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					Abstract
A study was conducted to examine if personality predictors, could predict work motivation in the workplace, due to conscientiousness being a great indicator of how individuals work in the workplace. this study examined the effects of conscientiousness and neuroticism and if individuals scoring high in conscientiousness would show greater work motivation then individuals scoring highly on neuroticism. 24 participants participated in this study which included answering self-reporting questionnaires online through Qualtrics. The results showed a non-significant result overall and showed a slight negative correlation for conscientiousness when measured against work motivation.



























				Introduction 
[bookmark: _Hlk3893017][bookmark: _Hlk3893344]	The aim of this report is to explore personality traits and their predictions of work motivations. Personality refers to the cognitive and behavioural patterns that show stability over time and across situations (Bozionelos, 2004). It is therefore acknowledged that personality traits influence personal values and attitudes (Bozionelos, 2004). The big five personality traits are a framework that measures five personality traits e.g. openness to experience, conscientiousness, agreeableness, extraversion and neuroticism ( Bono & Judge, 2004).  Openness to experience refers to a person’s range of interests and fascination with originality, those who score high on openness scales tend to be creative, curious and artistic. Compared to those who score on the opposite end of the scale tend to be more conservative and find comfort in the familiar ( Zopiatis & Constanti, 2012) conscientiousness is measure of reliability those who score high in contentiousness tend to be more responsible, organized, dependable and persistent compared to those who score low and tend to be easily distracted, disorganized and unreliable ( Zopiatis & Constanti, 2012).
[bookmark: _Hlk3893965]	Extraversion measures the comfort levels of an individual’s personal relationships extroverts tend to be more sociable, assertive and gregarious. Introverts will tend to be more reserved, timid and quiet ( Zopiatis & Constanti, 2012).  Agreeableness measures the scale to which individuals will be more accepting to others. Those who score high on agreeableness tend to be more cooperative, warm and trusting compared to those who score low that tend to be more disagreeable, cold and antagonistic ( Zopiatis & Constanti, 2012) Neuroticism measures a person’s ability to withstand stress, those who score  who show positive emotional stability  tend to be calm, self-confident and secure. While those who score high negative scores tend to be nervous, anxious, depressed and insecure ( Zopiatis & Constanti, 2012).  


[bookmark: _Hlk8162970] conscientiousness is considered the most important personality trait for motivation in the workplace (Colquitt & Simmering, 1998, Witt, & Carlson, 2006). Conscientiousness is considered by many academics to be composed by to facets achievement motivation and dependability (Zhao & Seibert, 2006) . A study conducted by ( Bakker, Demerouti & Lieke, 2012) examining the effects of conscientiousness, work engagement and performance verses high or low conscientious levels. The results suggested  that those who scored high on conscientiousness tended to show higher job performance and active learning. ( Bakker, Demerouti & Lieke, 2012)
	A study conducted by (Bajor & Baltes, 2003) examining the relationship between conscientiousness,  workplace performance and selection, optimization and compensation strategies mediate together. The results suggested that conscientiousness and job performance are correlated and also conscientious individuals achieve more due to focussing their energy on several important goals (Bajor & Baltes, 2003)
	Neuroticism is considered to be the undesired personality trait which can lead to poor work outcomes and correlates with low work motivation (Furnham, Forde & Ferrari, 1999, Smillie, Yeo, Furnham & Jackson, 2006). Neuroticism is the tendency to show poor emotional adjustment when faced with stress, anxiety and depression (Judge & Ilies, 2002).
Based on the evidence presented in this literature review the hypothesis for this study is the following it is predicted that people who score highly on conscientiousness will show higher work motivation and those who score high on neuroticism will show low levels of work motivation.

					Method 
Participants 
[bookmark: _GoBack]	Participants were recruited through the university of wales trinity saint David’s experimental management system, overall there were responses from 26 participants 23 females and three males two female participants were removed due to incomplete questionnaire. The age range of participants was 18 -61. Requirement for participants in this study is that all participants had to be employed.   
Design 
	The design of this study was a regression design. This study will include two  predictors the first predictor will be Conscientiousness. The second predictor for this study will be neuroticism. The criterion for this study will be work motivation. The analysis used on the data for this design was multiple regression.
Materials 
[bookmark: _Hlk7771894]	The big five inventory personality questionnaire (John & Srivastava, 1999) was used to measure conscientiousness and neuroticism the full scale contains 44 items. Although for this study the full scale was not used only items related to conscientiousness and neuroticism was used. Conscientiousness included nine scaled items four items out of the nine were reversed scoring items. Items included “does a thorough job”,” is a reliable worker” and “ tends to be lazy”. Items were scored using a five point likert scale with scores anchored from one = strongly disagree to five = agree strongly with scoring from one to five for each item with total scoring ranging between nine and 45. The Cronbach’s alpha score for conscientiousness was .81
	 Neuroticism included eight scaled items, three of these items were reversed scoring items, items included “ can be tense “, “ worries a lot” and “ gets nervous easily”. Items were scored using a five point likert scale with scores anchored from one = strongly disagree to five = agree strongly with scoring from one to five for each item with total scoring ranging between eight and 40. The Cronbach’s alpha score for neuroticism was .77
	
	 The work extrinsic intrinsic motivation scale ( Tremblay, Blanchard, Taylor, Pelletier & Villeneuve, 2009) was used to measure work motivation, this scale includes 18 items. Items include “ Because I derive much pleasure from learning new things” , “For the satisfaction I experience from taking on interesting challenges and “ Because I want to be very good at this work, otherwise I would be very disappointed” items for this scale were scored over a seven point likert scale one = indicating it does not correspond at all, seven indicates = corresponds exactly. The Cronbach’s alpha score for the work extrinsic intrinsic motivation was .78 Both questionnaires were created on Qualtrics for an online survey.

Procedure 
	 Participants were invited to take part in the study through the university experiment management system, they were told they would receive a single credit towards their course for participating. Participants would follow a link on the experiment management system which would navigate them to the survey. Participants would then give consent through the use of a online consent (See appendix A) form on Qualtrics, participants would not only give consent to participate they would also click a box stating they were employed. Participants were also notified that if they wanted to withdraw at any time, they could just close the window of their browser and their data would not be saved any of the participants who did not click yes on either the consent or the employment box would be thanked for their participation and logged out of the survey. Participants would next be asked to provide their age; they would then move on to the questionnaires. For the purpose of this online questionnaire all three questionnaires were combined into one questionnaire. After the completion of the questionnaires participants were thanked for their participation and received a debrief.( See Appendix B )

				

				Results

	A standard multiple regression was used to measure conscientiousness and neuroticism can predict work motivation. As can be seen from table one below are the mean scores and standard deviations of each variables.
Table 1 
	Variable.
	M
	SD
	N

	Questionnaire 2 
	73.00
	16.28
	24

	Conscientiousness 
	46.70
	9.39
	24

	Neuroticism 
	34.91
	9.24
	24



	
Correlations between each of the variables was conducted as can be seen in table 2 below the results suggested a weak negative correlation for conscientiousness in predicting work motivation.
Table 2 
	
	Questionnaire 2 
	Conscientiousness 
	Neuroticism 

	Questionnaire 2
	1.000
	-.214
	.219

	Conscientiousness
	-.214
	1000
	-.564

	Neuroticism
	-.219
	-.564
	- 1000




Overall there was a non-significant result when conscientiousness and neuroticism tried to predict work motivation F( 2,21)=.671, p >.01 .


				Discussion 
	Due to the non-significant result the hypothesis for this study has been rejected, what could explain for this non-significant result this suggests that those who took part in this study did not show that conscientious high scorers show higher work motivations. The results showed a weak negative correlation for conscientiousness, but previous literature suggests that people who score high on conscientiousness should show higher work motivations. Although this could be a case of the sample being students and working just to help finically to study. 
	Future studies should focus on conscientiousness with a different personality trait to see if there would be a difference in the result. Agreeableness people who score more highly tend to be more cooperative, trusting and warm to other people. Extraversion in which individuals who are extraverted tend to be more social. Openness to experience individuals who score high tend to show their creativity it would be interesting to see if any of these changes in future studies would change the result in this study. 
	Limitations for this study include the following. Firstly, it could be the number of participants taking part in the study there were only 24 participants that participated below the minimum number of 30 required for the two variables being measured against work motivation. Secondly, there was also a discrepancy in the mean scoring for conscientiousness scoring a mean score of 46.70 when the scoring for conscientiousness was scored between nine and 45 this could be down to an error.
	The aim of this report was to predict if individuals who score high in conscientiousness would show higher work motivation in the workplace. This report also wanted to predict if individuals scoring high in neuroticism would show lack of motivation in the work place the results for both predictions showed a non-significant result and a weak negative correlation for conscientiousness and work motivation.
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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 relating to work motivations.

This task will take approximately 15 minutes to complete and all information provided will be anonymized.  

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, with a code assigned in place of my name. These 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 give consent to take part in the study please select the two options below. 
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[bookmark: _GoBack]Thank you for taking part in the study.  



The aim of this study was to explore  whether conscientiousness and neuroticism personality traits are good or bad predictors for work motivation. 

Overall, this study aims to identify conscientiousness as a positive predictor for work motivation and neuroticism as a negative predictor for work motivation.



If you wish to withdraw your data from the study you must tell the researcher now.  After this point, all of your data will remain confidential/anonymous and we will not trace it back to you.





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.
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