is original, comes up with new ideas 0.545

Is helpful and unselfish with others 0.537

I often suggest better work methods to others on the team. 0.608

Others on the team let me know when I affect their work 0.693

I let others know when they affect my work 0.666

My team members recognize my potential 0.716

When I Have problems at work my team members understand 0.662

My team is a lot of fun to work with 0.643

My team members are the kind of people one would like

 to have as friends

0.696

My team would defend me to others in the organization 

if I made an honest mistake

0.695

I respect my team's knowledge of and competence on the job 0.643

I am flexible about switching jobs with other team members 0.657

At my work, I feel that I am bursting with   energy 0.686

I find the work that I do full of meaning and purpose 0.765

Time flies when I'm working 0.791

At my job, I feel strong and vigorous 0.809

I am enthusiastic about my job 0.796

When I am working, I forget everything else around me 0.68

My job inspires me 0.765

When I get up in the morning, I feel like going to work 0.717

I feel happy when I am working intensely 0.682

I am proud of the work that I do 0.788

I am immersed in my work 0.682

I can continue working for very long periods at a time 0.714

At my job, I am very resilient, mentally 0.657

At my work I always persevere, even when things do not go well 0.595

Work Engagement

0.93 0.939 0.527

Personality Traits

0.863 0.888 0.382

Team Member Exchange

0.864 0.89 0.447
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Factors Original Sample (O) Mean  SD t (O/STDEV) P Values

PT & TMX 0.627 0.636 0.031 19.971 0.00

PT & WE 0.355 0.365 0.039 9.098 0.00

TMX &WE 0.368 0.359 0.045 8.148 0.00

Note: Original Sample (O), represents the path coefficients (β), , p < 0.001


image19.png
File

Print v

E-mail

Bum v

Open ~

0508 _oe03 _Dess 071

\\

0523

um\

0603
"asﬂé
40582 —

0.843

D898 g ggg

0643 _0657

SmartPLS 3




image20.jpg




image21.png
CALCULATOR: SOBEL TEST FOR THE SIGNIFICANCE OF MEDIATION

a

Free Statistics Calculators: Home > Sobel Test for the Significance of Mediation Calculator
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Path Hypotheses Description Type of relationship Result

PT& TMX H1

Personality traits have significant 

positive impact on work 

engagement

+ Supported

TMX & WE H2

Personality traits have significant 

positive impact on team member 

exchange.

+ Supported

PT & WE H3

Team member exchange has 

significant positive impact on 

work engagement.

+ Supported

TMX mediate PT &WE H4

Team member exchange mediates 

positively and significantly the 

relationship between personality 

traits and work engagement

+ Supported
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Strongly Disagree

بشدة

 

اوافق

 

لا

Disagree

اوافق

 

لا

Undecided

محايد

Agree

اوافق

Strongly Agree

 

بشدة

 

اوافق ...ارى نفسي  بانني شخص 

كثير الكلام- 1

 يميل للبحث عن اخطاء الاخرين- 2

 يقوم بعمل دقيق- 3

 مكتئب، و حزين- 4

 شخص اساسي و مهم في طرح افكار جديدة- 5

 متحفظ و كتوم- 6

 متعاون و غير اناني في التعامل مع الاخرين- 7

 مهمل الى حد ما- 8

 متمهل و يعالج الامور بشكل جيد- 9

 محب للاطلاع على اشياء مختلفة- 10

Strongly Disagree

بشدة

 

اوافق

 

لا

Disagree

اوافق

 

لا

Undecided

محايد

Agree

اوافق

Strongly Agree

 

بشدة

 

اوافق

...ارى نفسي  بانني شخص 

مفعم بالحيوية و النشاط- 11

طرف للمشاحنات مع الاخرين- 12

موظف موثوق به- 13

متوتر في علاقاتي مع الاخرين- 14

ذكي و ذو فكر متسع- 15

يعمل على التشجيع و يولد الحماس- 16

متسامح بطبيعته- 17

غير منتظم احياناً- 18

كثير القلق- 19

خيالي- 20

14. Can be tense

15. Is ingenious, a deep thinker 

16. Generates a lot of enthusiasm 

17. Has a forgiving nature

18. Tends to be disorganized 

19. Worries a lot

20. Has an active imagination 

13. Is a reliable worker

3. Does a thorough job

4. Is depressed, blue

5. Is original, comes up with new ideas 

6. Is reserved

7. Is helpful and unselfish with others 

8. Can be somewhat careless

9. Is relaxed, handles stress well 

10. Is curious about many different things 

I see Myself as Someone Who...

11. Is full of energy

12. Starts quarrels with others 

PART One : Big Five ( Personality Traits )                                                                                             سمات الشخصية الخمس الكبرى: الجزء الاول   

This part measures your personality traits                                                                                                          هذا الجزء يقيس سمات شخصيتك    

Please tick one box for each question which best describes your opinion:                                              يرجى اختيار الاجابة التي تصف رايك

.التالية العبارات على توافق مدى اي الى

2. Tends to find fault with others 

To what extend do you agree or disagree with the following statements.

I see Myself as Someone Who...

1. Is talkative
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Strongly Disagree

بشدة

 

اوافق

 

لا

Disagree

اوافق

 

لا

Undecided

محايد

Agree

اوافق

Strongly Agree

 

بشدة

 

اوافق

...ارى نفسي  بانني شخص 

غالباً ما اقوم باستخدام افضل اساليب 

      

.1

العمل  في التعامل مع اعضاء فريقي

يناقش اعضاء فريقي بما يؤثر على

      

.2

 عملهم

اناقش اعضاء فريقي بما يؤثر على

      

.3

 عملي

يدرك اعضاء فريقي بقدرتي و مهاراتي

      

.4

يدرك اعضاء فريقي بالمشاكل و 

      

.5

الصعوبات التي تواجهني

توجد مرونه في تبادل المهام و

      

.6

 الواجبات مع اعضاء الفريق

يحظى اعضاء فريقي بالمرح و

      

.7

 السعادة في العمل

اعضاء فريقي اناس لطفاء و الكل

      

.8

 يتمنى صداقتهم

يدافع عني اعضاء فريقي امام الاخرين 

      

.9

في المؤسسة في حال وجود خطا غير متعمد

احترم و اقدر خبرات و مهارات 

   

.10

اعضاء فريقي

1. I often suggest better work methods to

     others on the team.

PART Two : Team Member Exchange (TMX)                                                                                                        علاقة أعضاء الفريق: الجزء الثاني  

This part measures your Team Member Exchange                                                                                                    هذا الجزء يقيس علاقة أعضاء الفريق 

   

Please tick one box for each question which best describes your opinion:                                                          يرجى اختيار الاجابة التي تصف رايك

To what extend do you agree or disagree with the following statements.

.التالية العبارات على توافق مدى اي الى

To what extend do you agree or 

disagree with the following statements?

8. My team members are the kind of people 

    one would like to have as friends

9. My team would defend me to others in the 

    organization if I made an honest mistake 

10. I respect my team's knowledge of and 

      competence on the job

2. Others on the team let me know when I affect 

     their work

3. I let others know when they affect my work

4. My team members recognize my potential

5. When I Have problems at work my team

     members understand

6. I am flexible about swithcing jobs with 

other team members

7. My team is a lot of fun to work with


image26.emf
Strongly Disagree

بشدة

 

اوافق

 

لا

Disagree

اوافق

 

لا

Undecided

محايد

Agree

اوافق

Strongly Agree

 بشدة

 

اوافق ...ارى نفسي  بانني شخص 

اشعر بطاقة و نشاط عال في العمل      .1

اجد العمل الذي اقوم به ذو معنى و هدف      .2

يمضي الوقت سريعاً في العمل      .3

يشعرني العمل بالحيوية و النشاط المستمر      .4

لدي حماس كبير في اداء مهامي      .5

في العمل، أنسى كل شيء من حولي      .6

وظيفتي تساهم في تشجيعي و تطويري      .7

عندما استيقظ صباحا، اشعر بانه علي       .8

الذهاب للعمل

اشعر بالفرح و السعادة مع ضغط العمل      .9

أنا فخور بالعمل الذي أقوم به   .10

انا عنصر فعال في عملي   .11

يمكنني مواصلة العمل لفترة اطول   .12

 في عملي

بالنسبة لي ، اواجه تحديات في العمل   .13

في العمل ، اواجه صعوبات كبيرة   .14

في العمل اجد نفسي مرن و صافي الذهن   .15

من الصعب ترك وظيفتي   .16

احب المثابرة في العمل، حتى لو لم تكن    .17

الامور على ما يرام

14.I get carried away when I’m working 

15.At my job, I am very resilient, mentally 

16.It is difficult to detach myself from my job 

17.At my work I always persevere, even 

when things do not go well 

8. When I get up in the morning, I feel like 

going to work 

9. I feel happy when I am working intensely 

10. I am proud of the work that I do 

11. I am immersed in my work 

12.I can continue working for very long 

periods at a time 

13.To me, my job is challenging 

7. My job inspires me 

PART Three : Work Engagement                                                                                                  التناغم الوظيفي:  الجزء الثالث         

This part measures your Work Engagement .                                                                                             هذا الجزء يقيس التناغم الوظيفي  

Please tick one box for each question which best describes your opinion:                                                يرجى اختيار الاجابة التي تصف رايك

To what extend do you agree or disagree with the following statements.

.التالية العبارات على توافق مدى اي الى

To what extend do you agree or 

disagree with the following statements?

1. At my work, I feel that I am bursting with   

energy

2. I find the work that I do full of meaning and 

purpose 

3. Time flies when I'm working 

4. At my job, I feel strong and vigorous 

5. I am enthusiastic about my job 

6. When I am working, I forget everything else 

around me 
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PART Four : General Information                                                     معلومات عامة: الجزء الرابع 

This part provides General Information. Please tick one box for each question.

يرجى وضع علامة لكل سؤال. يوضح هذا الجزء المعلومات العامة.

(1) Male

(2) Female

( 4 ) 48 or above

( 3) Master Degree

(4 ) DBA or PhD 

(1 ) 20- 25

(  1) High School 

( 2 ) Bachelor Degree

A. Sex

B.Education 

C. Age 

( 2 ) 26- 36

( 3 ) 37 - 47

ذكر

   

)1(

( 1 ) UAE National 

( 2 ) Non UAE National 

E.No. of years worked in the position or job:

F. Job Status:

( 1 ) One year or less

( 2 ) 2-7 

( 3 ) 8- 13

( 4 ) 14 years or above

( 1 ) Top Level

G. Nationality:

D.No.of years worked in current Organization:

( 2 ) Middle Level

( 3 ) Lower level

( 1 ) 1-5 

( 2 ) 6- 10

( 3 ) 11- 15

( 4 ) 16 years or above
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