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Abstract
Work motivation it’s key component for successful work productivity (Tremblay et al, 2009), Its been demonstrated that the recruitment of more highly motivated workers has a positive effect work efficiency and work motivation. According to Judge and Ilies (2002) work motivated individuals are characterize by lower levels of neuroticism and higher levels of conscientiousness. 














Introduction
In today competitive economic claimant, efficiency and productivity play a crucial part in the success of any organization. Оccupational researchers have generated vast amount of literature in attempt to outline the various factors affecting efficiency in the work place (Kanfer, Chen, and Pritchard, 2008). According to Tremblay et al (2009) a motivated workforce is shown to be a critical competitive asset for a success in any occupational field. As a consequence, different types of managerial practices have been developed to target and promote positive work attitudes with the intent of increasing work motivation. Individual differences and innate predispositions towards work motivation tend to vary between candidates, making some individuals more or less susceptible to motivation strategies (Jex and Britt, 2008). Hence, the managerial capacity for building a compelling work environment can be greatly dependent on the personal characteristics influencing the levels of motivation in recruits. Identification and employment of positively predisposed to motivation staff by recruiters, can lead to more motivated workforce and enhance the overall work effectiveness in the organization. This can be accomplished by the use of self-report measures of personality tools designed to evaluate personality traits in applicants (Tremblay et al, 2009). According to Judge and Ilies (2002) the Big Five personality traits and in particular those of conscientiousness and neuroticism can be used to predict the degree of motivation in candidates. Previous studies demonstrate negative correlation between the two traits (Judge and Ilies, 2002; Beckmann, Wood and Minbashian, 2010). 
Conscientiousness tends to be a somewhat broad term.  Generally speaking conscientious people tend to be goal and achievement driven, follow established norms, they are able to delay gratification and display task efficiency as well as organizational ability (Roberts et al., 2009). This may be suggestive of why conscientious people experience greater job satisfaction and in turn, correspond to higher levels of work motivation (Bui, 2017; Judge and Illies, 2002).

Contrary to conscientiousness, neuroticism is shown to be a leading indicator of job dissatisfaction (Clark and Watson, 1991).  Neuroticism is interpteted as a leading factor in poor work performance (Connolly and Viswesvaran, 2000). Highly neurotic people tend to exhibit traits such as impulsivity, lack of control, anxiousness, anger, depression and general inability to deal with pressure (Chandrasekar and Chidambaram, 2014). In turn the increase of job dissatisfaction in people exhibiting neurotic traits may be indicative of the negative relationship between neuroticism and work motivation. 

 Therefore, current study hypothesizes that higher level of conscientiousness in individuals will relate to a positive level of work motivation, and that higher levels of neuroticism will manifest as a negative predictor of work motivation.
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Participants 
Twenty-four student participants (3 male, 21 female) attending University of Wales Trinity Saint David ranging in age from 18 to 47 (M = 29.91, SD = 7.91).
 
Design
A regression design was used to confirm the effectiveness of conscientiousness and neuroticism as predicting factors in work motivation. Two dependent variables - conscientiousness and neuroticism (IV) and one dependent variable - work motivation (DV). Both IVs were used as predictive factors of positive and negative shifts in work motivation (DV). 

Materials 
The Big Five Inventory personality measure (John & Srivastava, 1999) was used to measure levels of conscientiousness and neuroticism in participants (see appendix A). The full scale includes 44 items, however only items related to the two selected personality traits were used in this study.  Nine items measured levels of conscientiousness and included items such as ‘I am someone who does a thorough job’ and ‘I am someone who is a reliable worker’. Responses were give on a 7-point Likert scale anchored from 1= strongly disagree to 7 = strongly agree with scores subsequently ranging from one to seven for each item, making final scores obtained from this scale between 9 and 63.  There were four negatively worded items in this scale that required reverse- scoring prior to analysis. Internal reliability for the conscientiousness scale in the current study was slightly lower than in previous literature (alpha = .85, compared to. .82) in John & Srivastava, 1999).  Levels of neuroticism were measured using eight items from the same scale. This included questions such as ‘I can be tense ‘and ‘I Can be moody’. Responses were give on a 7-point Likert scale anchored from 1= strongly disagree to 7 = strongly agree with scores subsequently ranging from one to five for each item, making final scores obtained from this scale between 8 and 56.  This scale contained three negatively worded items that required reverse-scoring prior to analysis. Internal reliability for the conscientiousness scale in the current study was slightly lower than in previous literature (alpha =. 85, compared to. .84) in John & Srivastava, 1999).
Work extrinsic and intrinsic motivation scale (WEIMS; Tremblay et al. 2009) was used to measure levels of work motivation in participants ( see appendix B). The full scale includes 18 items, based on self- determination theory. The scale contains 6 distinct sub-scales. Containing the levels of ‘intrinsic motivation’, ‘integrated regulation’, and ‘identified regulation ’, ‘introjected regulation ’, ‘external regulation and amotivation. Each of those sub-scale contains 3 questions. . Responses were give on a 7-point Likert scale anchored from 1= does not correspond at all to 7 = corresponds exactly with scores subsequently ranging from one to five for each item, making final scores obtained from this scale between 18 and 126. The reliability of the scale in the current study (alpha= .78).








Procedure
The study was conducted via the Qualtrics online platform. The participants were required to log in to the application with the use their student email and password. The survey itself was separated in to four sections containing Consent form (appendix C), demographics section followed by two questionnaires both separated in their own individual sections.
The participants were presented with a consent form section. After reading the consent information, they were required to check two designated fields. The first one expressing they consent for participation and the second one conforming their current status as a paid employee. If they have met the initial criterias, they were allowed to precede. The participants then were required to fill a demographics section containing section for age input gender and ID code. After meeting the all above mentioned criteria’s the participants wore presented with both questioners. Upon completion of both questioners the participants were presented with a debrief form (appendix D) which indicated the end of the study.



















Results

A multiple regression analysis was conducted to assess whether variables of neuroticism and conscientiousness are valid predictors of individuals’ work motivation. Table 1 summarises the means and standard deviations for each variable.

Table 1
Means and standard deviations of all variables included in the analysis 
	
	M
	SD
	N

	Work motivation

	73.00
	16.28
	24

	Conciseness 
	46.70
	9.39
	24

	Neuroticism
	34.91
	9.24
	24









Correlations between the predicted variables and depended variable are highlighted in table 2. Non- significant correlation was observed between work motivation and conscientiousness
(r = -.21, p = .16) and work motivation and neuroticism (r = .22, p = .15). Moderate negative correlation was observed between the predicted variables of neuroticism and conscientiousness (r = -.56, p = .002). Indicating that lower levels of neuroticism may be related to higher levels of conscientiousness.




Table 2
Correlations between variables

	
	Work motivation

	Conciseness
	Neuroticism

	Work motivation

	-
	-.21
	.22

	Conciseness 
	- .21
	-
	-.56*

	Neuroticism
	.22
	-.56*
	-












* significant at .05 level 


The regression analysis showed that as an overall model, the set of independent variables (neuroticism and conscientiousness) were statistically non-significant (F (2, 21) = .67, p= .52) and produced an adjusted R-squared value of -.03. The combined IV’s therefore explained 0% of the variances in prediction of work motivation. 


Table 3 shows the coefficients for the separate IV’s in the analysis. Both IV’s (conciseness and neuroticism) were not statistically significant in contributing to the participant’s degree of work motivation with (p >.05) for both variables. 

Table 3
	Variable
	Beta value

	Conciseness

	-.133

	Neuroticism
	.144


Beta coefficients for independent variables on the dependent variable degree.







* significant at .05 level 


The module used in the current study fails to identify levels of neuroticism and conscientiousness as valid predictors of individuals work motivation. The original hypotheses outlined in the study must be rejected 






Discussion

The results from this study reject the original hypothesis. The combined variables of conscientiousness and neuroticism fail to explain any of the variances involved in prediction of work motivation, giving a final predictive value of 0%. Moderate negative correlation was present between the two IVs, however no correlation was observed between either of the IVs and work motivation. Both sets of questioners exhibit above adequate level of reliability in both the current and previous studies (John and Srivastava, 1999; Tremblay et al, 2009).  However, even though current study rejects the original hypothesis those results may only be relevant to specific sample used in the study and its not indicative of the general effect of the variables. By introducing a touch of speculation it may be safe to say that the participants are not currently occupying positions that are especially stimulating, fulfilling or allow utilization of their full potential and the achievement of their goals, because they are students. The most likely scenario is that the majority of them, occupy positions simply because of the need to support themselves. This creates the probability that the manner in which they have answered the motivational questioner will be indicative of low job motivation with the need for income as the major driving motive behind their employability. Moreover, if such results are combined with the higher scores in conscientiousness (M =46.70) and lower scores of neuroticism (M = 34.91) and the negative correlation between the IVs may have led to the current interpretation of the results. In other word even if they have higher levels of conscientiousness that won’t result in a better work motivation because of the type of job they have, due to their present status as a student. On the other hand neuroticism wont seen as a predicative factor because of its correlation with conscientiousness -‘’ they are not neurotic that does not explain the lack of motivation’’. Another potential factor may be incompatibility between the questioners which includes 6 different types of motivation that can potentially cause interferes with the results. 
Therefore, future study should first duplicate the study using an outside in order too conclusively test the initial hypotheses. 
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