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This study examincd the relationship between personality and job satisfaction in a |
major international corpofation. .Personali'ty features were speéiﬁcglly defined by the Five-
Factor Model (Neuroticism, Extravgrsion, Opénness, Agreeab.leness, andl
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revealed a significant, inverse relation between Neuroticism and job satisfaction in all but

one jdb category. Openﬁess was the only personality dimension that did not signiﬁcéntly
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correlate with job satisfaction. Stepwise multiple regression analysis was completed using ~
personality and other demographic variables. Again, Neuroticism was the primary
-personality factor accounting for variance in job satisfaction. Implications of these findings

for vocational counseling and future research directions were discussed.
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CHAPTER I
INTRODUCTION

The field of counseling psychology traces the beginning of its focus on vocational
~ interest to the release of the hallmark publication, Choosing A Vocation (Parsons, 1909).
According to Parsons:
In the wise choice of a vocation there are three broad factors: (1) a clear
- understanding of yourself, your aptitudes, abilities, interests, ambitions,
resources, limitations, and their causes; (2) a knowledge of the requirements and
conditions of success, advantages and disadvantages, compensation, .
opportunities, and prospects in different lines of work; (3) true reasomng on .
 the relations of these two groups of facts. (1909, p. 5)
This emphasis on an understanding of self with respect to the vocational environment is .
- consonant with the more general question in personality psychology of person-
- environment fit (Holland, 1966, 1973). That is to say, a prediction of vbcational
- satisfaction can not examine only the person or environment but must examine the critical
dynamics of this interactive process. This tenant has not gone undisputed. The interaction
between person and environment has been much debated in the understanding of job '.
satisfaction in relation to behavior within organizations (Terborg, 1981).
- John Holland’s (1966, 1985a) work in vocational psychology provides a
framework for addressing the question of person-environment fit. Holland’s model, first

developed in the mid 1960’s, provides a typology based on the concept of congruence

between the individual and the situation (Holland, 1966). “Vocational satisfaction,




stability, and achievement depend on the congruence between one’s personahty and the
environment in which one works” (Holland 1985a, p. 10). Utlhzatlon of such instruments
as the Strong Interest Inventory (Harmon, Hansen, Borgen, & Hammer, 1994) or
Holland’s Self Directed Search (Holland, 1985c) provides an assessment of personality
and environment matching. Holland (1966, 1973, 1985a) categorized person and
environment into six types: Realistic, Intellectual, Artistic, Social, Enterprising, and
Conventional. Herr and Cramer (1992) provided the following deecription of Holland’s
typology in relation to environment.

* Realistic occnpétions (R) include skilled trades and many technical and some
service occupations. Investigative occupations (I) include scientific and some
technical occupations. Artistic occupations (A) include artistic, musical, and
literary occupations. Social occupations (S) include educational and social welfare

- occupations. Enterprising occupations (E) include managerial and sales
occupations. Conventlonal occupatlons (C) include office and clencal occupations.

(p. 140)

Holia.nd also describes people according to these six categories. 'fhe Realistic person ié
typically frank and actiye,.oreferring to work with things. The InvestigetiVe personis
described as .analytical, preferring to work With their minds. Artistic individuals usually |
prefer using their imagination or creativity. The Social individual is usually seen as friendly
and skilled with words. The Enterprising person likes to work with people to persuade or
influence. Finally, the Conventional individual is usually seen as practical, someone who |
likes to work with data (Holland, 1985a). Thus this model explains the individual’s
personalityland specif‘icenvironmenfs leading to a theory of interection. A

~The classification mode! presented by Holland l(1‘966, 1973, 19855) has been the

dominant taxonomy utilized in the matching of person and environment for resultant job




satisfaction (Arvey, Caner, & Buerkley, 1991). With the exception ot‘ Holland’s model,
previous research on vocational satisfaction has focuse(lil on either situational factors
(Hackman & Oldham 1980; Locke, 1976) or d1spos1tronal factors (Furnham & Zacherl
1986; Judge 1993 Lefkowitz, 1994). Desplte such research, the interactional approach is-
likely to be the optimal approach to understanding job satisfaction (O’Reilly & Roberts,
1975; Arvey let al., 1991). |

‘ Dispositional aspects effecting job satisfaction have recently focused on negative
affectivity (NA) (Burke, Brief, & George, 1993; Levin & Stokes, 1989; Clark & WatSoh,
1991). Clark and Watson (1991) described NA as “the tendehcy to experience awide
variety of negative andlupSetting emotrons” (p.222) and eqoated NA with Neuroticism,
one of the main areas in the five-factor model of personality. Levih ahd Stokes (1989) | |
reported that in both laboratory and correlational studies NA was signiﬁcantlylassociated '
with lower job satisfaction. Their findings support the logical conclusion that high
Neuroticism scores will'predict lower ratings of job satisfaction. IWhile an important
'ﬁnding, job satiefaction is likely to be related to a broader spectrum of personality
featurec. This single approach, however, seems to neglect the full gamut of personalitjr as
it may influence job satisfaction. |

A different approach that can contribute to Holland’e typology, is the five-factor
modei presently regarded as the predominant taxonomy for understandmg personality
(Dlgman 1990; John, 1990) Goldberg (1990) provided the followmg summary of the
ﬁve—factormodel.

These “Big-Five” factors have traditionally been numbered and labeled as follows:




(I) Surgency (or Extraversion), (IT) Agreeableness, (III) Covnscientiousne.ss
(or Dependability), (IV) Emotional Stability (vs. Neuroticism), and (V) Culture.
Alternatively, Factor V has been interpreted as Intellect (e.g., Digman &
Takemoto-Chock, 1981; Peabody & Goldberg, 1989) and as Openness
(e.g., McCrae & Costa, 1987). (p. 1217)
~ Although the ﬁve-facto; model has been utilized in studies comparing the Holland
@oloy (Costa, McCrae, & Holland, 1984; Tokar & Swaﬁson, 1995); the analysis of the
full ﬁvé-fact'or model and job satisfaction has yet to be examined. Stqdies have addressed -
- only limited portions of the five-factor model and job satisfaction. For eXample, Organ and
Lingl (1995) focused on Agreeableness and Conscientiqusness. 'i“hey reported that .
Agreeableness was positively relatedvto overall job satisfaction, but Conscientioulsness
-. related negatively to satisfaction (Qrgari & Lingl, 1995). Sterns, Alexander, Barrett, and '
Dambrot (1983) considered oniy Neuroticism and Extraversion aﬁd found that
‘Neuroticism lwas negatively corrélated with job satisfaction while Extraversion was
negétivgly cofreléted with only a few dimensions of job satisfalction. Research by Fumﬁém
a;ld Zacherl (1 986) supported the negatix}e correiation between Neﬁfotipisfn and job
satisfaction b'ut.found thaf Extraversion was' positively correlated Witﬁ job satisfaction.
Although a distinct relationship islemerging between Neuroticism and jdb satisfaction, the 'I
influence lof multiple | personality factors is still unclear.
It has been emphasized by Hogan, Hogan, and Robért5 (1996) that singular
- measures of personality do not capture tﬁe full pictu're of personality as a co'ntribptiné -
factor in work place satisfaction. Holland supported this épproach by his emphasis on a

minimum of three different individual code types in matching specific job areas (II()lland,

1973, 1996; Moody, 1983). Given the support for a person-environment interaction in job




satisfaction and the encouraging, but limited resulvtsvexamining single &ime‘nsiéns of
personalitsl, the time has come to more cdmprel;ensively investigate personality asit
impacts job satisfaction.

This more comprehehsive approach, as outlined in the ﬁye-factof model of
personality has been used in several other studies of person-environment interactions. For
example, Barrick and Mount (1991) and Tett, J acksorlxl,' and Rothstein ( 1 991) presénted'
méta-analyses of the “Big Five” andvjob perfomancé. Their findings differed across
occupational groups in the prediction of job performance, yet both groups of researchgrs |

were emphatic about the utiiity of the five-factor model of personality in the workplécé

(Barrick & Mount, 1991; Tett et al., 1991). Costa and McCrae (1991) echoed this

sentiment, even though their research was more broadly focuséd on life satisfaction and
happiness. | |

As previously émphasized, the interacﬁonal model must address both the person |
and the environﬁent. As important as it is to expand the components of personality, it is

equally important to address specific job characteristics. Locke (1976) suggestéd that job

_ characteristics can be represented on a variety of dimensions, including rewards, roles, and

resbonéi‘bilitiés. For example, Hackman and Oldham (1980) MgMighted those rcv:.'ard
systems that have a direct effect on satisfaction of employees. They argued tlhat "when
productive behavior is rewarded by the organization, people will work more eﬁ‘ectiveiy
and thereby gain valued rewards that enhance their own satisfabﬁon with the work and'thé
orgar;ization” (p. 35). Another aspeét of the situation that has yet to be exafninéd is the

difference that status or role may pléy in relation to job satisfaction. Locke (1976) noted




roles, responsibility, and status may have prdfound'eff'ects on job satisfaction.
Nonetheless, it does not appear that previous research has considered job stratiﬁéétibn as
| a major influence factor in the understanding of job satisfaction. |
| In relating individual variation on the five-factor model of personalilfy with job

§atisfacti6n for different job classifications or occupational areas, it is .e)l(pectéd that thg
personality dimensions which predict job satisfaction will vary as a function of job
classiﬁéétion or occupational area. Multiple regression anaiysis (Wampold & Freund, |
1987) will be used to test this hypothesis. Job classiﬁcétions andloccupatilonal areas are
ﬁominai variables and satisfaction and personality are quantitativé variables. .This design
pemﬁts the interaction of variables to be examined within and across groups. The
deve}épment of a model that can account for the full effects of dispositiénal factors across
diff‘erin_g situations should add immenselj to the un&erstanding of the relation of
personality to job satisfactigp.

The purpose of thi-sl study is an in-depth exaﬁﬁnation of pérsonality and jobl B
satisfaction with a focus on dispositional factérs within and across job ciassiﬁcétions and
occupational areas. Therefore, this study will address the lfollowing questions. First, does
Neuroticism significantly contribute to lower job satisfaction and what amount bf the
variance is explaihea by this factor? Second, do Extralvers.ion, Agreeableness,
Conscightiousness, and Openness contribute tb higher levels of job satisfaction aﬁd how
| much additional variance can be explained with these four domains? Third, are fche effects
of personality only evidenf at a general level or are there specific iﬁteracﬁons ac;,ross

differing occupational areas and job classifications? Fourth, what amount of explained N




variance in job satiéfaction is accounted for thrbugh different demographic factors (e: é.,
age, education, and gender) across and within differing job situations? Fifth, what amount
of the explained variance is accounted for Iby job variables, such as p'ay or time with a
corporétion? The lgcope of this study focuses on the five-factor model of personality,
additionally conéideﬂﬁg demographic and situational variables. The emphasi-s is onl job
satisfaction'alls the dependent variable, and the five-factor model and other diépésitional
factors as lthe indepeﬁdent variables.

This study should add to the '§:xisting literature by examining the connection
between work and cpre.dispositional lfactc')rs, thus enhancing the undéxistanding of
personality in vocational counseling in aiding the applied work of counseling psychologists
and guiding future research on the factors thatlcontribufe to job satisfaction. In Chapter 11,
the Review of the Literature, an examination of job satisfaction is presented. This domain
includes situational and dispositional factors, and the combined pgrsdn-environment ﬁt |

modei in addressing the influence of these factors in the empirical study of job satisfaction.

1




CHAPTERII

REVIEW OF THE LITERATURE

Understanding Job Satisfaction

A recent search of the literature, (i.e., PsyciNFO, September.‘1998) under the
subject aréa of job satisfaction, revealed over 6,000 references in this area based on .a
database search from 1887 through 1998. Locke (1976) presented a similar finding of the |
extensive 1iteré1ture in this area, noting there is "a total of 3,350 articles (or diss'erta.tions)
on the sUbject to this date” (p. 1297). Cranny, Smith, and Stone (19925 stnted, “Wére a
count of relevant articles or dissertations made today thsre would undOUbte(ily'be more
than 5,000 such works” (p. 1). Thus, there is strong evidencetliat the concept of job
satisfaction has 1b‘een extensively studied. Nonetheless, the discipline sti11 lacks the
knowisdge to 'predict, control, or understand the factors telated to job satisfaction.
Th'erefoi'e,‘ the review of the 1iteraturelbegins with what has been learned to this point in -
the arena of job satisfaction theory and research, o

~ Perhaps the first question to be answered lin this area invollves understanding a.
definition of job satisfacﬁon. This in and of itself is not a simple task. Harpaz (1983)
elmphasize‘d that job satisfaction has been defined-in numerous ways. He reported that
“authnrs use the term ‘job satisfaction’ ;job attitudes’ ‘morale’ and ‘organiiational

climate’ interchnngeably” (Harpaz, 1983, p. 14). Locke (1976) provided the following

L




definition, “Job satisfaction may be defined (for the present) as a pleasurable or positive
emotional state resu_ltihg from z;he apprais.al of one’s job or job expei;ience” (p. 1300).
Spector (1997) provided a somewﬁat more succinct. understanding of this concept, “Job | )
satisfaction is simply how people feel about theirjobs.._.” (p. 2). Finally, Cranny et al.
(1992) presented what they believed to'be the present definitive unders;canding qf job
satisfaction as, “an affecfive (that is emotional) reaction to a job that results from the |
incumbent’s comparison to those that ére desired (expected, deserved, and so on)l”l (p.1).
' Comrﬁon threads in these deﬁniti:onsl focus on tilme and person. That is, the concépt of job
satisfaction appears to be based oﬁ an affective assessment of one's pést énd/or present
experieﬁces. L.o.cke (1976) reinforced these ideas by diﬁérentiaﬁng job satisfaction from
morale. The understanding of tim.e puts morale as more oriented to the future, while job
~ satisfaction seems rooted in an appraisal of present or past situations. He also belieyed that
job satisfaction was an individual quality, whereas morélé was determined by fngmbers of
the group (Locke, 1976). These definitions help specify the parameters of jdb satisfaction
and provide direction for future empirical study. |

' :Beforle leaving the area of defining job satisfactioﬁ, a brief discussion on the focus
of ge;leral job saﬁsfaction and facet components of job satisfaction ﬁust be presented. The
previous definitions revolve around the notion of general job satisfaction as é} singulér.
construct. Wanous and Lawler (1972) considered these different perspectives in their
definition of job satisfaction. Tbeir study examined nine diﬁ‘erent opérational definitions
ﬁsir_lg:facet scores and é_n overall general score. They stated that “as far as the

measurement of satisfaction is concerned, the data suggest that there is no one best way to -




10 -

measure it” (Wanous & Lawler, 1972, p. 104). This ;iebate on how to define job
slatisfactionl was additidﬁally fueled by Scarpello and Campbell (1983). T he){ reported that
“the results of the present study argue against the common practice of using the sum of
facet scéres as the measuré of overall job satisfaction” (p. 595). Mofg recently, Highf;ouse
and Becker (1993) attempted a replication of the Scarpello and Cémpb¢1) (1983) ﬁndings;
Here again tl_le results sllugges'ted tha; combining facet measures to repoft a genéral job
satisfaction rating appears deficient. Despite this conclusion, much of the literature in this
area is based on the more general, singular definition. Consequently;- the focus of this |
review is on general job satisfaction, Which will be éddressed as job satisfaction.

In the area of job satisfaction, answering the question of why study job satisfaction
represents the applied nature of thié construct. Spector (1997) provided a discussion of |
three key components in this area. First, he referred to'é humanitarian element, “the
humanita:ri.an per'spective is that people déserve to be treated fai;ly andlwith'respect. Job
satisfaction is to some extent a reflection of good treatment” (p. 2). Thé second reason
| seemed to be more of a pragmatic endeavér. “The utilitarian perspective is that job
satisf#ction can lead to behavior by employees that affects organizational functioning” (.
2). Fiﬁally, a focus on organizational outlook was presénted. “Furtherm:ore, job |
satisfaction can be a reflection of organizational functioning. Differences among
organization'al units can be diégnostic of potential trouble spots” (p. 2). All of these areas
connect with the vocati'ohlal focus of congruence or fit that influences both tﬁe fnaiﬁdual

and the organization (Holland, 1966, 1985a). The empirical study of job satisfaction
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contributes to a range of applied issues and to the theoretical constructs that undergird this

construct.

What Influences Job Satisfaction?

-lBa'sed upon the previously mentioned definitions of job satisfaction, it is reédiiy |
apparent that the person is a critical determinant of job satisfaction. It 1s also ,the' case that
thé situation and the interaction betlwelen the person and the situation are at the core of
what determines job satisfaétion. Arvey et al. (1991) provided an excellent review in this
area. Th_ey diﬂ'érentiéte_a the situational and individual components in the following

statement.

We addpt the perspective that the term ‘situational’ factors refers to variables and
constructs which are predominantly associated with the job, the job environment, -
. the job climate, organizational factors, and other ‘non-person’ factors. Similarly,

we classify constructs such as"dispositio'ns’ and traits as person factors.
(pp. 359-360) L

Situational Factors

The focus on si'tuati.onall aspects in understariding job satisfaction a'ppears to have
grown out of the Skiqnérian emphasi; on enviroﬁment versus person variables. Thus, the
environment became the driving force in understanding job satisfaction. This focus is
exemplified in the Hawfhom studies of the 1920s and 193 Os and has contirﬁ:ed'in the Job

Characteristics model of Hackman and Oldham (1975, 1980).
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Spector (1997) reported that Hackman and Oldham’s (1975, 1980) job

characteristics model is “the most influential theory of how job characteristics affect

- people...” (p. 31). This model focuses on five basi¢ characteristics that can be examined in

any job. Thése characteristics are: skill variety, task iden'tity,' task significance, autonomy,
and job feedback (Hackman & Oldham, 1975, 1980). Thege five characteristics provide |
fhree psychological'stétes: experienced meaningfulness, expérienced respongibility, and |
knowledég of results, which inﬂuence the outcome of job satisfaction (Spector’, 1997).

* Meta-analysis of this theory has been conducted through the usé of the Job

Diagnostic Survey (IDS) (Hackman & Oldham, 1975)-by Loher, Noe, Moeller, and

. Fitzgerald (1985) and Fried and Ferris (1987). In the Loher et al. (1985) study

correlations between job characteristics and job satisfaction ranged from .24 to .34. Fried

and Ferris ( 1987) reported similar findings with 'ccl)rrelatio.ns ranging from .25 to .50.
Ac’coﬁhting for the variance of job satisfaction of fhe;sé ch'ar.acteristicsl yié1d§ éstifnafes
ranging from .05 to .25. As these figures indicate, situational variables are not huge factors
in influencing job satisfaction.

Before drawing premature conclusions about this model, several methodological
critiques about thesé studies have been raised. Taber and faylor (1990) provided a meta-
analytic review of the psychometric properties of the JDS. They reported low internal
coﬁsistency of meaéures, ranging from .65 to .71. They also suggested that the scales lack
comprehensiveness ana that identification of new scales could enharce the situational

variables accounting for variance in job satisfaction.
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Another the’or}lf that has emphasized situational aébects is Herzberg’s Motivator-
Hygiéne theory, cominonly called the two-factor theory, (Locke, 197 6). Herzberg (1966)
reported that motivators led to satisfaction at work, while hygiene factdrs led to | |
dissatisfaction. Motivators include achievement, i'ecognitién, thé work itself,
responsibility, and achievement and growth. Hygienel factors include §upervision, working
conditions, co-workers, pay, policies, and job security. Locke (1976) repqrted that
although this theory has ha& a major impact on the field of job satisfaction, the empirical
probf has not surfaced. Even with these limitations, Landy (1985) believed that
Herzberg’s théory has ﬁl.lrnishe'd ﬁseful perceptions inf§ unldersltanding'situational
influences on job satisfaction.

. The previously discussed theories are glbbal in nature, attempting to account for
all of the situational variables that nﬁght influence job satisfaction. In many resﬁects they
have spawned the studyl of more specific situational variables such as pay, ro_le; anld tasks.
A brief reviéw of some of the specific situational variables follows. ;

. Pay seems to provide a rational, direct connectién to j'lob satisfactién. The more
yoﬁ’rc paid, the happier you’ll be, right? This statemént does not seem to ﬁf the empirical
ﬁndingﬁ." If anything, the reliation betwe/en pay and job satisfacﬁon is less then inl-lpressive.
Spector (1985) reporfed a mean correlation of only .17 across three diverse occupational
samplings between pay 'and job satisfaction. Seashore and Tabor (1975) reported that
although pos’itiv_e in directidn,lthe small correlatioﬁ betwéen job satisfaction and pay :is
estimated to be onl}; .20 across the workforce. Anothér study by Schwab and Wailége

(1974) examined pay satisfaction through the use of the Minnesota Satisfaction
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~Questionnaire (MSQ) and the Job Description Index (JDI). They reported that'
organiz&ion and wage level, type of pay system, age, tenure, aﬁd sex alccount fc;r between
12% and 18% of'the vériance in pay satisfaction. Their conclusion is teliing, “fhe'results to
date appear to have only ﬁmited practical sigﬁiﬁcance” (p. 121). Although péy does not
appear to directly relate to job satisfaction, the perception of l.equality miéht have some
inﬂuenlce.lRice, Phillips, and McFarlin (1990) reported a fairly lérge correlation (.50)
between pay and job satisfaction within a homogeneous gfqup éf workers. The perqeption
of equality of péy might relate to overall job satisfaction. As Spector (1997) reported

This means that people should perce-ivel the policies and procedures by which

salary is administered to be fair, even if it results in differential pay. In other

words, the process can have a bigger i 1mpact on job satisfaction than the actual
levels of pay. (p. 42) :
Thus, perception versus reahty reflects the true relatlonshlp between pay and Job
satisfaction.

Two areas that seem to influence job_ satisfaction relate to roie conflict aﬁd role
-ambiguity. Role conflict results form incongruent messages aboﬁt speciﬁlc functions or
rblés (Wagh'er & Hollepbeck, 1992). Role ambiguity revolves around the clarity Qf
expectatlons or more spec1ﬁca11y the lack of explicitness toward an individual’s role
(W agner & Hollenbeck 1992) In their meta-analysis that mcluded 96 studies between
1970 and 1983, Jackson and Schuler (1985) reported mean 1 correlations of -.31 for role

conflict and -.30 for role ambiguity in relation to overall job satisfaction. Over a decade

| later, Spector (1997) concluded that the limited number of studies in this area begs for
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continued research té fully aécertain the true influence of these spepiﬁc situational
vériables. |
Specifics to the organizatiohal task, such as workload, complexity, andl
meaningfulness, also influence job satisfaction. Spector (1997) described workload as
“demands place'dl on the employee bj/ thé job.- Qualitative workload is the effort required
by job tasks or the leyél of difficulty both mental and physical” (p. 43). The actual
correlation with job sati;faction appears to differ across studies possibly due to measures
th;at are used to address this concept (Spector, 1997). In contrast, job compiexity has been
shqwn as a steady predictor of job satiéfaction. Gerhért (1987) reported a correlation of |
.36 (corrected for measurement elrfor) between job satisfaction and perception of job
complexity. Finally, the meé.ningﬁllngsé of the task may contribute to job satisfaction.
Wagner anci Hollenbeck (1992) believed thaf this perception of the value of the t;ask can
“ultimately contribute to high levels of satisfaction” (p. 266). |
| Despife vadablé and relatively low correlationsl, manyr ;esearchers Ibelieve that the |
' situati_oﬁ has an important role in the analysis of job satisfaction. As disqusséd, the
situation may be viewed in total or as component asﬁects to the situation. Nonetheless, the
study of just sitﬁational variables does not seem to tell the whole stt;ry of understandiﬁg

job satisfaction. Thus, a discussion of individual or person variables is now considered.

Individual Factors

Over the pasf decade research on job satisfaction has shifted from examining only
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situational or env1ronmenta1 factors to the analysis of d1spos1t10na1 or person factors

Arvey et al. (1991) divided person factors into “psychological individual difference
vanables and demographic variables” (p. 360). Demographic variables include components
such as age, e&ucation, and gender. Psychological variables comprise factors such as,
locus"of control, negative .aﬁ’ectivity, and other constructs under the nmbrella of
p'ersonality. Tliis change in focus was spurred by Staw and Ross (1985) who reported that
job satisfaction was stable across time and different occupations. They attributed their
ﬁndings 'to the dispositional influence on job attitudes, specifically job satisfaction. Arvey,
Bonchard, Segal; and Abraham (1989) lhave also championed the cause of dispositional .
inﬂuence based on genetics. They reported "that approximately 30% of the observed
variance in general ]Ob satisfaction was due to genetic factors” (Arvey et al., 1989, p.

187). These and other studies (e g. Staw, Bell, & Clausen 1986; Gerhart 1987; Gutek &
Winter, 1992; Steel & Rentsch, 1997) have continued the focus on person variables in -
relation to job satisfaction, consistently supporting the relation between person variables
and jolo satisfaction.

The study of demographic vanables in association to job satisfactlon accounts for a
large portion of person variable research (Arvey et al. 1991) Age, education, and gender
appear to have been the primary vanables empirically studied

- Age has an overall positive relationship with job satisfaction. The nature of this

relationship has been repotted as either a linear function (Lee & Wilbur, 1985) or as a U-

shaped relationship (Clark, Oswald, & Warr, 1996). The linear relation basically states that
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as _agé increases job satisfaction increases. Lee and Wilbur (1985), with a fairiy large
sample (N = 1707), showed an increase in job satisfaction with age when controlling fdr
effects' of salary; education, or job tenure. Previously, Saleh and Otis (1964) réportéd that
job satisfaction inc.reases in age till'approximgtely 60 years old and then beging to decline.
The U-shaped model states that satisfaction begins high, declines, and then increase in t.he
later years of work. Clark et al. (1996) reported that job satisfaction typicalfy declines into
~ the emﬁloyees' early thirtiles, then steadily increases over time. The debate about the. true
: rela_tiq'n between job satisfaction and age continues, buf thi§ variable appears to have some
influence on worker satisfaction. |

Educatipri and gender have not been cc'ms.istently. related with jof; satisfaction.
Quinﬂ and Baldi de Mandilovitch (1980) presented a p.ositivle relation between education
and jéb satisfaction across occupations. Arvey et al. (1991) eéuated this to the relation
between rewards and educational level, not just education and overall satisfaction. Within
occupationall areas orlif rewards are not confounding, there appears to be no relation to |
job satisfaction for eduéational level (Arvey ét al., 1991). Inlthe area of .gender and job
satisfaction, no distinct péttem emerges. Arvey et al. (1991) st.ated that “The underlying
causes of this lack bf différences are unclear, although they may. réﬂect gender differences
in both values and frames of reference” (p 363). In other words, education in itself'is not
the influence factor, but the value placed upoﬁ education ﬁlight diﬁ‘ef between men and
women, thus influencing joﬁ satisfaction levels. Future reséarch r‘ﬁay ﬁeed to try and
understand the rélation .betweer'l demographics and job satisfaction with further

consideration of cross-cultural implications.
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In addition to exploring the demographic characteristics, the research on
dispositional variables has revived the relation between personality andjob satisfactibﬁ.
’f his has not al\&ays been the cése. Ihe idea that personality actually contributed to iittlé of
the variaﬁce in human behavior was championed by Mischel (1968). Despite his early
inﬂuénce, the dispositional perspective has shown renéwed accepiance especially in
organlilzationall settingg (Hogan, 1998; Hogan et al., 1996; Weiss..& Cropaﬁzano, 1'996).
The review in this secfion focuses on three main areas: (a) locus of control, (b) negativ¢
affectivity, and (c) the ﬁve-facfor model. |

~ The concept of locus of control was developed by Rotter (1966) as a variable that |
assesses how an individual is influenced by life events. Those with an extémal fré.me of
control focus on the outside world and a belief that they afe influenced 'by others or thell
environment. Individuals '\.vith an in';emél locus belie;le'that they can influence outédmes.
Slpector (1997) provided a succinct functional definition for locus of control.
| Locus of control is a cognitive variable that represents an individual’s genefalized |
belief in his or her ability to control positive or negative reinforcements in life. An
external believes in control by outside forces or people. An internal believes he or
- she is able to influence reinforcements. (p. 51)
This concept was operationalized by Rotter (1966) with the Internal-External (I-E) sca]e.
This scale containsl 29 items, six of which are filler items, resulting in 2 total.number score
between 0 and 23. Individuals with a low score are said to have an internal 'fefgrence and
those with a high score an external reference. Another more specific scale developed by

Spector (1988), the Work Locus of Control Scale, focuses on the belief of control in the

work environment.
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~ Previous research has shown a positive r'el;ationship between locus of céﬁtrol and | | |
job satisfaétion. That is to say, that individuals that tend to be higherl in internal locus of
control teﬁd to have higﬁer joB satisféction (Spector, 1997). Spector and O’Conﬁéll |
(1994) reported a significant correlation between locus of control and job satisfaction
‘emphasizing an internal locus of control showing higher job satisfaction. As mentioned
earlier theré are a number of work specific scales for locus of control. Petterson (1985)
found a sigrﬁﬁcant difference between the Rotter (1966) I-E scale; and é new work scale in
relation to job éatiSfaction. Specifically, he reported the I-E scale.correlated with the job
sati'sfé.lction.at -.16 and the wolrk specific scale at .39 (t = 2.50, p <.01). Thus, a more
specific focus to the construct of locus of control is needed to understand the relation t§
jéb satisfaction. Finally, Spector (1997) reported that the relétionship between job
| sétisfaction'aﬁd locus of control might be explained throxigﬁ increased performance. If an

individual witﬁ a more internal 1ocus of '.control is able to control the situation thereby
iﬁcreasing perform.alnce, increased job satisfaction may be the overall outéome. |

Another concepf of individual differences t.hat has recently been highlighted is tﬁe
area of Negative Affectivity (NA) (Judge, Locke, Durham, & Kluger, 1998). Clark and
Watson (1991) described NA in the follbwing manner. |

The single most important feature of NA is the bervasive tendency to experience a

wide variety of negative and upsetting emotions. Distressed mood states such as

- anxiety, tension or jitteriness, and worry are central, but anger, frustration,
hostility, contempt, disgust, guilt, worthlessness, dissatisfaction, feelings of
rejection, sadness, loneliness, discomfort, irritability, and so forth are frequently

experienced by high NA individuals, even in the absence of obvious stressors
(see Watson & Clark, 1984, Tables 5-7;, Watson & Tellegen, 1985). (p. 222)
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This overall negafive experience intrudes into all aspect of life, including the wor_kplécé.
Therefore, the area of job éatisfaction would seem to be prime territory to examine the
conceptl of NA in the world of wori(.
A landmark study by Levin aﬁd Stokes (1989) showed a significant relationshié |

. betwéén negative affectivity and job satisféction, This research incorporﬁted both
laboratory and field studies. in the ﬁeld study, the relation bétween job satisfact'i.oln agd
NA was reborted asr=-.29, p <.001 and beta weight of -.218, p <.001. They coﬁcluded
W'{th the statement that “The reéults of this research_shbw that NA is prediétive of task/job
satisfaction, although the percentage of variance accounted for By NA is small’; ®.7 57). .- |
A more recent study by Brief, Butcher, and Roberson (199'5) réported the relation |
betwegn job satisfaction and NA as r = .34, p <.01, for employees at a mediuxﬁ size
hospitall(r.l = 57). Also, Cropanzano, James, and Konovsky (1993), in a study of
employees ata privately owned pathology laboratory in the Soufheastern Uﬁited States N
- =198), réported a correlation between NA and job satisfaction of .24, p < 01 The
relation betwéenjob satisféction and NA though small, is 'importa.nt and applela'rs to
.inﬂu'enc'e other aspects of the job and life in general (Cropanzan6 et al.,, 1993; judge,
1993; Judge et al., 1998). .

A somewhat neglected area in utilizing person variables to uﬁderstaﬁd job
satisfaction involves the general concept of personality. Although personality assessment
procedures are utilized to a great degree in organizational settings, the empirical lbellse for
undel;staﬁding personaﬁty and occupatio'nal specific outcome§ (e.g., job satisfaction and

performance) appears limited (Robertson, 1993). Possibly this lack of research focus is
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due to the depth and breath of the term pe‘rsonality'; Pernin (1989) presented seven llylasic
apprcaches to undefstanding personality: psychodynamic, phenomenological, cognitive,

. Itrait,Behavioral, socinl learning, and cognitive processing. Each of these schools or j
penspecti\;es take a somewhat different npp_roach to the understanding of the individual.
The trait approach has be.en highlighte(i in organizational settings due to the focus on
tneasurable chéracten'stics of the indiﬁdual. As Robertson (1994) stated, “The capability
of the trait/factor analytic approacnes to measufe, compare, classify nnd evaluate pepple |
has made them popular amongst personnel psychologists and hum.an resource
practitioners” (pp. 76-77). Within this appronch, consensus continues to build éronnd the
theory that five basic traits encoinpass the structure of personality. This theory has been
coineci the Big Five (Feshbach, Weiner, & Bohart ~1996.). Due to the Widespread |
acceptance of this approach, this review will focus on this ﬁve—factor model (FFM) and
the apphcatxon of this model in the analysis of ]ob satisfaction.

The FFM is nsually represented by the following dimensions: I: Extraversion (or
Surgency); II: Agreeableness (or Friendliness)' III: Conscientiousness (or Will)' AV
Neurotlclsm (or Emotional Stablhty) and V: Openness (or Intellect) (Digman, 1990).
Pervin and John (1997) described each of these dxmensxons

Neuroticism contrasts emotional stability with a broad range of negatxve feelmgs

including anxiety, irritability, and nervous tension. Openness to Experience

describes the breadth, depth and complexity of an individual’s mental and
- experiential life. Extraversion and Agreeableness both summarize traits that are
interpersonal--that is, they capture what people do with each other and to each

'other. Finally, Conscientiousness primarily describes task- and goal-dxrected
behavior and socxally required impulse control. (p. 260)
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Additionally, the dimension 6f Extraversion focuses on _in;ensity of relationships and the
activity level of the individual. Agreeableness centér’s on corripassion or forgivéness and an
overall tnisting approach to relationships (Costa & MéCrée, 199%). Exc'eptioﬁai reviews
of the history and developmént of the FFM are presented by numerous authors (see
Digmén, 1990; McCrae & John, 1992; Pervin & John, 1997, Wiggiﬁé & Trapnell, 1997).
The reader is referred to these sources for an in-depth review of the FFM. |
If the FFM has gained the consensus of rgsearchers in uﬁderstaﬁding the trait -

| domain, and personality appears to be an accepted construct in organizational settings, it
would therefore seem logical that réséarch would focus on the FFM in the analysis of job
satisfaction. However, t.he reviéw of the liferature does not show a substantial focus on the
relation between the FFM and job satisfaction. For example, Mount and Barrick (1995) |
provided an exéeptional reviéw of the FFM and implications f%)r work related research.
lUnfortunately, they. only focused on job performance and disregafded job satisfactién asa
topic of research utilizing the FFM. Borman, Hénson and Hedge (1997) also presented a
compelling rationale for the use of i)ersonality measures, speciﬁcally the FFM, in thé area
of personnel selection, bui failed to make the conneqtion with the utilization of this
framework for researching job satisfaction. .Tett et al. (1991) and qurick and Mount
(199l1).used the FFM in lgndmark, meta-analytical reviews of thle. relation between job
performance and personality. Tﬁeir findings provided an Qutstanding baseline about thé
benefits of erﬁploying pérsonality measﬁrés in the workplace, bufagairi did not sﬁeciﬁéaliy
address job satisfaction‘(Hogan, 1.996)' Even in one of the most cuﬁent reviews on the

tbpiq of job satisfaction presented by Spector (1997) there is no mention of the FFM in
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relation to personality traits and job satisfaction. This not withstanding, there have been a
limited number of empirical studies that have examined the FFM as a key to understanding
job satisfaction.

- Organ and Lingl (1995) selected the dimensions of agreeableness and
conscientiousness to examine job satisfaction and organizational citizénship behavior
(OCB). They reported the following;

The connection between conscientiousness and satisfaction is not as obvious as
that between agreeableness and satisfaction. Still, one could imagine that a
“conscientious” disposition would contribute indirectly to satisfaction in a
number of ways: as a generalized work-involvement tendency (i.e., a liking for
rule-governed behavior that probably is more characteristic of work in
organizations than in other life domains); from a “virtue is its own reward” ethic;

or from informal rewards (recognition, respect, compliments) generated from
others who admire (even if they do not themselves emulate) thlS characteristic.

- (p. 341)
This study utilized the J ob Descrxptlve Index (JDI) (Smith, Kendall & Hulin, 1969) to
measure overall job satlsfactlon and other facet areas. A forced ch01ce adjectlve-palr
presented by McCrag and IColsta (1987) was utilized to measu;e Agreeableness and
Conscientiousness.l They reported that derhographic variables (age, sex and marital Stétus)
land the personality measures accounted for a significant portion of the variaﬁce.
Unfortunately they did not provide separate correlations or variance accounted for b)lr the
Agreeableﬁess or Conscientiousness dimensions. Also, thé actual number of pérticipants in-
the study was hard to determine. They feported ldata collection at two diﬂ‘grent companies
and did not specify actual numbers of Iemployees and supervisors that responded to their
survey. Despite these limitations, they concluded, “The results support thé h'ypoth.esis that

there are linkages between personality and job satisfaction™ (p. 346).
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 Another e'tudy that applied pérts of the FFM was conducted by Day and Bedeian
(1995). In this study they u_tilized the Adjective Check List (Gough & Heiibrun, 1965) to
assess the domains of Agreeableness, E}gtraversion, and Conscientiousness. Job
satisfaction was assessed with é 6-item s'eale' derived from the Survey of Organizations
(Taylor & Bowers, 1972). They estiﬁmated reliability for their joi) satisfaction scale at .75.
Pérticipants were 206 nurses at a Veterans Administration Medical Center, 93%2Aﬁican
Arﬁeﬁcan, and 57.5% female. They did not find a significant correlation between job - E
satisfaction and AgfeeaBleness, but did reporte a p/ositive felations}ﬁp between both
Extraversion 'vand Conscientiousness and job satisfaction. Although their work supports the
importance of person variables in conducting job satisfaction research, their use of a
speeiﬁc participant pool, limits the generalizability of their findings.

~ An earlier study by Sterns et ai. (1983) examined the relation between job |
saltisfactioln and two of the FFM dimensions (Extraversien and Neuroticism) using 175
Civil Service clerical eniployees at two Veterans Administration Hospital. 'fhey did .not
assess overall job satisfaction, but instead utilized the IDI. (Smith etal, 1 96‘9) to assess
ﬂve facet areas of job satisfaction (pay, promqtion, work itself, supervisioﬁ, and co- ‘-
wofkers).'None of the job satisfaction facet areas were signiﬁcanﬂy correlated with
Neuroticism. However, Extraversion did show a mo'dest, but significant relation to three -
of the five 'facet.areasv: work itself, supervision, and co-workers, Sterns et al. (1983)
believed the negative relationship between Extraversion and job satisfaction was in pérf
due to an affective response to the work environrheﬁt based upon the specific situation |

studied. No explanation for the lack of signiﬁcant findings in the analysis between -
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Neuroﬁcism and job satisfaction was presentéd. This lack of relation between Neuroticism
and job satisfaction in this study goes against the common assumption that Neuroticism
and NA are extremely similar, if not the same clolnceptl (Judge et al., 1998).

| 'lAnother, study by Fumhm and Zacherl (1986) examined the relation bétween the
same two FFM areas (Extraversion and Neuroticism) as measured by the Eysenck
Pérsonalit_y Questionnaire (Eyseﬁck & Eysenck, 1975) and job.satisfac_t'ion (general and

seven facet areas) usiﬁg:the Index of Orgaﬁizatiolnal Reactions (Smith, 1976). Sub'je_cts
were 88 European senior stéff members in a multinational computer corporation. Furnham
and Zacherl (1986) reported modest, significant correlations between Extraversion and
ov.erall job satisfaction of and for the facet area of pay. Neuroticism was not significantly
related to overall job satisfaction, but was Eoneiated signiﬁcantly with three fapet areas:
(a) amount of work, (b) co-workers, and (c) pay. The aﬁthors proposed tﬁe modest |
relations may have been due to the homogeneity; ofthe p‘articipants br possible limitations
with the psychoﬁefdc stability of the job satisfaction measure (Furnham & Zacherl, 1986).
Costa and McCrae (1998) déveloped the NEO-4, utilizing four dimeﬁsions of the |

FFM: Extraversion, Opennesls, Agreeableness,l and Conscientioﬁshess, as a new, poSsibly
more focused.zéssess;ment tool in the areas of “career coﬁnseling, career development,
emplosree training, and personal growth” (p. 1). The NEO-4 utilizes the identicél items and
scoring procedures as the NEO PI-R I(Costa & McCrae, 1992) to assess; the four domain§
previously mentioned. Previous resegrch has connected the §ocationa1 interest scales of |
Holland (1966, 1985a) to the FFM (Costal et al., 1984; Gottfredson, J onés; & Holland,

1993§ Tokar & Swanson, 1995). These findings showed a consistent relation between the
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AN

domain lof Openness to Holland’s Investigative and Artistip areas, and Extraversion to
Socigl and Enterprising interests. Costa and McCrae (1l998) utilized thel Wiggin’s '(1979) '
circumplex model asa basis for de;zeloping their Style of Interests scbring circumplex.
This paradigm incorpo;ated the Openness an& Extraversion score's'as a rlepresentati.on of
vocational interests. Although there is no direct rélétion pfesented With this model and job
satisfaction, the utilization of this model and Holland’s vocation preferencesl"(as discqssed
later) present a new paradigm that. might aid in the understanding of the connectiqn
between personality and job satisfaction. |

.’?l"he' resegrch ip this area has been broad and inconclusive, lealvingl one to questio;x :
the true relation betweéh joﬁ satisfaction and pefsona}ity. .If Arvey et al. (1989) werel
correct in their report of a genetic component to job satisfaction, and the consensus |
around the FFM as a béseline of persqnality (Digman, 1990) is accurate, the lack of
consistent findings is somewhat perpléxing. Althougﬁ, there doeﬁ seem 1o be a trénd for
Neurotiéism to be associated with job sétisfaction. Perhaps it is time to assess job
satisfaction through the full léns of the FFM and consider the interéction between person'

and situation.

Person-Environment Fit

If as previously postulated, neither situation variables nor person variables can lead
to a complete understanding of the concept of job satisfaction on their own, it seems only

logical that the next step in understanding this concept would be to examine the
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iﬁteractibn -between these variables. This avenue of thought has l_ed to an area of study
" usually referred to as the Person-Environment (P-E) Fit theory (Dawis, 1992). ’i‘lﬁs
pfocesé of analyzing the person and situation interaction is nothiﬁg new in the field of
psychology. | -
Lewin (1935), in:his book, A Dynamic Theory of Persbnality, emphasized the need
to utilize peréon and situational Ve\n'iables to understand behavior. The resulting eduatioh '
of B= f(PE), 'v}here behavior is represented by B, predisposition of person variables is
repfesented by P, and the situation or environmental variables are represented By E,
éymbolizes the focus on the P-E interaction (Dawis, 1992). Even prior to Lewin, Pgrsons
(1909) emphasized this same éoncept in the process of vocational selection. In this same
area, Stfong (1927) built his theory of vocational interests by rﬁétching p'erso'n-and
environmént. As Bowei's (1973) stated, “si/tuations are as much a ﬁmcl"ion of the person
as t}ze’ person’s behavior js a function of the situation” (p. 327). Simil'arly,-lEndle'r énd
Magﬁussoﬁ (1976) concluded that “the field of personélity isata crossroéds; and Qe will
haye to initiate research prbgl;arhs and develop new methods and strateéigs to empirically
investigate the complex interactions that are fn§olved'in human transactions” (p. 970).
Ekehammar (1974), Magnusson and Endler (1977), and Magnusson (1990) provided
excepltiolnal reviews of the history, present situation, and future direction of the s’;udy of
interactionai psychology. The separate emphasis on either personologyl"or the behavioral
school has clouded over the interactional focus and neither has provided a comprehensiVe
undel;standing of jbb satisfaction. Therefore, the study of job satisfaction should pursue

 this paradigm of P-E interaction.
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The Job Cha;actéristics theory of Hackman and Oldham (1976, 1980) has a major
focus on situational variables in the understanding of job satisfaction. More recently,

- Kulick, Oldham and Hackman (1987) focused on how this model may actually bridge the
P-E fit arena of job satisfaction research. They'presented the following:

Like other models of person-environment fit (Pervin, 1967; Harrison, 1978), job

characteristics theory views job characteristics and individual characteristics as™

two sets of independent constructs that do not necessarily influence one another.

However, recent research suggests that characteristics of the environment do exert

a long-term influence on the characteristics of people operating in that

environment, (Kulick et al., 1987, p.287) '

They concluded with a recommendation for increased research of the Job Characteristics
model, with an emphasis on the need to develop more precise means to measure individual
differences (Kulick et al., 1987).

Holland (1985a) has advocated a similar line of reasoning, stating that “Vocational
satisfaction, stability, and achievement depend on the congruence between one’s
persondlizjz and the environment in which one works” (p. 10). This interactional model
emphasizes the P-E fit as the concept of congruency.

Congrz}ence. Different types require different environments. For instance,

Realistic types flourish in Realistic environments because such an environment

provides the opportunities and rewards a Realistic type needs. Incongruence

occurs when a type lives in an environment that provides opportunities and
rewards foreign to the person’s preferences and abilities--for instance, a Realistic

type in a Social environment. (Holland, 1985a, p. 5)

The congruént individual makes the match between persbn and enviroﬁment, thus
enhancing overall job satisfaction. Holland’s (1966, 1985a) model focuses on ca’tegdrizing

the person and the environment under six broad domains: Realistic, Investigative, Artistic,

~ Social, Enterprising, and Conventional. Holland (1985a, 1996) examined this fypology of
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six work environments and related personality types in detail. The reader is referred to
these sources for an 1n-depth review of the model. The following paragraphs review
empmcal ﬁndmgs of Holland’s theory.

In 198 5, Spokane provided an extensive review of the research dealing with
congruence as a key component to Holland’s theory. This review included 40 correlational
studies and 23 studies focused on ché.nge. From these studies Spokane (1985) concluded
that congruence is positivéiy correlated with job satisfaction. He ekpahds upon this as he
stated the following:

Although large significant F ratios are found in some congruence studies,

correlations between congruence and various outcomes rarely exceed .25-.35, and

congruence accounts for roughly 5-10% of variance in outcomes. The percentage
of variance typically found in congruence studies (5 10%) may seem small to

some readers. But as Rosenthal (1983) shows, it is unwise to label 10% of

variance (approximately 7 = .32) as “modest indeed.” (In a psychotherapy study

- this 10% figure would represent an increase in cure rate from 34 to 66%.) On
balance, congruence is associated with performance, satisfaction, and stability.
(Spokane, 1985, pp. 328-329)
Spokane (1985) focused on the importance of apparently small, yet significant findings,
referred to as “the magic .30 correlational plateau” (p. 335), to account for the \}ariance in
Hollaﬁd;s congruence hypothesis. He guided further study by recommending a meta- '
analysis of the congruence hypothesis.

Assouline and Meir (1987) answered the call from Spokane (1985) for a meta-
analysis of congruence and satisfaction. They examined 41 different studies on congruence
in relation to achievement, stability, or satisfaction. It is interesting to note that of the

satisfaction correlations reviewed, 33 were based on a single question of satisfaction (e.g.,

How satisfied are you with your job?), 14 were based on a satisfaction inventory (e.g.,
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Hoppock’s Job Satisfaction Blank), four were based on a specially designed invéntory,
and twc; were based on unreported ‘measures. They reported an initial weighted mean
correlation fér satisfaction at .21, then continued to analyée this data for mofe speciﬁé
environmentai references. In this area, they reportcd that when a broad approach to
occupation was considered that the mean ;:orrelation was again 21, bgt when épccialty in
c;ccupatioﬁ was analyzed the mean correlation was .42. This finding points to the need tc'>
lcareﬁllly delineate occupational groups to more accuratel& account for the variance in the
relation to job satisfaction within t:hle P-E fit model. Overall, this meta-analysis sup'péﬁs,
aqd even ekpands on, the positive relation betwelenllcor;lgﬁxencg and job satisfaction.
Tranberg, Slane, and Ekebe‘rg (1993) compléted another meta-analysis c;n the
congruence and job satisfaction hypothesis. The review included 21 of the studies |
analyzed by Assouﬁne and Meir (1987) and six additional studies completed since the
Assouline and Méir sfudy. The overall correiation Between mean satisfaction éﬁd 4
congruence was a nonsignificant .17 with a 95% confidence interval between -.0.7l and .42.
Additiqnal analysis considered the congruence-satisfaction relation by Holland code type |
(i.e., Realistic, Investigative, étc.). The range of correlations was 'f"rom‘ .05 (Realistic) to |
.33 (Social) and no signiﬁcanc;e level was reported due to lack of 'reported-sample sizes.
Tranberg et al. (1993) believed. that “these findings suggest that there may be differences
between Holland types in the importance of congruence for satisfaction” (p. 260). In
conclusion they stated, “The most important finding of the current analysis is the lack ofa
significant o§erall relation between iﬁterest congruence and satisfaction” (Tranberg et al.,

1993, p. 261).
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| Gottfredson and Holland (1990) provided a somewhat uﬁique longitudinal study_of
“job sa;cisfaction and coﬁgruence. They utilized a homogeﬁeous sample (newly hired bank
tellers) §vith a ;1'-month follow-up to assess job Satisfac;tion. ‘The congruence model was
assessed with Holland’s Vocational Preference Inventory (I-Ioiland, 1985b) énd a three-
letter occupational code for bank tellers. This model was used to devise a congruence
index as described b'y. Tachan ( 1984). They reportgd thié index was qor;elated with overall
job satisfaction at .36. Interestingly they found that the best predictor of job 'satisfgctidn
was a measuré that assessed expected job satisfaction. This measure waslstr'ongl.y
correlated with overall job satisfaction (ﬁ =.67). “The results are consistentzwith an’l
interpretatioﬁ that a personal disposition to be satisfied may account for part of fhe
individual differences in job satisfaction” (Gottfredson & Holland, 1990, p 396); rn
return to this éondept later in discussing studies relating the FFM and Holland’s théory.

' Pre?ious research by Costa et al. (1984) analyzed the ;elationship betwe:en |
Holland’s personality ty;pes and three of the FFM domains: Neﬁroticism, Extraversion, and
Opeﬁness. In the Cpsta et al. (1984) study none of the Holland typeé were significantly

_correlated with the FFM domain of Neuroticism. Correlations bétv'veen the Investigative
and Arﬁstic types were significant with the Openness domain, and the cl;orrela'tioﬁs' '
between Social and Enterprising types were significant with the Extraversion dom;ﬁ'n
(cln}eljall rahging from a'low of .23, p < .05, to a high of .65, p <.001). This research was
meaningful to Tokar and Subich (1997) since they used the FFM in addition to the

" Holland code types. Another interesting component to this study was the rather diverse

occupational sample of participants, to include representation of 152 different specific
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occupational. titles (Tokar & Subich, 1997). They found that Neuroticism and
Extraversion were the only two FFM domains that signiﬁcaritly corréla;ted with job
satis:faction at -.18 and .16 respectively. 'Using hieréfchical regression analyéis, job
satisfaction was not significantly related to the éo'ngruence scores. However, Neuroticism
and Extraversion were again relaped- to job sétisfaction with résulting beta weights of -.14
and .11 respectively (Tokar & Sub{ch, 1997). Inte;estingly, this study points to the
possible superiority _of tﬁe FFM over the congruence hypothesis in addréssing sbeciﬁc
influences on job s;atisféction.

The question of how to calculate congruence indices has led to the development of
numerous formats in this endeavor. Young, Tokar and Subich (1998) examined 11 .
different indices o.f congruence in rélation to job satisféction. They reported that although
each of the._l.l indices were highly related to most of the other indices, with a median
cox;relatién of .73, none of the indices were sigﬁiﬁcantly correlated w1th either a single
item rﬁeasure's' of job saﬁsfaction ér the Hoppock Job Satisfaction Blank (Young etal.,
1998). They concluded by recommending ﬁJtur.e research address career salience as a
possible moderating variable to the congruence satisfaction felatior} (Young et al., 1998).

The question of P-E fit continues to be a relevant focus for the complete

'u.nderstanding of the concept of job‘ satisfaction. A shift in paradigm may be required. The

inconsistent ﬁhdings of the congruence model of Holland leads one to consider the
possible utilization of the FFM alone, or in addition to Holland’s model, to continue the

quest of understanding this concept called job satisfaction.
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Summa;

- The review of the litérature began with a focus on the vast arfay of empiricall
reseanch devo;ced to the study of job satisfagtion. Attempting to understand the cnncept of
job .satilsfaction has led to numerous definitions (Harpaz, 1983). Across these many
definitions, the desire to understand job satisfaction hasled toa divergence between facet
measures and global or general measures of this construct (Wanous & ILawler, 1972).
Throughout the study of job satisfaction, a focus was placed upon diﬁ'ering influences to

| this construct. These.inﬂugnces range from situational to individual and to the combined |
person-environment fit models (Mey et al., 1991). The situational variables include work
nnvi;onment as well as lspeciﬁc variables vsuch as pay, role, or occupational tasks (Spector,
1997). Individual influences have been conceptualized in two main areas: demographic
contributqrs and psychological variables (Arvey et al., 1991). Combining situation and
disposition with thé focus on person-environment fit (Dawis, 1992) rounds out thq |
influences on job satisfgction. The research pnints to the inadequacies of the person and
situation approaches as stanci alone paradigms in understanding job satisfaction.
Thérefore, the P-E fit models, incorpornting the FFM, are. a nextl logical prdmising s%tep.

To éonclude, the question of job satisfactiun is revisited. For three main reasons to
study job sétisfactiqn, a humanitarian perspective, a pragmatic focus un orggnizational
outcomes, and as a barometer of the workplace (Spector, 1997). Perhaps as the Study of
job satisfaction continues these areas can be combinéd to consider the meaning of life

through the world of work. McCraé and Costa (1991) believed that the understanding of
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self may be connected in the stﬁdy of job satisfaction. They stated, “This is perhaps what
IlFreud meant when he suggested that Liebe und Arbeit, love and work, were the keys to
psychological health and happiness” (p 228). Alternatively, in existential terms this is why
man's search for rﬁeaniﬁg through occupatioﬁal endeavors is a continued research focus. |
: The study of joblsa’ltisfalcti-on is ﬁ predominant focus in the realm of career |
psycﬁélogy. Gelso and fretz (1992) emphasized the need for cdﬁtinued analysis from a
combined approach:to f)rovide for the best understanding of the process of vlmaﬁonal

decision making, thus enhancing overall levels of job satisfaction.
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CHAPTERIII
METHODOLOGY
The methodology section addresses the participants, the measures, the design, and -
the procedures of this study.
Participants

This study involves individuals employed at a large international corporation. The

- human resources and management training sections of the corporation generated an initial

éubject pool of 1200 individﬁals. Voluntary and anonymous participation was emphasized.

- Atotal of 804 individuals agreed to participate in this study. This resulted in an

exceptionally strong return rate of 67%. It is proposed that the excellent relationships

generated by members of the human resource and management training sections across the

corporation acéouﬂted for this higfl of a return rate.

Characteristics of the participants included a gender mix of 534 males (66.4%),
and 263 females (32.7%). Six hund'red eight (75.6%) p‘articip'ants were married, Whilé 182
(22.6%) described'their status as single (i.e., separated, widowed, divlorc'ed). Concerning
the educational status of participants, | 182 (22.6%) received high school degrees or the
equivalent, 131 (16.3%) had completed an associate degree or ltrad'e school program, 253 o

(31.5%) had a Bachelors degree, 164 (20.4%) had a Masters degree, and 58 (7;2%)'
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reported completion of a Doctoral or professional degree. The age breakdown qf
participants was as follows: 37 (4.6%) in the 18-29 range; 186 (23.1%) in the 30-39
range, 358 (44.5%) in the 40-49: range, 174 (21.6%) in the 56-59 range, and 9 (1.1%) in
the 60 and over age range. In the area of Race/Ethnipity afﬁliétion, 14 (1.7%) were |
pategqrized as Asian American, 74 (9.2%) Black/African Ameﬁcan, 24 (3.0%)
I—ﬁspanic/Latino, 666 (82.8%) White/Caucasian, and 10 (1.2%) gas Other. In terms of
longgvity with fhe co,rporgtion 18 (2:2%) of the participants had been émploye'd for less
than 1 year, 84 (10.4%) for 1-4 years, 131 (16.3%) for 5-9 yeafs, 135 (16.8%) fof 10-14
years, 189 (23.5%) for 15-19 years, and 236 (29.4%) for 20 or more years. Finally, in -
repoﬁiqg years in their present job, 159 (19.8%) welre in the category 'lof less than 1 yéar,
341 (42.2%) in the category of 1-4 years, 152 (18.9%) in the category of 5-9 years, 61
(7.6%) irllvthe category of 10-14 years, 30 (3.7%) in the category of 15-19 years, and 27
(3.4%) were in the category pf 20 or more years. |

| The occﬁpatidnél roles of the éO4 participants in this study fell into one of six
occupatiqnall areas deséribihg the function of their work, and oné of four classification or
stratiﬁcatioﬁ levels describing their supervisory status. The six occupétional areas
included: (a) Tephnical (e.g., engineering, geosciences, research and development,' or
information technology) (n = 328, 40.8%), (b) Business (e.g., finance, aécounting, or tax)
(n=155, 19.3%), (c) Human Resourcés (e.g., training & aevelopment, organiiatiqnal |
consulting, recruiting, labor reiations, or employee assistance) (n = 38, 4.7%), (d)
Administrative (e.g., staff positio.ns typically aligned with 'the head of any palrticulla'r

business group or depaftment with no direct profit and loss accountability) (n = 83,
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10.3%), (e) lLegal or Wellness Professioﬁals (e.g., medical doctérs, nurses,'lavs}yers, or
paralegals) (n = 10, 1.2%) and (f) Non-Exempt (e.g., support staff generally consisting pf
secretaries, staff assistants or technical assistants) (n = 118, 14.7%). The four
classification levels included: (aj Senior Management (i.e., general managers, Vice
| presidents, president, or CEO) (n = 29, 3.6%), (b) Middle-Management (i.e., those who
have accountability for managing front line supervisors, budgéts, processes, and systems
within a particular unit or department) (o = 143, 17.8%), (c) Supervisory (i.e., those who
- manage non-.éxelmptl employees) (n = 95, 11.8%) and (d) Non-supervisory émployees (e,
personnel with no direct reporting of supervisory responsibilities) (n =5 16, 63.4%).

The component of pay was added to address additional, 'inﬂuéntial job '. |

| characteristics. The participants in this study reportéd anhual, gross pay in 1000 US dollar
increments. Forty-two or 5.2% of the participants were in the less than 25 rangé. In the
25-50 range, 279 participants or 34.7% of the sample was accounted for. One hundred
and sixteen or 14.4% of the participantsl were in the 51-75 range. One hundred and fifty
~ two participants or 18.9% were in the 76-100 range. In the 101-125 rangé there were 126
or 15.7% of the participaﬁts. Forty tﬁge of thé lparticipalnts or 5.3% of tﬁe sample were in
the 126-150 range. Finally, 26 participants or 3.2% of the sample were in the 151 and over

pay range.

Measures

Three specific measures and a demographic profile were utilized. The Qfder of
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completion was altered to address the possible influence of order effects as a response bias

| (Nunnally, 1978). The instruments included a measure of the five-factor model (FFM), a

multi-item measure of general job satisfaction, and a single-item measure of job
satisfaction. A demographic profile (e.g., age, gender, position in the corporation, and

educational level) was also completed. Tables of fre'qulency and percent for all

o demographic variables are included in Appendices H through T. .

The Big Five Inventory: Version 44

The Big Five Inventory (BFI): Version 44 (V44) was cieveloped by J ohﬁ,
Donaﬁué, and Kentle (1991). Tﬁis ingtrumént provides aj thorough yet succincf _fnea'sure of
the five-factor model (FFM) of personality. “The 44-item English BFI @ ohﬁ et al.,l 1991)
was cons‘;}'ucted to allow efﬁci_eht and flexible asséssment of the five dimensions wh,eﬁ |
there is no need for more differentiated measure of individual facets” (Benethal;tinez &
John, 1998, pl. 730). The BFI possesses substantial psychometric rigor. Alpha reliabilities
ranged from .75 to .90 with an average above .80, and retest reliabilities rangeci from .80 |

to .90 with a mean of .85 (John & Donahue, 1998). Convergent validity has been analyzed

 with both Costa and McCll'ae’s'(1992) and Goldberg’s (1992) instruments. The BFI _

correlated with mean coefficients of .75 and .80 respectively. Validity of the BFI was also

provided through peer-ratings with scales corrélated at .47 in a college sample and at .61

across family members in an adult community sample (John & Donahue, 1998). Alpha
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reliabilities in this study Were .86 (n="777),.75 (n="778), .77 (n = 768), 81 (n=1778) -
and .79 (n=762) fof Extraversion, Agreeableness, Conscientiousness, Neuroticism,land I.
Openness respectively. Means and standard deviations are in Appendices F and.G. \
The BFI is availéble; from the Institute of Personality and Social Reséarch at the
University of Califorrﬂa, Berkeley. The BFI has been previoﬁsly utilized in numerous

studies, including Neuberg and Newsom (1993), Cialdini, Trost, and Newsom (1995),

Gross and John (1995), Johnson and Wolfe (1995), and Benet-Martinez and John (1998).

General Job Satisfaction

‘Hackman and Oidham (1974, 1975, 1980) developed the Job Diagnostic Sﬁrvey to
provide diagﬁostic information for job rédesign and to pfovide a tool to assess the people
involved in these jobs. They further developed specific sub-categories of the suryéy to
create a five item general job satisfaction scale (Hackman & Oldhm, 1975). Tﬁe measure
consists of ﬁv.e items with a seven point Likert scale ranging from strongly disagree to
strongly agree. A mean response is utilized as the overall score. intemal consistency
reliability was reported as .76 with a mean of 4.62 (SD = 1.18). In a meta-analysis
presented by Fried and Ferris (1987), reliability v)as reported with a rangé of .65 to .95
and a mean of .82. Moré recently, Renn, Swiercz, and Icenogle (1993) reported reliability
information for this scale at alpha =.77. Cook, Hepworth, Wall, and Warr (1981) |

provided an in-depth review of the measure and references of other studies using the |
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measure, including a British replication study by Wall, Clegg, and Jackson (1978). Alpha

 reliability in this study was .81 with a mean of 4.72 (SD = 1.21) (N = 803).

A Single-Item Measure of Job Satisfaction

- Questions of 'reliability seem to plague thé single-item measurement of job
satisfaction (Wanous & Reichers, 1994). However, Scall'pello and Campbell (19l83) have
emphasized the appropriateness of using single-item measures in the rating of job
satisfaction. Wanous and Reichers (1994) reported that éingle-item measurement of job -
satisfaction showed Statisticdly"siQMﬁcant Pearson product-moment correlations ac;,ross
occupational choice (.40), career progression (.42), aha global life off the job satisfaction
: (.325. Wanous, Reichers, and Hudy (1997) presented a meta—analysis of single-ite;,m
mea_.surels of overa;ll jbb satisfaction in relation to scales measuﬁné overall job sllatisfaction.
They reported an average uncorrected correlation of .63 (SD=.09). They stated that
“The use of single-—item measures should not Be considereé fatal flaws in the review
brocess...Future research should be directed toward examining ;he validity and reliability

of other siimgle-item measures” (W anpug et al., 1997, pp. 250-251). It should be noted
however, that Loo and Kells (1998) questioned the reliability olf single—iterﬁ fneasures) of
job satisfaction. They reported a minimum reliability of .45 and were less than enthusiastic
' _' about supporting single-item measurement of job satisfaction. In this study the correlation
between the single-item measure (How satisfied are yoﬁ with your job ip general?) and the |

general job satisfaction scale was .70, p <.01 (N = 800).
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Design

This study fits the category described by Gelso (1979) as a correlational field
study. This design, as pfesented in Figure 1~, provides for a high degfeé of external validity
based on thelreal-world setting aﬁd participants. However, high éxtemal validity comes at
a cost to internal validity. Since the.variables are not manipulated and gxpedmental
controls lécking, the issue of céusality is tentative at best. Inferences about the relation
betwéen'védables will Be discussed, but the caﬁsal infelre'nces among variables can not be
. detemmined (Heppneﬁ Kivlighah, & Wampold, 1992). Multiple independeﬁt variables were
used, including the five perslonality factors, gender, age, education, marital status,
'face/ethnicity, years with thé corporation, years in the present job: and pay. lThe' dependent.
variable was job satisfaction as presented by the general job satisfaction measure

previously described.

Procedure

Two different survey formats were uéed in the collecﬁon of data for this study.
Forrﬁét one hadlthe participants complete the demographic infc;rmafic;n first, the
persohalityl measure (i.e., BFi (V44)), and the job satisfaction questionnaire lasf. In forfnat
two, thé personality aﬁd job satisfaction portions were reversed l(i.e., job satisféction
followed by personality). The change in format was utilized to control for the possibility of

response bias due to a common-method or single format of data collection (Nunnally,
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1978). T-Test analyéié was completed on the FFM variables and the general job

satisfaction measure.

‘Occupational Areas

I

- Job Classifications

I

Five-Factor Personality Dimensions

I

- Demographic Variables (to include pay)
d

Job Satisfaction
| "FIGURE 1. Categorization of Participants and Research Design

As shown in Table 1 only the Openness factor showéd a statistical significance at.- p. <.001.
It appeéfs tho"ugh that this may'- have been an artifact of the large. sample size (N = 801) B
based uj)on the means of 3.57 (SD = .60) and 3.71. (SD =.59) across the two formats. It
therefore appears that the differences between formats may have been due to chance and

that a response bias based upon a single format was not present.
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TABLE 1. Independent Samples T-Test Between Questionnaire Formats

Variable ot

t daf Significance (2-tailed)
Agreeableness -.238 799- .512
Conscientiousness - =1.715 799 .087
N o am 799 864
Openness -3.272 799 .001
Extraversion -1.215 799 225
Job Satisfaction 131 | - 801 l.896 |

Note: Equal variances assumed.

The analyéis of the data, as presented in Chapter IV, will first introduce the

relation between job satisfaction and dispositional varidbles. The correlations will be

presented across and within the sub-groups as defined by occupational areas and job

classifications. Stepwise regression analysis will then be utilized to examine the -

multivariate effects in the same sub-groups and the overall participant pool. Stepwise

regression was selected as the means for analysis in this area due to the fact that previous

research did not offer a strong case for ordering variables (Wampold & Freund, 1987).
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- CHAPTERIV
RESULTS

Correlational Analyses

The reiation between job satisfaction and bersonaiity variables, as measured by the
five-factor model (FFM) of peréonality, was exé.minéd by the using a correlationa}
an_al&sis._ :The correlations are presented m Tables 2 and 3, and include the overall sémple
as well as a breakdown By job classification and occupational area. Intercorrelaﬂtionlal
matrices for the FFM and demographics are included as Appendices D aﬁd E. . |

There- was a negative and étatistically significant correlation between Néuroticism
and jéb safisfaction in all but one of thelareas examined, the Noq-exempt employees
category. ’i"hus, Neuroticism was significantly correlated to job satisfaction in tén of eleven
occupational categoﬁes. Four correlations reached a. level of .49 or greater (.49 within the
Administrative area, .56 in Human Resources, .93 in LegaVWeHness, and .72 ihlthe S.enior'
Management level of job classifications). Many other relations were fairly strong
fggardless of the sample size in the alrea examined. It would aﬁpeaf that emotional stability
ié an.imﬁortant factor in job satisfaction across and within all occupational roles. |

. The domain of Openness provided an extremely different picturé than the one that

emerged with the Neuroticfsm factor. Openness was statistically significant in only one
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sub-group, the Business occupatioﬁal area, with a correlation of -.18 (p <.05). Other

correlations ranged Ifrom a .10 to a -.14. In the overall sample Openness was not

signiﬁcantly correlated with job satisfaétion (t= .05} and-wgs the bhly domain of the FFM
to not reach statistical significance. | |

The ferﬂaining FFM domains were not consistently related to job satisfaction.
Exfrave;sion was statistically significant for all four job classification levels (.41 for Senior
Managemerit, .22 for Mddle Manlagelm.ent, .26 for Superviéory, and .10 :for Non- |
supervilsory). and the total sample (. 17); However, only-one of the six occﬁpational areas, |
Technical, (r = .18) reached significance. There was a positive and statistically significant
correlation b'etween Conscientiousness and fc;ur of the eleven areas examined. Twol of
these catlegories were by joB classiﬁcla.tion (.64 in the Senior Managéfnent area and .10 m
the Non-supervisory area) and one category was in an occﬁpatibnal area (.14 in the
Technical level). Additionally, in the overall sample Conscientious‘nessl was sigmﬁcéntly

correlated with job satisfaction = .1'1). For the domain 6f Agreeableness, five of the

eleven areas examined showed a statistically significant relation to job satisfaction (.18 for

all pé.rticipants, .24 for Non-supervisory, .13 for Technical, .25 for Administrative, and .31
for Non-exempt). Ifxterestingly the relation between the distinct FFM dpmaiﬁs and job
satisfaction appeared td differ based ﬁpbn both job classiﬁc.at'ionl and occupational area :
inves'.tiga.ted. . | .

| Additionally, the difference befween correlationél coefficients was tested using a
transforméd Fisher Z analysis as presented by Glass and Hopkins (1984). Across job

classifications and occupational areas no significant differences were found for the
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Openness or Extraversioﬁ factors. Fdr the Con.scieritiousness fador, signiﬁcant differences
were only found between the job clagsiﬁcations of Senior Management and Middle
Management (z =2.89, p < 01), Senior Management and Sﬁpervisor'y (z=3.01,p<.01),
aﬁd Senior Manag?ment and Non-supervisory (z=2.92, p < .01.). For the Agreeableness |
~ factor, significant diﬁ'ergnces were found between the Supervisory and Non-supervisory
areasl'(g = 2.5 1, p<.05), fhe Technical and Non-exempt categories (z = 4.16, lp < 001),
and for the Administrative and Non-exempt categories (z = 3.96, p <.001). Finélly, for the
Neuroticism factor, significant differences were found.between' Senior Management and |
- Middle Management (z = -2.86, p < .01), Senior Management and Supervisory (z = -2;94,
p <.01), Senior Managerﬁer;t and Non-supervisory (z=-3.03, p < .01), the Busiqess and |
Human Resources areas (z = -2.07, p <.05), the Business and Administrative areas (z_ =
-2.11, p <.05), and the Human Resources ana Non‘-exempt areas (z=-2.44, p <.05).
Overail'it appears that for Conscientiousness and Neurotipism the differences for the
Senior Managers add t'o' the understanding of these dimensions in relation to job
satisfaction. |

The next step in data analysis involved addressing the ;elation between job
satisfaction and ciemographic variables, such as pay. These analyses reviewed the overall
daté from the sample and lthe sub-categories--job classifications and oocuéational areas.
The correlation matrix for tﬁese analyses are presented in Tables 4 and 5, and furnish an
iﬁterésting analysis of _the reiation between these factors and job satisfaction.

Across this analysis the relation between job satisfaction and the demographic

categories was quite small. For example, Pay was the only variable that was sigrﬁﬁcéntly
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correlated with job satisfaction for the overall sample (r = .07, p <.05). Clearly this
variable showéd the strongest relation with the dependent variable. Only three other
variables reached statistical significance acfoss all of the job classification and occupational
area categories. |

For members 6f Senior Management only Age was significantly correlated with job
satisfaction (r = .59, p <.01). Three other variables reached a correlation of plus or minus
.30 or greater (i.e., Education Status = .30, Pay = .34, Race/Ethnicity = - 31), butldid not
attain siglrlliﬁcance. This was probably due to fairly small sample size (n = 28). In tﬁe
Human Resour‘ces'occﬁpational set, marital status'reacﬁed a sigqiﬁcaht correlatioﬁ of -.33
(p <.01) with job satisfaction. This data suggest that married employegs 1n Human
Resources have a highér level of job satisfaction than those not marﬁed. The Non-exempt
area presented a signiﬁcant correlétion Wlth ng at .19 (p <.05). Although it wés
statistically significant, the strength of the relaftion wasl quite small. Intereétingly, thé
. Legal/W, ellness occupaﬁonal group had five variables that were relatively strong ixll their

relation to job satisfaction (i.e., Age = -.51, Education Status = .50, Gender = .59, Marital

Status = .59). However, none reached statistical significance due to the small sample size -

@=9).

Overall the relatlionships between job satisfaction and fhe demographic variables
were limited at best. Although the occupatiénal area of LegaVWellneés professionals
appeared intriguing, the small sample size cast considerable uhcertainty about the meaniﬁg

of these correlations.




- In conclusion, the data provide an interesting focus on the dispositional factors
influencing job satisfaction. The strength of numerous domains of the FFM in relation to

job saﬁsfaction can not be overlooked. Additiénally, the lack of significant correlations

~ between demographic variables and j ob satisfaction was somewhat unexpected. Overall,

the correlational analyéés provided unique information, specifically considering the FFM

domain of Neuroticism within the different job classifications and occupational areas.

Regression Analyses

Stepwise regression analysis was used to examine the combined contributions of

the FFM,'démographic variables, and pay to job satisfaction. As previously addressed,

- stepwise regression analysis was utilized due to the inconsistent findings of previous

empirical studies. Therefore, thé case for ordering variables, as in a hierarchical analysis
was not appropriate (W ampold & Freund, 1987). The same sequence of statistical testing
used in the cori‘elationai analyéis was pursued in this area. Thus, the bve;all sampie of
participants was first examined, followed by the sub-groups of job classifications and
occupational area's..

Table 6 pregents the multiple regression analysis fér 'Fhe ovlerall set of participants
includiné all variables. Four of the five FFM variables (Neuroticism, Extraversion,
Openness, and Agreeableness) combinéd to account for 14% of the explained variance. |
Although the category for Pay was statistically significant (p <.001) it did not change the

amount of variance explained in the model. Additionally, although pefsonality accounts for
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14% of the variance, a single factor, Neuroticism, accounts for 10%. The other variables

that contribute to the regression model contribute little in the overall understanding of job

satisfaction.

TABLE 6. Stepwise Multiple Regreséion Analysis
for All Variables and Job Satisfaction

‘in the Overall Subject Group

" Model - _11 R? |
1 - 31 10
2 3 11
3 36 13
4 37 14
5 38 14

- Note: p<.001, N=800.

1 =Neuroticism

2 = Neuroticism, Extraversion

3 = Neuroticism, Extraversion, Openness
4 = Neuroticism, Extraversion, Openness, Agreeableness
5 = Neuroticism, Extraversion, Openness, Agreeableness, Pay

The stepwise multiple regreséion analysis was abplied to each of the four job

classification areas. Across these analyses, three of the four job classification sub-groups

shared the initial pattern presented in the overall combined participant analysis.

Neuroticism was the dominating factor. In the Senior Management job area the multiple

R”for predicting job satisfaction was .52 (p <.001) for Neuroticism alone. It increased to |
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.63 (p <.001) when Age was added to the equation. In the Middle Maqagement job
classiﬁcatioﬂ group 18% of the vaﬁance was; accounted for by Neﬁroticism. The multiple
R’ increais?:d t0 .24 (p <.001) when Extraversion was aﬂ'lxed, to the model. For an—
éupervisors, Neuroticism accounfed for 8% of the.variénce, incre'iasi'ngl to 10% and 11% a§
Agreeableness and O;;ehness were added-respectively to the model. Finally, in the
Supervisory job classification Extraversi§n was the only factor that contributed to thel
pfedictive modvel at R’ of .11 (p <.01). For all of these job classifications the explained
variance was accounted for by very few variables, Adding additional variables lto t.he
equations pr(-)vides‘no incremental benefit in predicting j éb satisfaction.

- Moving on to the analysis of occupational areas, Neuroticism continued to be the
dominant factor in the regression modéling. Of the six groﬁps in this area, Neuroticism
was the prim'ar;ll predictive factor in five of these six occupational sub-grpups. in the -
Techniqai occupational éréa Neuroticism acééunted for 10% of the exbiainéd yariance._
Extraversionl wés fﬁe only other signiﬁcant contributor increasing the muitiple R*t0.12 (p
<.001). In the Businésé occupational division, Neuroticism was the main contributor with
the multiple R?at .10 (p.<.001). Additional variance was accouﬁted for by Openness
(increasihg the R%to .16, p < .Oi), Extraversion (R to .20, p < .05)l and Age (R to .22, D
< .05). In the Human Resources occup?.tionai area Neuroticism was the only significant
predictor, accounting for 31% of the explained variance (p <.001). In the Administrative
occupational sub-group Neuroticism accounted for 22% of the gxplained variance (p <
.001). Additionally for t}ns group, Marital Status and Yéars in present job increased thé

explained variance (R%) to .28 (p < .05) and .33 (p < .05), respectively. The
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LegaVWellne§§ occupafional group had a huge portioﬁ of the explained variance predicted
by Neuroticism ®? of .87, p <.001). However, the small sample size of the group (n=9)
renders this finding rather suspect. Finaily,. in the Non;exempt employee occupational area
Neuroticiém had no contributing influence on the regression model. In this group,
Agreeableness was the predominaﬁt factor at R of .11 (p < .01): Two other factors
helped predict job satisfactioﬁ within this group, Yeérs with fhis comp.any.at 3_2 of .15 (p < .
01), and Pay at R? of .20 (p < .05). |

Lool%ing at all of the stepwise regressioﬁ models, the FFM domain of Neuroticism
'had the mdét consistent relafioﬁ with job .sati'sfaction. In eight of the ten sub-cafegories of
parti'cipantsl and in the ovefall. participant group, Neuroticism was clearly the main
goﬁtributor to the explained variance in.understanding job satisfaction. Further, no other
personality or demographic charaéteristic emerged as a consistent, additional predictor of -
job satisfaction. In the regression analy.ses, Neuroticism essentially stands allone as the
primary predictor of jéb satisfaction. However, other dispositional variables do 'appéar to
‘havelan important relationship to job satisfaction in -speciﬁc job ciassiﬁgations and

occupational areas.

Additional Analyses

Some investigators proposed that a singlé-item measure of job satisfaction
provides a measure with optimal content validity. However, one item has lower reliability.

The minimum reliability of a single item for the measurement of job satisfaction, in this
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instance, was provided by N_unnally (1978, p. 220) as the “correction” for attenuation.
Wanous and Reichers' (1994) _lformula was utilized here to continug: to expand the
efnﬁirical undéfstanding Qf single item measurement theory assessing the ddmairll of job =
satisfaction.

' The correction for attenuatidn formula is “Iyy = 1y / [ (t0) (tyy) 12, wﬁere & =
correlation bétween_x aﬁd y; I = reliability of variable x; Iy = reliability of y; and 1, =
estim#ted ‘true’ correlation between x and y if both variables ixad been perfectly
measured” (W anous & Reichers, 1994, p. 7): In this sﬁ'dy the x variabie, the reliability
coefﬁcieﬁt of the general job satisfaction, §vas .81. The y variable represents the single
item measure of j oB satisfaction. The correlation between the gené;ral job satisfaction

measure and the single item measure (ryy) utilizing the total participants (N = 800) was .70

(p <01). If the assumption that the true estimated correlation between the general job

 satisfaction scale and the single item measure, when both variables had been perfectly .

matched, was eciual to 1.06, the resulting estimated reliability for the single item measure
(ryy) would be .61. Table 7 prg'sents the correlation between the général joﬁ satisfaction
measufe ;cmd the single-item measure, with the resulﬁng estimated reli_abilitieé, for the four
job classifications and the six OCcupatiohal areas.

- Nine of _the ten sub-groups had significant correlations greater than .50, Tl;e
resulti‘ng estimated reliabilities exceeded .50 for eight of the ten groups. Additionally, if
the true correlation were to equal a lower value, such as .90, the resulting reliability for

the single item measure would be .76 utilizing the total sample. These findings were



Table 7. Correlations Between the General Job Satisfaction
Measure and the Single-Item Measure with
* Resulting Estimated Reliabilities (ryy)

Categories ' , I Iy
Senior Management .30 A §
(n=29) |

Middle Management S 82%* .83
(n=140) -' '

Supervisory : : 66%* - .53
(n=95) '

Non-supervisory ' 70%* .61
(0 =509)

Technical : o) L 62
(n=327)

Business 67 55
(n=153)

Hu'maaneSOurcles .84%* ' .86
(n=38)
- Administrative’ S 76%* 71
(n=83) | '
Legal/Wellness 70* el
(@=9) _
‘Non-exempt 55%* Y
(n=118) ' o G

*p <.05. *p<.01.




consistent with those presented by Wanous and Reichers (1994), Wanous and Reichers

(1996), and Wanous et al. (1997).
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CHAPTER V
DISCUSSION

The purpose of this study was to examine the utility of the five-factor model
(FFM) of personality as a tool‘flor better understanding of job satisfaction. The FFM is
comprised of the aomains of Néuroticism, Extraversion, Agreeableness,
Conscientiousness, ana Openness. Ihe research questions focused on the relation betweenl |
glispositional factors (e.g;, personality, age, geﬁderj and job sdtisféction over alllarge,

somewhat diverse group and within specific occupational areas and job classifications.

Research Questions

The first area of investigation highlighted the FFM vlariables in relation to job
satisfacﬁon. Prgvidus research l(e. g., Furnham & Zacherl, 1986; Organ & Linél, 1995;
Sterns et al., 1983) yieldéd mixed resul'.cs in understanding the relétion between job
satisfaction andltlhe FFM. 'However, fhese studies did show somé consistency in finding a |
relatién betWeen Neuroticism and job satisfaction. This study supported the relation
between job :satisfactioh ana the FFM variable éf Neuroticism. When considering the data
across the ﬁ111 participant group, Neurqticism' was significantly, but only moderatelyl
related to job satisfactic;n énd it accounted forl 10% of the variance in the multiple

regression model. Additionally, it was very interesting to find that Neuroticism was |
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statistically significant in all but one of the six occupational areas and all of the four job
classification areas in this study.

Based upon these findings, it is important to consider the emotional stability (i.e.,

- Neuroticism) of an individual in considering job satisfaction. Such information is

parficulérly relevant to applied situations, including, but not limited to, job satisfaction and
occupational selection (Holland, 1985a). That is to say, an individual considering the
possibilify of changing employment should first consider how their preéent emotional
perspective contributes to the decision making process. Althoqgh McCrae andl Colsta

(1990), and Costa and McCrae (1994) emphasiied the stability of adult personality, the .

- possibility of life stressors influencing an individual’s emotional stableness should not be - B

overlooked. Since Neuroticism contributed in a fairly substantial fashion to lthe | |
understanding of job satisfaction across o'ccup'ationall groups and in different job
classifications, this domain therefore. contributes an impOrtanlt aspect of vocational
coﬁnseling that rﬁay have been overlookgci in the baét (Costa, MIcCIrae, & Kay, 1995).
Itis intéresting to note at this péint that Gelso and Fretz (1992), and Herr and
Cramer (1992) emphasized a hélistic approach to the prqcéss of vocational counseling.
Specifically, Herr and Cramer (1992) after reviewing numerous' career decision-makihg =
models, focused on affect or emotion as a key fundamental area that must be understood
to help an individual in the process of career selection. The utilization of the FFM would
therefore provide .additional insight for this process, particularly throxigh the domain of
Neuroticism, in assessing the emotional stability of individuals considering volcational

decisions. Thus, the utilization of the NEO PI-R (Costa & McCrae, 1992) in addition to
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Holland’s SelfDirscted Search (Holland, 19856) would blel expected to provide critical
information to career counselors, ultimately aiding theig client’s search for job satisfaction. -
Although Neﬁ_roticism waslthel major component in understanding job satisfaction,
other FFMI-variables also contributed to an increased understanding in this areﬁa. In fact
all of the FFM variables, with the excélstion of Openness, were significantly related to job
satisfaction. Interestingly, in the multiple regression analysis Openness was a contributing
factor, although the additisn of Extraversion, Openness, and Péy in the stepwise
regression only represented an additional 4% of the variance accounted for in the model.
If specific occupational areas and job classiﬁcations wesé not addresséd, an
interesting part of ths story of the relationbetween job satisfaction and dispositional
variables would bs lost. In the job"cl_assiﬁcatiori categ'orj of Senior Managément,
Conscieptiousness, Age, and Extraversior_l were all strongly related to job satisfaction. -
When addressed in the stepwise regression model Conscientiousness added an additional
8% to the accounted for variance to Neuroticism as discusssd earlier. This appears to be |
an admirable finding in some respects, since the decision making emphasis of a
corporation might well bea major compsnent for ssnior management. Thus,
Conscientiousness, which measures a rational competent demeanor, may lead t§ increased
job satisfaction in this specific classification. In the Middle 'Managemgnt sub-group only
Extraversion added to the understanding of jOB satisfaction. With a co;relation of .22 (p
<.01) and an addition of 4% of tﬁe variance accounted for in the fegression model,
Extraversion added to fhe understanding of the‘r'ellation between jdb satisfaction and

dispositional variables. In the Non-supervisory category Agreeableness and Openness
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combined to account for only an increase of 3'% of the explained variance in the regression
model. Finally, in the Supervisdfy group, where Neuroticism did not acc;d'unt fof
signiﬁcant variance in the regression model, Extraversion and Openness accountedv for 7%'
and 4%. receptively, of the expléinéd variance in the model.

Acrdsé the occupational areas the FFM variables cpntinuéd to enhance the
understanding of the ;elatic)n to job satisfaction and dispositional variables. Specifically,

Extraversion, Openness, and Agreeableness contributed to the explained variance across

different occupational areas. For example, in the Business category, Openness and

Extraversion contributed 6% and 4% respectively to the explained variance in the model.
While in the Non-éxempt occupational area all of the significant variance, 10%, was
accounted for by Agreeabieness. Finally, other dispositional variables .s'uch as Age, Marital

Status, and Years on the Job, contributed in unique ways within specific occupational

* groups to the variance accounted for in job satisfaction. Specifically, in the area of

Legal/Wellness Professionals, Marital Status and Years on the Job contributed 6% and 5%
of the explained variance, respectively. Additionally, in the Business dccﬁbationai

category, age contributed 2% of the explained vaﬁance in.the model. Therefore, it would

~ appear that the addition of some more specific dispositional variables must be considered

in 2 occupational spéciﬁq context to understand the reiétion of these variables to job
satisfaction. |

- Interestingly, Cc;sta, et al. (1995) presented the Idleve'lopment of ITlhe NEO JoB
Profiler, to address the unique aspects of the FFM fo specific occupations. This study

appeared to confirm the need to invoke distinct vocational choice decisions with the FFM
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by understanding thé components of personality that might contribute to satisfaction in an
unusual manner. FocuSing on the FFM, in general, across vocatioqal areas mi'ght not be -
the best utilization of enhancing the power of understanding in the arena of vocational
- choice. | |
The final discussion area addresses the question of the single-iteml measures of job
satisfaction. The correlation between the five itém job satisfaction ﬁeasure (Hackmaﬁ &
Oldham, 1975) and the éingle-item measure for the overall subjecf groﬁp was .70 (p <
.01). Within each of the foqr job classification areas and the six occupational areas, the
correlations between meaéures ranged bet.we'en .30.(nonsignificant) and .84 (p < .Oll). Six
of these ten larelas resulted in acMeﬁng cotrelations .70 or greater. Only the Sei}ior
Management job classification area with a .30 eonelation did not achieve signiﬁcancel.:
Review éf the data and analysis in this area did notl lend to answering why this unique
| relatlon was found for only thlS one group Nonetheless i it is interesting to note utlhzlng
Nunnally s (1978) correction for attenuation formula, that the ﬁndmgs in this study were |
consistent with those reported by Wanous and Reichers (1994), Wanous and Reichers
ll(1996) and Wanous et al. (1997). It would therefore seem that although not alwéys the
prefe'rred methc;d for collection of information to undersltand the construct of job |
satisfaction, single-item measures do provide the possibility of impbxjtarit informlation that
should not be discarded. The emphasis n;l_LlISt be placed upon utilizing clear and concise

single-item measures only when the situation dictates.
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Limitations and Future Research Considerations

The major limitation to this study.was the tnability to establish causation due to the
correlational ldesign' utilized. Theret‘ore, inferences of capsality were inappropriate. That is
- not to say that the findings presented are not without merit. Although the relation between
certain dispositional variables and job satisfaction was apparent, the direction of influence
is not. For example, does heightened Neuroticism cause lower job satisfactiort or does
lower job satisfaction lead to heightened Neuroticism? While an answer may seem
intuitively obvious, the quéstion was unanswerable in this study. Thus, the lack of
manipulationlof Qariables begs for the possibility of utilizing a more controlled
experiméntal design to 'understand the directional influence between job satisfaction and
personality dinﬁénsions. Additionally, the use of structural equation modeling could lead to |
increased undefstanding ot’ the possible directioo of inﬂuencc 'be.tween job satisfaction and
'personality (Fassinger, 1987).

Another limitation was based upon the measures uti_lized. Although the focus of |
this study was oh thelﬁlve main domains of the FFM, itlcould be argued thatusilng more |
detailed facet areas within each.domain would contribute additional understanding. - |
Recently, Costa (199%6) emphasizcd the utilization of the 30 facet areas, six in each of the
FFM five domams to better understand the eﬁ‘ects of personality in the workplace The
more comprehenswe information prov1ded by all the facet areas of the FFM may

contribute greatly to the specific aspects of the relation to job satisfaction. For example,

the domain o_f Neuroticism is comprised of Anxiety, Angry Hostility, Depression, Self-




65

Consciousness, Impulsiveness, and Vulnerability (Coéta & McCrae, 1992). It may be the
case that Depression and Anxiety migh"c lead tb lower job satisfaction; while Impulsixl/enelss
has relatively little relation to this sarﬁe cohstruct. Future research should theréfofe utilize
the additioq of facet specific scores to increage the overall uhderstanding of fche
relal.tiolnship between job satisfaction and perlsonality. Additionally, the measure of Gverall
job satisfaction and the reiation to disﬁositional variables might be enhanced through more E
specific measures of jOb satisfaction. For examplé, the utilization of the Job Descriptive
Index (Smith, et al., 1969) whjcﬁ provides specific satisfaction scores for pay, work,
promotion, sup'ervlision, and éoworkers, might provide a more precise understé.nciing of
~ the FFM dispositional inﬂuences.l Again, the expansion of vaﬁableg Iﬁight lead to increasedl
understanding, but might also lead to a misunderstanding, in 'lche applied sense, of
vocational choice and the relation to job satisfaction. l

- There arelselverall issues related to the participant's that cfe'at'e's liﬁﬁtations to this
study. Sinée all participants were members of a single corporation, the generalizability of
this stpdy is limited. The possibility of “cultﬁral” implications from a single corpora'tion'
could influence the findings presented. Although this begs for continued research across
different corp orations and businesses, it should be noted that the individual differences
discussed in the relation of job satisfaction and thg FFM may not be uhique to this one
corporate setting. In other wqrds, dismissing the strong relation between job satisfa_'lction
and Neuroticism due to the participants of this study seems unwise. An additional
Jimitation éoncerning the participants of this study was the somewhat sniall 'slample sizes in

specific job classifications and occupational areas. Additionally, some demographic'
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variables, such as Race/Ethnicity, were limited in participant diversity. In this case,

approximately 83% of the sample were characterized as White/Caucasian. A more diverse

sample could lead to an increased understanding in the area of individual differencesin

rglation to job satisfaction. Also, the job classifications and occupational areas of this
corporation might lnot have been representative of “corporate America” as a whole and did
not appear to align with Holland’s typology. Nonethgless, this is one of the first studies
that considered the influences Iof different job classifications and occupé.tional areas in
understaﬁding the FFM in relation to job s'atisfaction._ |

. Additioﬁally, the concern of mono method bias as addressed bleook and
Campbell (1979) must be considered. This study utilized self-report measures for the FFM
démains of personality and job saﬁsfaction. Although the order of completioﬁ of the
surveys was manipulated, as discussed in Chapter III, no other means to assess job
éatiéfaétiog or personality were utilized; Future studies might therefore incorporaté the use
of observer ratings for ;clséessing personality and focus bh the relationlbetween self ana
'obser'v'e.rs’ ratings (Funder & West, .1993) to minirl_nilze the possibility of self-report, mono

rhethod bias.

Conclusions

The findings in this research point toward a need to incorporate the FFM in a
comprehensive analysis of job satisfaction. On one hand, the relation between Neuroticism

and job satisfaction can not be overlooked. This is especially true given that personality
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stability appears to be an adult phenomenon that can influence satilsfactionl in the
wofkplace (McCrae & Costa, 1990; Costa & McCrae, 1994). Additionally, this is
important because it gives some indicaﬁon of the possible direction of caﬁsation in this
area. That is, emotional stability may indeed lead to incréased job satisfaction. Failure to
use the FFEM neglects important infonﬁation in helping an individual with a major life
‘ldecisioﬁ, On the other hand, ethical counseling can not be pursued in a vacuum of a single
domain to personality, namely the area of understanding Neuroticism. This lends the focus
toward continued research in the utilization of the full five-factor fnodel in .fhe process of
‘ vocaﬁonal counseling.

| Additionally, as much as this study focused on six different occupationél areas and ‘
four speciﬁc job classifications, the results must be intéi‘pr‘eted as rﬁore of a beginning,
vefsus the final answer in the inferactional perspective between disposition aﬁd situation.
‘What other variables nﬁght enhance this interactional perspective beyond those considered
here? Could the inﬂuenéé of location in the global ecohomy, for example, be a
misunderstood component in the worla of work today that nﬁgﬁt change the
understanding of job satisfaction into the next century? The plethora of possibilities seéms
to necessitate the continued study of this topic from such diverse perspecti§es and toward
the extension of the understanding of the construct of job satisfact;lon. -

An additional issué' of utilization of single-item measures remains one of concern

from both a practitioner and scientist perspective. The B‘alance rhight be that since the
practitionef side has a need to utilizé this form of méasu'rement, that the researcher has the

responsibility to continue to empirically evaluate this area.
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Perhaps the insight provided by Parsons (1909) almost a century ago is firﬁeless in
simplicity, yet endless in the 'qulest of knowlec:lge in vocational counselin.g'. Likewise, Gelso
and Fretz (1992) continﬁed to emphasize the use of interactional models as a major th'elme.
in counseling psycholégy, specifically in the vocational ﬁnderstanding arena. Pethaps the
time has come to return to the pasi with a fresh outlook through the five-factor fnodel,
allowing for a continued enhancement of the process of vocational choice and the ho;;e for

a resultant increase in the understanding of job satisfaction. .
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APPENDIX A
. DEMOGRAPHICS

Please provide the most appropriate response to the following questions.

: ___-__Gender: 1. Male 2. Female

Age: - 1.18-29

2.30-39
3. 40-49
4, 50-59

5. 60 & Over
* Marital Status: 1. Married 2. Single (Separated, Widowed, Divorced)

________Racé/Ethnicity: 1. Asian American
| 2. Black/African American
3. I—Iiépanic/Lati;lo
4. White/ Caucasian

5. Other (Please specify):




—_Education: 1 High school or equivalent
2. A.;‘.sociate degree or trade school completed
3. Baéhelérs degree
4. Masters degree

5. Doctoral or professional degree

_____ Present Annual (gross) Pay Rangé (in 1000 dollar increménts):l
- 1. Less than 25
2.25-50
3.51-75
4.76-100
.5. 101-125
6. 126-150

7.151 or more

— Yearswith This Corporation:
| 1. less than 1
2.1-4
3.59
4.10-14
| 5.15-19

6. 20 or more
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__ Yearsin 'Preseﬁt Job:
1. less than 1
2.14
3.59
4,10-14
5 15-.19

6. 20 or more

___._Occupational Area:
| 1. Technical
2. ﬁusiness (ABS, Financ;é, etc.)
3. Human Resbu;ces
4. Administrativé |
5. LegaVWellnes§ Professionals

6. Non-exempt

Job Title:
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Job Classification:
1. Senior Management
2. Middle-management
| 3. Supervisory (front-line)

4. Non-supervisory responsibilities

Please check: Did you write a number in each question?

Thank you.
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APPENDIX B

BIG FIVE INVENTORY:

VERSION 44

Here are a number of characteristics that may or may not apply to you. For example, do

you agree that you are someone who likes to spend time with others? Please write a

number next to each statement to indicate the extent to which you agree or disagree with

that statement.

Disagree Disagree Neither agree Agree Agree
strongly a little nor disagree alittle . strongly
1 2 ' 3 - 4 5

Isee Myself as Someone Who...

__ 1. TIs talkative | | | | ' __23. Tends to be lazy

___2. Tends to find fault with others _24.1s emotionélly otable, not easily upse’_t
__ 3. Does a thorough job | ___25.Isinventive

___4.Is depressed, blue __26.Hasan asserfivo personality

_5 Is original, cofnes up with 1.1elw ideas __27. Can be cold an aloof
__6.Isreserved - | o 28 Perseveros until the tlask is finished
__7.Ts helpful and unselfish with others -__29. Canbe Imoody

___8. Can be somewhat careless __30. Values artistic, aesthetic experiences




Disagree Disagree Neither agree - Agree '.Agree
strongly a little ‘nor disagree a little strongly
3 4 s

1 : 2

__ 9. Isrelaxed, handles stress well

__31.Is sometimes shy, inhibited

__10. Is curious about many different things __ 32. Is considerate and kind to almost

| __11. Is full of energy

__12, Starts quarrels with others
_13.1s a reliable worker

__14. Canbe ténse

_15. Is ingénious, Ia deep thinker

__16. Generates a lot of enthusiasm

___17. Has a forgiving nature

;18. Tends to be disorganizéd

19, Worries a lot |
__20. Has an active imagination
__21. Tends to be quiet

__22.Ts generally trusting

everyone

__33. Does thing efficiently

34 Remains calm in tense situations

__35. Prefers work thaf is routine

__36.1s outgoing, sociable

" 37.1s sbmetimgs rude to others

__38. Makes plans and follows through
with them S

__39. Gets né&ous easily

__40 Likes to reflect, play with ideas

_41 ﬁas few Iartistic interests

__A42. Likes to cooperate \lNith othe;rsl

l_43. Is easily distracted |

__44. Is sophisticated in art and music

Please check: Did you write a number in front of each statement?

Thank You.
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Scoring the BFI: (V44)

Scale name (Number of items on the scale) / Item numbers on the BFI (V44)

Extraversion (8 items)

1, 6R, 11, 16, 21R, 26, 31R, 36

Agreeablenéss (9 items)

2R, 7, 12R, 17, 22, 27R, 32, 37R, 42

Conscientiousness (9 items)

3, 8R, 13, 18R, 23R, 28, 33,38, 43R

Neuroticism (8 items)

4,9R, 14, 19, 24R, 29, 34R, 39

Openness (10 items)

5, 10, 15, 20, 25, 30, 35R, 40, 41R, 44

Scoring Instructions

Reverse score items marked with an R, then sum up the items on each scale and divide

that sum by the number of items on that scale.




APPENDIX C

GENERAL AND SINGLE ITEM MEASURES OF

JOB SATISFACTION

Please respond to the following five statements with one of these seven responses:

76

1. Stfonelv Disagree 2. Disagree 3. Slightly Disagree

4, Neutral 5. Slightly Agree 6. Agree 7. Strongly Agree

1. Generally speaking, I am very satisfied with this job.
. 2. Ifrequently think of quitting this job.

3. I am generally satisfied with the type of work I do in this job.

4. Most pe_bple on this job are very satisfied with the job;

| 5. People on this job often think of quitting.

Please answer the final question with one of the following seven responses.

1. Extremely Satisfied 2. Satisfied 3. Slightly Satisfied _4. Neutral

5. Slightly Dissatisfied 6. Dissatisfied 7. Extremely Dissatisfied.

How satisfied are you with your job in general?

Please check: Did you write a number in front of each statement? '

Thank You. -
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Scoring for the General Job Satisfaction Measure

Reverse score items 2 and 5, then sum the item scores and divide by 7.

Single Item Measure Score

Utilize the single score (1 through 7) provided for this single-item.



APPENDIX D

INTERCORRELATIONAL MATRIX FOR THE FIVE—IFACT'OR MODEL

.18
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APPENDIX E

INTERCORRELATIONAL MATRIX FOR DEMOGRAPHIC VARIABLES
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APPENDIX F

- MEANS AND STANDARD DEVIATIONS FOR THE FIVE-FACTOR MODEL

FOR THE TOTAL SAMPLE AND BY JOB CLASSIFICATION
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APPENDIX G

MEANS AND STANDARD .DEVIATION'S FOR THE FIVE-FACTOR

- MODEL BY OCCUPATIONAL AREA

84



85

SSOUSNONUSIISUO)) = ) ‘SsauuddQ = O SSSUS[qeaaITY = Y WSIONOMIN = N ‘UOISISABRNXH = °§ -1 §19[80S :SIION

om.. 1€% 09 wo.v. | .mv. SEy . mm..\ 149 % 0s" vivy Vw. 8I'Vy 0
¥S L9E . | 29 vm..m : .. 16 .mw.m y9° T8¢ | N.\.. (A% PS OL°E . 0]

. 09" 71y 1L Nm..m . 114 m.m.v £s wﬂ.v 0S5 66'¢€ . _ mm Oy B vV
gL _mv.N | m.uo. ore . 18" 6£7C : 08 .\.v.N N.\.. S A4 .mo_. |4 | | N
08 8¢'¢ | Vm.. £6°¢ . 18 v_m.m _ . 06’ mv.m., 08 OP'€ 6L 1¢°¢ H
© W ...mw R n.w " @S W @ W @ W oaummA
gr =% - o1 =T 78=T1 ge=T ss1 =T §7c =T

1dwaxa-uoN SSOU[OMN/[ES9] - SANRISIUNUPY $90IN0SYY UBWINY ssauisng Jeoruyda ],




APPENDIX H

FREQUENCY AND PERCENT FOR GENDER

AND AGE BY OCCUPATIONAL AREA

86



87

60 1 00 O 0°¢ 1% Le 1 00 O 90 ¢ 1940 %2 09
60T ¢tT 7 T 0S¢ 8¢ 0°LT 01 9'0C 6T 612 ov 65-0S
9ty 8 L99 9 | §Te 9T §'6S . TC oy LS . VIS $91 6¥-0v
00¢ €€ 00 0 €T L v's ¢ 29t 1S 01T L9 6¢£-0¢
Sv ¢S | A €9 ¢ ve T 8C V¥ 0¢ 91 6Z-81
o8y

viy  SS 001 1 I'lL 65 00s 61 L'LT ¢t 881 ¥9 o[BS
9Cs 19 006 6 6'8C V¢ 0°0S .2. £zl TII 18 $9T SlEIN
Iopusn

i I a I a I I 3 i I I 3 aqENEA

1dwaxa-uoN ssau[o B&wmoq mwoammzm ERJUURER R

SATJRX)STUTPY

$302IN0S3Y UsWInHy




APPENDIX I

FREQUENCY AND PERCENT FOR MARITAL STATUS AND

RACE/ETHNICITY BY OCCUPATIONAL AREA
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APPENDIX J

| FREQUENCY AND PERCENT FOR EDUCATION STATUS

BY OCCUPATIONAL AREA
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APPENDIX K

FREQUENCY AND PERCENT FOR ANNUAL GROSS PAY

BY OCCUPATIONAL AREA
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APPENDIX L

FREQUENCY AND PERCENT FOR YEARS WITH THIS

' CORPORATION BY OCCUPATIONAL AREA
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APPENDIX M

- FREQUENCY AND PERCENT FOR YEARS IN PRESENT J OB

BY OCCUPATIONAL AREA
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APPENDIXN =

FREQUENCY AND PERCENT FOR JOB CLASSIFICATION

BY OCCUPATIONAL AREA
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APPENDIX O

FREQUENCY AND PERCENT FOR GENDER AND AGE

BY JOB CLASSIFICATION
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APPENDIX P

. FREQUENCY AND lPERCENT FOR MARITAL STATUS AND

RACE/ETHNICITY BY JOB CLASSIFICATION
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APPENDIX Q

FREQUENCY AND PERCENT<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>