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Abstract  

General mental ability (intelligence) is a major 

determinant of large individual differences in work 

performance in work revealed by research, visible 

individual differences in behaviour of citizen 

performance in the workplace makes it more difficult 

to observe the relationship of intelligence 

performance in daily life. Over time, validity among 

working experiences for predicting a decline in 

capacity, those of capacity are constant or 

increasing. Route analysis predicts the highest 

rationality performance is very good, people with 

higher abilities learn more relevant knowledge of 

work more quickly and learn more. The use of 

mental abilities in employment is unproductive and 

significantly reduces performance. In this policy, 

skill scale. However, it should encourage the use of 

personality scales that increase the effectiveness of 

the overall forecast, while reducing differences in the 

adoption rate of minority majorities. Based on a 

series of studies, employees from different 

organizations have provided evidence of productivity, 

convergence and discrimination for this instrument.  
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I. INTRODUCTION 

The brainpower of any employee of any organization 

plays a dominant role in determining individual 

differences in work performance [1]. This statement 

no longer has any debate among researchers who study 

work achievements. But both the public and 

psychologists in other areas feel that this statement is 

often open to discussion. Many people believe that this 

statement is not true despite having been confirmed by 

thousands of empirical studies.  

Although workers may prefer to work for a long 

time at the same job, most manufactured products are 

currently undergoing a basic redesign of 5 to 10 years, 

where 6 to 12 months in high-tech industry. This 

means workers have to abandon their old work 

strategies and often learn new strategies that are 

incompatible with previous strategies [2]. Many 

workers are hard to do this. 

Therefore, the supervisor does not clearly separate 

these dimensions. We believe that also applies to the 

implicit theories developed by scientists and civilians 

who do not specialize in specialist work [3]. The three-

dimensional difference be important because of its 

own or other central importance. For example, when a 

seller's rumor meets a client, one can focus on the 

client's feelings, but his emotional response can be 

focused [4]. Levels of intelligence, both personal and 

different, can contribute to performance, especially 

when linked to other people, but these levels do not 

necessarily have to contribute to the same work 

performance [5]. For example, if someone wants to 

achieve a specific social goal, such as selling an 

intermediary or a conflict product, focusing on the 

emotions of others may be particularly useful, because 

it can affect their behavior or mood. On the contrary, 

when we are dealing with others, focusing on 

emotions can be less effective in exerting influence on 

others [6], and even when more weight is attached to 

self-confidence, they can still be reactions. 

Because the best-known instruments do not 

distinguish between self-confidence and other 

energetic ones, they cannot be answered if the 

anticipated level of intelligence is predicted for a given 

person. This idea with support mainly concerns other 

intelligence levels [7]. Compared to intelligence 

levels, which focus on the emotions of the soul, the 

level of intelligence, which focuses on the emotions of 

others, strengthens positive compromises with work in 

social work. The traditional method can not reveal 

direct organizations in some cases that show their 

results in episodes of emotions during a special period 

of work and in these episodes. In the section 2 

employee behavior and performance is discuss, section 

3 relation between the performances and productivity 

is discussed, in brief skill also discuss. 

II. EMPLOYEE BEHAVIOR AND 

PERFORMANCE 

This section is devoted to clear distinction between 

citizenship and performance. Supervisors point out 

three aspects of three low performances: slowness, 
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error trend, and capacity limit. But the supervisor adds 

another dimension that the worker does not see: the 

rigidity when adopting a new job, priority the product 

life cycle is now much shorter than the worker's life 

cycle [8]. Worker problems are usually not obvious to 

those who have it. In fact, there are intense refusal and 

just anger when there are workers faced accusations of 

poor behavior of citizenship [9]. But for the observer, 

it is clear that the workers are confused, unreliable 

(lagging or unstable), open to discussion or 

untrustworthy. Therefore, people are familiar with the 

shortcomings of others, but often overlook. 

Early in the 20th century, industrial psychologists 

did little research on what the trainer calls destructive 

behavior. It is obvious most scientists had little 

scientific research, as we assumed that social behavior 

is well understood by both employers and workers 

[10]. Significant research on disruptive behaviors in 

the workplace has been conducted disruptive 

behaviors have been studied by developmental 

psychologists for a long time and individual 

differences in destructive behavior are important to 

focus of personality. The theoretical results show that 

different fracture characteristics are predicted by 

different characteristic properties [11]. Personality test 

of consciousness, the work people with problems in 

dating with people who are open to discussion (not 

cooperating) are those with a low personality profile of 

kindness. 

The kindness test predicts the social relationship 

between workers and supervisors. People who cannot 

be trusted (especially those who lie and steal) 

generally have few personality traits.  

Workers recognize their own variability over time. 

They did things late, they made many mistakes and 

remember that there were plenty of things they could 

not do. These problems are reduced by experience. 

 

III. PERFORMANCE AND PRODUCTIVITY 

This section provides a brief overview of the 

scientific findings regarding the importance of skills in 

determining individual differences in work efficiency. 

The results of thousands of studies show individual 

differences. 

Abilities are important determinants of the level of 

work efficiency. With the exceptions described below, 

other predictors are either much weaker or have 

significance predicting civic behavior instead of 

performance. The personality test that gives 

appropriate weights to the appropriate personality 

dimension will do a good job in predicting the 

workers' supervisor's assessment [12]. The test gives a 

great weight to conscience, gives considerably small 

weight to emotional stability, weight to be given for 

good abduction and the opening is subject to 

discussion. All work lines have a very large personal 

difference in job performance and productivity. These 

reviews show that the overall productivity of the 

organization depends largely on that degree for which 

the organization selects the most productive workers 

[13]. Productivity can be measured in different ways. 

In order to make productivity in units, which can be 

compared with jobs, scientific research is required to 

use the ratio, which is called the ratio measure scale. It 

makes sense to compute ratios to compare 

performance. If performance is measured using a 

specific scale. 

It is possible to compare the performance of the 

average employee with the performance of each 

employee. For each worker, you can calculate the 

productivity ratio of that worker at the average worker 

productivity level. The standard deviation of these 

ratios measures the limit of employees working 

separately in productivity [14]. An important 

advantage of productivity ratio is that one of its 

standard deviations has the same meaning from one 

job to the other. Hence, the difference in research 

productivity to create the baseline of scientific 

generalization, 

With the same level of complexity, in the second 

work, ignoring the difference of sales jobs, the 

difference in productivity is determined largely from 

the level of mental complexity in the workplace [15]. 

Aptitudes are capacities narrower than general 

mental abilities. Verbal skills, mechanical ability, and 

numerical abilities are examples of talents. It has 

recently been widely believed that the results of work 

can be much better predicted using different skills than 

using general thinking ability alone [16]. Despite 

convincing credibility, this theory has now been 

ignored. Various weighing of many abilities causes 

little or no increasing accuracy in the use of measures 

of general mental efficiency [17]. It has been found 

that aptitude tests largely measure overall ability; 

additionally, everyone measures something specific to 

this skill (eg specific verbal skills that go beyond 

general ability). It seems to be responsible for 

anticipating work results, while the skills-specific 

factor seems to be little or hardly predictable. 

Recommended policy changes should be made 

throughout the economy. But it's particularly 

important in these segments. It is an economy that 
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must compete internationally. Almost all types of 

production and many areas of agriculture must 

compete in the world economy. We need at least two 

levels of the economy: an export-oriented layer where 

employment and placement have only substantial 

value, requirements to take race or ethnic preferences 

and positive actions) may still be imposed. These 

requirements decrease the efficiency of the national 

economy but affect all competitors equally [18]. The 

requirements of positive actions, we created such two-

level economies enhancing international 

competitiveness. With their education we are leading 

the most talented employees to export-oriented 

sectors. Just in a prediction of selection method, this 

goal is at least unrealistic at the moment; today's group 

is because the average level of skills and skills related 

to work is different. Average age and educational level 

also differ; feasibility decreases further, this political 

goal 

IV. EXPERIENCE, SKILL, PERFORMANCE 

Many labor unions insist that promotion and 

detention should be based solely on seniority. This 

statement is convinced that performance is perfect. It 

is determined by experience [19]. Partly, this theory is 

the truth. Science plays an important role in 

determining work outcomes. Experience worker with 

more experience learned more and got the opportunity 

to achieve higher level work efficiency. It is necessary 

to consider the employment experience. When one 

employee learns at twice the speed of other 

employees, comparable experience provides a much 

higher level of performance in students who are faster 

than slower learners [20]. This means that experience 

is an important predictor of performance. In other 

words, it does not mean that intelligence plays a small 

role. This is intelligence 

Although this section shows evidence that large 

amounts of information are available and readable in 

most workplaces [21]. Information can be called 

curiosity from the outside person's point of view. 

As learning is so numerous, individual differences in 

learning play an important role in mastering work. 

Previous supporters have claimed that when 

experienced by employees, the effectiveness of mental 

abilities is much smaller. However, most of existing 

verification studies is carried out by experienced 

employees. Indeed, with the participation of 

experienced employees, numerous studies have been 

conducted to provide performance assessment, and 

each survey contains experienced employees. These 

studies showed very high prediction accuracy for these 

highly experienced employees. For experienced 

employees alleging that differences in ability are of 

little importance. 

Examination result of personality test consisting of 

conscience test and measurement of honesty. The role 

of social policy is to make them recognize social 

policy and as a result their responsibility. 

There are two reasons why many people find it hard 

to believe that intelligence is the main determinant of 

fluctuations in job performance. First, most people 

underestimate the difference in performance. 

Therefore, they underestimate the importance of job 

performance in the evaluation of workers. Second, 

most people confuse staff evaluations of two different 

dimensions between productivity and social behaviour 

in the workplace. 

Multiple skills theory assumed that different tasks 

would require the creation of different talent profiles 

for different professions, which would optimize the 

forecast of work efficiency.These background 

problems are very strong and prevent the reader from 

following the discussion of performance findings. 

Performance is objectively measured and has little 

correlation. On the other hand, if the subjective 

assessment is performed by the supervisor, the 

qualifications of these two dimensions are highly 

correlated. 

V. CONCLUSION 

The purpose of the current social policy is to evenly 

represent all occupations in all occupations with the 

complexity of all levels of work. It is not completely 

differentiated. The current pursuit of this unrealistic 

political goal, not only was frustration, but also social 

disasters suffered. There is true discrimination against 

people in the workplace. Most studies use performance 

assessments that many studies use training success, 

several studies have used promotion or level of work, 

as well as a loss the tests used test measures of work 

efficiency. Subsequent reviews have accumulated 

significant evidence for the promotion and 

measurement of work efficiency; we focus here on the 

importance of performance assessments and measures 

of training success. 

Learning can be done in a formal training 

environment or in the workplace. The learning 

parameters are different in both environments. 

Learning with a formal training program means 

absorbing knowledge directly presented to students 

with important characteristics. Learning in the 

workplace where underlining is already underlined in 

knowledge requires two steps. First, when an event 
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occurs, the employee must consider the event as 

important. 

Secondly, employees must be able to form lessons 

related to the event in such a way as to learn from it. 

The cognitive process is important for the cognitive 

process, as employees need to associate current 

information with knowledge in memory already. 

Cognitive ability is essential to learning from the 

recognition process because it is necessary to 

reconstruct information in a form that allows for future 

recognition. Therefore, learning at work is more 

dependent on cognitive ability than learning with a 

formal program. The link between emotional 

intelligence and work performance e been tested. And 

the examination of the seller's diary was carried out in 

two. Multilevel analyzes have shown that other-

passion evaluation of the person additionally 

contribute to and motivated work performance of a 

person's feelings reflecting two people (other self) 

passion for driving and other emotions to understand 

more effective, the more effective, when someone's 

emotions are controlled or use in proper way. 
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