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Abstract 

As a senior HR executive at Kinlong Hardware in China, I observed a recurring phenomenon during my 10+ years 

of recruitment experience: employees with different blood types exhibit distinct personality traits that influence 

their sales performance, turnover tendencies, and team dynamics. Using data from the company's Oracle database 

from 2015 to 2023, we analyzed the records of 2,241 sales employees, categorizing blood types B and O as 

extroverted and blood types A and AB as introverted for both quantitative and qualitative research. Results showed 

that, controlling for other factors, sales performance of extroverted blood types was 36.48% higher than that of 

introverted types, but their turnover rate was also 15.29% higher. For team composition, based on blood type traits, 

we recommend a mix of 60% O types for stability, 20% B types for aggressive sales efforts, and 20% A and AB 

types for leadership and decision-making roles. 
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1. Introduction 

In modern times, national competitiveness has evolved from focusing on military, political, and cultural aspects to 

emphasizing comprehensive prosperity and innovation, which are directly tied to a nation’s talent pool. Developed 

countries like the U.S. began actively attracting top global talent in the mid-20th century. Human resources, 

recognized as critical to organizational success, have garnered increasing attention. The phrase "Human resources 

are the primary resource for sustained competitive advantage" is widely accepted by organizations (Hofrichter & 

McGovern, 2001). 

As organizations seek talent, they increasingly consider not only professional qualifications but also soft factors 

like personality, psychological state, and character inclinations. Among these, personality traits have become a 

focal point for both employee recruitment and psychological research. Personality, shaped by a combination of 

innate and environmental factors over time, is characterized by its stability and distinctiveness. 

In recruitment, companies utilize tools like personality assessments to match candidates with roles based on 

organizational needs, job requirements, and company culture. Certain roles align better with specific personality 

types. For instance, adventurous individuals thrive in roles involving innovation and new ventures but may struggle 

in meticulous jobs like accounting. Similarly, as organizations grow, tasks often require teamwork rather than 

individual effort. Effective team composition harnesses members’ diverse strengths, enabling collaborative 

success (Montoya-Weiss & Massey, 2001). 

2. Literature Review and Hypotheses 

To find a suitable and relatively simple method to measure employees’ personalities, quantify these traits, and use 

them for subsequent research, countries like the United States, China, and South Korea have introduced DNA 

testing. This method analyzes an individual’s personality to determine suitability for certain arts, sports, and 

careers, allowing flexibility in career selection and serving as a reference in corporate human resources strategies. 

However, DNA testing is time-consuming and labor-intensive, making it unsuitable for the practical needs of 

corporate recruitment. 

This paper proposes a new method to replace DNA testing—blood type analysis. The study of the relationship 

between blood type and personality belongs to the domain of biological personality research. This theory was 
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proposed by Japanese scholar Takeji Furukawa in 1927. It attempts to explain human personality or temperament 

traits based on blood type, a biological hereditary factor. Related findings suggest that there is a certain degree of 

correlation between blood type and personality traits. Blood types are linked to characteristics such as depression, 

neuroticism, aggression, cognitive tendencies, and dominance. Specifically, individuals with type A blood are 

prone to depression, tend to be neurotic, and are habitually introspective. Those with type B blood exhibit lower 

aggression. People with type AB blood display strong dominance, while those with type O blood tend to be 

stubborn and resolute. Both AB and O types are more inclined to conceal their true selves. Characteristics of 

different blood types are listed in Table 1. 

 

Table 1. Personality Traits and Behavioral Patterns of Different Blood Types 

 

 

Personality traits are inherently difficult to measure. According to the blood type personality theory proposed by 

Furukawa Takeji, blood type can serve as a representation of personality traits in recruitment. Blood types B and 

O, characterized by their enthusiasm and strong action orientation, are classified as relatively extroverted. In 

contrast, blood types A and AB, known for their logical precision and meticulousness, are categorized as relatively 

introverted. It is important to note that this classification of introverted and extroverted blood types is not absolute. 

Based on this, the paper proposes the first hypothesis: 

H1: Blood type can to some extent distinguish between introverted and extroverted personality traits, and under 

specific environmental influences, introversion and extroversion can transform into one another. 

The extroversion dimension describes traits such as enthusiasm, sociability, assertiveness, vitality, stimulation-

seeking, and positive emotionality. Extroversion is a particularly important personality trait for sales professionals. 

The primary role of sales involves engaging with clients, either directly or through corporate purchasing agents, 

to promote the company’s products or services. Extroverted sales professionals tend to derive and project energy 

outward. They are more demonstrative, speak more assertively, and use gestures more frequently than introverted 

individuals. Their vigor and charisma are likely to instill confidence in clients. Sales professionals with strong 

extroversion traits are better positioned to gain client trust and favor, increasing their chances of closing deals. 

Additionally, their outgoing personalities help them build broader networks and resources, creating more 

opportunities and fostering a virtuous cycle (Barrick & Mount, 1991). Based on this, the paper proposes the second 

hypothesis: 

H2: Extroverted blood types achieve better performance. 

Regarding turnover tendencies, blood types B and O, being extroverted, exhibit higher demands for positive work 

environments and interpersonal relationships. Dissatisfaction with these aspects often leads to their resignation. 

While B-type individuals adapt quickly, they also tire easily of repetitive work. O-type individuals, confident and 

decisive, tend to leave if their roles do not align with their expectations. Interpersonally, B-types’ frankness may 

cause conflicts, increasing their likelihood of resignation. Similarly, O-types’ strong personalities may provoke 
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dissatisfaction among peers, affecting their loyalty to the organization. Based on this, the paper proposes the third 

hypothesis: 

H3: Extroverted blood types have higher turnover rates. 

Leveraging blood type personality theory and the hypotheses above, this paper conducts both quantitative and 

qualitative research on the sales data of a Chinese manufacturing enterprise (Kinlong Hardware). The research 

framework is shown as Figure 1. 

 

Figure 1. The Research Approach of the Article 

 

3. Research Methodology and Data 

Based on the research framework and hypotheses presented in the second section, this study analyzes data from a 

Chinese construction hardware manufacturing and sales company—Kinlong Hardware—which is included in the 

MSCI index. The research focuses on examining the differences in performance, turnover rates, and team dynamics 

among employees with different blood types. The company was an early adopter of digital solutions for personnel 

management and inventory flow optimization. In 2009, it implemented the Oracle database system from the United 

States, along with Oracle HR, to provide professional guidance for human resource recruitment. These tools 

ensured data continuity, accuracy, and stability. Since the company primarily operates through a direct sales model, 

it requires a substantial number of sales representatives to interface directly with B2B clients. Customers can use 

the "Kinlong Cloud Procurement" platform to inquire about and purchase products. This platform also accurately 

tracks and records the performance of sales personnel. This study uses the sales employees of Kinlong Hardware 

as the research sample. The company's Oracle database systematically recorded comprehensive data on 9,291 sales 

employees who joined between 2009 and 2015. This sample size provides robust support for the research. 

3.1 The Impact of Blood Type on Performance 

To study the impact of blood type on the performance of sales personnel, the panel OLS (Ordinary Least Squares) 

method is used for estimation. OLS is a statistical method that performs linear regression based on sample data, 

providing minimum variance, linearity, and unbiased estimates, and is widely applied in empirical analysis. This 

section employs an empirical model using data from 9,291 sales personnel hired by Kinlong Hardware. 

Unfortunately, due to limitations in the original data, only 2,241 individuals have recorded blood type information. 

Therefore, the empirical analysis for the first two questions is based on data from these 2,241 individuals. 

The formula for Model 1 is as follows: the dependent variable (Lnsale) is a continuous variable representing the 

annual sales performance of sales personnel from 2014 to 2023, expressed as a logarithmic value calculated as 

Lnsale=ln(1+sale). The core explanatory variable (blood) represents the blood type of the sales personnel and is a 

dummy variable: if the blood type is B or O, it is categorized as an extroverted blood type (blood=1blood = 1); if 

the blood type is A or AB, it is categorized as an introverted blood type (blood=0blood = 0). 

𝐿𝑛𝑠𝑎𝑙𝑒 = 𝛼0 + 𝛽1𝑏𝑙𝑜𝑜𝑑 + 𝑋 + 𝜀 

X represents a series of control variables, including: (1) Major: Denoted as major. In the industrial goods sales 

industry, graduates from two specific majors—Marketing and Engineering Mechanics—are more favored by 

employers. This is a dummy variable, where 1 indicates graduation from a related major, and 0 indicates graduation 

from an unrelated major. (2) Education Level: Denoted as Edu. Considering the availability of data, education 

level is categorized into two groups: high education (bachelor’s degree and above, coded as 1) and low education 

(associate degree and below, coded as 0). (3) Gender: Denoted as Sex. Gender can influence choices and 
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performance in sales, turnover, and promotion. This variable is measured as a dummy, with 1 representing male 

and 0 representing female. (4) Age: Denoted as Age. This is a continuous variable representing the age of the sales 

personnel.   

3.2 The Impact of Blood Type on Turnover 

To study the impact of blood type on sales personnel turnover rates, a logit model is used. The data sample includes 

the same subset of 2,241 sales personnel hired between 2009 and 2015 with recorded blood type information.   

Model 2 examines the impact of blood type on the probability of turnover among sales personnel. Turnover rate 

is a critical metric used by organizations to measure internal human resource mobility. By analyzing turnover rates, 

companies can gain insights into their ability to attract and retain employees, as well as employee satisfaction. The 

formula for Model 2 is as follows: 

𝑇𝑢𝑟𝑛𝑜𝑣𝑒𝑟3 = 𝛼0 + 𝛽1𝑏𝑙𝑜𝑜𝑑 + 𝑋 + 𝜀 

In Model 2, the dependent variable is turnover3, which represents whether an employee leaves the organization 

within three years. If the employee remains employed, the value is 0; if they leave, the value is 1. The core 

explanatory variable is blood, which represents the personality traits associated with different blood types. X 

represents a series of control variables in the model, including major (major), education level (edu), gender (sex), 

and age (Age). 

Additionally, since the dependent variable in Model 2 is binary (only taking values of 0 or 1), it cannot take 

continuous values. Therefore, the logit model is applied in this regression. The logit model transforms the 

traditional linear regression into a log-odds framework, allowing the transformed log-odds to take values from the 

entire set of real numbers. The estimated probability p of a salesperson leaving within three years is calculated as 

follows: 

𝑃 =
1

1 + 𝑒−(𝛼0+𝛽1𝑏𝑙𝑜𝑜𝑑+𝑋)
 

Since the calculation of turnover probability requires the use of the average values of various variables, the 

descriptive statistical analysis results of the variables involved in Model 2 are listed below in Table 2. 

 

Table 2. Descriptive analysis of the sample 

Varable N Mean Std. Dev. Min Max Median 

blood 2241 0.654 0.476 0 1 1 

major 2241 0.331 0.471 0 1 0 

sex 2241 0.884 0.320 0 1 1 

edu 2241 0.307 0.461 0 1 0 

age 2241 27.718 3.859 20 48 27 

 

3.3 The Impact of Blood Type on Team Performance 

Since team performance is a difficult metric to quantify, this section adopts a qualitative interview approach to 

explore the topic. The long-term development of an enterprise is closely tied to its internal personnel structure, 

and team members' personalities are a critical factor that cannot be overlooked. To investigate how employees’ 

personalities influence team dynamics and overall team performance, this study conducted a sample survey of 

frontline sales personnel and related management staff in Kinlong Hardware’s domestic sales regions. The analysis 

of team members’ behavior based on blood type personality traits provides valuable insights into their roles within 

teams. 

The survey was conducted across 10 regional divisions within three domestic marketing centers, involving a total 

of 59 participants. Communication was carried out through both in-person interviews and online discussions. This 

process resulted in an analysis of team members' personality traits associated with their blood types, which offers 

actionable recommendations for future human resource recruitment strategies. 

The interview framework (see Appendix) covered four key areas: personal background information, blood type 

and personality traits, team collaboration experiences, and recommendations for recruitment and management. 

The basic survey data on the participants and their corresponding sales regions is summarized in Table 3. 
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Table 3. Sales Revenue and Blood Type Distribution Across 10 Sales Divisions 

 

 

4. Results 

4.1 Impact of Blood Type on Sales Performance 

The empirical results for Model 1, calculated using Stata16, are presented in the table below. Model 1 examines 

the effects of different blood types (blood), major (majormajor), gender (sex), education level (edu), and age (age) 

on sales performance (lnsale) of sales personnel. OLS results are shown in Table 4. 

 

Table 4. OLS Regression Results for Model 1 (Adding Control Variables Step by Step) 

 

 

4.1 Impact of Sales Performance Results 

The first column considers only blood type and sales performance, revealing that extroverted blood types 

outperform introverted blood types in sales performance, with significance at the 1% level. In the second through 



jems.ideasspread.org   Journal of Economics and Management Sciences Vol. 7, No. 3; 2024 

 51 Published by IDEAS SPREAD 

 

fifth columns, professional major, gender, education level, and age are sequentially added as control variables. The 

core explanatory variable, blood type, shows no significant change in its effect. For example, in the last column, 

when the blood type is extroverted (blood=1, indicating B or O blood types), and all other variables remain constant, 

the sales performance is e^0.311=1.364789. For introverted blood types (blood=0), keeping other variables 

constant, the sales performance is e^0=1. This means that, under unchanged conditions, the sales performance of 

extroverted blood types is 36.48% higher than that of introverted ones. 

Further analysis of notable control variables reveals the following: The impact of professional major on sales 

performance is significantly positive only in the last column, but it lacks robustness. This indicates that to some 

extent, sales personnel with Marketing or Engineering Mechanics backgrounds tend to perform better. Gender 

significantly influences sales performance, with males generally outperforming females. This aligns with real-

world observations, as males often exhibit better physical endurance and familiarity with industrial and 

construction materials, giving them an advantage in sales roles. Education level also has a significant positive 

effect on sales performance, with individuals holding higher degrees tending to perform better. 

4.2 Impact of Turnover Results 

Model 2 examines the influence of blood type (blood), professional major (major), gender (sex), education level 

(edu), and age (age) on the turnover tendency (turnover3) of sales personnel. Table 5 shows the logit results. 

 

Table 5. Logit Regression Results for Model 2 (Adding Control Variables Step by Step) 

 
 

The first column only examines the impact of blood type (blood) on the probability of leaving within three years 

(turnover3). The coefficient is positive and significant at the 1% level. The data in brackets within the table shows 

the marginal effects of the variables. For example, in the first column, the marginal effect of blood type is 0.0943, 

and the mean value of turnover3 is 0.654 (see Table 1). This indicates that sales personnel with extroverted blood 

types have a higher probability of leaving within three years than those with introverted blood types. The 9.43 

percentage point marginal effect relative to the mean of turnover3 represents an actual increase of 14.42% 

(0.0943/0.654 × 100%). 

Subsequent columns sequentially add major (major), gender (sex), education (edu), and age (age) as control 

variables. The coefficient for blood type remains positive and significant at the 1% level, demonstrating the model's 

robustness. When all control variables are included, the marginal effect of blood type increases to 10 percentage 

points, representing an actual increase of 15.29% (0.100/0.654 × 100%). 

The results for the control variables are generally significant and robust. For example, the effect of a major on 

turnover is negative, suggesting that sales personnel with Marketing or Engineering Mechanics backgrounds are 

less likely to leave, as these fields provide clearer paths for career advancement and growth, leading to greater 

stability. Gender significantly affects turnover, with male sales personnel being less likely to leave compared to 

females, consistent with the observed gender distribution in industrial sales roles (males make up 88.4%, as shown 

in Table 1). However, females who remain in these roles often exhibit higher growth potential and stress tolerance. 

Education level positively affects turnover, as higher-educated individuals tend to have more defined aspirations 

and are more likely to leave for better opportunities. Age negatively affects turnover, indicating that younger 

employees are less stable and more likely to leave. 
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4.3 Impact of Team Performance Results 

This survey sampled 10 regional divisions, with a total of 54 participants, representing 53.85% of team members 

in the surveyed divisions. The survey was conducted through in-person interviews and online video discussions. 

Shenzhen Sales Division 2 and Shenzhen South Sales Division 6 were conducted in-person, while the other 

divisions participated via online video discussions. The blood type distribution of the participants is shown in 

Table 6. 

 

Table 6. Percentage of Introverted & Extraverted Employees by Blood Type 

 

Blood Type Introverted 

(Count) 

Introverted (%) Extroverted 

(Count) 

Extroverted (%) Total Participants 

AB 5 55.56% 4 44.44% 9 

A 4 50.00% 4 50.00% 8 

B 5 27.78% 13 72.22% 18 

O 4 21.05% 15 78.95% 19 

 

We found that when teams are assessed, higher proportions of extroverted blood types correspond to higher team 

performance, while lower proportions lead to reduced performance. Even without knowledge of specific blood 

type distributions, extroverted team members still constitute a majority, with 36 of the 54 participants (67%) 

categorized as extroverted. 

The survey revealed the following characteristics for different blood types: O blood type employees exhibit 

confidence as their most prominent characteristic. They are extroverted, possess strong communication skills, 

willingly face challenges, and demonstrate excellent adaptability, goal orientation, and execution abilities. A blood 

type employees are characterized by meticulousness. They are organized, logical, cautious, comprehensive in their 

thinking, and highly focused in their work. B blood type employees are defined by their enthusiasm and optimism. 

They enjoy adventure, challenges, and pushing boundaries, with a positive attitude and quick adaptability to new 

environments and ideas. AB blood type employees are complex individuals, demonstrating both meticulousness 

and adventurousness. They are expressive, open to suggestions, maintain good interpersonal relationships, but are 

prone to internal emotional conflicts. 

5. Discussion and Conclusion 

Based on the empirical analysis and interviews in Section 4, the three hypotheses presented in Section 2 are 

validated. Through employee interviews at Kinlong Hardware, H1 is validated: blood type can distinguish 

introverted and extroverted personality traits to a certain extent, and introversion and extroversion can transform 

under specific environmental influences. As shown in Table 6, B and O blood types demonstrate higher proportions 

of extroversion, with 72.22% and 78.95%, respectively. Many employees also noted differences between their 

work and personal personalities, where some introverted employees became relatively extroverted after 

familiarizing themselves with their workflows. 

Through the first empirical model, H2 is validated: extroverted blood types achieve better sales performance. All 

else being equal, sales performance for extroverted blood types is 36.48% higher than for introverted ones, with 

significance at the 1% level. A simple analysis of data from the HR department’s Oracle database during the 2015–

2023 study period reveals the average sales performance ranking: B > O > A > AB. B blood type employees 

demonstrated the highest performance due to their rich emotional and strong action-oriented traits. Overall, B and 

O blood types, classified as extroverted, had higher average sales performance, while A and AB blood types, 

classified as introverted, had lower average performance. 

Through the second empirical model, H3 is validated: extroverted blood types exhibit higher turnover rates. All 

else being equal, extroverted blood types had a 15.29% higher probability of turnover compared to introverted 

ones, with significance at the 1% level. Turnover patterns in the HR system also show notable results, especially 

for B blood types, who are described as a "love-hate" group—while delivering high performance, they also 

introduce more uncertainty and higher turnover risk. 

Given this understanding, team composition requires more comprehensive consideration, accounting for the 

characteristics of the four blood types and the team's core objectives. Combining introverted and extroverted 

members ensures both performance and stability. From the author’s HR experience and observations, A blood type 
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employees, while introverted and not ideally suited for direct sales, excel in management roles due to their strong 

logical skills. O blood type employees are emotionally stable, highly patient, energetic, and passionate about work 

and life, making them ideal stabilizers in teams. They can balance B and A blood types effectively, and it is 

recommended to include a higher proportion of O blood type employees in teams. B blood type employees, as 

previously analyzed, tend to seek independence and dislike constraints, delivering the highest performance but 

with lower stability. AB blood type employees show indifference to work and life, are more prone to emotional 

influence, but are diligent and quick learners in the workplace. 

Thus, in team composition, it is suggested to allocate 60% of O blood type employees for stability, 20% of B blood 

type employees for front-line performance, and 20% of A and AB blood type employees for leadership and 

decision-making roles. 

In terms of HR recruitment, regional managers also provided valuable insights. For example, extroverted 

individuals excel in information and networking, making them suitable for developing new markets and engaging 

key stakeholders, while introverted individuals are better suited for maintaining and deepening relationships with 

premium clients and handling internal processes. In practice, employees can also be categorized by rationality and 

emotionality, with rational individuals being comprehensive in their considerations and contributing to harmonious 

and stable team dynamics. Emotional individuals often struggle with managing emotions and may exhibit weaker 

personal initiative, particularly among younger generations. Recruitment should focus on candidates who are 

passionate about their roles, possess relevant experience, and align professionally, while avoiding overly 

individualistic candidates. Finally, a balance of mature, steady older employees and youthful, energetic younger 

employees is crucial for team development. These recommendations should be considered in Kinlong Hardware's 

future HR strategies. 

6. Conclusion 

This study's main innovation is referencing the theory of blood type and personality to measure personal traits, 

which is relatively uncommon. By combining quantitative and qualitative methods, the study uses different 

empirical models to evaluate the impact of blood type on sales performance and turnover rates and adopts 

interviews to explore the effects on team performance. Additionally, the use of real data from Chinese industrial 

enterprises provides a representative understanding of the industrial sales workforce. 

However, the study has limitations. Only 2,241 of the 9,291 employees had recorded blood type data, limiting the 

sample size. Expanding the sample's coverage could improve the model's accuracy in the future. The relationship 

between blood type and personality is not absolute; while many extroverted blood types (B and O) exhibit 

extroverted traits, some behave introvertedly in practice. Nevertheless, the findings suggest blood type can serve 

as a reference in HR recruitment. Evaluating individual abilities also requires consideration of education, 

professional background, and work experience. 

Reference 

Barrick, M. R., & Mount, M. K. (1991). The big five personality dimensions and job performance: a meta-analysis. 

Personnel Psychology, 44(1), 1-26. https://doi.org/10.1111/j.1744-6570.1991.tb00688.x 

Barrick, M. R., Stewart, G. L., Neubert, M. J., & Mount, M. K. (1998). Relating member ability and personality 

to work-team processes and team effectiveness. Journal of Applied Psychology, 83(3), 377. 

https://doi.org/10.1037/0021-9010.83.3.377 

Campion, M. A., Medsker, G. J., & Higgs, A. C. (1993). Relations between work group characteristics and 

effectiveness: Implications for designing effective work groups. Personnel Psychology, 46(4), 823-847. 

https://doi.org/10.1111/j.1744-6570.1993.tb01571.x 

Cattell, R. B., Young, H. B., & Hundleby, J. D. (1964). Blood groups and personality traits. American Journal of 

Human Genetics, 16(4), 397. 

Congard, A., Delicourt, A., Dauvier, B., & Gros, F. (2022). Personality trait and subjective work experience fit (P-

SWE fit) as an explanation for voluntary turnover. Military Psychology, 34(1), 68-82. 

https://doi.org/10.1080/08995605.2021.1970459 

Damant-Sirois, G., Grimsrud, M., & El-Geneidy, A. M. (2014). What’s your type: A multidimensional cyclist 

typology. Transportation, 41, 1153-1169. https://doi.org/10.1007/s11116-014-9523-8 

Eysenck, H. J. (1990). Genetic and environmental contributions to individual differences: The three major 

dimensions of personality. Journal of Personality, 58(1), 245-261. https://doi.org/10.1111/j.1467-

6494.1990.tb00915.x 



jems.ideasspread.org   Journal of Economics and Management Sciences Vol. 7, No. 3; 2024 

 54 Published by IDEAS SPREAD 

 

Grant, A. M. (2013). Rethinking the extraverted sales ideal: The ambivert advantage. Psychological Science, 24(6), 

1024-1030. https://doi.org/10.1177/0956797612463706 

Hagemann, B., & Stroope, S. (2013). Developing the next generation of leaders. Industrial and Commercial 

Training, 45(2), 123-126. https://doi.org/10.1108/00197851311309570 

Hofrichter, D. A., & McGovern, T. (2001). People, competencies and performance: Clarifying means and ends. 

Compensation & Benefits Review, 33(4), 34-38. https://doi.org/10.1177/08863680122098513 

Lee, C., & Gillen, D. J. (1989). Relationship of Type A behavior pattern, self-efficacy perceptions on sales 

performance. Journal of Organizational Behavior, 75-81. https://doi.org/10.1002/job.4030100106 

Mann, R. D. (1959). A review of the relationships between personality and performance in small groups. 

Psychological Bulletin, 56(4), 241. https://doi.org/10.1037/h0044587 

Montoya-Weiss, M. M., Massey, A. P., & Song, M. (2001). Getting it together: Temporal coordination and conflict 

management in global virtual teams. Academy of management Journal, 44(6), 1251-1262. 

https://doi.org/10.2307/3069399 

Mount, M. K., Barrick, M. R., & Strauss, J. P. (1994). Validity of observer ratings of the big five personality factors. 

Journal of Applied Psychology, 79(2), 272. https://doi.org/10.1037/0021-9010.79.2.272 

in the blood supply chain: a taxonomic framework for decision-making. International Journalof Production 

Research, 53(24), 7191-7212. 

Ugozzoli, L., & Wallace, R. B. (1992). Application of an allele-specific polymerase chain reaction to the direct 

determination of ABO blood group genotypes. Genomics, 12(4), 670-674. https://doi.org/10.1016/0888-

7543(92)90292-Z 

Vinchur, A. J., Schippmann, J. S., Switzer III, F. S., & Roth, P. L. (1998). A meta-analytic review of predictors of 

job performance for salespeople. Journal of Applied Psychology, 83(4), 586. https://doi.org/10.1037/0021-

9010.83.4.586 

Wellins, R. S., & Sykes, P. (1994). How to Build Self-directed Teams. Executive Development, 7(6), 25-28. 

https://doi.org/10.1108/09533239410071904 

 

Appendix 

The Impact of Employees’ Blood Type (Personality) on Team Dynamics and Performance 

Background Information: This interview aims to explore how employees’ personality traits influence team 

dynamics and performance, particularly by analyzing the role of blood type (extroverted blood types: B and O; 

introverted blood types: A and AB) in their behavior and contributions within teams. The interview will target 

sales team managers at Kinlong Hardware, with the goal of providing valuable insights for the company’s future 

human resource recruitment strategies. 

I. Opening the Interview 

II. “Hello, I am [Interviewer’s Name] from [Department/Organization]. The purpose of today’s interview is to 

understand how employees’ personality traits, particularly those categorized by blood type, impact team dynamics 

and performance. Your insights are crucial for helping us better understand team dynamics and optimize HR 

management.” 

“The interview will consist of several sections, including personal background information, blood type and 

personality traits, team collaboration experiences, and recruitment and management suggestions. Please answer 

based on your actual experience and observations.” 

III. Personal Background Information 

“Could you briefly introduce your position and work experience with the company?” 

“Can you share your blood type and provide a brief description of what you consider to be your personality traits?” 

IV. Blood Type and Personality Traits 

“Based on your experience, do you think there is a noticeable connection between blood type (e.g., B/O and A/AB) 

and employees’ personality traits? If so, could you provide examples?” 

“Do employees with different blood types show significant differences in work attitudes and career goals? For 

instance, how do extroverted and introverted employees behave in the workplace?” 
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IV. Team Collaboration Experiences 

“What differences have you observed between extroverted and introverted employees in team interactions? How 

do these differences impact team communication and collaboration?” 

“How do employees with different blood types perform in teams? Do their personality traits influence the team’s 

overall performance?” 

“In conflict resolution, do employees with different blood types adopt different approaches? How do you think 

these differences affect team harmony and efficiency?” 

V. Suggestions for Human Resource Recruitment 

“Based on your observations and experience, how should employee personality traits, particularly blood type, be 

considered during recruitment? Are there any specific recommendations?” 

“How do you think the company should adjust its strategies for team building and management to accommodate 

the characteristics of employees with different blood types? For example, how can the company balance the work 

assignments of extroverted and introverted employees?” 

“For employees with different blood types, how should the company design training and development programs 

to enhance team collaboration and overall performance?” 

VI. Closing the Interview 

“Thank you very much for taking the time to participate in this interview. Your insights are extremely valuable 

for our research. If you have any additional input or further suggestions, please feel free to share them.” 

 

Copyrights 

Copyright for this article is retained by the author(s), with first publication rights granted to the journal. 

This is an open-access article distributed under the terms and conditions of the Creative Commons Attribution 

license (http://creativecommons.org/licenses/by/4.0/). 


