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The use of personality invemorics for selection purposes was embraced with 
great emhusiasm by both the American military and private corpor.itions in 
the decade following thc World War II (Mount & Barrick, 1995). However, 
many rcsearchcrs soon came to view personality variables as being of little or 
no value to the prcdiction of job performancc or job satisfaction. This dismissal 
of the value of personality testing was to span much of the next 3 decades. 

In their review of the history of personality research, Mount and Barrick 
(1995) attribute this dismiss:1! of personality testing to a number of factors. 
Among these factors were reviews of the literature that found only modest re­
lationships between a broad range of personality scales and job performance. 
For example, in a review of 113 studies conducted between 1919 and 1953, 
Ghisclli and Bartol (1953) found an over.ill mean correlation of .22 between a 
range of personality variables and job performance. Guion and Gottier ( 1965) 
subsequently concluded that none of the personality measures then reported 
in the literature were useful as selection tools. Shortly thereafter, the use 
of personality testing for personnel selection found itself caught up in the 
wider Mperson-situation" debate in which Mischel (1968) argued that situa­
tional variables were far better predictors of behavior than were personality 
measures. An additional factor plaguing personality research was the sheer 
number of personality theories and personality inventories. Consequently, it 
was very difficult to equate findings across studies and to summarize research 
results. 
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Recently, there has been renewed interest in the role that personality plays 
in job-related performance, satisfaction, attitudes, and behaviors. In their 
book, Personality i11 /be \Vorkplace, Hogan and Roberts (2001) discuss four 
major reasons for this rediscon:ry of personality after so many ckcades of 
criticism. First, although cognitive assc.:ssment has long bc.:en the.: sel<:ction 
method of choice, it has come under tire for having an adverse.: impact on 
minority group members. \\'ell-constructed personality inn:ntories arc.: rela­
tivelr race and gender neutral. making them attractive adjuncts to cognitin: 
assessment in the selection process. 

A second reason for the renewed interest in personality measun:s was the 
emergence of the Five-factor ~!odd (FF~I) of personality (Hogan & Roberts, 
2001). The FFM provided a much needed, empirically validated schema for 
classifying personality measures and imposing order on the confusing mass 
of personality-job performance literature. The resulting order laid the foun­
dation for new investigations of the relationship among personality and job 
performance and job satisfaction. 

A third factor for the renewed interest in personality measures was the U.S. 
Army R,esearch Institute study, • Project A" conducted in the 1980s (Hogan 
& Roberts, 2001). Project A investigated methods to improve the sdcction 
process for entry lcvd army jobs. The results of this study (Hough. Eaton, 
Dunnettc, Kamp, & McClor, 1990) perstiadcd manr doubters that personality 
assessment could be a very valuable component of the selection process. 

The fourth reason for the renewed intcrest in personality measures was the 
development ofincreasinglr sophisticated meta-analpis techniques (Hogan & 
Roberts, 200 I). Over the last several decades, meta-analysis has ernl\·ed from 
a simple summing of effects sizes across studies into :1 complcx statistical 
procedure requiring many well-informed decisions regarding corrections for 
error and bias in data sets. It is far beyond the scope of this chapter to discuss 
the technical aspects of meta-analrsis. Suffice it to say that mcta-analrsis repre­
sents an objectivc, well-articulated method for summarizing rdated research 
findings. 

The results of more recent meta-analrtic reviews have been interpreted 
by the applied research community to suggest that personality assessments 
were more useful predictors of job-related behaviors than previous literature 
reviews had indicated. For example, a meta-analrsis investigating the rela­
tionship between personality and job performance conducted hy Schmitt. 
Gooding. Noc, and Kirsch (1984) found a mean correlation of .21 bet,veen 
32 personality scales and ratings of joh performance. This correlation has 
a very similar size to the value previously found and dismissed by Ghiselli 
and Darthol (1953). However. it had the advanta~e of having been arrived at 
through the use of a more sophisticated data summarization method. 

Although Schmitt et al. ( 1984) used meta-analysis to objectively summarize 
research findings across a number of studies, this investigation still lacked a 
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parsimonious method for organizing the personality variables thus summa­
rized . Subsequent meta-analyses (Hurtz & Donovan, 2000; Barrick & Mount, 
1991; Mount & Barrick, 1995; Salgado, 1997; Tctt,Jackson, & Rothstein, 1991) 
addressed this shortcoming by using the FFM of personality to pro,·ide a sim­
ple and theoretically coherent organizational scheme for the wide range of 
personality measures found in the job performance and job satisfaction liter­
ature. 

In the pages that follow, we begin our exploration of the topic ofYOcational 
psychology anu personality with a brief overview of the FFM of personality. 
\X'c then reYiew meta-analytic studies of personality and job performance. 
This is followed by a section concerning personality and job satisfaction. 
Finally, we condudc this chapter with a discussion of personality and wcll­
b<:ing. 

TIIE FIVE-FACTOR MODEL OF PERSONAIJTY 

The fFJ\t is currently the most widely accepted theory of the structure of 
personality. The origins of the FFM Jay in efforts of researchers to replicate 
Cattell's 16-factor personality structure (Mount & Barrick, 1995). Although 
the researchers were unable to extr..ict C:1ttcll's 16 factors from their data 
sets, they consistently extracted a very similar set of five factors. As might be 
expected, in order for only five factors to describe the width and depth of 
human personality, each factor has to be quite broad. 

Given the breadth of these factors, it is not surprisingly that over several 
decades of research, different personality theorists have emphasized differ­
ent aspects of these dimensions. 1l1ese differing interpretations were often 
reflected in the labels attached to each factor. However, in recent years there 
seems to be a convergence in the literature toward referring to the FFl\·I 
dimensions as E:i.traz•ersio11, A,~reeableness, C011scie11tio11s1wss, Emotirmal 
Stabili(g and OjJe111zess to £\parience. It should be noted that each of these 
fiye factors is bipolar and that these labels reflect only the wpositivc" pole 
of each dimension. For the sake of brevity, only the wpositi\'e" pole of each 
dimension is described. However, the wnegative" pole of each dimension may 
easily be conceptualized in that it represents the opposite set of personal­
ity characteristics. It is important to emphasize that the negatiYe poles of 
the fFM dimensions do not necessarily indicat_e pathology. ·Rather, they rep­
resent different constellations of response tendencies which, depending on 
circumstances, c:111 le;1d to beneficial or harmful consequences. All of the FFM 
dimensions, taken to their positive or negative extremes, hold the seeds of 
dysfunction. The following descriptions of each dimension arc dr:iwn from 
the excellent summary table found in Mount and Darrick (1995, pp. 161-
164). 
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The E\·trm 1ersio11 dimension is associated with characteristics such as he­
ing sociable, gregarious, talkative, assertive, adventurous, active, energetic, 
and ambitious. 

The Agreeableness dimension is associated with characteristics such as 
being courteous, good natured, flexible, trusting, cooperative, forgiving . em­
pathic, caring, soft hearted, and toler.tnt. 

The Conscientiousness dimension is associated with characteristics such as 
being careful, thorough, responsible, organized. efficient, persevering. hard 
working, and achievement oriented. It has been argU<.:d by some researchers 
that this dimension is better n:presented by descriptors suggesting lkpcnd­
ability, when:as others have argued that it is better represented by descriptors 
suggesting achievement. Mount and Barrick (1995) concluded that both sets 
of descriptors were required to fully capture this dimension . 

The E111otio11al Stability dimension is associated with char.ictcristics 
such as being calm, composl:d, poised, resilient, adaptable. and self-reliant. 
(It should he note<l that this FFl'vl dimension is still frequently n:ferred to as 
Neuroticis111 in the literaturl:. Howc,·er, the authors kd that it is inconsistent 
to discuss the other four FFM dimensions in terms of their positive poles 
and this one in terms of its negative pole. Moreover, the term l\'euroticism 
has many negative connotations, and even professional audiences can easily 
misinterprl:t its meaning.) 

The Openness to Experience dimension is associated with char.tcteristics 
such as being imaginative, artistically sensitive, intclkctual, curious, polished, 
original. indcpcndl:nt, and having broad interests. As with Co11scientiousness, 
there is disagreement rcgan.Iing the best descriptors for this factor (~lount 
& Darrick, 1995). Some believe that this dimension primarilr represents an 
orientation toward culture, whereas others fed that it is better represented as 
intdkct. As was the case with Co11scientious11<!SS, a third group argues that 
both sets of descriptors arc required to fully capture this dimension. 

In summary, despite minor differences regarding the interpretation of two 
of its factors, as a whole, the rFM of personality provides a simple and theoret­
ically coherent scheme within which to organize a wide r.tnge of personality 
variables. Consequently, it has been used by a number of researchers con­
ducting meta-analyses relating personality to job performance. 

PERSONAU1Y AND JOB PERFORMANCE 

Hough ct al. (1990) conducted one of the first meta-analyses of the rela­
tionship b~twcen personality and job performance that categorized a large 
number of personality measures into a smaller number of broader personal­
ity dimensions. This work was part of "Project A," mentioned earlier in this 
chapter. This project involved the den:lopmcnt of the ADLE inventory (an in­
duction center screening instrument) for the U.S. Army. Hough et al. started 
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with Hogan ·s six-factor model of personality (Hogan, 1982). Hogan 's model 
is essentially a variant of the FD1, which divides the Extrauersio11 dimension 
into two components. Hough ct al. labdetl Hogan's six dimensions Sw:t:e119~ 

Adjust111e11t, Agreeable11ess, Depe11dabi/il)\ flltellecta11ce, anti Affiliatio11. In 
addition to thesc six dimensions. Hough and her colleagues used three cat­
egories of their own conceptual ization that they labeled Acbh•t•e111e11t. ,llas­

c11fi11iz1 : and l.oc11s of Co11trof. Thcy n:li.:rreJ to these nine constructs as 
temper:uncnt categories. 

Hough ct al. (1990) then reviewed the personality and job performance 
Iiter:1ture fro;n the period of 1960 to 198-1 and assigned the 146 content scales 
from 12 commonly used multiscak personality i1wemorics into one of the nine 
tempc1~11nenl categories. The 1111:an correlation between each of these cate­
gories anti sc\'eral criteria rclatt:d to job performance ,vere then calculated. 
Hough ct al. concluded that tht: only tcmper:1ment category that had poor 
validity ,\'as A.Oiliatio11. They further concluded that the temperament cate­
gories of S111:~e11 (l: ti ((iust 111e11 t. Ag reeable11ess •. DejJe11dabif iz1: .-1 cbiet •e111e11 t, 
and /.ocus of Co11trof were of pott:lllial importance in predicting performance 
in the ll.S. Army. 

Although the work of Hough ct al. ( 1990) was pioneering, it must be viewed 
as an intermediate step :llong the path tow:1rd imposing a parsimonious struc­
ture on the personality-job performance.: litc.:r:lturc because it used a six-factor 
\'ariant of the FF.\1 as well as three tc.:mper:1mcnt categories of the authors' 
own conceptualization. This work is also limited because it was performed 
within the context of the devc.:lopment of a screening instrument for the U.S. 
Army. Conseqt:1cntly, the primary goal of this research was test validation, not 
explor:ttion o_f personality structure. 

The first job performance meta-analysis that uscd :1 tri1e FFM was con­
ducted by Uarrick anti Mount (1991). It was to become one of the most 
frequently .cited articles in the l 990's (Mount &. Uarrick, 1998). Barrick and 
Mount ( 1991) attempted to identify all published and unpublished research 
related to job performance :lilt! personality from the years 1952 to 1988. Ulti­
mately, they identified 117 studies that they deemed appropriate for inclusion 
in their meta-analysis. These 117 studies yielded a total of 162 samples for a 
total sample size of 23,994. Darrick anti Mount categorized the studies into 
one of th·e major occupational groupings and three criteria. ·n1c five occupa­
tional groupings were professionals, police, m:lllagcrs, sales, anti skilled and 
semiskilk:J workc:rs. The three criteria were job proficiency, tr:1ining profi­
ciency, and personnel data. Uarrick and Mount further classified these criteria 
as being either objective or subjective ratings. The personality measures used 

. by these studies were assigned by :1 team of tr.tined raters to one of the di­
mensions of the FFM or to a sixth "miscell:meous" category. 

Uarrick and Mount ( 1991) analyzed the data three different ways. The first 
analysis examined the mean corrc:lations of the five: personality dimensions 
with each of the five occupational groupings across all three criteria. The 



272 WALSH AND EC.GERTH 

second analysis examined the mean correlations of the personality dimen­
sions with each criterion across occupations. The third analysis examined 
the mean correlations of the personality dimensions with outcome criteria 
classified as either objective or subjective across both occupational group­
ings :ind criteria. Objective criteria included productivitr, salary, turnover 
and tenure, and status change. The subjective criteria consisted primarily of 
supervisor ratings. 

Barrick and Mount (l 991) hypothesized that both Co11scie11tiousness and 
Emoliu11al Stabili(J' would be predictive of job performance across all criteria 
for all of the occupational groupings in the study. However, only Co11scien­
lio11s11ess \Vas found to be significantly related to job performance across all 
criteria for all of the occupational groupings. The mean correlations for Con­
scie11tio11s11ess ranged from .20 to .2.3. The hypothesis regarding Emotional 
Stability found little support. The mean correlation for Emotional Stc1bil­
izv across all criteria for all of the occupational groupings was only .08. As 
expected hy Barrick and Mount, none of the other FFM dimensions were pre­
dictive of performance across all criteria for all of the occupational groupings 
in the study. 

However, Barrick and Mount (l 991) did hypothesize that some of the re­
maining dimensions of the FFM would he predictive of job performance for 
one or more of the occupational groupings. They hypothesized that both EY­
lrm•ersion and Agreeableness would be valid predictors of joh performance 
for the occupational groupings of managers and sales because both an: areas 
requiring good interpersonal skills. This hypothesis received mixed support. 
£Ytrm•ersimz was found to be a predictor of performance for both occupa­
tional groupings (mean correlations of .18 for managers and .1; for sales), but 
Agreeableness was found to be predictive only for managers(. 10). However. 
this value was only slightly higher than the mean value (.07) for Agreeableness 
across all occupational groups. 

In the analrsis of mean correlations by criterion type across occupational 
groupings only C<msc:ie111ious11ess was significantly related ( .20-.23) to each 
category of job performance (Barrick & Mount, 1991). As hypothesized by 
Barrick ;111d Mount, Ope,wess to Experience was related ( .2;) to training 
proficiency. They also found that Extrnuersion was a significant predictor 
(.26) of training proficiency. 

The analysis of mean correlations by objecti\"e versus subjective criteria 
across both occupational groupings and criteria found, with one exCl:ption, 
that all of the correlations for subjective ratings were higher than those for 
objecti\"e ratings. However, the onlr sizeable correlation was for subjective 
ratings of Co11sc:ie11tious11ess (.26 across all criteria, as opposed to . IO for 
objecti\"e r.itings). 

The second meta-analysis of job performance that used the FBl was 
conducted by Tett, Jackson and Rothstein (1991). Tett and his colleagues 
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used mon: restrictive inclusion criteria than Uarrick and Mount (1991). For 
example, Barrick and Mount included unpublished studies and Teet et al. 

·excluded unpublished studies. In addition, Teet et al. only included studies 
published between 1968 and 1991. Ultimately, Tctt ct al. identified a total of 
86 studi<:s, for a total of 97 independent samples with a total sample size of 
13,521. 

Teet ct al. (1991) found a mean correlation of .24 between personality and 
job performance when comparing across all occupational groups included 
in their study. This value is similar to the mean correlation of .21 found by 
Schmitt ct al. (1984), but it is much larger than the value of . 11 reported by 
Barrick and Mount (1991). 

Tctt ct al. (1991) also made comparisons between personality and job 
performance for a number of subgroups within their data set. Among these 
comparisons was one between confirmatory and cxplor,llory studies. In con­
firmatory studies, the selection of personality measures and performance cri­
teria was driven by theory or is based on the results of previous research and 
job analyses. In explor.1tory studies, researchers typically used multifactor per­
sonality i1wchtorics and a broad r.mge of convenient performance criteria in 
a purely empirical fashion-an approach that has sometimes been unkindly 
characterized as a "multivariate fishing expedition." Tett ct al. found much 
larger mean correlations between personality and job performance for the 
confirmatory studies (.29) than those for exploratory studies(. I'2). Tett ct al. 
also compared the confirmatory studies that used job analysis to guide vari­
able selection with those that did not use job analysis. l11c mean correlation 
for the studies that used job analysis was .38 as compared to .29 for studies 
that did not. Tctt ct al. concluded from these two results that the size of the 
relationship between personality and job performance would continue to be 
underestimated as long as researchers continued to use exploratory models. 

Tctt et al. (1991) also made several other comparisons that had impor­
tant implications for the interpretation of personality-job performance meta­
analysis results. A larger mean correlation was found between personality and 
job performance for recruits (.30) than for incumbents (.21). Consequently, 
research done on incumbents will likely underestimate the importance of per­
sonality variables for selection purposes. Perhaps reflecting the convenience 
of conducting research on incumbents as opposed to on recruits, the number 
of samples using incumbents (83, total 11 = 8,542) in this meta-analysis greatly 
outnumbered that using recruits (12, total ,z = 4,853). 

Tctt et al. (1991) found a larger mean correlation between personality and 
job performance for military samples (.30) than for civilian samples (.20). 
There were only nine military samples inc:luded in this meta-analysis, as com­
pared to 88 civilian samples. However, the total size for the military samples 
was 5,054 as compared to 8,467 for the civilian samples. l11is finding suggests 
that studies attempting to determine the relationship between personality 



274 

and job performance for the general population may overestimate the size 
of this correlation if large samples of militarr personnel arc included in its 
calculation. 

Tctt ct al. ( 1991) found that the relationship between pcrsonali ty and job 
performance was larger for samples from research published in peer reviewed 
journals (.27) than for samples from unpublished disscrtations (. l .1). Tett ct al. 
suggest that dissertation research is likely to be of a lower caliber than re­
search published in peer-reviewed journals. They argue that casting one's net 
too witklr for :;cudit·s to inclmk: in a meta-analysis will catch methodologi­
cally infr:rior studies that could lead to an underestimation of the size of the 
relationship between personalit}' and job performance. 

Finallr. Tctt ct al. (1991) compared the relationship of each of the FFM 
dimensions to job performance across their entire sample. In general. their 
findings were greater in magnitude than those reported by Barrick and Mount 
( 1991 ). Tctt ct al. found a mean corrc:lation of .16 between /:..\·t1w•ersio11 and 
job performance as compared to the value of. U found by 13arrick and Mount; 
a mean correlation of .22 between Emofi()Jw/ Sta/Ji!izr and job performance 
as compared to the , ·;tlue of .08; a mean correlation of.;)~ between Agn·l.'able-
11<:ss and job performance as compared to thc ,·:tluc of .07; :i ml'an corrclation 
of. 18 bl'twccn Co11scie11lio11s11ess and job performance as compared to the 
,•aluc of .22; a mcan correlation of .27 hetwccn O/Je1111ess lo E.\jJl•rience and 
job pcrli>rmam.:e as comparcd to the value of .O·L 

Overall, the mean corrdations for f:..y/r(lt·ersio11 an<l Co11scie11tio11s1U!SS 

found by Tett ct al. ( 1991) and Barrick and Mount ( 1991) wcrc rnughlr equiv­
alent. Howcvcr, those for E111otio11"/ S1abiliz1: Agre£'(1/J/e11ess. and O/ie111wss 
to E.\1Jerie11ce differed considcr.thly. Barrick and Mount found only Cm1scie11-

tious1wss to he a significant prcdi<:tor of job pcrformancc. ·1i.:tt ct al. found 
that, with the possible exception of E.xtrm•ersio11. all of the FF~I dimensions 
were prcdictivc of job pcrli,rmancc.: . . (ioldh<.Tg ( 199.-\, p. ; I) tcrmL·d th<.· in­
consistencies hctwccn two such similar stmlics "hl'fuddling· and s<.·ccmdnl 
Tctt ct al.'s call for gr<:atcr prccision in future personality-job JK·rliirmanc<: 
research. 

Oncs. i\lount, Barrick, and I luntcr ( 199-f) att<:mpted to rcrnncile the dilkr­
ences bctwccn the: two studies by challcnging Tctt ct al. (1991) on the basis 
of methodological and technical errors in th<:ir m<:ta-analsysis. Oncs t·t al. 
argued that thcse errors inllatcd the estimates or the sizc of the rc:lationship 
bctwecn personality and job performan<:<:. In a rcsponsc to this criticism. 
Tctt, Jackson, and Rcddon (199-f) point<:d out that the primary purpo:-c of 
Barrick and Mount ( 1991) was to better understand prL·dictor-criterion rela­
tionships across a r.1ngc of occupations. whereas the purpose of Tctt et al. 
(1991) was to im·cstigatc the magnitude of personality predictors sc:kcted 
on the basis of either theory or job analysis. Tett ct al. (199-i) clid concede 
many of the technical points made br Ones ct al. and rc:analyzc:d their data 
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set incorporJting the recommended changes. This reanalysis resulted in a 
lowering of the mean correlation between personality and job performance 
from .24 to .17, and also found no differences between con!irmatory studies 
using job analysis and those studies not using job analysis. Tett ct al. (1994) 
argued that although this reanalysis did decrease the magnitude of the esti­
mated n:lationships bet ween personality and job performance, with the sol<.: 
exception of the job analysis findings, the original study's main conclusions 
remained unchanged. 

As mentioned earlier, it has been argued by some researchers that the FFM 
dimension Co11scie11tio11.mess is better represented by descriptors suggest­
ing dependability, whereas others have argued that it is better represented 
by descriptors suggesting achievcment. Mount anti Barrick ( 1995) conducted 
a meta-analysis in which they investigated whether better prediction of job 
performance occurred on !he level the FFM dimension Co11scie11tiou.rness or 
on the len:-1 of its hypothesized components of De/}e11dal;i/i(J' and Acbie1 1e-
111e11t. TI1is study also investigated whether better predictions arc made using 
global or more specific job performance criteria. Mount and Barrick included 
17 !, studies with a total 206 of samples for a total of 37,780 subjects in th is 
meta-analysis. 

Mount :inc.I Barrick (1995) drew three major conclusions from the results 
of this study. First, they concluded that both Co11sc:ie11tious11ess and its com­
ponents of Dc11emlability and Acbiel'ement predict specific measures of job 
performance (mean correlations of AO, .38, and .38, rcspecti\·cly) better than 
they predict global job performance (mean correlations of .31, .30, and .33, 
respecti\·cly). Sccond, some specific measures of job performance arc better 
than others at being predicted by Co11scie11tio11s11ess and its components of 
DeJJ<•11dabiliZJ 1 and Acbie1•e111e11t. l11ose job performance criteria that Mount 
and Barrick categorized as being ability or ·can do" factors were more poorly 
predicted (mean correlations ranged from .25 to .26) than those categorized 
as motivational or "will do" factors (mean correlations ranged from A2 to 

.45). Finally, Dej}e11dabili(J' and Acbiel'eme11t predict specific performance 
measures better than Co11scie11tious11ess does, _only when they arc concep­
tually rclated to the criterion. For example, employee reliability was better 
predicted by DeJ;e11dabi!iz11 (mean correlation of .47) than by either Acbie1•e-
111e11t (.3.3) or Co11scie11tious1wss (.41). However, Mount and Barrick caution 
that these incremental gains tended to be relatively small and therefore may 
not be of much practical significance. 

Salgado (1997) noted that previous meta-analyses relating job performance 
and personality had been carried out using research samples of U.S. and Cana­
dian workers. He suggested that the United States and Canada were so similar 
culturally that it was possible that a meta-analysis of data from other coun­
tries might re\'eal cultural differences in the relationship between personal­
ity and job performance. Salgado identified 36 studies, both published and 
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unpublished, from European community sources for inclusion in a meta­
analysis . Depending upon the FFM dimension being analyzed, these studies 
yielded 18 to 32 samples with Lota! sample sizes ranging from 2,722 to 3,877. 
Salgado assigned the samples from these studies to one of five occupational 
groupings: professionals, police, managers, sales, and skilled labor. It should 
be noted that due to limitations in the data set, not all occupational groupings 
could be included in all comparisons. Pcrformance critcria included supcrvi­
sory ratings, training proficiency, and pcrsonnel records information. 

Salgado (1997) found that both Emotional Stability (mcan correlation of 
. 19) and Co11scientious11ess (.25) were significant predictors of job perfor­
mance when comparing across all criteria and all occupational groupings. 
\Vhen analyzing each criterion across all occupational groupings Salgado 
found that Emotional Stability (supervisory ratings .18, training proficiency 
..l 2, and personal records .27) and Conscientiousness (supcrvisory ratings 
.26, training proficiency .39, and personal records .11) were good predictors 
for aH three. OjJe1111ess to Experience (.26) and Agreeableness (..31) were 
found to be good predictors of training proficiency. \\'hen analyzing by oc­
cupational grouping across all critcria, Conscie11tious11ess was found to be 
a good predictor for four of four occupational groupings (police .39, man­
agers .16, sales .18, and skilled labor .2.3). Emotional StabiliZJ• was a good 
predictor for four of five occupation:11 groupings (professionals .43, police 
.2.2, managers .12, and skillcd labor .25). E:1:tnu 1ersio11 was a good predictor 
for two of four groupings (police.: .20 and managcrs .05). Ojlen11ess to Expe­
rience was a good predictor for two of the three groupings (police .18 and 
skilled labor .17). Agreeableness was a good predictor for three of five groups 
(professionals . 14, police . 14 and skillc<l labor .05 ). 

Hurtz and Donovan (2000) conducted the first meta-analysis of the rela­
tionship between personality and job performance with data from studies 
that had used personality measures specifically designed to measure.: the.: ui­
mensions of the FF.M. Previous meta-analyses had used a post hoc assignment 
of non-FF.M personality measures to FFM personality dimensions. As noted by 
Salgado ( 1997), diffcrcnt groups of researchers sometimes assigned the same 
personality scale to different FFM dimensions. Hurtz and Donovan suggest 
that the modest level of rater agn:emcnt reported for ;1ssignment of person­
ality scales to FFM dimensions (as reported by Darrick & Mount, 1991, and 
Tett et al., 1991) reflects the <lifliculty of the task and lends support to the 
argument that significant numbers of personality measures mar have been 
misclassified in these am.I similar studies. 

Hurtz and Donovan (2000) were able to identify a total of 26 studies for 
their meta-analysis. Depending on the FFM dimension being analp:ed, these 
studies yielded 35-45 samples with total sample sizes ranging from 5,525 to 
8,083. Subjects from these samples were assigned to one of four occupational 
groupings (sales, customer service, managers, skilled, and semiskilled). The 
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outcome measures were assigned to the categories of job proficiency, tr.tining 
proficiency, task performance, job dedication, and interpersonal facilitation . 
The data were analyzed in three ways: (a) across criteria and occupational 
groupings, (b) by occupational grouping across criteria, and (c) by criterion 
across occupational groupings. 

The analysi:; across criteria and occupational groups indicated that only two 
of the dimensions of the: FFM were significant predictors of job performance 
(Hurtz & Donovan, 2000). As had been found by previous meta-analrses, 
Co11scie11tious11ess, with a mean correlation of .20, was the best predictor of 
performance. E111otio11al StabifiO, was also a significant predictor, but with a 
substantially lower mean correlation (.13). 

The analysis by occupational grouping across criteria found that none 
of the FFM dimensions were predictive of job performance for the skilled 
anti semiskilled occupational grouping (Hurtz & Donovan, 2000). Co11scien­
tious11ess was predictive of performance for sales (.26) and customer service 
(.25). E111olio11al Stability was predictive of performance for sales(. I 3), cus­
tomer service (.12), and managers (. J 2). Agreeableness was predictive of 
performance for customer service (.15). £\·tnwe1·sion was predictiYe of per­
formance for sales (.15) anti managers (. I 2). Ope1111ess to E.\j1erie11ce was 
predictive of job performance for customer service (.15). 

·n1e analysis by criterion across occupational groupings found that Co1Z­
scie11tiuus11ess was predictive of job proficiency (.22) and interpersonal fa­
cilitation (.16, Hurtz & Donovan, 2000). Emotio11al Stability was predictive 
of job proficiency (.14), training proficiency (.08), task performance (.13), 
job dedication (.13), and interpersonal facilitation (.16). Agreeableness was 
predictive of tr.tining proficiency (.18) and interpersonal facilitation (.17). £\"­
tmuersioll was predictive of training proficiency (.17) and task performance 
(.06). Ope1111ess lo £\11erie11ce was predictive of tr.tining prolidency (.13). 

Summary 

After sever.1.I decades of being discounted, the relationship of personality and 
job performance is being embr.tced with renewed interest. Much of this en­
thusiasm is attributable to two advances: one methodological and the other 
theoretical (Hurtz & Donovan. 2000). The technique of meta-analysis proYides 
researchers with an objective method to equate and summarize results across 
multiple studies. The FiYc-factor Model (FFM) of personality provides re­
searchers with an empirically supported and parsimonious framework within 
which to organize a wide rJnge of personality constructs. An additional impor­
tant reason for the renewed interest in the relationship between personality 
and job performance is that for sc:kction purposes, personality assessment 
can add a relatively r.1ce- and gc:ndcr-neutr.11 incremc:nt to the predictiYe va­
lidity of cognitive assessment (Hogan & Roberts, 20(ll)_. 
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The most robust tinding from the rrM mcta-analrses is that Conscic:11lirms-
11ess is pn.:dictive of a wide range of job performance criteria across a wide 
range of occupational groups. A number of meta-analyses have also found that 
Emotio,wl Stability is broadly predictive of job performance. The remaining 
FFM dimensions appear lO be predictive of kwcr performance criteria fi.>r a 
narrower range of occupational groups . 

To a certain extent, one wonders at the.: excitement. Aftc.:r all , these.: meta­
analyses all found personalitr-job performance relationships around .20, a 
value.: very similar to that dismissed by c.:arlic.:r rc.:sc.:arc.:hc.:rs. Moreover, it cer­
tainly comes as no surprise that a personality dimension char.icterized by 
dependability and an orientation toward achievement and another charac­
terized by being calm, resilient, and seft: rdiant shpuld both be posith·ely 
correlated with job performance. In addition. the \·err modest validity coeffi­
cients for Co11scie11tious11ess only account for -i'X, to 5'},, of outcome variance. 
The validity coeflicients for Emotio11al Stability account for even less. Al­
though recognizing its theoretical importance, Hurtz and Donovan (2000) 
questioned the.: practical significance of predicting 5% of the outcome.: •,ari­
ance in job performance. Indc.:ed, Mount ;md llarrick (1995) questionc.:d the 
usefulness of predictors with validitic.:s lower than .30, givc.:n the.: existence of 
other predictors with higher validilies. 

All othc.:r things being equal, a predictor \Vith a yalidit:y coeflicic.:nt of .20 is 
certainly not one's first choice for selection purposes given the c.:xistence of 
other predictors with higher validitic.:s. However, all things an: not equal. Cog-

. nitive testing continues to be the.: single.: best predictor of job performance. but 
has been dcmonstr.lled to have an adverse impact on the.: sc.:lc.:ction of minority 
group applicants (Sackc.:tt, Schmitt, Ellingson, & Kahin. 200:l). Consc.:quc:ntly, 
other measures, such as personality inventories, that account for additional, 
unique variance and that arc.: relatively race and gender neutral can be used 
to incrementally add to the.: predictive.: validity of the sekction process. The 
sc.:lection prediction tablc.:s prepan:d hy l:1ylor and Russell ( 1959) provide an 
excellent illustration of how even a single predictor of low predictive validity, 
when used in conjunction with another predictor, can significantly impro\"e 
the prc.:dicti\"c.: validity of the.: selection process. 

Another perspccti\"e on the use of personality measures for sc.:lection pur­
poses may be offered br recalling that manr of the scales usecl in psychology 
arc constructed of items that incJividuallr correlate .2 to .3 with total scale 
score, but when aggregated may easily correlate .5 or higher ,vith a criterion. 
lly aggregating a number of low to moder.He validity predictors, the predict i\·e 
whole.: could indeed be grcatc.:r than the sum of its parts. Conceptually, this 
is related to the use of composites of noncognitive predictors for selection 
discussed by Sackett ct al. (2003). 

As discussed earlier, the predictive validities of Co11scie11tious11ess and 
E111otio11al StafJilily have been established across a series of meta-analyses, 
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but their ,·alidity coeflidcnts arc so modest that their practical use has been 
questioned (Hurtz & Donovan. 2000; Mount & Barrick, 1995). It has been 
suggested that the tlimcnsions of the FFM arc so broad that the predictive 
powt:r of tht:st: factors is blunted by their lack of a more precise focus (Tett 
ct al., 1991). Mount and Barrick (1995) concluded that although the FFM 
mmkl was able to predict o,-crall job proficiency well, specific criteria were 
IK·ltcr prt:dicted by more spt:cific predictors. Therefore, fllture researchers 
would <lo ,veil to ask more focused questions using more specific measures 
of personality. 

It is in this same spirit that Tett ct al. (1991) argued that it was time to 
move bcyontl purely empirical inn:stigations of the personality-job pcrfor­
m:111ce rdttionship and to conduct more studies guided by theory and job 
analyses. This view was seconded by Goldberg (1993). Tokar. Fischer, and 
Subich (1998) also cautioned that future investigators may do well to limit 
tht·msdn:s to instrumt:nts specifically designed to assess the dimensions of 
the Ff.\1 and its facets r.nher than to use measures that must be assigned to the 
FFM post hoc. 

PERSONALIIT AND JOB SATISFACTION 

Research into the trait nature of job satisfaction has enjoyed a long, if some­
what err.ttic history. Seven decades ago, Fisher and Hanna (193 I) noted that 
a considerable amount of employees' job dissatisfaction could be associated 
with their degree of emotional maladjustment. A few years later Hoppock 
(19_~5) reported a substantial correlation between the emotional adjustment 
of employees and job satisfaction. Curiously, after this hopeful start there was 
little further acti\'ity in this area for almost half a century Oudgc, lkllcr, & 
:\tount, 2002). 1-Iowe,·cr, in the last 20 years, a growing body of literature has 
accumulated giving support to the notion that job satisfaction is, in part, trait 
based. Unfortunately, as noted by Spector (1997), although a number of traits 
have been shown to correlate significantly with job satisfaction, there was 
little integr.1tion in the liter.1turc. Similar to the case of job performance, a 
major reason for this failure was the lack of a simple and theoretically coher­
ent model of personality. As with the job performance literature, the FFM was 
to provide a remedy for this want. However, unlike the relationship between 
personality and job performance, which has been the subject of several ma­
jor meta-analyses in the last 2 decades, it is only recently that the relationship 
between personality and job satisfaction has become the focus of a meta­
analysis. 

Guided by the earlier work of Barrick and Mount (1991) linking the FFM 
and job performance.Judge ct al. (2002) conducted a meta-analysis of the rela­
tionship between personality and job satisfaction. A total of 163 independent 
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samples and 334 correlations were included in the analysis. Judge et al. rea­
soned that four (E.-Y:traversion, Agreeableness, Conscientiousness, and Emo­
tional Stability) of the five personality dimensions of the FFM would be re­
lated to job satisfaction. The remaining dimension, Openness to E.,perience, 
was not expected to be significantly corrdated with job satisfaction. Judge 
ct al. also investigated several potential moderators of the relationship be­
tween personality and job satisfaction. The moderators considered in this 
study were research design (cross-sectional vs. longitudinal), whether or not 
the personality measures used in a study were specifically designed to mea­
sure FFM dimensions, and the job satisfaction measure used by the study. 

The results of this meta-analysis showed the expected pattern of relation­
ships between the FFM dimensions and job satisfaction Oudge ct al., 2002). 
The largest mean correlation was found between Emotional Stabili(}' and job 
satisfaction (.29), followed closely by Extml'ersio1z (.25) and Conscientious­
ness (.26). The correlation between job .satisfaction and Agreeclf;leness was 
somewhat smaller (.17), but still significant. Finally, as expected, Openness 
to E,perie11ce was not .significantly correlated with job satisfaction (.02). 

Judge ct al. (2002) further im·estigated the relationship between the FFM 
dimensions and job satisfaction by using regression analysis. This analysis is 
of particular importance to the discussion of the trait-based nature of job 
.satisfaction as the regression model implicitly assumes that the casual direc­
tion of the personality-job satisfaction relationship is-from personality to job 
satisfaction. This analysis found that E..,tra(lersion, Conscientiousness, and 
Emotional St"biliZJ' were significant predictors of job satisfaction. A mul­
tiple correlation of .41 was found between the FFM dimensions and job 
satisfaction. 

None of the moderator variables im·estigated by Judge et al. (2002) were 
found to significantly influence the relationship between personality and job 
satisfaction. There was little difference between cross-sectional and longitudi­
n.al studies. There was a slight tendency for job satisfaction to be more strongly 
correlated with personality in studies that used measures that were not .specif­
ically de.signed to assess the FFM dimensions. However, this difference was 
only found to be significant in the case of Conscientiousness. Finally. although 
there was some variability in the size of the correlations between personal­
ity and job satisfaction depending on the measure of job satisfaction used, 
the most noteworthy finding was that the previously unvalidated measures 
of job satisfaction appeared to be as predictive as the prcviouslr validated 
measures. 

In summary, the findings of this meta-analysis indicate that the FFM di­
mensions of £-.:trcwersion, Conscientiousness, and Emotional Stabifi~}' were 
significant, if modemte, predictors of job satisfaction. Agreeableness is rel­
atively weakly correlated with job satisfaction and Ope1111ess of E,perience 
appears to be uncorrelated with job satisfaction. 
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PERSONAIJTY AND WELL-BEING 

According to Diener (2000), job satisfaction is a component of the broader 
construct of subjective wdl-being (SWIJ). Diener argues that SWB includes 
the components of global life satisfaction, satisfaction with important life 
domains (such as work). and experiencing high levels of positive affect and 
low levels of m:gative affect. The field of S\VB focuses on how people assess 
thdr lives both at the moment and over longer periods (Diener, Oishi, & 
Lucas, 2003). l11e assessments of more immediate SWB include emotional 
reactions to events and recent mood states. The assessment of longer term 
sw·n includes perceptions of life satisfaction, fulfillment, and satisfaction with 
imporcant life domains such as \\'ork and family life. 

Starting in the 1970s, researchers began to move from investigating the 
demographic correlates of SWIJ to focusing on personality as the primary de­
terminant of SWB (DeNevc, 1999; Diener, 2000). The most commonly cited 
personality traits for the prediction of SWU are E>.://·((l'ersio11 and Emotio11al 
Sta!Jili(J'. However, in their meta-analysis of the relationship between per­
sonality am! SWB. DeNen: and Cooper ( 1998) showed that focusing exclu­
sin:ly on J:.,·trm•ersicm and E111oli<J11((/ S/(((;i/ity may serve to oversimplify 
the complex pattern of associations between personality and SWJ3. In their 
liter.uure review for this meta-analysis, DeNeve and Cooper identified studies 
containing 137 personality tr.tits and 1,538 correlations between personality 
measures and S\VB. These studies had 197 independent samples and a total 
sample size of 42,171 adult subjects. The 137 personality traits were each 
assigned to one of the personality dimensions of the FFM. This meta-analysis 
found that all of the FFM personality dimensions were positively correlated 
with SWD. In addition, a number of more specific personality traits had mod­
erate correlations with SWB. l11ese traits included defensive repressiveness 
(a tendency to avoid threatening information), trust, desire for control, hearti­
ness, positi\·e aflccti\·ity, and locus of control. 

DcNcve and Cooper (1998) and DcNcve (1999) argue strongly that SWD 
shoukl not he conceptualized only in terms of Extraversion and Emotional 
Stability for several reasons. first, positive emotionality is strongly related to 
SWB. Second, personality traits that facilitate the development of relationships 
arc also important to S\VB. For example. affiliation, trust, and sociability are all 
relationship-enhancing traits that facilitate SWB. Finally, individuals reporting 
higher levels ofS\VB tend to explain their life events in optimistic and adaptive 
ways. Stated differently, these individuals are resilient. 

Given the linkage between job and life satisfaction.Judge et al. (2002) com­
pared the findings from their meta-analysis of personality and job satisfaction 
with those from DcNe\·e and Cooper's (1998) meta-analysis of personality 
and S\VB. DcNevc and Cooper found a mean correlation of .30 between life 
satisfaction and E111olio11a/ St"bilily as compared to the mean correlation of 
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.29 between job satisfaction and Emotional Stabili(J' found by Judge ct al.; a 
mean correlation of .22 between life satisfaction and Extmuersion as opposed 
to .25; a mean correlation of .18 between life satisfaction and OJ;emzess lo Ex­
perience as opposed to .02; a mean correlation of .21 between life satisfaction 
and Agreeableness as opposed to .17; and a mean correlation of .28 between 
life satisfaction and Conscientiousness as opposed to .26. With the exception 
of OJ;e1111ess to £\/Jerience, these relationships arc very similar. Thcsc results 
led Judge et al. (2002) to conclude that the factors leading to the relation­
ship between personality and life satisfaction were likely very similar to those 
leading to the relationship between personality and job satisfaction. 

In summary, personality traits do seem to account for a significant amount 
of variability in SWU. However, Christopher (1999) notes that it is important 
to recognize that definitions of well-being are culturally rooted. Therefore, 
any assessment of well-being cannot be free of these cultural ,·alues. Diener 

· et :ti. (2003) suggest that culture moderates which \·ariables most influence 
SWB. They argue that in addition to personality. lift: circumstances, culture, 
and the approach versus avoidance tendencies of societies, all influence long­
term k\•els of SWB. 

Person-Environment Psychology 
and Subjective Well-Being 

Several theoretical traditions have made important contributions to our un­
derstanding ofSWU in a vocational context. The theories all fall within the do­
main of pcnmn-cnvironment psychology, an area that has its roots in Lewin's 
(19.)5) work suggesting that a person's behavior is a function of the pcrson 
and the environment. Lewin 's idea that the environment is as important as the 
individual, and that both must be anat}~Le<.I to assess and understan<.I beha,·ior, 
continues to be a theoretical base for person-environment psychology to<.lay. 
In the <.lcca<.les since Lewin's initial articulation, person-environment theo­
ries have grown greatly in terms of sophistication an<.! now speak in terms of 
personality types, environmental adaptation, an<.! goal striving. 

Most prominent among these theories is Holland's (1997) Theory of Ca­
reer Types. Holland's theory postulates that work settings, jobs, academic 
environments, and an individual's personality may all be described in terms 
of six primary personality types (\Valsh & Hollan<.!, 1992). Holland consi<.lers 
the choice of an occupation to be an expression of personality. Consequently, 
he argues that interest inventories should be considen:d personality im·en­
tories. Ilehavioral outcomes arc a fun.ction of the interaction between the 
individuars personality (which includes abilities) and the environment. 

According to Holland (1997), the ·workers in a particular work environ­
ment tend to have similar personalities, histories of personal development 
and coping str.ttegies. Th~refore, environments may be defined in term:; of 
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the personalities of the incumbent workers in a given workplace. It is cen­
trJI Lo the theory that the most important interactions between the worker 
and the work environment arc social and psychological in nature. Holland 
argues that a complimentary or congruc11t match between person and envi­
ronment is reinforcing anti will contribute to job stability, work quality, :mu 
S\VIJ . .-\ substantial amount of research, summarized in Holland (1997), Walsh 
and Holland ( 1992), anti Spokane, Meir, and Catalano (2000), indicates that 
im.Ji\'itluals tend to choose college majors anti occupations that arc consistent 
,vith their personality types. The nitlcnce further suggests that congruence 
bctwct·n the person anti the work environment is related to job satisfaction, 
job stability, job involvement, work quality, productivity, anti SWB. 

In their meta-analysis of the relationship of personality anti job satisfac­
tion.Judge ct al. (2002) also conducted an analysis exploring this relationship 
within the context of Holland's modd. They reasoned that Co11sc:icmtio11s11ess 
would be most related to job satisfaction for individuals in both Com 1e11tio11<1/ 
and R,•,1/istic occupations. They also expected that OjJe1111ess to E.,1,erie11ce 
would be most related to job satisfaction for J,u,esl~l!,alit•e occupations and 
that both .1tgn·eable11ess and J;.yfrm•ersfrm would be related to job satisfac­
tion for S()cial occupations. The analysis found that Cm1scie11fio11s11ess was 
strongly related to job satisfaction for individuals in both Cmtt•e11tio11al and 
Realistic occupations. However, the other expected results were not sup­
ported by the analysis. Judge ct al. suggest that one possible explanation for 
these findings is that the primary RlASEC codes, at the study level, arc too 
gross to fully capture vocational type. 

In another recent meta-analysis, Morris and Campion (2003) i1westigated 
the relationship between congruence (as defined in terms of Holland types) 
and job satisfaction anti performance. This was the first such mcta-analysis that 
corrected for unrcliahilit)" in both the methods used to assign Holland types 
to the person (intcrcst inn:ntorics) and in the outcome measures. Morris and 
Campion found a mean correlation between congruence and job performance 
of .29 am.I a mean correlation between congruence and job satisfaction of .24. 
Taken together with previous research, these results strongly suggest that 
persons in en\'ironments that arc congruent with their personalities tend to 
be psychologically healthier, more satisfied, and more productive than arc 
people in incongruent environments. 

The Theory of Work Adjustment (TWA) views work as an interacti\·e and 
reciprocal process between the indi\'idual and the work environment (Dawis 
& Lofquist, 1984). ·me individual fulfills the labor requirements of the work 
environment, in exchange for which the work environment fulfills a range of 
financial, social, and psychological needs for the individual. 

Dawis and Lofquist (1984) articulated the TWA through a detailed series 
of propositions and corollaries that make specific predictions regarding the 
,·ariables important to work adjustment and the processes by which work 
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adjustment is attained. For example, when the worker"s abilities match the 
skill r<.:quin:ment of the workplace, the worker is deemed satisfactory by her 
or his employer. When the worker's reinforcement needs are well met by the 
workplace, the worker experiences job satisfaction. Both the worker and the 
employer must be satisfied for tenure to occur. 

Dawis and Lofquist. (1984) point toward the substantial body of work re­
lated to the development of the Oc:c:upatio11al Aptitude Profiles (U.S. De­
partment of L,bor, 1970) to support their propositions related to congru­
ence between worker abilities and job skill requirements. Consequently. the 
overwhelming majority of the research inspired by the TIVA has investigated 
congruence between the needs of the worker and the reinforcers offered by 
the workplace. Twenty work-related reinforcer dimensions arc used to oper­
ationalize the match between the work-related nt:eds of the indi\·idual and 
the reinforcer offerings of the work environment (Dawis & Lofquist, 1984). 
'Recently, these T\VA need-reinforcer dimensions wen: incorporated into the 
Occupational Information Network (0* NET; U.S. Department of Labor, 1998). 
the electronic database that is the successor to the Dictionary of Occupational° 
Titles (U.S. Department of Labor, 1991). 

In their review of the large hour of TWA literature irH'estigating the relation­
ship between need-reinforcer correspondence and job satisfaction, Lofquist 
and Dawis ( l 984) reported correlations that ranged from a low of .14 to a 
high of .55, with most \'alues falling in the .3 to .45 range. In n:lated work 
that compared sever.ii indices of fit and a variety of methods for describing 
workplace reinforce rs, Rounds ( 1981) rcporn:d a mnlian corrl'lation of . .:U 
between congruence and job satisfaction. More recently, Tinsley (2000) con­
cluded that the TWA research offc:rcd the strongest evidence in the empirical 
literature: of the relationship between congruence and job satisfaction. 

Dawis and Lofquist (1984) suggested that the basic concepts of then,:\ 
could be extended outside of the workplace and applied to personal coun­
seling issues. Fulfilling this promise, Lofquist and Dawis ( 1991) proposed 
Person-Environment-Correspondence (PEC) theory. PEC theory conceptu­
alizes most personal problems as arising from discorrespondcnce between 
:111 individual and his or her environment. Similar to the TWA, PEC theory is 
clearly articulated in a series of propositions and corollaries that directly point 
toward hypothesis testing opportunities for researchers and pr.Ktical applica­
tions for pr.ictitioners. Although PEC theory has yet to gcner.tte the research 
base of the T\VA, it provides a rich and drnamic framework within which 
to conceptualize the processes by which individuals attempt to achic:,·e and 
maintain optimal correspondence with their environments. 

Moos·s social climate model provides a conceptual framework for assess­
ing the fit of persons and environments across a wide range of settings 
(Moos, 1976, 1987). Similar to Holland's (1997) theory of career types, the 
social climat~ model assumes that environments, like people. have: distinct 
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"pc:rsonaliti<:s" and that the: greater the: congruence is bet wccn the: p<.:rson­
alities of persons and of e1wironments, the more satisfactory the possible 
outcomes. 

:'\1oos (1987) found 1hat r<.:lationship variables arc central to the description 
of the social dimatc: across a wide r.tnge of life domains. Moos ( 1984, 1987) 
ha,·e also found that how individuals perceive their social environments has 
important effects on personal growth and SWB. A significant research finding 
across a number of stuc.Ii<:s is that satisfying rc:lationships facilitate personal 
growth and SWll. Stated diffc:n:ntly, people tend to be more satisfied and 
productive in environments that arc perceived to be rdationship oriented. 

,\ growing body of work by other researchers is lending support to Moos's 
line.lings. As was discussed earlier, De Neve and Cooper ( 1998) found that 
personality traits, such as afliliation, trust, and sociability, which facilitate or 
enhance relationships. arc important to SWB. Ryan and Deci (2000) noted 
the importance of warm, trusting, and supportive interpersonal relationships 
to SWB. Myers (1999) and Reis, Sheldon, Gable, Roscoe, and Ryan (2000) 
found that that positi,·e relationships with others tends to be highly associated 
with SWB. Finally, Ryff and Singer ( 1998, 2000) investigated SWl3 within the 
context of a life-span theory of human flourishing. They consid<.:r posili\"e 
relations with others to be a kc:y dimension of S\VB. 

ll1e work of Pc:n"in ( 1992) focuses on understanding S\VB from a transac­
tional viewpoint. The research on Pc:rvin's model suggests that when individ­
uals interact with en\"ironments that they perceive to be rc:lativcly consistent 
with their self-concepts. they arc happier and more satisfied. Pervin has con­
cluded that self-em·iromm:nt similarity doc:s contribute to S\VI3, but cautions 
that the transactions arc complex. Pervin has found that people in e1wiron­
me1.1ts ·that thc:y perceive to be friendly, calm. interesting, and free tend to 
report higher levels of SWU and productivity. This fine.ling is consistent with 
the research fine.lings discussed earlier suggesting that posith·e relations with 
others is a key clement in SWB (.Moos, 1984, 1987; Ryff & Singer, 1998, 
2000). 

Barker's ( 1965, 1968, 1978) behavior-setting th corr emphasizes the power­
ful impact environment has on behavior. Darker attempted to identify natural 
units of behavior-e,wironmcnt interaction. He called these units behavior 
setli11gs. A behavior setting is a bounded, self-regulating, and ordered system 
in which replaceable human components inter.ict to carry out an ordered 
sequence of events referred to as the selli11g program (\Vicker, 1984). Darker 
argued that some behavior settings lend themselves much more to certain 
kinds of behaviors than do others. For example, a schoolroom lends itself 
far more to an algebr.1 class than docs a convenience store. Moreover, the 
behavior settings themselves tend to evoke different patterns of behavior. For 
example, a worship service evokes patterns of behavior very different from 
those at a basketball game. 
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In a sense, behavior settings may be thought of as shaping the behavior of 
those who inhabit them (Barker, 1965, 1968; Wicker, 1979, 1992). Behavior 
settings operate according to a set of structurJI rules that link actions with 
environments and situations. These sets of rules are referred to as standing 
patterns of bebauior. Barker argues that people tend to be influenced by the 
behaviorJI rules of the settings that they arc in. particularly if they find the 
setting reinforcing in some way. 

To date, much of the research inspired by the behavior-setting theory has 
focused on an aspect of the theory referred to as staffing. Staffing refers to 

the number of people needed to maintain the activities of a behavioral setting 
(13arker, 1968). Behavior-setting theory holds that there are an optimal number 
of indi\·iduals needed to maintain the activities of a behavior setting. Contain­
ing too few (understaffing), as well as too many (overstaffing), individuals will 
effect how the setting responds to stressors (Wicker, 1984). Compared to in­
dividuals in overstaffed settings, persons in understaffed settings tend to be 
involved in a greater number of activities within the setting. Moreover, these 
activities tend to be at a higher level of responsibility, arc more challenging 
to perform, and are more critical to the survival of the setting. Persons in 
understaffed settings report feeling more versatile, being more important to 
the functioning of the setting, having better quality and more frequent inter­
actions with colleagues, experiencing higher mor:ile and higher levels of sat­
isfaction, and having greater productivity than persons in overstaffed settings. 

In summary, rest:arch inspired by the behavior-setting theory has produced 
somewhat counterintuitive results. Although individuals in understaffed set­
tings arc busier and more challenged by their activities, they also report expe­
riencing higher len:ls of variables ;1ssociatl'LI with SWB than do individuals in 
overstaffed settings. Perhaps the explanation for this seeming contr:1<.liction 
lays in the research c.liseussed earlier in this chapter that reported higher lev­
els of SWB were found in environments that fosterec.l interpersonal relations. 
In understaffed situations, to ensure the ongoing functioning of the setting, 
imlivic.luals have to inter:1et with om: anothl'r more frequently and rdy on 
one another to a much greater degrl'e than do imlivic.luals in overstaffed sit­
uations. Perhaps this forced reliance on one another yields results similar 
to those brought about by more positive environments using more rclaxcc.l 
team-building approaches. 

Goals and Subjective Well-Being 

Recent research from the S\Vll literature has focused on individual motivation 
and the punmit of personally relevant goals. In this litcr:tture, the person is 
viewed as being primarily oriented toward individual, purposeful, and r:1tional 
action. The setting is primarily regarded as the task environment within ,vhich 
goals or aspir.itions arc pursued. 
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A large :ind growing body of n:s<.:an.:h lit<.:raturc documents the relation­
ships among goals. goal progess, :ind SWB. For example, evidence indicates 
that feeling conlident with respect to valued goals is associated with en­
hanced job satisfaction and SWB (Car\'er & Scheicr, 1999; McGregor & Little, 
1998; Ilyan & Deci. 200 I). The e\'idcncc also indicates that goal progress is 
associated with enhanced SWB, particularly for goals that arc evaluated as 
hl'ing important (Brunstcin, 199.1,: Cantor & Sanderson, 1999; Ryan & Deci, 
200 I). llowe\'er. the relationship between goals and SWB is more complex 
than simply assuming that purposeful behavior contributes to SWil (Robbins 
S.: Kliewer. 2000). The kn·! of challenge presented by one's goals, the ap­
proach or a\'oidance motivational systems of goal acti\'itics, the environmen­
tal context. and the rdati\'e autonomy of personal goals all moderate the 
rdationship between goal attainm<.:nt and SWB. For example, when goals are 
either too easy or too diflicult. positive:: affect is lowered (Csikszentmihalyi 
& Csikszcntmihalyi. 1988; Ryan & Deci, 2001 ). Furthermore, expectations of 
failure han: been associated with higher lc\'clS of negative affect (Emmons, 
1986 ). In regard to moti,·ational systems, Elliott and Sheldon ( 1997) found that 
pursuit of avoidance goals tended to be associated with poorer goal progress 
and lower SWB. Carn-r and Schcicr ( 1999) presented evidence connecting 
approach goals to positin: SWB outcomes and avoidance goals to negative 
SWB outcomes. Brunstcin. Schulth<.:iss, and Grassman ( 1998) have shown that 
progress toward need-congruent goals is positively related to SWil, whereas 
commitment to incongruent goals is negatively associated with SWU. 

Diener (2000) noted that the environmental context within which one 
pursues goal attainment moderates the process by which goals influence 
SWB. Diener and Fujita (1995) found that individuals having higher levels 
of resources (e.g .. money, physical attractiveness, or social skills) in areas 
related to their goals tend to att:1in higher le,·els of SWil than do individuals 
with fewer resources. Other evidence suggests that goals that are related to 
community participation and afliliation tend to be more positively related 
to SWB than arc financial goals (Kassner & Ryan, 1993, 1996). In addition, 
other research suggests that there arc multiple paths to SWil and that culture 
inlluences the sorts of goals and behaviors that arc valued, the resources 
available to reach goals. :111d the context in which S\VB is understood (Diener 
ct al., 200.3: Robbins & Kliewer, 2000). 

Another important issue concerns the relative autonomy of personal goals 
(Ryan & Deci, 200 I). Research indicates that the pursuit of self-endorsed 
goals and that of self-congruent goals tend to enhance SWU (Ryan & Deci; 
Sheldon & Elliott, 1999; Sheldon & Kasser, 1998). Individuals who attain more 
self-cndorsed and self-congruent goals tend to report more need-satisfying 
experiences, higher k\'cls of SWI3, and personal growth. Goals that were 
poorly integr:1ted with self, even when achieved, were associated with lower 
levels of SWB. 
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A volume edited by Sheldon and Schmuck (2001) contains some important 
findings related to goal perceptions and goal content. The authors in this 
volume conclude that goals that an; perceived as having a long·term basis tend 
to be more positively associated with S\Vll than are short·term goals , which 
arc primarily concerned with the particular moment in time in which they arc 
gcncratcd (Lapierre, llouffard, Dube, Lalklk, & Bastin, 200 l ; Zaleski, Cycon. 
& Kure, 200 !). However, given that life demands that wc h:ffe both long·term 
and short·term goals, S\VB is best'scrvcd whcn our shorMcrm goals arc n:latnl 
to our long·tcrm goals (Sheldon & Kasser, 1995). \Vith regard to goal content, 
research suggests that superficial, self-enhancing goals (extrinsic go:i.ls such 
as money, fame, or beauty) arc often associated ,vith frustration and worrr. 
and are associated ,vith lower Ic,·cls of SWB (Cohen & Cohen, 200 I; Kasser 
& Ry:i.n, 2001; S:i.lmela·Aro, Pennanen, & Nurmi, 2001; Schmuck, 2001). In 
contr.1st, group·enhancing goals (intrinsic goals such as contributing to one's 
community or social life tasks) arc associated with higher lcvels of SWB. For 
cxamplc, older individuals who pursued altruistic goals were also found to 
experience enhanced levels of SWB (Lapierre ct al.). 

In summary, the e\·idence suggests that individuals who pursue: personal 
goals and projects that arc seff.selccted and selkongrucnc tend co experience 
enhanced levels of SW13. The research also suggests that SWB is enhanced 
when we pursue goals chat have a long·tcrm orientation rather than goals that 
satisfr short·tcrm needs. Finally, intrinsic goals that are group enhancing and 
focus on the contributions we can make to others tend to he more positivclr 
related to S\VB than do more seft:serving, extrinsic goals. 

IMPUCA110NS 

Recently, there has been renewed interest in the role that personality plays in 
job·related performance, satisfaction, and wcll·bcing. Much of this rcn<.:wcd 
interest is attributable to two advances: one methodological :111d th<.: other 
thcor<.:tical (Hurtz & Donovan, 2000). The tcchniqm: of mcta·analysis provides 
r<.:searchers with an objective method to <.:quatc and summarize rcsults across 
multiple studi<.:s. Over the last sever.ii decades, mcta·analysis has ernlved from 
a simple summing of effect sizes across studies into a complex statistical 
procedur<.: requiring many well·informcd decisions r<.:garding corrections for 
error and bias in data sets. 

A second reason for the renewed interL·st in per.sonality measures was the 
emcrg<.:nce of the FfM of personality (Hogan & Roberts, 20Cll). 1l1e FFM pro· 
vidcd a much·necdcd, empirically validated schema for classifying personality 
measures and impo~ing order on the confusing mass of personality and job 
performance and job satisfaction litcr.1ture. The resulting order laid the foun· 
dation for new investigations of the rdationship between personality and job 
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performance and job satisfaction. An additional important reason for the re­
newed interest in the relationship bet.veen personality and job performance 
is that for selection purposes, personality assessment can add a relatively 
rJce- and gender-neutrJI increment to the pn:dictive validity of cognitive as­
sessment (Hogan & Roberts). 

It is in this context th:,lt we have explored the topic of vocational psy­
chology and personality by Jirst reviewing the meta-analytic studies focusing 
on personality and job performa1~ce; second, discussing meta-analrtic stud­
ies focusing on personality and job satisfaction; and third, conduding with a 
review of relevant research focusing on personality and well-being. 

In our review of the meta-analytic studies focusing on personality and job 
performance, the most robust finding is that Co11scic:11/iousm•ss is predicti\'t: 
of a widc range of job pcrformancc criteria across a wide r.mge of occu­
pational groups. A number of 1m:ta-analyscs have abo found that E111oticmal 

. Stt1ui!iz11 is broadly predictive of job pcrformancc. The remaining FFM dimen­
sio1~s appear to be predictive of fewer performance criteria for a narrower 
range of occupational groups. What this means is that a personality dimen­
sion char.1cterized by dcpcndability and an orientation toward achievement 
and another char.1cterized by being calm, resilient, and self-reliant tend to 
be positively corrclated with job performance. However, as we have noted, 
the validity coeflicients for Co11sc:ie11tiousness and £11wti01wl Stability only 
account for a small amount of outcome variance. Although rccognizing its 
theoretical importance, Hurtz and Donovan (2000) question the practical sig­
nificance of predicting 5% of the outcome variance in job performance. It is 
in this context that Tett ct al. ( 1999) have suggested that the dimensions of 
the FD! arc so broad that the predictive validity of these factors is blunted 
by their lack of :1 more precise focus. llms, as noted by Mount and Barrick 
( 1995), future researchers would do well tu ask more focused qucstions using 
more specific measures of personality. 

Unlike the relationship bet\veen personality and job performance, which 
has been the subject of several major meta-analyses in the last 2 decades, the 
relationship between personality and job satisfaction has only recently be­
come the focus of a meta-analysis. Guided by the work of Barrick and Mount 
( 1991) linking the FFM and job performance, Judge ct al. (2002) conducted 
a meta-analysis of the relationship between personality and job satisfaction. 
A total of 163 independent samples and 334 correlations w~re induded in 
the analysis. In the results, E111otio11al Stability emerged as the strongest and 

. most consistent correlate of job satisfaction. Co11scie11tious11ess displayed the 
second strongest correlation with job satisfaction and extr.iversion was also 
found to be a significant predictor. DrJwing on the tripartite categorization 
of attitudes (Eagly & Chaiken, 1993), Judge ct al. suggest that the FFM di­
mensions may influence job satisfaction through the cognitive, affecth·e, and 
behavior.ti domains. For example, cognitively these dimensions may influence 



290 WAL'iH AND EGGERTH 

how individuals interpret characteristics of their jobs. Affectively, these traits 
may influence job satisfaction through their effect on mood (Costa & l\lcCac, 
1980). 13chaviorally, workers who are emotionally stable, extravertcc.l, and 
conscientious may be happier at work because they arc experiencing sat­
isfying results at work Qudge ct al., 2002). In a similar vein , D<:Nevc and 
Cooper ( 1998) suggested that E111otio11al Stabili(J', Conscie11tious11ess. and 
E..,·Lml'ersion mar be key aspects of the "happy pcrsonality." 

Wc next discussed significant research focus ing on personality and well­
being. Noting the linkage between job satisfaction and lifc satisfaction, Judge 
et al. (2002) compared the findings of their mt:ta-analysis of personality and 
job satisfaction with those from DeNeve and Coop<:r's ( 1998) meta-analysis 
of personality and wdl-being. They concluded that factors kading to the 
relationship between personality and life satisfaction were likely ve ry simi­
lar to those factors leading to the relationship b<:twcen personality and job 
satbfaction. 

In reviewing the: rdevant literature focusjng on pcr:-onality and well-being, 
we found that personality traits do seem to account for a significant amount of 
variability in subjective ,veil-being. However, as noted by Christopher ( 1999), 
it is important to recognize that definitions of well-being arc culturally rooted 
and any :1sscssm<:nt of well-being cannot be free of these cultural values. 
Diener ct at. (200.i) suggest that culture moderates which variables most in­
fluence SWU. 111cy argue that in addition to personality, lite circumstance, 
culture, and the approach versus avoidanct: tcndencil"s of socit:ties all intlu­
cnce long-tcrm lc\-cls of SWB. 

It is impor.tant to point out that sc\'cr.11 thcorctical tr.1ditions have made im­
portant contributions to our un<krstanding of SWII in thc vocational context. 
Thcse theories fall within the domain of pt-rson-cn\'iron1rn:nt psychology, 
an area that has its roots in Lcwin's (19.i5) work suggt:sting that a person's 
bchavior is a function of the pcr:mn and tht: cn\'ironmcnt. Tht: thcorks dis­
cusscd included John I lolland 's ( 1997) Tht:ory of Carct:r Typt:s, Dawis and 
I.ofqist's ( I 98·i) Thcorr of Work Adjustmcnl, Moos· ( 197(1) Social Climate: 
Thcory, Pcrvin's (1992) Tr.tnsactional Moc.Id, and llarkt:r's ( 19(18) Behavior 
Setting Theorr Takcn togt:thcr, these: theories and their rdatnl rcsearch, in 
one way or another, all suggest that persons in en\'ironmcnts that art· con­
gruent with their personalities tend to be psychologically hcalthier, more 
satisfied, and more productive: than do persons in incongrucnt cm·iron­
mcnts. 

finallr, wc rt:\·icw<:d rt·ccnt r<:scarch frm~1 the S\Vll liter.1ture focusing on 
individual motivation and the pursuit of rdevant goals. In this liter.Hur<.:. the 
person is viewed as being primarily oriented toward individual, purposeful. 
and r.ttional action. The setting is primarily regarded as the task environment 
within which goals or aspir.Hions arc pursued. In gcncr.11, a large and gro,ving 
body of·research documents the relationship among goals, goal progress, and 
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S\VB. On:r.111, the evidence suggests that individuals who pursue personal 
goals that arc sclf-sel<.:cted and self-congruent tend to experience enhanced 
lcYcls of SWU. Research also suggests that S\VU is enhanced when we pursue 
goals that have a long-term orientation rather than goals that satisfy short­
term needs. finally, intrinsic goals that are group enhancing and focus on the 
contributions we can make to others, more than self-serving goals, lend lO be 
more positively rdated to SWI3. 

l·lownn, the rdalionship between goals and SW!l is more compkx than 
simply assuming that purposeful behavior contributes lo SW13. Th<.: level of 
challenge pres<.:nted by one·s goals, the approach or avoidanc<.: motivational 
systems of goal acti,·itics, the cn\'ironmental context, and the relative auton­
omy of personal goals all moderate the relationship between goal attainment 
and SWB. In addition, research suggests that there arc multiple paths to SWI3 
and that culture influences the sort of goals and behaviors that are valued, 
tl)C resources available to reach goals, and the context within which SWI3 is 
understood. 

In sununary, we have attempted to explore vocational psychology and 
personality with a focus on job performance, job satisfaction, and S\Vll. Our 
rc,·icw found E111otio11al StabililJ\ Co11scie11tio11s11ess, and Exlra1•e1:,;io11 to be 
important variables related to job performance and job satisfaction. As notc<.l 
by Judge ct al. (2002), workers who arc emotionally stable, cxtraverted, and 
conscientious may be happier at·work because they arc more likely to expe­
rience satisfying results at work. In addition, there is indirect evidence that 
appears to suggest that E111oli01wl StabililJ\ Co11scie11/iou.mess, and £y/rm•e1° 

sio11 arc important to goal selection and S\VU. 
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