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Abstract
The research carried out was to explore if conscientiousness and neuroticism, two of the big five personality types, could successfully predict an individual’s motivation in the work place. The participants were students from the school of psychology and counselling who were contacted by email and asked to take part N= 24 (m = 3; f =21) aged 18 to 47 years (M = 29.92; SD = 7.91). The participants were asked to complete two online questionnaires on Qualtrics and the data was analysed using a two predictor multiple regression. When analysed there was no significant difference in the positive predictor conscientiousness and negative predictor neuroticism. The main problem with study was the number of participants, which lead to a lack of data with which to validate and prove the two hypotheses.


Can motivation in the workplace be predicted by levels of conscientiousness and neuroticism?

[bookmark: _Toc7987321]Introduction
	The object of this study was to explore predictors of work motivation. According to Tremblay, Blanchard, Taylor, Pelletier and Villeneuve, (2009), a motivated workforce enables the work environment to thrive and in turn, provides an advantage to both employer and employees. To enhance the productivity of employee’s it is important for organisations to be able to structure the work environment in a way that will enhance this motivation. However, work motivation Is also within the individual’s themselves (Kuranchie-Mensah & Amponsah-Tawiah, 2016). And so, for organisations to create a motivated workforce, it is important to not only recruit employees who are highly motivated but will spread that motivation. This can be done by considering predictors of work motivation (Furnham, Eracleous, & Chamorro-Premuzic, 2009). Judge & Ilies (2002) hypothesised that personality traits can predict work motivation. The predictors explored in this study were neuroticism and conscientiousness. Individuals that are conscientiousness tend to be more focused to do a task well. The five-factor model of personality explains that highly conscientiousness people that tend to aim for achievement, are self-disciplined and organized (Toegel & Barsoux, 2012). It is therefore thought that these qualities will predict work motivation in individuals. Contrary to conscientiousness, individuals who are high in neuroticism struggle in stressful situations, they tend to display traits such as, anxiousness, anger, depression and lack control of their impulses (Storm & Rothmann, 2003) . According to Connolly and Viswesvaran (2000), high neuroticism negatively influences job satisfaction. It has therefore been hypothesised that whilst conscientiousness will score as a positive, neuroticism will score as a negative to work motivation.
[bookmark: _Toc7987322]Methods
[bookmark: _Toc7987323]Participants
Emails were sent to all potential participants from University of Wales Trinity Saint David schools of psychology and counselling with a link to the EMS portal. 26 responded of which two were excluded two were excluded due to incompletion of the questionnaire. This left 24 participants (m = 3; f =21) aged 18 to 47 years (M = 29.92; SD = 7.91)   from University of Wales Trinity Saint David, who were also in paid employment. Participants were awarded one course credit for completion.
[bookmark: _Toc7987324]Design
This study was a multiple regression with two predictors on work motivation. The predictors were conscientiousness and neuroticism. 
[bookmark: _Toc7987325]Materials
The Big Five Inventory personality measure (John & Srivastava, 1999) was used to measure levels of conscientiousness and extraversion 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. Eight items measured levels of neuroticism and included items such as ‘Is depressed, blue’ and ‘worries a lot’. Responses were given 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 8 and 56. There were three negatively worded items in this scale that required reverse-scoring prior to analysis. Internal reliability for the neuroticism scale in this study was initiated to be .86, similar to the reliability reported by John and Srivastava (1999) (Cronbach’s alpha = .85). 
 Levels of conscientiousness were measured using nine items from the same scale. This scale included questions such as ‘I see myself as someone who does a thorough job’ and ‘I see myself as someone who Is a reliable worker’. Responses were again given on a 7-point Likert 
scale anchored between strongly disagree and strongly agree. Final scores obtained from this questionnaire was between 9 and 63. This scale contained four negatively worded items that required reverse-scoring prior to analysis. Internal reliability for the conscientiousness scale in this study was initiated to be .84, similar to the reliability reported by John and Srivastava (1999) (Cronbach’s alpha = .83). The work extrinsic and intrinsic motivation scale (Appendix B)

[bookmark: _Toc7987326]Procedure
Participants logged into the online Qualtrics system and responded to two qualifying questions of age and whether in full time paid employment. If both responses were positive, then they were then asked to enter their EMS code number to gain credits, and this opened up a consent form (Appendix C), once this was completed the system then opened a demographics page (Appendix D), with two questions, age and gender. Once the demographics were completed, the participants were taken to the first questionnaire consisting of 17 randomised and targeted questions from the big five inventory, nine on conscientiousness and eight on neuroticism scored with a 7-point Likert scale. This was then followed by the 18 question work extrinsic and intrinsic motivation scale (Tremblay, Blanchard, Taylor, Pelletier, & Villeneuve, 2009). Once this task had been completed participants were then shown a debrief statement (Appendix E) informing them of the nature of the study and reiterating their right to withdraw. Once confirmed participants were taken to a thank you page and asked to close the browser. Once closed the participants responses were submitted.
[bookmark: _Toc7987327]Results
A multiple regression was conducted to assess whether the personality traits of conscientiousness and neuroticism would predict work motivation. Table 1 summarises the means and standard deviations for each variable.
[bookmark: _Hlk6062889]Table 1: Means and standard deviations of variables included in analysis,
	
	M
	SD
	N

	Conscientiousness
	46.71
	9.40
	24

	Neuroticism
	34.92
	9.25
	24

	Motivation
	73.00
	16.28
	24


 
Correlations between the predictor variables and dependent variable are highlighted in table 2. The unstandardized regression coefficients (B) and intercept, the standardised regression coefficients (beta), the semi-partial correlations and R (.25), R2 adjusted (-.03). R for regression was different from zero, F (2,21) = .671, p > .05.
Table 2: Correlations between variables Motivation, Conscientiousness & Neuroticism.	
	
	Motivation
	Conscientiousness
	Neuroticism

	Motivation
	1.00
	-.21
	.22

	Conscientiousness
	-.21
	1.00
	-.56

	Neuroticism
	.22
	-.56
	1.00


								
.	The variables of conscientiousness and neuroticism were non-significant predictors (p > .05), The β values for both conscientiousness and neuroticism are shown in table 3, 				
Table 3: β values for predictors
	Predictor
	Β

	Conscientiousness
	-.13

	Neuroticism
	.14




[bookmark: _Toc7987328]Discussion
This research set out to see if conscientiousness and neuroticism could be highlighted as predictors to work motivation. The current literature showed that individuals that had high levels of conscientiousness would show as a positive predictor to work motivation. Whilst those individuals who score high in neuroticism will not have the same motivational levels of work, this led to the hypotheses put forward in the introduction to this research report. 
The results for this research however, showed no significant differences in either conscientiousness or neuroticism. Although, conscientiousness led to the null hypothesis by trending to the negative prediction and neuroticism conversely trended to a positive prediction, thus correspondingly nullifying the second hypothesis. This confounds what is currently believed and therefore can offer no contribution to the field at this moment, without changes.
However, this study had two major limitations; firstly, that participants had to be current students of University of Wales Trinity Saint David and registered on the School of Psychology, Psychology Experiment Management System, which only yielded 26 responses.  Secondly, the ratio of female to male participants was not a true representation of real-life work situations where the ratio difference would have been possibly smaller.  With these limitations it has shown that this study has no ecological value.
	Further future studies would need to be carried out with less restriction on recruitment of working participants to allow more data to be collected. A second possibility would be to see how neuroticism and conscientiousness would affect the subsets; intrinsic motivation, integrated regulation, identified regulation, introjected regulation, external regulation and amotivation of the work extrinsic and intrinsic motivation scale.
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[bookmark: _GoBack]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 select to what extent you agree or disagree with that statement.

I see myself as someone who.....
C_3
Does a thorough job
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_4
Is depressed, blue
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


C_8R
 Can be somewhat careless
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_9r
Is relaxed, handles stress well 
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


Page Break
C_13
Is a reliable worker
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_14
Can be tense

	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


C_18r
Tends to be disorganized
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	





N_19
 Worries a lot
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


Page Break
C_23r
Tends to be lazy
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_24r
Is emotionally stable, not easily upset
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


C_28
Perseveres until the task is finished
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_29
Can be moody
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


Page Break
C_33
Does things efficiently
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_34r
 Remains calm in tense situations 
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


C_38
Makes plans and follows through with  them
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


N_39
 Gets nervous easily
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree

	
	
	
	
	
	
	


Page Break
C_43r
 Is easily distracted
	Strongly disagree
	Disagree
	Somewhat disagree
	Neither agree nor disagree
	Somewhat agree
	Agree
	Strongly agree
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Why Do You Do Your Work?

Using the scale below, please indicate to what extent each of the following items corresponds to the reasons why you are presently involved in your work
Q2_1
 Because this is the type of work I chose to do to attain a certain lifestyle.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2.2
  For the income it provides me.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_3
  I ask myself this question, I don’t seem to be able to manage the important tasks related to this work.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_4
 Because I derive much pleasure from learning new things.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_5
 Because it has become a fundamental part of who I am.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_6
. Because I want to succeed at this job, if not I would be very ashamed of myself.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	




Q2_7
 Because I chose this type of work to attain my career goals. 

	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_8
For the satisfaction I experience from taking on interesting challenges.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_9
Because it allows me to earn money.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_10
Because it is part of the way in which I have chosen to live my life.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_11
Because I want to be very good at this work, otherwise I would be very disappointed.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_12
I don’t know why, we are provided with unrealistic working conditions.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Page Break
Q2_13
 Because I want to be a “winner” in life. .
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	





Q2_14
Because it is the type of work I have chosen to attain certain important objectives.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_15
 For the satisfaction I experience when I am successful at doing difficult tasks.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_16
 Because this type of work provides me with security.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_17
 I don’t know, too much is expected of us.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly

	
	
	
	
	
	
	


Q2_18
Because this job is a part of my life.
	1 -Does not correspond at all
	2
	3
	4 -Corresponds moderately
	5
	6
	7 -Corresponds exactly
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Study Consent Form
 
I understand that this research study is being carried out by 2nd year Psychology Students for a group assessment, and that taking part in this study will involve completing two online questionnaires containing a personality trait questionnaire and a work assessment questionnaire.
This task will take approximately 15 minutes to complete and all information provided will be anonymous.  
I understand that participation in this study is entirely voluntary and I am free to withdraw participation at any time without giving a reason.
I understand that the information provided by me will be held confidentially. This data will be stored indefinitely in accordance with the Data Protection Act.
I understand that on completion of this study I will be shown a debrief on screen containing contact details for the research team and module lead should there be any concerns. 
If you wish to withdraw at any time, please close the browser and your data will not be saved.
If you give consent to take part in the study and are currently in paid employment please select the two options below. 
· I have read the information, am over the age of 18 and give full consent to take part in the study
· I am in paid employment


[bookmark: _Toc7987333]Appendix D
Demographics
Block Options
Q42
Gender
	Male
	Female
	Other
	prefer not to say

	
	
	
	


Q43
What is your age

Q44
Please enter your unique ID code in order to be awarded EMS credit
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Thank you for taking part in the study. 
 
Overall, this study aimed to identify whether conscientiousness can be a positive predictor of work motivation, and whether neuroticism can negatively predict work motivation.
 
If you wish to withdraw data at this point please contact the lead researcher or academic supervisor immediately. Please be aware that all data has been collected anonymously and therefore it cannot easily be traced back to you at this point
 
 
If taking part in this study has raised any questions, please speak to the head researcher on 1705243@student.uwtsd.ac.uk or contact the academic supervisor Stacey Coleman at Stacey.coleman@uwtsd.ac.uk

Please be advised that the head researcher should only be contacted in relation to the study. Any unethical conduct will be reported.
 
 
 
Thank you once again for taking time to participate in this study.
 
 
 
 
Amy Locke
Michael Cross
Sean Morgan
Bethan Howard
Nikolay Nedyalkov
 
BSc Honours Psychology.
 
University of Wales Trinity Saint David, Swansea
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GET
  FILE='E:\BSc(Hons)Psychology single honours\2nd Year\Semester 2\Occupational Psychology\data.sav'.
DATASET NAME DataSet1 WINDOW=FRONT.
REGRESSION
  /DESCRIPTIVES MEAN STDDEV CORR SIG N
  /MISSING PAIRWISE
  /STATISTICS COEFF OUTS CI(95) COLLIN TOL ZPP
  /CRITERIA=PIN(.05) POUT(.10)
  /NOORIGIN
  /DEPENDENT Questionaire2
  /METHOD=ENTER Con Neur
  /SCATTERPLOT=(*ZRESID ,*ZPRED)
  /RESIDUALS NORMPROB(ZRESID)
  /CASEWISE PLOT(ZRESID) OUTLIERS(3).


Regression

[DataSet1] E:\BSc(Hons)Psychology single honours\2nd Year\Semester 2\Occupational Psychology\data.sav



	Descriptive Statistics

	
	Mean
	Std. Deviation
	N

	Questionaire2
	73.0000
	16.28016
	24

	Con
	46.7083
	9.39694
	24

	Neur
	34.9167
	9.24976
	24




	Correlations

	
	Questionaire2
	Con
	Neur

	Pearson Correlation
	Questionaire2
	1.000
	-.214
	.219

	
	Con
	-.214
	1.000
	-.564

	
	Neur
	.219
	-.564
	1.000

	Sig. (1-tailed)
	Questionaire2
	.
	.158
	.152

	
	Con
	.158
	.
	.002

	
	Neur
	.152
	.002
	.

	N
	Questionaire2
	24
	24
	24

	
	Con
	24
	24
	24

	
	Neur
	24
	24
	24




	Variables Entered/Removeda

	Model
	Variables Entered
	Variables Removed
	Method

	1
	Neur, Conb
	.
	Enter

	a. Dependent Variable: Questionaire2

	b. All requested variables entered.




	Model Summarya

	
	

	a. Dependent Variable: Questionaire2



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B
	Correlations
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound
	Zero-order
	Partial
	Part
	Tolerance
	VIF

	1
	(Constant)
	74.858
	32.500
	
	2.303
	.032
	7.272
	142.445
	
	
	
	
	

	
	Con
	-.230
	.444
	-.133
	-.518
	.610
	-1.153
	.693
	-.214
	-.112
	-.110
	.682
	1.465

	
	Neur
	.254
	.451
	.144
	.564
	.579
	-.683
	1.192
	.219
	.122
	.119
	.682
	1.465

	a. Dependent Variable: Questionaire2





	Collinearity Diagnosticsa

	Model
	Dimension
	Eigenvalue
	Condition Index
	Variance Proportions

	
	
	
	
	(Constant)
	Con
	Neur

	1
	1
	2.915
	1.000
	.00
	.00
	.00

	
	2
	.078
	6.097
	.00
	.14
	.31

	
	3
	.007
	20.365
	1.00
	.86
	.69

	a. Dependent Variable: Questionaire2






	Residuals Statisticsa

	

	
	Minimum
	Maximum
	Mean
	Std. Deviation
	N

	Predicted Value
	66.6734
	82.0270
	73.0000
	3.98872
	24

	Residual
	-32.16067
	27.17923
	.00000
	15.78397
	24

	Std. Predicted Value
	-1.586
	2.263
	.000
	1.000
	24

	Std. Residual
	-1.947
	1.645
	.000
	.956
	24

	a. Dependent Variable: Questionaire2
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