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                                                         Abstract 

 

This thesis explores the influence of employees‟ personality types (Neuroticism (N), 

Openness to Experience (O), Conscientiousness (C), Agreeableness (A) and Extraversion 

(E)) on leadership styles (Transformational, Transactional and Avoidant) and on employees‟ 

attitudes to their organisation (Job Satisfaction and Turnover Intention) in banks in the 

Kingdom of Saudi Arabia. The objectives of this thesis are to identify the impact of 

personality traits on: perceptions of Leadership behaviour, Job Satisfaction and Turnover 

Intention among employees of Saudi banks. 

The data for this thesis were collected using online questionnaires from 343 branch 

employees from two Saudi commercial banks operating in Riyadh City in Saudi Arabia. The 

data obtained was analysed using the Statistical Package for the Social Sciences (SPSS) and 

structural equation modelling (AMOS) by means of correlation, multiple-regression analysis 

and a Sobel mediational test.  

The findings indicated that high Conscientiousness (C) has an influence on increasing Job 

Satisfaction while the personality traits of high Neuroticism (N) and high Conscientiousness 

(C) have positive and negative impact on Turnover Intention respectively. Secondly, the 

results of the study reinforce the hypothesis that Saudi Arabian employees who score high in 

Neuroticism (N) are less likely to perceive their banks‟ leader as either Transformational or 

Transactional. Third, it was found that high Conscientiousness (C) bank employees are more 

likely to perceive their leader to be Transformational or Transactional whereas Openness to 

Experience (O) Saudi bank employees are less likely to perceive their leader as having an 

Avoidant Leadership style. Finally, the results indicated that the relationship between 

Neuroticism (N) and Turnover Intention is negatively mediated by perceived 

Transformational and Transactional Leadership styles, wheares the relationship between 

Conscientiousness (C) and Turnover Intention is negatively mediated by perceived 

Transactional Leadership styles.  The relationship between Conscientiousness (C) and Job 

Satisfaction is positively mediated by perceived Transactional Leadership style. 

This research thesis contributes to organisational behaviour and Leadership theory; it is one 

of the first empirical studies within the Saudi context to investigate the mediating role of 

perception of Leadership styles between personality traits and employees‟ attitudes to their 
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organisation. It is also one of the first studies to establish a relationship between personality 

traits, Leadership styles and attitude to the organisation (Job Satisfaction and Turnover 

Intention) in a banking context 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



IV 
 

                                                  Acknowledgements 

I would like to express my sincerest gratitude to the director of this study, Professor Charlotte 

Rayner, and my associate supervisor, Doctor Emma Brown, for their inspiration, valuable 

detailed guidance, support and encouragement during this research. I am also grateful to the 

wonderful individuals in the University of Portsmouth for their kind help and continued 

support. I must also thank the University for the opportunities, privileges and long-term 

support it has provided. I would also like to extend my thanks to all the staff in the Business 

School and to the staff of the Organisation Studies and Human Resource Management 

specifically. Further, I acknowledge the hundreds of participants and their banks in Saudi 

Arabia for their help with the research survey.  

 

I would like to extend my deep thanks and gratitude to all of my family members who 

contributed to supporting, and encouraging me during my studies. Words cannot express the 

feelings I have for my parents for their constant unconditional support and for their daily 

prayers. Even when they suffered due to my absence, they continued supporting me in 

finishing my research. The completion of this research is but a very small reward for their 

efforts and great expectations.  

 

I owe my loving thanks to my husband and daughters (Noura, Moudhy and Shoug) who have 

missed out on many things during my study. Without their encouragement and understanding 

it would have been impossible for me to finish this work. I am espicialy greatful for the 

encouragement from my brothers, sisters and lovely friends in Portsmouth for their amaizing 

support.  

 

Last, but not least, the sponsorship of my country, Saudi Arabia, for their financial support 

and care from my advisors in the Saudi Cultural Bureau, must also be gratefully 

acknowledged.  



V 
 

                                            

                                                       Declaration 

The impact of employees‟ personality traits in perceiving leadership styles and organizational 

attitude in Saudi Banking context 

Doctor of Philosophy of the University of Portsmouth 

Whilst registered as a candidate for the above degree, I have not been registered for any other 

research award. The results and conclusions embodied in this thesis are the work of the 

named candidate and have not been submitted for any other academic award. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



VI 
 

 

                                            List of abbreviations 

 

KSA: Kingdom of Saudi Arabia. 

SAMA: Saudi Monitory Association.  

GCC: Gulf Cooperation Council. 

PA: Positive affectivity. 

NA: Negative affectivity. 

JS: Job satisfaction. 

TI: Turnover intention. 

N: Neuroticism.  

C:  Conscientiousness.  

O: Openness to Experience.  

A: Agreeableness.  

E: Extraversion.  

TSFL: Transformational Leadership style. 

TSCL: Transactional Leadership style.  

AVOL: Avoidant Leadership style.  

CFA: Confirmatory Factor Analysis.. 

SEM: Structural Equation Modelling. 

 

 

 

 

 

 

 



VII 
 

                                              Definition of terms 

 

The following definitions were applied to form the basis of this research. 

Leadership: "A relationship through which one person influences the behaviour or actions of 

other people" Mullins (2002, p. 904).   

Personality: “generalisation about human nature, and exploration of individual differences” 

(Hogan, 2005, p. 334).   

Positive (PA) affectivity:  

The extent to which a person has feelings of energetic and pleasurable engagement.  

Individuals who have high PA are more likely to display pleasurable engagement in their 

work and and have a sense of overall wellebeing. (Adapted from Watson et al., 1988; Keith 

and Frese, 2005).   

 

Negative (NA) affectivity: reflects feeling of anxiety and distress, so that individuals with 

high (NA) are more likely to experience negative feeling across situations that may create 

barriers in social interaction (adapted from Watson et al., 1988; Keith and Frese, 2005) 

Job satisfaction: involves the feeling of employees towards their jobs and controls and drives 

employees; behaviours and work attitude, When job satisfaction is positive employees are 

satisfied with their job, and the negative feeling is a sign of dissatisfaction (Adapted 

from‟Armstrong , 2004).  

Turnover intention: “The intention to voluntarily change companies or to leave the 

labour market altogether” (Falkenburg & Schyns, p. 711).  
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Chapter1: Introduction 

1.1 Introduction 

The subject of leadership attracted a great deal of attention in the 19
th

 century as management 

scholars explored leaders‟ attributes, behaviour and perceptions (Judge, Piccolo, & Kosalka, 

2009); thus a special focus was given to the concept of the “great man” when distinguishing 

“leaders” from “non-leaders” (Shondrick & Lord, 2010). In this regard, the leadership 

continuum primarily gave attention to the leader as the main element of the leadership 

process in what is known as the “leader-centric approach” (Bass, 2008). Leadership was 

considered to be a one-way process with leaders‟ behaviour having a unilateral influence on 

followers with leadership power used by leaders to affect followers in order to achieve 

organisational outcomes through a formal leader-follower relationship. In contrast, this thesis 

examines the role of followers‟ characteristics which are posited to be the dependent 

variables which are affected by leaders‟ behaviour (Dvir,  Eden,  Avolio & Shamir, 2002) and 

are considered to be recipients or moderators linked to leadership influence.  

This modern view of leadership has emerged based on social construction theory (Meindl, 

1995; Hetland & Sandal, 2003; Felfe & Schyns, 2006; Shamir, 2007; Uhl-Bien & Marion, 

2009; Fairhurst & Uhl-Bien, 2012; Emery, Calvard & Pierce, 2013; Shondrick, Dinh & Lord, 

2010). It stresses the role played by followers in co-constructing leaders‟ behaviour. It is 

based on the social construction theory view of leadership or “the romance of leadership”; 

social construction theory assumes that the leadership process is created by leaders and 

followers, where followers are likely to play a co-determining role in relation to the nature of 

leaders‟ behaviour, hence without employee interactions there would be no leadership.  

In essence, leadership is seen very much through the eyes of the followers rather than of the 

leader, where leadership behaviour is mainly influenced by followers‟ perception of their 

leader (Kaiser, Hogan & Craig, 2008). Thus, the focus of the current study is on leadership 

behaviour from the followers‟ perspective and therefore can be labelled as a “follower–

centred” approach to leadership. This line of research (Meindl, 1995; Hetland & Sandal, 

2003; Yammarino & Atwater, 1993; Felfe & Schyns, 2006; Emery et al., 2013; Hetland, 

Sandal & Johnsen, 2008) suggested that academic literature has neglected the role of 

followers‟ characteristics in shaping and influencing leaders‟ behaviour. This has been 

revealed in a lack of studies examining followers‟ personalities as indicators of differences in 
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their perception of leadership style (Meindl, 1995; Hetland & Sandal, 2003; Yammarino & 

Atwater, 1993; Felfe & Schyns, 2006).  This study has heeded the call (Hetland, et al., 2008; 

Emery et al., 2013) to focus on exploring the effect of followers‟ personality characteristics 

on their perception of leadership behaviour and on their attitude to their organisation (job 

satisfaction and turnover intention). 

The role that personality type has played in understanding and explaining differences in work 

attitudes and beliefs has been widely acknowledged (Spector, 2008; Staw & Cohen-Charash, 

2005). Leaders‟ personality traits have an impact on their leadership styles. This impact has 

been well documented in numerous studies that have examined the similarities between 

leaders and followers (Phillips & Bedeian, 1994; Felfe & Schyns, 2010; Antonakis, Day & 

Schyns, 2012). There are limited studies which have discussed how employees‟ personality 

differences have impacted on their perception of leadership styles (Meindl, 1995; Ehrhart & 

Klein, 2001; Felfe & Schyns, 2006; Hetland et al., 2008; Zhu, Avolio & Walumbwa, 2009). 

The current study proposes that there is a linkage between the Big Five personality traits and 

the employees‟ perception of the full range of leadership styles (Transformational, 

Transactional and Avoidant leadership) and on employees‟ attitude to the organisation (job 

satisfaction and turnover intention) in the banking sector in Saudi Arabia. This is used as a 

theoretical framework to discuss the relationship between employees‟ personalities and 

perception of Transformational, Transactional and Avoidant leaders. In this respect, 

employees‟ personality traits would determine the emergence of leadership style through 

assumed similarity theory (Byrne, Clore & Smeaton (1986). It is stressed that people are 

attracted toward others who are similar to them; thus employees prefer to work with leaders 

whose behaviour is similar to theirs (Ehrhart & Klein, 2001). 

 Personality traits are responsible for determining individuals‟ beliefs, attitudes and 

behaviour, which in turn determine work behaviour and attitudes (Furnham, Petrides, 

Tsaousis, Pappas & Garrod, 2005). Hence, certain personality traits have the tendency to 

influence the perception of work situations, as different types of employees tend to like or 

dislike certain features of their work, affecting their level of job satisfaction and turnover 

intention (Bowling, Beehr & Lepisto, 2006). This is expressed as dispositional affectivity, 

seen in positive or negative feelings in relation to organisational behaviour. In light of this 

view the current study seeks to investigate job satisfaction and intention to leave antecedents 

among employees in the Saudi banking sector. Using the “Big Five” as a personality model, 

the study takes a closer look at employees‟ personalities and how these can help provide a 
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better explanation of job satisfaction and turnover intention. Saudi Arabia has had an 

excellent economic performance in recent years; a new group of international banks and 

financial firms have come into being and local banks have expanded in parallel with Saudi 

Arabian economic development plans. The Saudi labour market demand has in turn been 

affected because of the shortage of skilled staff and this can result in changes in employees‟ 

attitudes to their organisation (such as turnover intention and job satisfaction). Particularly, it 

is to be expected that employees are likely to choose to quit or change employers regardless 

of whether they are satisfied or dissatisfied with their jobs because of the tremendous 

availability of alternative job opportunities in the banking profession. In essence, employees‟ 

intention to change job is an important issue that alarms the banking sector. Understanding 

the issues outlined above could give human resources departments in banks a reasonable 

chance of overcoming such behaviour before it is transformed into actual turnover. 

 

1.2 Empirical research context 

The purpose of this section is to provide an overview of Saudi society in terms of its location, 

population and demographic profile. It highlights the general features of the Saudi economy 

as an important cornerstone for understanding the different stages of development in the 

banking sector in the country. Moreover, an overview of Saudi culture based on Hofstede‟s 

cultural dimensions is provided as this helps to shape the discussion of the research findings. 

1.2.1 Location and population of Saudi Arabia 

The Kingdom of Saudi Arabia (KSA) is the largest country in the Middle East, specifically in 

the Gulf region; the total size of the Saudi population is 29,994,272 according to the latest 

census from 2013 (Central Department of Statistics and Information, 2013). Saudi Arabia is 

considered an important member of the Gulf Cooperation Council (GCC) which consists of 

six countries: Saudi Arabia, the United Arab Emirates, Kuwait, Oman, Bahrain and Qatar. 

Saudi has a major role as the birthplace of Islam. The holy mosques are located there; more 

than 1 billion Muslims pray facing towards the KSA and millions of Muslims around the 

world visit the country every year to perform either Hajj or Umrah. The Kingdom was 

founded in 1932 by King Abdulaziz Alsaud.  The capital city of Saudi Arabia is Riyadh and 

the official religion is Islam which has a major impact on social, political and economic 

structures. According to the latest report of the Central Department of Statistics and 

Information (2011), the Saudi population stood at 28.4 million, and consisted of 68.4 % 
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Saudis (19.4 million) and 31.6% (9 million) non-Saudis. The latest figures presented by the 

Minister of Labour indicate that the total number of employees (Saudi and non-Saudis) in the 

labour workforce in the private sector in the Kingdom of Saudi Arabia was 8.5 million in 

2012; the ratio of Saudis employed in the private sector was 13.4% (1.14 million) (SAMA, 

2013). 

 

Figure 1.1 Map of Saudi Arabia  

1.2.2 Saudi economy 

The discovery of oil in Saudi Arabia at the end of the 1930s brought about a tremendous 

change in the Kingdom, transforming it from an ordinary desert country to one of the richest 

countries in the Middle East. It has become the world‟s largest oil producer and exporter of 

oil. The average daily Saudi oil production rose by 14% from 8.2 million barrels in 2010 to 

9.3 million barrels in 2011 with a production rate of 11.7 million barrels per day in 2013 

(SAMA, 2013). Most of the oil fields, including the largest onshore field in Ghawar and the 

largest offshore field at Safaniya in the Arabian Gulf, are located in the Eastern Province.  As 

shown in the diagram below, GDP grew considerably from 1983 to 2013 as a result, with the 

growth rate rising from 5.1 % in 2010 to 7.1% in 2011 (SAMA, 2013).  The recent oil price 

drop might affect GDP and have a ripple effect into other sectors such as the banking 

industry, although data has yet to be published. 

http://en.wikipedia.org/wiki/File:Saudi_Arabia_map.png
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Figure 1.2 : The growth of Saudi's GDP from 1983 to 2014. 

 (Source: World Bank, 2013). 

The Figure above shows the continuous growth of the Saudi economy which has been driven 

by several positive developments throughout the country. For example, the Saudi government 

made enormous efforts to achieve sustainable economic growth based on diverse resources, 

promoting the contribution of non-oil sectors such as the monetary sector and banking to 

increase job opportunities for Saudis and reduce the unemployment rate.  The latest data on 

the unemployment rate in Saudi Arabia indicates that the unemployment rate changed from 

5.8% in 2011 to 5.5% in 2012 which shows a trend in a positive direction (World Bank, 

2013).   

1.2.3 The Saudi Arabian Monetary Agency (SAMA) 

SAMA is considered to be the Saudi central bank and has played a major role in legalising 

and governing the banking system in KSA. It was established in 1952 as a self-regulating 

governmental agency and is supervised by the Minister of Finance and National Economy.  

SAMA‟s functions consist mainly of maintaining the exchange rate and monetary policy by  

determining prices, administering the government foreign currency reserves, minting the 

national currency (1 Riyal = 0.24 USD), and promoting the growth of the financial system 

and ensuring its soundness. It plays a major role in controlling commercial banks‟ activities 

in the country by enforcing banking control laws; for example SAMA has the authority to 

regulate the interest rate for loans issued by commercial banks, acting as the Saudi 
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government representative, and also supervises financial agencies, credit information 

companies and cooperative insurance companies in the country (SAMA, 2013).  

1.2.4 Historical background to the banking sector in Saudi Arabia 

When the Saudi Kingdom was established in 1932, there were only two banks: Eastern Bank 

(a UK bank) and the Nederland Handel-Maatschappij (NHM). At that time NHM played the 

role of a central bank by maintaining a reserve of government gold and oil revenues as 

SAMA was not established yet. There were also two financial agents, the Al-Kaki and the 

Bin Mahfouz Companies, which acted as local money exchanges. By 1953, the Bin Mahfouz 

Company had developed to become the first Saudi bank and was named the National 

Commercial Bank (NCB).  After this, a second Saudi bank was allowed to set up in business 

in 1957 under the name of the Riyadh Bank. Following this, a new banking law came into 

force in 1966, at which time SAMA acquired the authority to issue new banking licences. At 

this stage it was difficult to establish foreign banks in Saudi Arabia which gave the two local 

banks (NCB and Riyadh Bank) an advantage and allowed them to take over other financial 

businesses in the Kingdom (Iqbal & Molyneux, 2005). 

In the 1970‟s Saudi Arabia saw a major expansion in all sectors including the banking sector 

as a result of increased oil revenues. This encouraged foreign banks to enter the Saudi market 

and open branches there. In 1975 the Saudi government responded to this by introducing 

legislation which allowed foreign banks operating in the Kingdom to preserve their rights and 

interests with a banking law which allowed foreign banks to become incorporated by holding 

up to 50% ownership with a Saudi partner (Tschoegl, 2002). With this procedure the 

performance and stability of the banking sector would be maintained and foreign banks 

would be treated equally with national banks (SAMA, 2013). 

In the 1980‟s the banking sector in Saudi Arabia saw two major changes which deeply 

affected its performance. Firstly, the sharp increases in oil prices between 1979 and 1981 

resulted in three national banks being established: 1) Al-Rajhi Banking and Investment 

Corporation (considered the largest money exchange licensed as a fully commercial bank), 2) 

Saudi Investment Bank, and 3) United Saudi Bank (originally formed from the merger of 

three foreign banks and licensed as a fully commercial bank with 25% of its shares owned by 

foreign partners and 75% owned by the public). At the same time, these banks contributed to 

the development of the structure of the Saudi bank sector in response to SAMA‟s 
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requirements by increasing their capital positions which allowed them to participate 

efficiently in the Saudi economic system. 

Secondly, the war between Iran and Iraq affected oil prices negatively between 1982 and 

1986. As a result of this recession Saudi banks faced problems from bad debts. The foreign 

banks in the Kingdom responded to these changes by modifying their lending activities as 

they experienced a difficult phase in relation to loans that had been given without sufficient 

bank charges and adequate monitoring procedures (Iqbal & Molyneux, 2005). 

From 1990 to the present day, the Gulf War between Kuwait and Iraq took place which 

impacted remarkably on Saudi banks. The demand for domestic loans increased by 90% 

which raised the profitability indicator and increased the number of local banks operating in 

the Kingdom, since there were no foreign banks in Saudi Arabia (Al-Muharrami, 2008). The 

banks‟ processes also underwent modifications to ensure their increased soundness in the 

banking sector. During this period there were 11 banks operating in the Kingdom; this 

included four joint ventures between foreign banks and local banks.  By 1993, the number of 

bank branches operating in Saudi Arabia had increased considerably, rising to 1,243 branches 

with a growth rate of 12.4 %. Furthermore investments were made in new technologies to 

improve the operational side; for example, electronic money transfer systems were set up 

with widespread points-of-sale. The Saudi Banking performance indicators revealed that the 

banking sector had achieved sustained improvement (Iqbal & Molyneux, 2005). 

1.2.5 Saudi commercial banks 

In most developing countries the banking system is divided into three categories: a central 

bank (such as the Saudi Arabian Monetary Association – SAMA), a commercial banking 

sector (such as can be seen in Table 1-1), and financial agents (for example 

moneychangers/lenders). In the case of Saudi Arabia, the banking and finance sector is 

overseen by several government agencies, among them the Ministry of Finance which 

supervises economic policies and law, and SAMA which manages fiscal policy, issues the 

country‟s currency (the Saudi Riyal), and oversees the nation‟s commercial banks. The 

government has also established five specialised credit institutions to provide loans to citizens 

for development projects in agriculture, industry and construction – the Saudi Industrial 

Development Fund (SIDF), the Saudi Arabian Agricultural Bank (SAAB), the Real Estate 

Development Fund, the Public Investment Fund, and the Saudi Credit Bank.  
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Nowadays, there are in total 23 commercial banks operating in the Kingdom, 12 of which are 

classified as Saudi banks as they are owned by Saudi banks and foreign banks, and the other 

11 as foreign banks as they are wholly owned by foreign banks. The number of Saudi 

commercial bank branches stands at 1,711 (SAMA, 2013), 30% of which are operating in 

Riyadh City and the rest distributed in different administrative regions, while foreign banks 

are restricted by SAMA and must limit their branches to not more than two in order to 

maintain the stability of the banking system. 

Table 1-1 The distribution of the 12 Saudi's banks and employees around the country 

Bank Number of Branches Number of employees 

Al-Rajhi Bank 458 11656 

National Commercial Bank 289  5879 

Riyadh Bank 251  5334 

The Arab National Bank 142  4627 

Bank Albilad  88  2840 

Banque Saudi Fransi  84  2677 

Saudi British Bank  80  3532 

Samba Financial Group  69  3329 

Bank Al-Jazira  54  2778 

Saudi Investment Bank  48  1235 

Saudi Hollandi Bank  44  2121 

Alinma Bank  41  1552 

Total  1, 648 47,560 

            (Source: Annual Report, SAMA, 2013, p. 54) 

The Table above illustrates the staff numbers in the 12 banks operating in Saudi Arabia; it 

can be seen that at the time of writing Al-Rajhi Bank employed the highest number of staff 
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with 11,656 and operated out of 458 branches throughout the country while the Saudi 

Investment Bank had the lowest number of staff with 1,235 employees in 48 branches around 

the country. Alinma Bank, as the most recent arrival, operated the lowest number of branches 

throughout the country with 41 branches. The number of commercial bank branches 

operating in KSA stood at 1,648 at the time of data collection in the first quarter of 2012, and 

then rose to 1,711 at the end of the first quarter of 2013  (SAMA, 2013).  

Table 1-2  Number of staff working in the private and banking sectors in KSA by sex: 

Sectors Female Male Total 

Working in the private sector 220,000 920,000 1,140,000 

Percentage (%) 19.3% 80.7% 100% 

Working in the banking sector     3,984   29,479     33,465 

Percentage (%) 11.9% 88.1% 100% 

                      Source: Annual Report (SAMA, 2013, p. 39) 

It can be seen from the above Table that the banking sector in Saudi Arabia is dominated by 

male rather than female employees. This reflects the structure of the private labour workforce 

in the country which consists of mostly male employees (920,000) which represent 80.7% of 

the private labour force, while there are reported to be 220,000 female employees which 

represents 19.3%. In the banking sector male bankers make up 88.1% of the labour force 

while female bankers make up 11.9%. The importance of gender differences in understanding 

and explaining differences in work-related attitudes and beliefs is well acknowledged in the 

literature (e.g. Schuh, Hernandez Bark, Van Quaquebeke, Hossiep, Frieg & Dick, 2014; 

Eagly & Johnson, 1990; Russell, Rush & Herd, 1988).  Researchers have used gender 

differences as a study variable in research, and it is accepted that women and men, including 

those who are leaders in organizations, behave stereotypically to some extent according to the 

gender differences reflective of their society. Although a group of social scientists have 

acknowledged that there is some evidence for sex differences in leadership style among 

research participants who have not been selected for occupancy of leadership roles in natural 

settings, another group of social scholars have challenged these generalizations about gender-

stereotypic leadership styles. They have agreed that women and men who occupy leadership 

roles in organizations do not differ (e.g, Hollander, 1985; Hyde, 2014) and maintained that 
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there are not reliable differences in the ways that women and men lead. In the beginning of 

the current study it was intended to investigate gender differences as one of the research 

variables and then it was decided to follow the second group of researchers for the reasons 

below. 

Firstly, the banking sector in Saudi Arabia is considered to be the first sector that adopted 

Western organisational concepts, characteristics and work environment, which is due to the 

fact that some Saudi banks such as Citigroup, HSBC and Industrial Bank of Japan have 

foreign ownership. For this reason the banking sector was the first private sector that allowed 

Saudi women to be employed within the limitation of national cultural factors, so any gender 

role differences which occur in the banking sector are thought to be the same as in other Arab 

countries. Like many Arab countries, Saudi Arabia is still predominantly a traditional, male-

dominated society and thus traditional attitudes regarding women at work may still be deeply 

held within Arabic societies (Whiteoak, Crawford & Mapstone, 2006). There are globalizing 

pressures on Arabic countries that are shaping specific forms of gender and economic 

relations at the societal, organization and individual identity levels. Globalization 

requirements are being responded to by making Islamic cultural values tied with gender and 

work systems (Metcalfe, 2008), as the banking sectors‟ engagement with women as workers 

in Saudi Arabia reflects. 

Although the Saudi workforce is mostly dominated by men, Saudi‟s organization values are 

invariably in line with other nations by intending to treat men and women equally in terms of 

their rights, responsibilities and career advancement on the basis of individual merit not 

gender. Leaders have exhibited different leadership styles regardless of their gender and both 

will be challenged to develop the type of leadership skills that will be needed to lead the 

organization of tomorrow. A leader is seen as an individual who possesses the ability and 

leadership qualities rather than a member of one gender or the other (Hyde, 2014).  

Nevertheless in this regard employees respond differently to the same situation depending on 

whether it is exhibited by a male or female leader (Schuh et al., 2014; Eagly, & Johnson, 

1990; Russell, Rush & Herd, 1988). Such research suggests that investigating gender within 

Saudi would provide useful findings, however this was not practicable as shown below. 

Prior to data collection the researcher contacted several Saudi banks to obtain written 

agreement for access to collect data, and the commercial banks were clear that the researcher 

did not have permission to gather data relating to gender issues.  The reasons given were the 
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confidential nature of the banking sector and the regulation of their data protection. This 

exclusion applied to all banks and was not able to be discussed by the researcher without 

endangering participation.  Hence including any focus on gender was not feasible for this 

project. The next section describes Saudi national culture as it is important in this study to 

discuss aspects of Saudi national culture so as to obtain a better understanding and 

explanation of the study results. 

1.3 National culture of Saudi Arabia 

It is necessary to discuss the impact of national culture on people‟s behaviour and attitudes, 

especially in research into human behaviour, in order to explain the way in which people 

perform in organisations; indeed national culture distinguishes members of one nation from 

those of another (Hofstede & Hofstede, 2005). Since this research focuses on the impact of 

bank employees‟ personality types on their perceptions of their leaders‟ leadership style and 

their attitude to the organisation (job satisfaction and turnover intention), it is necessary to 

explore the national culture in Saudi Arabia to assess how to integrate it into the discussion of 

the final results.  

The concept of culture has been defined in different ways depending on the researcher‟s 

perspective. Tylor (1958) defined it as “the complex whole which includes knowledge, belief, 

art, morals, law, custom and any other capabilities and habits acquired by man as a member 

of society” (Tylor,  1958, p. 1). One of the most cited and widely accepted definitions of 

culture was proposed by Hofstede (1985, p. 347) who defines culture as: “the collective 

programming of the mind that distinguishes the members of one group or category of people 

from another”. 

Hofstede (1991), a Dutch organisational anthropology researcher, conducted his study which 

to work values of IBM employees, in more than 70 countries around the world. He found 

culture could be described using four dimensions at the national culture level: power distance 

(PD), uncertainty avoidance (UA), individualism vs. collectivism (IC), and masculinity vs. 

femininity (MF). A fifth dimension was added in 1991, long vs. short term orientation (LTO) 

which is also known as pragmatism, which ties with the uncertainty avoidance dimension, 

and there is a further sixth dimension – indulgence vs. restraint (ID). Hofstede‟s cultural 

model is widely applied in leadership studies.  In the current study, Saudi cultural factors will 
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be discussed within the framework of Hofstede‟s six cultural dimensions. These six 

dimensions are briefly described below: 

Power Distance: is defined as “the extent to which the less powerful members of 

organisations and institutions (like the family) expect and accept that power is distributed 

unequally” (Hofstede & Peterson, 2000). 

Uncertainty Avoidance: refers to “intolerance for uncertainty and ambiguity” (Hofstede & 

Peterson, 2000). 

Individualism vs. Collectivism: is described as “the extent to which individuals are 

integrated into groups” (Hofstede & Peterson, 2000). 

Masculinity vs. Femininity: is defined as “assertiveness and competitiveness versus 

modesty and caring” (Hofstede & Peterson, 2000). 

Pragmatism: this refers to “how people in the past as well as today relate to the fact that so 

much that happens around us cannot be explained” (Hofstede, 2014). This dimension is also 

known as Long-Term Orientation (LTO). 

Indulgence vs. Restraint: This dimension is described as “the extent to which people try to 

control their desire and impulses” (Hofstede, 2014).  

Based on these dimensions, Hofstede created an index of scores for many countries including 

the KSA. The following section compares the scores for the national culture of the KSA with 

those of the United States (US) and the United Kingdom (UK). 

 

The profile of Saudi Arabia: 

Table 1-3: The cultural profile of Saudi Arabia compared to United States and United 

Kingdom: 

National Culture Dimension Saudi Arabia  United States United Kingdom 

Power Distance 95 40 35 

Uncertainty Avoidance 80 46 35 

Individualism vs. Collectivism 25 91 89 

Masculinity vs. Femininity 60 62 66 



14 
 

Pragmatism  36 26 51 

Indulgence 52 68 69 

           (Source: Hofstede, 2014)  

According to the index above in Table 1-3, Saudi Arabia was reported as being relatively 

high on power distance (score of 95) which means that individuals in Saudi society are 

treated unequally and accept inequalities among themselves. Power distance represents the 

degree to which people in the country show how much they see themselves as members of 

organisations by accepting that their superiors have more power than they have and accepting 

a hierarchical order. In such a society employees are used to being given orders by their 

leader in an autocratic way. Since every member of an organisation has a role which is 

different from others, centralised authority is common in organisations. However, in 

countries which score low in power distance, their employees prefer to be consulted by their 

superiors. Countries such as the USA and the UK scored low on the power distance 

dimension reflecting the fact that people are treated as equals, power is equally distributed 

and justification for inequalities of power is demanded. 

In terms of the second dimension, uncertainty avoidance, KSA is seen as having a culture that 

reinforces the need for formal laws and regulations to be in place to avoid uncertainty and 

ambiguity. This comes from a resistance and hesitation regarding change which is due to 

people in such societies having feelings of insecurity when there is an unclear future. In 

contrast, USA and UK scored relatively low on this dimension. This lower score shows that 

these countries share a culture which is more flexible in relation to change, and is relaxed and 

tolerant. 

In regards to the individualism vs. collectivism dimension, KSA is reported to be a highly 

collectivist society with a low score in individualism (25). The lower the score is, the more 

collectivist a society is and vice versa. The low score reflects Islamic principles which 

emphasise the strong bonds and close relationships between families and friends which are 

dominant in KSA society. On the other hand, the USA and UK scored extremely high on this 

dimension reflecting a concentration on supporting the notion of individualism. 

 Living in a collectivist society is manifested in a close long-term commitment to the member 

“group”, such as a family, extended family, or extended relationships. Loyalty in a 

collectivist culture is paramount and over-rides most other societal rules. In contrast, in 
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individualist societies, the social group is loosely integrated in terms of costs, rewards, and 

outcomes. 

In the masculinity vs. femininity dimension the KSA, the USA and the UK have average 

positions (60, 62, and 66 respectively). “Masculinity” indicates that gender role has been 

separated at the national level and is tied to the national values and norms in the society from 

school level up through career development. A high score represents a masculine society 

where there is a greater concern with achievement, competition, and have a strong desire to 

achieve material success. The situation is the opposite in Scandinavian countries which score 

high on the “femininity” dimension, and where (for example) men are permitted to take 

paternity leave to take care of newborn children.  

The pragmatism dimension refers to the extent to which people have a strong desire to 

explain (normative oriented) or not to explain beliefs accepting that it is impossible to 

understand the complexity of life (pragmatism oriented). Saudi society is shown to be 

normative with its low score (36). Here people have a strong belief in the need to establish 

the absolute truth and are less concerned about the future; their main focus is on 

accomplishing quick results. They can also be seen to be thinking in a normative way in their 

desire to find an explanation for phenomena around them. The United States‟ result of 25 is 

fairly similar to that of the KSA. However, the UK scored 51, a slightly higher score than 

KSA and US in this dimension. The UK society results show an intermediate score which 

does not point to any specific preference in this dimension. 

Hofstede's model of national culture was discussed above to support the discussion of the 

study findings in chapter 6.  The following part of this chapter describes the aims and 

significance of the study. 

1.4 Aims of the Study 

The main aim of this study is to investigate how employees‟ personality traits influence their 

perception of leadership styles and their attitudes to their organisation (job satisfaction and 

turnover intention). Additionally, this study examines the mediation effect of leadership style 

on the relationships between employees‟ personality traits and their attitudes to their 

organisations in Saudi commercial banks. This study has five major objectives: 
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1) To identify the impact of personality traits from the Big Five personality model 

(Openness, Conscientiousness, Extraversion, Agreeableness and Neuroticism) on 

employees‟ perception of the full range of leadership (Transformational, Transactional, 

Avoidant) behaviour. 

2) To identify the relationship between employees‟ personality traits and their job 

satisfaction.  

3) To identify the relationship between employees‟ personality traits and their turnover 

intention.  

4) To examine the mediating impact of the full range of perceived leadership 

(Transformational, Transactional, Avoidant) behaviour on the relationship between 

employees‟ personalities and their job satisfaction.  

5) To examine the mediating impact of the full range of perceived leadership behaviour on 

the relationship between employees‟ personalities and their turnover intention. 

1.5 Significance of the study 

The findings of this study will make significant contributions to studies on leadership, 

employees‟ personalities and employees‟ attitudes to organisations both theoretically and 

practically. The theoretical contribution is generated from this study by providing insights 

into how the specific personality traits of employees in commercial banks in Saudi Arabia 

have an effect on their perception of leadership styles, their levels of job satisfaction and 

turnover intention. This study also contributes to the job satisfaction and turnover intention 

literature through examining the mediating effect of perceived leadership styles on the 

relationship between employees‟ personalities, job satisfaction and turnover intention. The 

argument of this research has been investigated through two associations between personality 

types and leadership styles: the direct path and the mediational path. 

 

Firstly, the research contributes to the body of knowledge on the attitudes of bank employees 

to their organisations, more specifically the attitudes of those who are working under a full 

range of leadership styles (Transformational, Transactional, and Avoidant). In that respect 

employees‟ personality traits have an influence on their perception of leadership styles, which 

in turn could lead to changes in the levels of turnover intention and job satisfaction (Ehrhart 

& Klein, 2001; Felfe & Schyns, 2006; Hetland et al., 2008; Zhu, Avolio & Walumbwa, 
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2009). The thesis findings have suggested that employees scoring high in Conscientiousness 

(C) are more likely to perceive their leader as either Transformational or Transactional, 

whereas those scoring high in Neuroticism (N) are less likely to perceive their leader as 

Transformational or Transactional. Employees who score highly on “Openness to 

Experience” (O) are less likely to perceive their leaders as having an Avoidant leadership 

style. Secondly, perceived leadership styles (Transformational, and Transactional) was 

examined as a mediator between employees‟ personality traits (Neuroticism (N) and 

Conscientiousness (C)) and organisational attitude (turnover intention and job satisfaction).  

The results of the mediational test confirmed that Transformational and Transactional 

leadership styles have induced a full positive mediation relationship between the Neuroticism 

(N) traits and turnover intention. This means that there is an indirect relationship between 

Neuroticism (N) and turnover intention transmitted through perceived Transformational and 

Transactional leadership. Evidence in support of this finding derives from the absence of a 

significant direct relationship between Neuroticism (N) and turnover intention after adding 

Transformational and Transactional leadership as a mediator. As a result, Neuroticism (N) 

traits have an influence on employees perceiving a leader as Transformational, which then 

elicits an attitudinal response towards employees‟ organisational attitude such as turnover 

intention. The result of mediational testing confirmed that perceived Transactional leadership 

style performed a full negative mediation on the relationship between Conscientiousness (C) 

employees‟ traits and turnover intention. That means there is an indirect negative effect 

between Conscientious (C) employees and turnover intention through perceived 

Transactional leadership style. 

The significant findings of this study add to the body of leadership and organisational 

behaviour literature by providing a more integrative view of Transformational and 

Transactional leadership styles as mediator variables in the relationship between dependent 

and independent variables. Most research has tested whether the direct effects of leadership 

styles are congruent with dependent and independent variables (Nguni, Sleegers & Denessen, 

2006; Yin, 2009; Hussain & Riaz, 2010; Zhu, Avolio & Walumbwa, 2009; Felfe & Schyns, 

2006). This study has argued that personality traits influence the perception of leadership 

styles, which in turn can lead to changes in the levels of job satisfaction and turnover 

intention. It also assists academics in human resources and organisational behaviour studies 

in understanding employees‟ personality traits and how they impact on perceptions of 

leadership styles, job satisfaction, and turnover intention.  
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The practical contribution is derived from the help these findings can offer bank HR 

departments and line managers who desire to decrease employee turnover rates and increase 

job satisfaction. Given the need for employers to recognise the impact of employees‟ 

personality differences in today‟s competitive world, this study will help Saudi banks and 

financial institutions to assess employees‟ attitudes and build an appropriate work 

environment that will create the highest levels of job satisfaction and the lowest levels of 

turnover intention.  

Multinational organisations, banks and financial institutions which intend to enter the Saudi 

market in particular need to understand the role of Saudi employees‟ personalities in shaping 

their attitudes to their organisations and leadership perceptions. Banks‟ human resources 

managers could include personality tests that evaluate individuals‟ personality traits when 

selecting and hiring new bankers to determine whether a candidate is suitable for a specific 

work environment such as banking. The banking workplace requires tolerant employees who 

are able to handle encounters with a variety of people while working under pressure, to work 

within teams effectively, and to create productive social relationships with clients. 

Furthermore, the findings of the current study will help in developing leaders‟ behaviour by 

training them in how to deal differently with each follower according to his/her personality 

characteristics.  The findings will help to provide guidance for leaders on how they can best 

work with followers by taking into account differences in each follower‟s personality. The 

study also touches on the significance of taking into consideration similarities in personality 

types in leaders and followers during employee selection and training and when formulating 

job descriptions, and on developing leaders by identifying the full range of leadership 

behaviour as seen from the followers‟ points of view, specifically in the banking sector. 

Although some studies have investigated the issues of personality and leadership in relation 

to employees‟ attitudes to their organisation in a Western context (Lord & Emrich, 2001; 

Felfe & Schyns, 2010; Schyns & Sanders, 2007; Felfe & Schyns, 2006; Judge & Bono, 2000; 

Ehrhart & Klein, 2001; Hetland et al., 2008; Zhu, Avolio & Walumbwa, 2009; Walumbwa & 

Hartnell, 2011; Emery et al., 2013), examining the same variables in a different country 

context may lead to different outcomes. The choice of Saudi Arabia as the research context 

adds value to the current research as it is a developing country in the Middle East with 

economic, social, religious, and cultural values which are different from those in countries 

where similar research has already been conducted. These differences may have implications 

regarding the relationships between employees‟ personality traits, perceived leadership styles, 



19 
 

and attitudes to their organisations (job satisfaction and turnover intention); thus this research 

contributes to several continua in relation to these organisational elements in KSA. Moreover, 

the banking sector has been specifically chosen for study as the banking sector is considered 

to be the first sector to have adopted Western organisational concepts, characteristics and a 

work environment, as certain Saudi banks such as Citigroup, HSBC, and Industrial Bank of 

Japan have foreign ownership. 

The primary rationale for the study is the lack of studies on the impact of employees‟ 

personality traits on their perception of leadership styles (Transformational, Transactional 

and Avoidant) and on the influence of their personality traits on their attitudes to their 

organisations (job satisfaction and turnover intention). Since the majority of research into 

leadership, personality, job satisfaction and turnover intention has been conducted in a 

Western context, and taking into consideration the ever-increasing globalisation of business, 

there is a great need to broaden the study of organisationally important phenomena such as 

leadership perceptions, satisfaction levels, and turnover intention. This study intends to help 

fill the gap in research into issues related to leadership behaviour styles in the banking 

industry in developing countries such as Saudi Arabia. It has also replicated findings 

concerning the Big Five model in Transformational leadership theory in relation to various 

cultural values and contexts and provides an acceptable validation of the Big Five 

measurement and the full range of leadership scales. 

The study revealed evidence that confirmed turbulence in the sector. The current findings are 

alarming in that they show that Saudi bank employees are changing their current employment 

continuously; this is in line with the rise of the economic sector in Saudi with many new bank 

branches opening up and with Saudi bankers receiving attractive offers from their employers‟ 

competitors or from banks which are newcomers in the country (SAMA, 2013). In this highly 

competitive environment employees‟ personality traits are to be considered an important 

factor which determines their attitudes to their organisations reflected in job satisfaction and 

turnover intention levels.  The Saudi Arabian banking sector as the context of this study is 

clearly an environment where employment is characterised by high levels of competition; 

practically this means that there is a great demand for qualified employees who are experts in 

the field and a need for employer to retain their staff. 
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1.6  Structure of the Thesis 

This thesis has six chapters along with references and appendices. The structure of the thesis 

is as follows: 

Chapter 1; Introduction: has introduced the need for a greater understanding of the role of 

employees‟ personality traits in perceiving leadership styles and organisational attitude (job 

satisfaction and turnover intention) in the context of the banking sector in KSA. The aims and 

objectives of the research have been presented as well as potential contributions from the 

study and provides an overview of Saudi society in terms of its location, population and 

demographic profile.  It has also highlighted aspects of the Saudi economy as an important 

cornerstone by understanding the different stages of development in the banking sector in the 

country. An overview of Saudi culture based on Hofstede‟s cultural dimensions of Saudi 

national culture has been provided, together with the contribution of the study. 

Chapter 2; Literature Review and Model: provides a review of the literature relevant to 

leadership development and it is essential for identifying the meaning of leadership adopted 

in this thesis. It presents a description and definition of job satisfaction and turnover 

intention, models and main factors of employees‟ satisfaction and turnover intention. It 

concludes with hypothesis development and conceptual framework to guide this study. 

Chapter 3; Methodology: presents a detailed discussion of the research design and the 

methodological approach to be used to test the conceptual framework and its hypotheses. 

Furthermore, it covers in detail a description of data accessing and collection. It is then 

followed by a measurements translation process, information about the population and 

sample size used in the study and how the measures were tested.  

Chapter 4; Primary analysis: details the process of data preparation; data screening, cleaning 

and descriptive analysis. It examines construct validity and reliability using confirmatory 

factor analysis (CFA) and Cronbach Alpha. 

Chapter 5; Analysis of the Findings: describes the results of the statistical analysis that 

tested the hypotheses.  

Chapter 6; Discussion: provides detailed discussion of the results and a clear picture into the 

relationships among the research variables, the extent to which they are consistent with or 

contrary to past empirical findings and theoretical arguments.  It concludes with a summary 
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of the findings of the study concerning the hypotheses and the implications that have arisen 

from these research findings, theoretically and practically. It includes the limitations of the 

study, recommendations for future research, and conclusions of the study. 

1.7 Summary 

This chapter (Chapter 1) has provided a summary view of the present research, presenting the 

empirical research contexts, the significance of the research, research objectives and the 

structure of the thesis. Furthermore, it has highlighted the role of SAMA as a regulator and 

monitor of the Saudi banking. Then, an overview of Saudi culture based on Hofstede‟s 

cultural dimensions of Saudi national culture has been provided in comparison with US and 

UK cultural dimensions. Finally the significance of the study was given. The following 

chapter (Chapter 2) will present the literature review of the current study. 
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Chapter 2: Literature Review     

 

 2.1 Introduction 

The aim of this chapter is to provide a review of the three types of personality model that are 

used in the literature on leadership development and of the approaches which are essential to 

identifying the meaning of leadership. It then provides a description of job satisfaction and a 

definition of turnover intention, and describes models and important factors in employee 

satisfaction and turnover intention. It ends with a review of how these theoretical models and 

hypotheses are conceptualised in the thesis. 

2.2 Personality models 

2.2.1 Traits theories of personality 

The traits approach to personality is considered one of the main theoretical areas in 

personality studies as its main focus is on differences between individuals and how these can 

be identified and measured. It assumes that an individual‟s personality is composed of broad 

dispositions.  The term personality implies a cooperative combination of a group of traits and 

disposition affectivity (Costa & McCrae, 1992; Ackerman & Izard, 2004; Keith & Frese, 

2005; Ramnstedt, Goldberg & Brog, 2010). As such, it is appropriate to explore this 

combination in a short introduction through the lens of the role of personality traits and 

disposition in shaping individuals‟ attitudes toward work. This section evolves along the 

following lines: it first offers a short historical review of traits theories of personality 

followed by a description of empirical studies among scholars in organisational behaviour 

and psychology studies. 

In order to describe someone‟s personality, a number of personality traits can be used, for 

example “kind”, “even-tempered” or “angry”, showing that traits can be expressed as 

relatively stable characteristics that impact on the way in which individuals behave.  

Personality can be defined as a “generalisation about human nature, and exploration of 

individual differences” (Hogan, 2005, p.  334).  It consists of a group of traits which are 

stable over time and distinguish differences between individuals‟ dispositions and enduring 

patterns of thought and emotion which help to explain their behaviour within social situations 

(Costa & McCrae, 1992; Funder, 2006). 
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The preceding lines of research underline the role of traits disposition on work behaviour. 

Watson and his colleagues suggest that there are two main independent personality 

dispositions that individuals experience: positive affectivity (PA) and negative affectivity 

(NA). PA reflects the extent to which a person has feelings of energetic, pleasurable 

engagement, as individuals who have high PA are more likely to display pleasurable 

engagement in their work, leading to a higher sense of overall wellbeing. On the other hand, 

NA reflects feelings of anxiety and distress, so individuals with high NA are more likely to 

experience negative feelings during situations, which may create barriers in social interaction 

(Keith & Frese, 2005). Having said this, the two affectivity dimensions are associated with 

personality traits that indicate whether individuals will exhibit either positive or negative 

emotions. For example, PA corresponds to Extraversion (E) personality traits, while NA 

mainly corresponds to the dominant personality traits of Neuroticism (N) (Watson, Clark, & 

Tellegen, 1988).  

The current study‟s hypotheses were formulated based upon these concepts. Research into 

organisational behaviour underpins how a person‟s personality traits correlate with his/her 

emotions (Costa & McCrae, 1992; Ackerman & Izard, 2004). It is therefore important to 

address the literature on personality. In this regard, psychologists have expended strenuous 

efforts identifying and evaluating personality traits. The following section will discuss three 

personality models: the Big Five model, Cattell‟s personality model and Eysenck‟s 

personality model. 

2.2.2 The Big Five personality model 

The Big Five model is considered to provide a framework for interpreting a person‟s 

personality and is based on personality traits which have been encoded into their language 

and are then used to clarify differences between individuals (Costa & McCrae, 1992; John & 

Srivastava, 1999). It is also a helpful tool for understanding different individuals‟ 

personalities in various samples. It is widely used in studies which aim to examine individual 

personality in different fields and diverse cultures because it seems to be robust within many 

theoretical structures that utilise different instruments (Cortina, Doherty, Kaufman & Smith 

1992). For this reason the instrument has been translated into more than 10 languages, 

Arabic, Bulgarian, Chinese, Croatian and others (Goldberg, Johnson, Eber, Hogan, Ashton & 

Cloninger, 2005), and has been examined in different contexts to confirm its validity. In more 

detail, the model consists of five main dimensions of individual personality, Openness to 
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Experience (O), Conscientiousness (C), Extraversion (E), Agreeableness (A) and Neuroticism 

(N). 

First is Extraversion (E) or Extroversion which describes an individual who possesses social 

skills, and is enthusiastic, assertive and ambitious (Hogan, 2005; Goldberg, 1990. Highly 

Extravert people enjoy being with people as they are full of energy; as a result they often 

possess positive emotions (PA) regarding a situation, which will impact on their judgement 

with regard to events around them (Connolly & Viswesvaran, 2000). On the other side of this 

dimension low Extraversion or Introversion which is characterised by low levels of energy, 

less integration with the social world and the tendency to be quiet, although there is not 

necessarily any tendency to be more depressed. Basically it means that Introverts prefer to be 

alone to re-charge their energy (Matthews & Deary, 1998).    

Secondly, Neuroticism (N), or low levels of emotional stability, is considered to be an 

important trait in personality studies, since it is deemed to be the main cause of negative 

affectivity (NA). High Neuroticism is characterised as the tendency to feel negative emotions 

such as feelings of anger, depression and low stability.  An individual who scores high in 

Neuroticism (N) is more likely to experience a negative impact because of his/her 

surroundings due to traits such as anxiety, depression, aggression, worry and moodiness. This 

can lead such individuals to interpret neutral situations as threats and exaggerate minor 

frustrations as serious difficulties; they also have trouble controlling their emotions 

(Terracciano, Löckenhoff, Zonderman, Ferrucci & Costa, 2008), while individuals who score 

low in this dimension are defined as being emotional stable, where they experience low levels 

of anxiety, are able to control their problems and are less responsive to external stress factors.   

The next dimension is Agreeableness (A) or likability or friendliness according to Hogan 

(2005) and Barrick & Mount (1991). Individuals who score high in Agreeableness (A) are 

flexible, broad-minded, warm, cooperative, sensitive, and able to forgive others and get along 

with them, maintaining pleasant relationships and avoiding any disruption of relationships 

(Organ & Lingl, 1995). This dimension mainly reflects the extent to which individuals are 

concerned with cooperation and social integration, believing that other people are honest and 

trustworthy. Accordingly, “Agreeable” individuals can be considered to have positive 

affectivity which enables such individuals to accommodate to social situations and establish 

social harmony (Connolly & Viswesvaran, 2000). On the other hand, people who score low 

in Agreeableness (A) are generally less concerned about others and more sceptical, which in 
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turn means that they opt to be alone rather than to be with friends.  Seen in this light, low 

Agreeableness is different from high Neuroticism, though neurotics tend to view neutral 

situations negatively because of their interpretation of circumstances and exaggeration of any 

negative features.   

The next factor in the Big Five model is Conscientiousness (C), or dependability as Hogan 

(1986) described it. This is associated with educational success, being a hard worker and 

focusing on success; thus it is seen as the factor which represents the need for achievement 

(Digman, 1990).  Costa and McCrae (1992) reported that “Conscientious” individuals in 

work environments often tend to avoid making trouble and aim for high standards of 

performance by means of structural planning; furthermore, Conscientiousness is considered a 

positive affectivity (PA) trait disposition (Judge, Bono, Ilies & Gerhardt, 2002). 

A seminal study conducted by Brick and Mount (1991) in the USA found that 

Conscientiousness (C) is the best predictor of job performance due to the way in which 

Conscientious employees tend to follow regulations and practise self-discipline in a way that 

will improve their performance. On the other hand, individuals who score low in 

Conscientiousness (C) are more likely to experience lower levels of ambition, are less 

concerned about their work and fail to follow regulations.  

The fifth factor of the personality model is Openness to Experience (O) as Costa and McCrae, 

(1992) noted. In Digman‟s (1990) view, individuals with this trait are imaginative, cultured, 

scientific thinkers, original, creative, intellectually curious, art- and beauty-oriented and are 

more aware of their feelings. On the other side of this dimension, individuals with a low score 

in Openness to Experience (O) or who are closed-minded tend to be narrow in their interests 

and prefer to handle complex situations in an obvious or straightforward way.  They usually 

prefer to be conservative which leads them to be resistant to any changes.   

The personality literature has not paid as much attention to the Openness to Experience trait 

as to the other Big Five dimensions. A number of studies have investigated N, E, C and A 

traits, whereas O has rarely been studied.  Researchers argued that (DeNeve & Cooper, 1998; 

John, Naumann & Soto, 2008) the Openness to Experience dimension could be described as a 

“double-edged sword” where individuals at both ends of the spectrum feel equally good or 

bad, so the direction of the affective reaction in social situations is not clear. It is not obvious 

whether this dimension exhibits positive (PA) or negative affectivity (NA), and the 

directional influence the (O) trait has on job attitude is unclear.  
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Taken together, however, when the prime affectivity direction of Openness to Experience is 

disrupted, it is assumed in the current study that Openness to Experience qualities should be 

classified as a positive affectivity disposition, in line with Judge, Heller & Mount‟s (2002) 

meta-analysis study, as Openness to Experience has a positive influence on individuals‟ 

behaviour. Their meta-analysis suggested that Openness to Experience was correlated with 

job satisfaction and it is to be assumed that Openness to Experience is to be classified as a 

positive affectivity disposition. 

Table 2-1: Initial Big Five prototypes 

Extraversion Agreeableness Conscientiousness Neuroticism Openness  

low high low high low high low high Low High 

Quiet Talkative Fault -

finding  

Sympa-

thetic 

Careless Organised Stable Tense Common-

place 

Wide 

interests  

Reserv-

ed 

Assertive Cold Kind Disorderly Thorough Calm Anxious Narrow 

interests 

Imagina-

tive  

Shy Active Unfriend-

ly 

Apprecia-

tive 

Frivolous Planful Contented Nervous Simple  Intelligent 

Silent Energetic Quarrel-

some 

Affection-

ate 

Irresponsi-

ble  

Efficient Unemo-

tional 

Moody Shallow  Original 

With-

drawn 

Outgoing Hard 

hearted 

Soft 

hearted 

Slipshod Responsible  Worrying Unintelli-

gent 

Insightful 

Retir-

ing  

Outspoken  Unkind Warm  Undepend-

able 

Reliable  Touchy  Curious 

 Dominant Cruel  Generous Forgetful Dependable  Fearful  Sophistica-

ted 

 Forceful Stern Trusting  Conscien-

tious 

 Highly strung  Artistic 

 Enthusiastic Thank-

less  

Helpful  Precise  Self-pitying  Clever 

 Show off Stingy  Forgiving  Practical  Temperament-

al 

 Inventive 

 Sociable  Pleasant  Deliberate   Unstable  Sharp 

witted 

 Spunky  Good 

natured 

 Painstaking   Self punishing  Ingenious 

 Adventu-

rous 

 Friendly  Cautious   Despondent  Witty 

 Noisy  Coopera-

tive 

   Emotional   Resource-

ful 

 Bossy   Gentle       Wise 

   Unselfish      Logical 

   Praising      Civilised 

   Sensitive      Foresighted 

         Polished 

         Dignified 

Source: The Big Five trait taxonomy (John & Srivastava ,1999, p. 113). 
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The above Table labels the Big Five personality model and provides the conceptual high and 

low facet components. The five factors are also known as OCEAN, standing for Openness to 

Experience (O), Conscientiousness (C), Extraversion (E), Agreeableness (A) and Neuroticism 

(N) (John & Srivastava, 1999). 

It has been argued (Ramnstedt, Goldberg & Brog, 2010) that the Big Five model is not 

guaranteed to be a completely reliable personality description tool since most personality 

studies were implemented with a sample of a specific educational level, undergraduate 

psychology students. Thus, the validity of these samples is low with regard to being 

generalised to a wider population. This is due to the quality of psychometric questionnaires 

decreasing in a sample which consists of individuals of a low educational level.  However as 

this study is in a banking environment where employees are generally well educated, this 

criticism is not seen as problematic for this study. 

Furthermore, in psychological literature, personality is described in three levels according to 

McAdams (1992).  The first level identifies and evaluates individual differences. The second 

level of description is looking for the main factors of human motivation, with the third level 

describing individual internal attributes which are integrated with society and historical 

events. It would appear that the Big Five model covers the first level of personality 

explanation and some of the second level, but the third level is not included. Specifically, the 

third level combines personality traits and behavioural elements within society. However, 

Cattell‟s model of personality which is discussed below involves 16 third-level factors and 8 

second-level factors. 

An individual‟s personality is interpreted through a behavioural and expression approach, so 

in this regard their personality traits have become a poor predictor of a person‟s behaviour. 

The Big Five model involves a set of narrow personality attributions, and interpreting 

personality requires richer and broader categories than those which the Big Five contains. For 

example, the Big Five model does not cover crucial personality qualities such as motivation 

and needs, stylistic traits, and cognitive values in the instrument (Costa & McCraes, 2002). 

For this reason, the Big Five is an inadequate instrument for measuring an individual‟s 

motivational tendencies.  

Nonetheless, individuals‟ personalities are encoded in their language and daily actions 

(Goldberg, 1990). The Big Five model identifies personality dimensions via a self-rating or 

peer-rating scale based on personality taxonomy and ignores a person‟s behaviour which can 
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be considered an important element of personality. Seen in this light, an individual‟s 

personality is contained in the qualities an individual possesses. In a related vein, the Big 

Five model provides a generally broad analysis of facets of personality. Psychologists see 

personality in an integrated or holistic view in an attempt to describe personality attributes by 

using sets of traits scales through self–reporting or peer rating. The conventional issue 

regarding this is the question of whether this instrument is able to provide a clear picture of 

personality as whole. The Big Five model produces a general picture through personality 

dimensions, although the Big Five model provides a broad explanation it fails to produce a 

deeper analysis of personality traits, as personality is descried based on a deeper trait 

description (John & Srivastava, 1999). 

2.2.3  Cattell’s personality model 

It is clear that Cattell‟s personality theory or 16 personality factors (16PF) questionnaire 

plays a crucial role and provides a contrast to the Big Five model (Cattell & Kline, 1977; 

Costa & McCrae, 1992; Digman, 1990), although five factors of the Big Five have already 

been included in Cattell‟s model. Cattell‟s believed that there are more than five factors for 

personality traits and proposed a model of personality which was developed by reducing the 

number of traits from Allport‟s initial list of 4000 to 171 by removing uncommon traits and 

merging common ones.  The model stems from the idea that an individual‟s personality 

attributes are coded in their language, so basic measurement techniques for personality are 

then able to provide a broad description of an individual‟s personality which could help to 

predict their actual behaviour, for example leadership skills (Cattell & Mead, 2008). Cattell 

suggested a personality model for multi-level traits, and proposed a hierarchical structure for 

personality based on the application of scientific methods (factor analysis) which would 

reveal the general dimensions of human personality. Cattell‟s instrument is constructed using 

a factor analysis technique that requires a robust theoretical model to be effective, and 

concepts and experimental tools to generate acceptable findings. 

Cattell’s 16PF questionnaires: 

The first publication of Cattell‟s 16PF measurement tool was in 1949; it has four revised 

forms, from 1956, 1962, and 1968 and with the latest edition in 1993.  Cattell‟s work was 

based on a bipolar personality scale which was divided into three parts. The first part 

presented 16 primary scales which give a deep description of an individual‟s personality, 
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while the second part consists of five global scales that provide a general overview of 

personality, and the last part handles three “responses to bias” scales (Hall, Lindzey & 

Campbell, 1998). The questionnaire could be employed in a variety of contexts such as 

industrial organisations and in clinical, educational, medical and basic experiments. There 

have been good results when using it to identify a successful leader (Cattell & Kline, 1977).  

Both primary and global traits are combined to produce a comprehensive description of an 

individual‟s personality which involves criterion-relevant variance rather than super factors; 

nonetheless, when Eysenck (1971) reanalysed some of Cattell‟s work, he did not report the 

same results. Contrary to Cattell, he came up with super factors that contained variance which 

contributed to primary factors (Cattell & Mead, 2008).    

2.2.4 Eysenck’s personality model 

Eysenck‟s personality theory starts from the assumption that an individual‟s personality is 

formed by biological and situational influences. He proposes that personality typology is 

mainstreamed from central nervous system functions and genetic inheritance (Monte & 

Sollod, 2003). Eysenck‟s research methods also used factor analysis (Monte & Sollod, 2003). 

This technique enables a manageable number of adjectives to be extracted from a large mass 

of data. Applying factor analysis allowed Eysenck to distil three main personality 

dimensions, Neuroticism (N), Extraversion (E) and Psychoticism (P). As a result, the 

Eysenck Personality Questionnaire test was created to measure individual‟s traits to facilitate 

revealing an individual‟s personality type (Eysenck & Eysenck, 1985). There has been 

evidence of the reliability of this inventory as a prediction measure of higher-order 

personality–type dimensions: extraversion and neuroticism (Boyle, 1987). 

 Eysenck‟s investigation of personality is based on type levels where type is different from 

traits. The main difference between these two concepts is that „type‟ is a personality category 

which distinguishes between individuals‟ characteristics, while „traits‟ involve a group of 

related behavioural acts (Eysenck, & Eysenck, 1992). Eysenck believes that the differences 

and similarities between individuals‟ personalities can be identified along with the same 

dimensions which assist in giving a descriptive view of a person‟s personality through three 

hierarchical levels of traits. These three levels are shown below:  

 First level: personality type (Introversion and Extraversion) which has been described by 

evaluating personality traits using paper and pencil instruments (Eysenck & Eysenck, 

1985). 

 Second level: defining traits dimensions of Introversion and Extraversion. 
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 Third level: causal level where the two traits dimensions originate from the biological 

conceptions of personality (Eysenck & Eysenck, 1985). 

In spite of these differences, the current study intends to use the notion of traits and type 

interchangeably in terms of the Big Five personality model (Openness to Experience (O), 

Conscientiousness (C), Extraversion (E), Agreeableness (A) and Neuroticism (N)) since the 

assumptions of the proposed model are basically on the personality type level.  

Table 2-2 Alignment between 16PF, Big Five and Eysenck factors: 

16PF (Cattell) Big Five (Goldberg) Eysenck 

Extraversion/introversion Extraversion/Surgency Extraversion 

Low anxiety/high anxiety Neuroticism/emotional stability Neuroticism 

Tough-mindedness/receptivity Openness to experience  

Independence/accommodation Agreeableness Psychoticism 

Self-control/lack of restraint Conscientiousness/ dependability Psychoticism 

Source: The sixteen personality factor questionnaire (Cattell & Mead, 2008) 

It can be seen from the above Table that the Big Five model factors are located in the middle 

between Cattell‟s and Eysenck‟s personality factors, as the Big Five factors have been coded 

in both models. The Big Five personality model has shown an intermediate level of 

measurement which provides a comprehensive description of individuals‟ personalities with a 

moderate number of general personality dimensions in comparison to Cattell‟s model with its 

long list of factors and Eysenck‟s model with its short list. For this reason the Big Five model 

was considered to be the most suitable personality model for the current study. It represents 

the individual‟s core traits and the way in which they interact to shape human personality in a 

broader view which is in line with the data types that are needed to generate inferences in this 

study. 

Psychologists have continued to debate the number of basic traits that can be used to describe 

individuals‟ personality characteristics well. As mentioned earlier Cattell‟s personality theory 

focused on many trait factors, while Eysenck‟s focused basically on three personality factors. 

Thus the Big Five personality model is in a position that has developed between these two 

perspectives. Although the main factors of the Big Five model are based on Cattell‟s 35 

personality variables, the classifications of the five factors do not represent Cattell‟s 
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categories effectively (Hyman, 2001). In other words, the factors have been compressed into 

a few dimensions compared to those in Cattell‟s personality theory which then need to be 

divided into different rating scales in order to examine them. For example with Extraversion, 

which involves social skills and ambitions, each element is completely different from the 

other and is recorded independently. Such a broad level of abstraction will not capture an 

individual‟s personality traits.  

Although Eysenck and Cattell have investigated “interpersonal psychological structure” 

within the same factor variance, they were investigating different levels of the hierarchical 

structure. Eysenck investigated personality in type levels through a small number of super 

personality factors, whereas Cattell studied the personality by applying a large number of 

primary factors (Boyle, 1987). Thus, Eysenck‟s factors combined two facets in one; for 

example Agreeableness and Conscientiousness are joined together in psychoticism (Digman, 

1990) as is shown in the above Table (2-2). Indeed scientists argue about the number of basic 

traits that compose human personality (Eysenck & Eysenck, 1985; Cattell & Mead, 2008).    

Nevertheless, the main criticism of Cattell‟s work focuses on the claim that the theory has not 

been successfully replicated. Accordingly, Eysenck and Eysenck conducted a study in 1969 

and tried to verify the factor analysis of the 16 personality factor model at the primary level 

but failed to prove it (Cattell & Kline, 1977). In response Cattell explained the reason that 

results of the studies were not replicated is that they were conducted differently due to the 

methodological approaches which were applied. At that time, computer software did not exist 

to eliminate human error and the calculations were carried out manually, so it was possible 

that errors occurred; indeed even Cattell himself was not able to replicate the findings. 

Moreover, a further number of studies have not succeeded in replicating Cattell‟s personality 

primary factors, which may be due to the large number of primary dimensions measured in 

Cattell‟s personality model.  The reason for this could be the low correlation between 

Cattell‟s personality items (Eysenck & Eysenck, 1985).  

To sum up this section, most personality researchers agreed that people can be described 

based upon their personality traits (Cattell, Eysenck, Digman), and psychologists have 

continued to debate the number of basic traits that can be used to describe individuals‟ 

personality characteristics well. Eysenck and Cattell have investigated “interpersonal 

psychological structure” within the same factor variance; they were investigating different 

levels of the hierarchical structure. Big Five model factors are located in the middle between 
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Cattell‟s and Eysenck‟s personality factors, as the Big Five factors have been coded in both 

models. The current study employs the Big Five model as the theoretical framework for its 

proposed model since the Big Five model‟s measurements seem to be reliable across different 

types of samples, contexts, participation, and methodological approaches (John & Srivastava, 

1999). 

2.3 Leadership theories 

2.3.1 Leadership development 

Leadership scholars provide a progressive pattern to explain leadership which starts by 

describing leaders‟ characteristics and traits, then focuses on leaders‟ behaviour, and finally 

concentrates on the nature of the leadership process. Early research on leadership emphasises 

the leaders‟ attributes, focusing on describing the “Great Man”. In this view leaders are born 

and cannot be made. The initial view of leadership was associated with the ability to fight a 

battle successfully and was largely related to military leaders (Bolden, 2004). The leadership 

perspective which followed is a view of behaviour which assumes that a leader behaves 

differently according to the nature of the situation (Stacey & Griffin, 2005). 

Leadership can be defined in many different ways according to the scholars‟ points of view 

on the concept of leadership, but here the leadership role was considered to be centred on 

influencing the follower to obey the leader in a social process which involved influencing 

people to carry out common tasks. A definition of leadership by Johnson, Scholes and 

Whittington (2005) is "the process of influencing an organisation or groups within an 

organisation in its efforts towards achieving a goal". It can be seen that the leadership 

process would not exist without collective action or without group members. Along the same 

lines, House, Hanges, Javidan, Dorfman & Gupta (2004) see leadership as the skill of 

inspiring others within teamwork: “...it is the ability to motivate, influence and enable 

individuals to contribute to the objectives of organisations of which they are members”. 

Consequently, the followers will be able to lead themselves (Manz & Sims, 1991). 

Contemporary scholars of leadership have primarily focused on four main dimensions of 

leadership (Northouse, 2012, p. 5): (1) leadership is a process; (2) leadership involves 

influence; (3) leadership occurs in a group context; and (4) leadership involves goal 

attainment. Northouse thus defines leadership as “a process whereby an individual influences 

a group of individuals to achieve a common goal”. In this regard, Yukl  (2006, p. 3) noted 
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that: “Most definitions of leadership reflect the assumption that it involves a social influence 

process whereby intentional influence is exerted by one person or group over other people or 

groups to structure the activities and relationships in a group or organisation”.  

We can recognise from the above discussion that there is no exact definition of a successful 

leader or of the concept of leadership. Points of view on leadership approaches have changed 

significantly over time. To clarify the picture, it is important to provide a general view of 

trends in leadership approaches such as those looking at traits, behaviour or contingency 

(Brown & Lord, 2001). 

It can be concluded that in the 19
th

 and 20
th

 centuries more attention was paid to studies that 

focused on leaders‟ attributes, behaviour and perceptions (Judge, Piccolo, & Kosalka, 2009) 

using what is known as leader-centred approaches. The approach of more recent research 

focuses on employees‟ perceptions, behaviour and attributes as important factors which 

influence leaders‟ behaviour and actions (Meindl, 1995; Hetland & Sandal, 2003; 

Yammarino & Atwater, 1993; Felfe & Schyns, 2006; Emery, Calvard & Pierce, 2013). It was 

argued that without employee interaction there would be no leadership.  The leadership 

process, as Meindl (1990; 1995) describes it, is a social construction which will be discussed 

in the next section. 

2.3.2 The traits approach to leadership  

This is considered an important approach in the field of leadership approach based on the 

idea that “leaders are born rather than made” (Adair, 1934, p. 3; Bass & Bass, 2008; 

Nahavandi, 2009; Bono, Shen & Yoon, 2014) and also recognises the “great man” theory of 

leadership (Carlyle, 1941).  Leadership capacity was seen as dependent on heredity linked to 

the possession of leadership characteristics such as sociability, popularity, aggressiveness, 

and intelligence (Adair, 1934), capacity, responsibility, participation, and status (Stogdill, 

1948), or dominance and physical stature (Chemers, 2000). 

2.3.3 The social construction of leadership 

This approach emphasises the linkage between leaders and followers which is postulated in 

the followers‟ minds and which is affected by the context in which they are embedded 

(Meindl, 1995). Social construction theory assumes that the social construction process is 

mainly created by the dyadic relation between leaders and followers, where followers are 

likely to play a more critical role in determining leaders‟ behaviour and how leadership 

behaviours are drawn and constructed in followers‟ minds.  As a result of this, the leadership 
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relationship is heavily impacted by what followers assume their leader to be and is affected 

by the context with which they find themselves. In this essence, leaders‟ images and 

behaviour are formed in the followers‟ system of thought and will instantly affect the 

behaviour linkage between leader and followers. In this regard, leadership is a dynamic 

process where both leader and follower are transformed by each other over time (Burns, 

1978; Kaiser, Hogan & Craig, 2008). The focus of the current study is based on leadership 

behaviour as seen from the followers‟ perspective, or a “follower–centred” approach to 

leadership; Meindl‟s (1995) believed that in the social construction approach to leadership, 

leadership is seen as a mutual interaction between two parties, followers and leaders. Without 

followers there would be no leadership. Since the present study sheds considerable light on 

the full range theory of leadership styles (Transformational, Transactional, Avoidant), a 

“follower-centric” approach is adopted as the basis of the theoretical framework. 

2.3.4 The behavioural approach to leadership 

This approach stresses what an effective leader does. Contrary to the traits approach, 

behaviourists assume that leaders‟ behaviour can be observed, measured and taught. They 

also turn the spotlight on ways of training leaders to perform effectively (Saal & Knight, 

1988) and different kinds of relationships between the leaders and their followers (Boseman, 

2008).  

Tannenbaum & Schmidt (1973) and Yukl (2006) reported that there are two leadership styles 

according to the behavioural perspective: the „boss-centred‟ or „task-oriented approach‟ and 

the „subordinate-centred” or „relations-oriented approach‟. Tannenbaum & Schmidt‟s (1973) 

study recognised that there are situational factors which have an effect on leadership style. 

Similarly, the studies in Ohio in the 1940s and in Michigan in the 1950s came to the same 

conclusions and divided leadership styles into task- or people-oriented ones (Brooks, 2009). 

A task–oriented style is used when the leader seeks to enhance production and efficiency. 

Studies also find that a task-oriented style is able to increase subordinate performance, 

because it is dealing day-to-day with operations (Bass & Bass, 2008; Yukl, 2010) and 

monitoring task performance which enables leaders to eliminate unnecessary activities, thus 

reduce costs. This style of leadership is suitable for an operational leader. The relation-

oriented style (emotional leader) involves delegation and empowerment, working as one 

team, and supporting and encouraging high levels of achievement. Leaders are willing to 
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consult about the job with their subordinates. This results in high levels of job satisfaction, 

less stress, followed by lower turnover rates (Bass & Bass, 2008).   

Later, Yukl (2008) reported another type of behaviour (change-oriented behaviour) which is 

valuable for organisational development. A change-oriented style involves monitoring the 

external factors surrounding the organisation which helps turn the spotlight on threats and 

opportunities by giving reasonable details so as to contribute to major organisational changes 

(Yukl, 2010). This type of behaviour encourages innovative thinking, which results in the 

enhancement of individuals‟ and leaders‟ performance (Lower, Kroeck & Sivasubramaniam, 

1996) and is clearly seen in top executives (Mintzberg, 1973; Lewis & Jacobs, 1992). A 

change-oriented approach is a good fit for a thinker or visionary leader. One conclusion that 

can be drawn is that leadership is not essentially an inborn quality but that effective 

leadership can be developed through training and by modifying a leader‟s behaviour.   

2.3.5 The contingency dimension of leadership 

This approach demonstrates a notable change in leadership perspectives after Fiedler‟s study 

(1967) that proposed a new direction in understanding leadership which merged traits with 

situational factors. The situational approach to leadership is mainly focused on which 

leadership behaviour is appropriate for a certain situation. Each situation needs specific 

leadership qualities; leaders may possess attributes that might be appropriate for playing an 

effective leadership role in one situation but which might be ineffective in another, so leaders 

who perform a leadership role well in one set of conditions may fail to lead well in another 

set (Stogdill, 1948). 

Fiedler and his colleagues (1976) improved their contingency model of leadership by 

integrating both leadership traits and situational variables. They proposed that “Leadership 

behaviour interacts with the favourableness of a situation to determine effectiveness” (p. 67). 

In this context, leaders‟ behaviour was measured by LPC (least preferred co-worker). 

Leaders‟ traits were classified into two groups; „task-oriented‟ and „relationship-oriented‟, 

whereas the situations which shaped leaders‟ behaviour were divided into three factors: 

„leader-member-relation‟, „position power‟ and „task structure‟ (Hellriegel, Slocom & 

Woodman, 1998).  

LPC measurement involves 16 attributes that describe a individuals which leaders might least 

like to work with. Leaders who recorded low LPC are motivated by accomplishing tasks, and 
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pay less attention to establishing relationships with their subordinates. Leaders with high LPC 

are more motivated by the need to build strong relationships with their subordinates; at the 

same time their attention will be tuned to accomplishing the tasks (Hellriegel et al., 1998; 

Bass & Bass, 2008). It has been argued that some situations are less favourable than others 

but require a specific behaviour style (Brooks, 2009). In this context, leadership behaviour is 

based on the leader‟s motivational system, and their degree of control and influence in the 

situation.  

In essence, the earliest perspectives on leadership in social science were focused on ways of 

directing people - either task-oriented or people-oriented. However, today‟s organisations are 

focusing on managing changes through a leader. A leader who has the ability to transform 

organisational changes and who is able to motivate followers to work sacrificially on behalf 

of the organisation (Bass, 1985; 1995; 1999) is highly valued. Recent approaches to 

leadership are highly concerned that leaders manage organisational change and provide a 

strategic vision suited to contemporary competitive marketplace environments (Conger & 

Kanungo, 1998).  

2.3.6 Full range of leadership 

The full range of leadership, which includes Transformational, Transactional and Avoidant or 

passive leadership, is the theoretical framework of the current study and is based on Bass‟ 

concept of leadership principles, as the focus of the current study reflects contemporary 

approaches which is based on leadership behaviour as seen from the followers‟ perspective, 

or a “follower–centred” approach to leadership; Meindl (1995) believed that in the social 

construction approach to leadership, leadership is seen as a mutual interaction between two 

parties, followers and leaders, without followers there would be no leadership.  

Bass (1985) is considered the first researcher who operationalised the Transformational 

leadership model into a measurement instrument. As a result, this model is employed widely 

in leadership studies and has also been adopted in the current study. Transformational 

leadership theory has been under examination for the last 20 years, with a growing interest in 

this approach on the part of both researchers and of leaders in society (Avolio & Bass, 1995; 

Bass, 1995; Avolio, Bass & Jung, 1999; Den Hartog, House, Hanges, Ruiz-Quintanilla & 

Dorfman 1999; Shamir, 1999; Alban-Metcalfe & Alimo-Metcalfe, 2000; Awamleh, Evans & 

Mahate, 2005; Nguni, Sleegers & Denessen, 2006; Zhu, Avolio & Walumbwa, 2009; Hussain 

& Riaz, 2010; Yang, 2012). The primary concept of Transformational leadership was mainly 
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provided by Downton (1973) in a sociological study that looked at differences between 

rebelling, reforming, and ordinary leaders.  Next Burns (1978) contributed to leadership 

literature by applying the concept of Transforming leadership to a political context in his 

bestselling book “Leadership” which greatly popularised the idea of Transformational 

leadership. Burns‟ (1978) model of leadership focused on conceptualising leadership as either 

Transactional or Transformational. 

2.3.7 Charismatic-inspirational leadership 

Charismatic leadership style is the result of combining two sub-factors of Transformational 

leadership which idealise influence and inspirational motivation and provide vision and a 

sense of mission among employees, who gain their leaders‟ respect and trust (Bass & Avolio, 

1993).  

Idealised influence: 

Transformational leaders behave in ways that allows them to serve as role models for their 

followers. These leaders are admired, respected and trusted. There are two aspects, measured 

by separate sub-factors of the Multifactor Leadership Questionnaire (MLQ), which represent 

the interactional nature of idealised influence which is both embodied in the leader‟s 

behaviour and in attributes that are made concerning the leader by followers. Leaders who 

have a great deal of idealised influence are willing to take risks and are consistent rather than 

arbitrary. They can be counted on to do the right thing, demonstrating high standards of 

ethical and moral conduct (Bass & Avolio, 2000). 

Inspirational motivation: 

This involves inspiring and motivating followers in ways that provide meaning and challenge 

in their work by the leader engaging them in articulating goals and vision (Bass, 2008). 

Intellectual stimulation: 

Here followers are encouraged to come up with new ideas and creative solutions without 

criticism even though their new approach may differ from their leaders‟ (Bass, 2008). A 

number of studies in the field of charismatic leadership noted that charisma results from the 

average of two factors of MLQ: idealised behaviour and inspirational motivation (Bono & 

Judge, 2004) and, more precisely, focuses on living ideally. The MLQ scale items examine 

these factors by the presence of a collective sense of mission, communication about important 
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aspects of the lives of employees, having a strong sense of purpose, and considering the 

moral and ethical consequences of decisions.  

Individualised consideration: 

The Transformational leader role focuses on leaders coaching and mentoring their followers, 

taking into consideration individual needs, so that they can achieve higher levels of potential. 

Moreover, this involves taking into account individuals‟ differences and seeing individuals as 

whole persons not just as employees. Some followers need more encouragement, whereas 

others need more autonomy (Bass, 2008). 

2.3.8 Transactional leadership style 

Transactional leaders are ones who lead through enhancing their social exchange relationship 

with their followers such as offering financial rewards for productivity or denying rewards 

for lack of productivity (Bass & Bass, 2008). Such leadership also involves values that are 

related to the social exchange process (e.g. honesty, fairness, and responsibility), and 

followers who are motivated by exchanges of benefits. A good example of a Transactional 

leader is a political leader who may provide jobs in return for votes and contributions to the 

campaign (Yukl, 2010); however in organisations Transactional leaders are those who 

provide pay and benefits in response to getting the job done. The Transactional leadership 

style consists of two components, namely contingent rewards and management by exception 

(active) (Bass, 1985).  

2.3.9 Avoidant or passive leadership 

The third type of the full range model of leadership is the Avoidant or passive leadership 

style. This type of leadership is exhibited when the leader asks his/her employees to perform 

essential work which is needed to get a job done while avoiding any interaction with the 

employees as he/she is too lazy to act as a leader. It has been argued that Avoidant leadership 

is considered as zero-leadership / non-leadership behaviour or as a type of destructive 

leadership behaviour (Skogstad, Einarsen, Torsheim, Aasland & Hetland, 2007).  

Destructive leadership is defined as “the systematic and repeated behaviour by a leader, 

supervisor or manager that violates the legitimate interest of the organisation by 

undermining and/or sabotaging the organisation goals, tasks, resources and effectiveness 

and the motivation, well-being and  job satisfaction of his/her subordiants” (Skogstad et al., 

p. 84). Destructive leadership behaviour can be categorized as deviant behaviour in an 

organization. Destructive leadership is performed through different behaviours such as 
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abusive supervision; when a leader uses his or her destructive methods to influence his/her 

followers through organizational authorities (Krasikova, Green & LeBreton, 2013). Skogstad 

et al. (2007), have investigated whether Avoidant / Laissez-Fair leadership is a type of 

destructive leadership or non-leadership behaviour. A survey was distributed among 2,273 

Norwegian employees. The study results indicate that Avoidant / Laissez-Fair leadership 

behaviour is a more counterproductive leadership than a non-leadership style, it is more likely 

to occur in the workplace that is characterized by high levels of role stress and interpersonal 

conflicts between leaders and their followers. When workplace conflict and interpersonal 

problems are not overcome, they may transfer into bullying.  Thus, organisations should be 

aware of the negative influence of Avoidant/Laissez-Faire leaders, who create high level of 

stress in the work environment.  

 

Table 2-3 Tracing the history of leadership theories: 

Leadership theory Prevailing period Pioneers Philosophical position 

Trait approach 1934,1941 Adair, 

Carlyle 

Leaders are born with 

specific characteristics. 

Paid more attention to who 

would like to be a leader. 

Behavioural 

approach 

1960, 1973 Mintzberg It 

stresses what an effective 

leader does: 

How an effective leader 

behaves: 

It is concerned with two 

leadership behaviours: 

Task oriented 

People oriented. 

Contingency 

approach 

1976 Fiedler Integrating both leadership 

traits and situational variables 

to determine which 

leadership behaviour is 

appropriate for a certain 

situation. 

Social construction 1990 Meindl It is concerned with the 

dyadic relationship which is 

created between a leader and 

their followers. 

Followers play a more critical 

role. 

It is heavily impacted by 
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what followers assume their 

leader to be and is affected by 

the context. 

Full range of 

leadership 

1978, 1997 Burns, 

Bass 

 

It places emphasis on 

responding to organizational 

changes. 

Distinguishes between 

Transformational, 

Transactional, charismatic 

and avoidant leadership 

behaviours. 

 

It can be seen from the above Table that based on the trait theory of leadership, leaders 

should possess unique characteristics to be able to serve as leaders, and these internal 

qualities  differentiate  leaders from  followers (Horner, 1997), such as the ability to motivate, 

the desire to lead, honesty, integrity, self-confidence, intelligence and knowledge. It has been 

argued that personality traits have an impact on leadership behaviour. According to this, 

personality can be the predictor of leadership behaviour style (Hogan & Kaiser, 2005): 

Personality traits                 individuals‟ behaviour                 leadership effectiveness 

2.3.10 Distinguishing charismatic from Transformational approaches 

Transformational and charismatic leadership share common elements. Weber‟s (1947) view 

of charisma was narrow but modern research on charismatic leadership has expanded the 

concept of charismatic leadership (Conger & Kanungo, 1998; House & Shamir, 1993). 

Understanding charismatic leadership is not the focus of the current research, but charismatic 

leadership research and theory is addressed because of the necessity to distinguish between 

the influence processes that are perceived and used between followers and their leaders. Max 

Weber (1947), whose views stemmed from a sociological perspective, introduced the concept 

of the charismatic leadership style.  

House‟s (1977) work on leadership can be seen as the starting point of an emotional 

perspective on leadership, which differs from that of Weber. House (1977) defined a 

charismatic leader as the type of leader who employs personal ability or charisma to enhance 

followers‟ efforts in an extraordinary way. He believed that charismatic leadership is based 

on emotional concepts which impact on followers to motivate them to exceed their potential. 

Charismatic leaders use their emotional ability to inspire and lead followers to achieve 
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desirable outcomes (House, 1977; Conger & Kanungo, 1988; Behling & McFillen, 1996; 

Shamir, 2001; Grint, 2000). Thus, the charismatic leader gains their followers‟ loyalty, trust, 

and support and achieves unimaginable goals. House was one of the earliest scholars who 

wrote about the charismatic style when, in 1977, he noted that not only might the leader 

behave in a way that was possibly associated with charismatic leadership, but he or she could 

also exhibit certain personal traits and he dealt with situational variables in line with Fiedlers‟ 

(1971) model  of leadership. 

However, some researchers (Burns, 1978; Bass & Avolio, 1997; Beyer, 1999; Alban-

Metcalfe & Alimo-Metcalfe, 2000) believed that Transformational leadership focuses on the 

leader being a change agent, thus the transforming leader‟s “charisma” is not the defining 

characteristic for the Transformational leader, as the charismatic aspect of persona is not the 

major focus in describing transforming leaders. For example, Mother Theresa and Gandhi are 

both cited by Burns (1978) as being Transformational leaders because they exhibited 

transformation behaviour without fitting the criteria of a charismatic leader or of someone 

with ”charisma”. This led Burns to identify transformational leaders as being distinct from 

charismatic leaders. Burns (1978) suggests that the Transformational leader relies more on 

his/her ability to motivate and improve his/her employees‟ morale rather than his/her 

charismatic characteristics. In the similar vein, Beyer (1999) suggests that, “Gandhi, Mandela 

and Mother Theresa were/are Transformational leaders but then again, were not charismatic 

leaders” (Beyer, 1999, p. 581). However, in the argument for differentiating between 

Transformational and charismatic leadership styles, it should be noted that charisma is 

considered to be one aspect of the Transformational leadership dimensions (Avolio & 

Yammarino, 2013). 

The Conger and Kanungo model builds upon the idea that charismatic leadership is an 

attribute based on followers‟ perceptions of their leader‟s behaviour. In this type of leadership 

the leader‟s behaviour can be interpreted by his/her own followers, who see his/her 

charismatic qualities or personal style of interacting (Conger & Kanungo, 1999). In this 

sense, charisma is considered an additional influential dimension of leadership behaviour or 

an additional leadership role; this is in contrast to the point of view of Bass and Avolio and 

House and Shamir and associates, who considered charismatic style a part of 

Transformational leadership style (Avolio & Yammarino, 2013). What distinguishes 

charismatic from non-charismatic leaders is that charismatic leaders have the ability to act as 
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organisational reformers or entrepreneurs, in other words, act as agents of innovative and 

radical change. Conger and Kanungo also believe they differ from other leaders because of 

the strategic visions (some idealised goal that the leader wants the organisation to achieve in 

the future) that they formulate and the manner in which they articulate them; this vision lets 

him/her become an admirable person deserving of respect and worthy to be identified with 

and imitated by his/her followers. In addition, the charismatic leader offers an idealised goal 

to the followers and a sense of challenge with a motivating force for change (Conger 

Kanungo, 1999). Contrary to Bass & Avolio (1993), Shamir & associates (1993) and Gardner 

& Avolio (1998), they argue that (particularly in the case of business leaders) the vision itself 

may be formulated largely as a result of opportunities in the external environment, 

recognising that leaders themselves may not be the only source of the vision (Conger & 

Kanungo, 1999).  

Conger and Kanungo‟s model (1999) found that followers are influenced largely by 

perceptions of the leader‟s extraordinary qualities, so the main source of influence is the 

leader‟s persona. The theory proposed by Gardner and Avolio (1998) shares a similar 

perspective that sees many charismatic leaders knowingly exaggerate their talents to ensure 

perception of an extraordinary identity. In contrast, Bass and Avolio‟s (1993) view of 

Transformational leadership focuses more on the leader‟s capability to make task and mission 

outcomes of great concern to their followers. In more detail, Transformational leaders are 

able to stimulate and meet subordinates‟ higher needs (Maslow, 1968), which in turn 

stimulates commitment and effort, and in the end generates excellent performance. While the 

leader plays a crucial role in articulating and generating excitement about the mission, the 

goals can be as influential as the leader. The transforming leader does not focus on promoting 

him/herself, so the transforming leader‟s perception of self differs from the charismatic 

leader‟s perception of self. In other words, the persona (self-perception) of leaders is different 

in these theories; thus, there are differences in the way the leaders influence followers which 

can be found. In the common ground between the theories, Conger and Kanungo have 

pointed out that leaders with both charismatic and Transformational leadership approaches 

have the ability to influence followers and promote change (Conger & Kanungo, 1999). The 

empirical evidence will be given later in this chapter. 

In conclusion, only the work of Conger and Kanungo (1999) and Yukl (2006) clearly 

emphasise the differences between Transformational and charismatic  leadership, while a few 

other researchers such as Hunt (1999) tend to treat the two categories interchangeably; these 
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scholars assume there is no difference and often subsume them under an umbrella term such 

as new  leadership. However, Bass & Avolio (1993) and House & Shamir (1993) stand 

between these positions, with their theories considering charismatic style a part of 

Transformational leadership style. The current study will follow the same pattern and will 

assume that charisma is a component of Transformational leaders‟ qualities. 

2.3.11 Summary of conceptual approaches to leadership 

Before moving on to the empirical findings from leadership, it is useful to summarise the 

conceptual approaches to leadership. Personality traits direct individuals‟ behaviour by 

shaping their reasoning skills (Zaccaro, Kemp & Bader, 2004; Bensi, Giusberti, Nori & 

Gambetti, 2010) in ways that will eventually reflect on decision-making and influence  

leadership effectiveness (Davis, Patte, Tweed & Curtis, 2007). Contrary to the traits 

approach, the behavioural approach stresses what an effective leader does. There are two 

leadership styles according to the behavioural perspective:  the boss-centred” or “task -

oriented approach” and the “subordinate-centred” or “relations-oriented approach”. 

Tannenbaum & Schmidt‟s (1973) study recognised that there are situational factors which 

have an effect on leadership style. Similarly, the studies in Ohio in the 1940s and in Michigan 

in the 1950s came to the same conclusions and divided leadership styles into task- or people-

oriented ones (Brooks, 2009). Later, Yukl (2008) reported another type of behaviour (change-

oriented behaviour) which is valuable for organisational development. Contingency theory 

focuses on merging traits with situational factors and examines which leadership behaviour is 

appropriate for a certain situation. Each situation needs specific leadership qualities; leaders 

may possess attributes that might be appropriate for playing an effective leadership role in 

one situation but which might be ineffective in another, so leaders who perform a leadership 

role in one set of conditions may fail to lead well in another set (Stogdill, 1948).  

It has been argued that some situations are less favourable than others but require a specific 

behaviour style (Brooks, 2009). In this context, leadership behaviour is based on the leader‟s 

motivational system, and their degree of control and influence in the situation. From this 

regards social construction theory is established. It emphasises the linkage between leaders 

and followers which is postulated in the followers‟ minds and which is affected by the 

context in which they are embedded (Meindl, 1995).  In essence, leaders‟ images and 

behaviour are formed in followers‟ systems of thought and will instantly affect the behaviour 

linkage between leader and followers. In this regard, leadership is a dynamic process where 
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both leader and follower are transformed by each other over time (Burns, 1978; Kaiser, 

Hogan & Craig, 2008). The full range of leadership theory is where leaders behaviour could 

be measured and trained as proposed by Bass (1999), for this reason the current study intends 

to consider the full range theory as a theoretical framework.   

Different types of behaviour which are involved in the full range of leadership have been 

considered. Transformational leadership traits consist of: charisma (idealised influence and 

inspirational motivation), intellectual stimulation, and individualised consideration. 

Transactional leadership styles involve two forms of leader‟s behaviour; either contingent 

reward and management by exception (active) where the leader  rewards his/her followers for 

meeting standards, or management by exception (passive) where the leader waits for 

problems to arise and then takes an action (Bass, 1999). Avoidant leadership styles consist of 

laissez-faire behaviour where the leader avoids taking action and waits for problems to 

appear taking corrective steps afterward (Bass, 1995). Transformational leaders help their 

followers to look at old problems via a new perspective; they stimulate their followers to 

attempt higher than usual levels of performance. The term “transformational leaders” refers 

to those who try to show organisations a new route for improvement and progress by 

generating new ideas and perspectives; they act as change agents to mobilise organisations by 

motivating managers, employees and members of the organisations to implement radical 

changes, transforming organisational pillars to achieve the necessary readiness and 

capabilities to enable them to move along this new route as well as to achieve higher levels of 

idealised performance (Sanjaghi, 2000; Northouse, 2012).  These facets are desired by banks 

in KSA and hence transformational leadership is seen as a positive inclusion for this study. 

The focus of the current study reflects contemporary approaches and is based on leadership 

behaviour as seen from the followers‟ perspective, or a “follower–centred” approach to 

leadership (Meindl, 1995).Since the present study sheds considerable light on the full range 

theory of leadership styles (Transformational, Transactional, Avoidant), a “follower-centric” 

approach is adopted as the basis of the theoretical framework. 

2.4 Empirical study of leadership style 

The chapter now turns to examining the evidence from empirical studies in order to critically 

assess theory, find gaps in the literature, and learn from other systematic studies.  Most of the 

empirical studies on leadership have given a great deal of attention to the effectiveness of 
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leaders‟ behaviour and the impact of its qualities on organisational and individual outcomes 

in what is known as the “Leader-centric approach”. These tend to emphasise the one-way 

nature of the relationship which leads from leaders to their followers. In this regard the main 

focus is on leaders‟ behaviour and characteristics rather than on those of followers, contrary 

to Meindl‟s (1995) point of view in the social construction approach. 

2.4.1 Leadership and organisational outcome 

Leadership styles have a notable impact on organisational outcomes such as performance,   

job satisfaction and turnover intention. Most studies on leadership assume leaders exert a 

direct effect through their actions, activities and behaviour within the organisation; thus types 

of leadership were investigated as independent variables (Awamleh, Evans & Mahate, 2005; 

Nguni, Sleegers & Denessen, 2006; Zhu, Avolio & Walumbwa, 2009; Hussain & Riaz, 2010; 

Yang, 2012) which were shown to have a significant impact on dependent variables such as 

personality characteristics and organisational outcomes, while in the current study leadership 

is assumed to play a mediating role that transmits an effect between independent variables 

(employee personality) and dependent variables (job satisfaction and turnover intention), and 

investigates leadership styles in a different setting (KSA banking) as a dependent variable. 

Leadership‟s effect on organisation performance was tested by Walumbwa & Hartnell 

(2011). This research was conducted to examine mechanisms of employees‟ perceptions 

(N=427) and how the Transformational leadership behaviour of immediate supervisors 

(N=75) was rated among automobile dealership organisations in the south-western United 

States. This was mediated by followers‟ perceptions of their supervisors‟ behaviour and 

perceived self-efficacy, while the current study proposes leadership perception as the 

mediator factor. The results of Walumbwa and Hartnell‟s study (2011) reported that 

Transformational leadership behaviour was found to be positively related to relational 

identification with the supervisor, which subsequently predicted followers‟ levels of self-

efficacy which led to the rated performance. 

Huang, Hsu & Chiau (2011) carried out a survey within 368 Taiwanese companies that had 

previously implemented enterprise resource planning (ERP) systems over a one-year period. 

The study sought to investigate the association between a Transformational Chief Executive 

Officer (CEO), who exhibited three types of behaviour – charisma, individual consideration, 

and intellectual stimulation – and the organisational performance, and whether there was a 
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positive association with strategic project leadership (SPL) or not. The results indicate that 

only a charismatic leadership style has a substantially positive effect on organisational 

performance with a path coefficient of 0.23 (p < 0.05), especially in relation to the successful 

implementation of ERP. Charismatic leaders have specific personality traits which allow 

them to articulate their vision, appeal to project team members to make their commitment, 

and look beyond individual interests to the pursuit of organisational benefits, such as the 

successful ERP project implementation. The finding also showed that ERP implementation 

was positively and significantly influenced by organisational performance with a path 

coefficient of 0.61 (p < 0.01), the successful implementation of ERP indicating a crucial role 

for leadership in the development of organisational performance. 

  

2.4.2 Leadership and job satisfaction 

The literature has generated a linkage between Transformational leadership and job 

satisfaction as was discussed by Nguni et al. (2006), Hussain & Riaz (2010) and Yang 

(2012). Nguni et al. (2006) asserted that Transformational leadership had significant add-on 

effects to Transactional leadership in terms of prediction of job satisfaction, organisational 

commitment, and organisational citizenship behaviour.  The study was conducted among  

Tanzanian primary school teachers and aimed to examine the effects of Transformational and 

Transactional leadership on teachers‟ job satisfaction, organisational commitment, and 

organisational citizenship behaviour in the context of schools in a specific developing country 

context; a total of 545 valid self-rated questionnaires (N=545) were received from school 

teachers. The results confirmed that the perception of Transformational leadership 

dimensions has a strong effect on teachers‟ job satisfaction levels, organisational 

commitment, and organisational citizenship behaviour. Moreover, satisfaction appears to be a 

mediator of the effects of Transformational leadership on teachers‟ organisational 

commitment and organisational citizenship behaviour.  

In Hussain and Riaz‟s (2010) study, which focused on identifying the impact of 

Transformational and Transactional leadership styles on job success and career satisfaction in 

the private sector in Pakistan, a total of 240 questionnaire responses were examined. The 

results indicated that there is a significant relationship between perception of 

Transformational leadership styles and career satisfaction.  Transactional leadership is found 

to be significantly related to job success, as the Transactional style of leadership is based 

mainly on exchanging rewards and punishment behaviour with employees in order to direct 
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their behaviour. Therefore, it may be concluded that job success is highly dependent on the 

role of leadership compared to career satisfaction that is rather related to personal issues. Job 

success relies on some aspects that are related to succession such as growth opportunities, 

cooperation with colleagues and experience. 

Yang (2012) has examined the effects of employees‟ perception of Transformational 

leadership on job satisfaction and organisational commitment in Taiwanese public relations 

(PR) practitioners within the context of public relations (PR) companies. Data were randomly 

collected from PR practitioners (N=600) from 159 PR firms. After running regression 

analyses the results indicated that Transformational leadership dimensions did have a 

significant impact on job satisfaction among PR practitioners. In addition, job satisfaction 

was found to be a mediator of the effects of Transformational leadership on the organisational 

commitment of PR practitioners. On the other hand, the results reported that the effects of 

other Transformational leadership factors upon organisational commitment were only 

partially mediated by job satisfaction. However the current study proposes that perception of 

leadership style is the mediator variable by examining the mediation role of perception of 

leadership style on the relationship between employees‟ personality traits and job satisfaction.  

2.4.3 Leadership and personality 

Judge and his associates (2002) conducted a meta-analysis study that examined the 

relationship between personality and leadership style which was based on Wiggins‟ (1996), 

personality traits to reveal what a potential leader is. They found that the strongest correlation 

to leadership occurs in connection with extraversion. Extraversion (E) is considered the most 

important trait of effective leaders as they are more likely to be sociable and dominant people 

in order to be able to assert themselves in group situations.  

Conscientiousness (C) is the next trait that has a strong association with leadership; the 

results of multivariate analysis revealed that Conscientiousness was the strongest predictor of 

leadership since Conscientiousness is associated with self-discipline and facilitating 

processes which are more strongly related to leader emergence than to leadership 

effectiveness as they enable leaders to organise activities and put plans into practice 

Openness to Experience (O) is the most controversial and least understood dimension. 

However, individuals characterised by “Openness to Experience” are more creative and have 

socio-political qualities (McCrae, 1999) which is not related to many of the applied criteria. 

Agreeableness (A) is the least relevant to effective leadership. Nevertheless, although overall 

http://eds.b.ebscohost.com/ehost/detail?vid=11&sid=2ea8c8f4-b1a4-46a1-b124-db005e9e57b8%40sessionmgr113&hid=105&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d
http://eds.b.ebscohost.com/ehost/detail?vid=11&sid=2ea8c8f4-b1a4-46a1-b124-db005e9e57b8%40sessionmgr113&hid=105&bdata=JnNpdGU9ZWhvc3QtbGl2ZQ%3d%3d
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Neuroticism (N) correlates to leadership in the correlation results, it failed to emerge as a 

predictor for leadership after the multivariate analysis had been run. 

Yet another crucial area where linkages between leadership and personality traits have been 

reported is in Brown & Reilly‟s (2009) study which mainly aimed to find out whether a 

relationship between personality and Transformational leadership exists and to identify any 

differences in rating results when appraisals are carried out by the leaders themselves and 

their subordinates. The Myers-Briggs Type Indicator (MBTI) was used to assess personality 

and Kouzes & Posner‟s (1987) LPI measurement was used to evaluate Transformational 

leadership behaviour. They found major differences between ratings of Transformational 

leadership behaviour carried out by leaders and by subordinates; leaders evaluated 

themselves as more Transformational than did subordinates. This might be due to biases in 

self-perception that cause leaders to view themselves as more Transformational than they 

actually are. They argue that subordinates are less likely to be biased in their rating of their 

leader‟s behaviour as the behaviour will be seen more objectively through their eyes. Brown 

& Reilly‟s (2009) findings are in line with Hautala‟s (2006) research regarding the impact of 

personality on Transformational leadership behaviour; the findings indicated that the results 

of subordinates‟ and leaders‟ ratings of Transformational leadership behaviour did not tally. 

Based on the results of Brown & Reilly‟s (2009) and Hautala‟s (2006) work,  the current 

study intends to depend on Saudi‟s bank employees‟ ratings of their leaders‟ behaviour as 

these are likely to provide a less biased measure of a leader‟s Transformational leadership 

style.   Limitations to this study included employers being unwilling to grant access to data 

that tied specific leaders to their followers.  While it would have been ideal to gain both 

leaders‟ and followers‟ perspectives, the studies outlined above showed a level of validity to 

collecting data from followers alone. Hence in line with recent research, the theoretical 

approach of this study is built on employees‟ perceptions (Kaiser, Hogan & Craig, 2008). 

Hetland, Sandal and Johnsen (2008) have investigated whether employees‟ traits are related 

to their perception of their immediate supervisors‟ leadership style. Their study also 

employed the Big Five personality model.  Data was gathered from employees in a 

Norwegian organisation (N=289) through the distribution of self-rated questionnaires among 

the participants. The study relied on a structural equation modelling (SEM) as an analytical 

tool to test the hypotheses.  The results suggested that there was an interaction between 

Transformational leaders' power to motivate and employees‟ personality characteristics. 
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There was also a significant positive relationship between employee Agreeableness (A) and 

perception of Transformational leadership styles, and a negative association between 

Neuroticism (N) and perception of Transformational leadership style. The best interpretation 

of their results is the similarity attraction approach which holds that people with similar 

characteristics seem to be attracted to each other (Byrne, Clore & Smeaton, 1986). Informed 

by the impact of employees‟ characteristics in shaping leaders‟ behaviour, the model of the 

current study and the appropriate hypotheses were formulated. The following section 

provides evidence from the literature that employees‟ personality characteristics have an 

influence on their perception of leadership style.   

One more comprehensive study by Ehrhart & Klein (2001) has explored followers‟ 

preference of leadership style on the basis of the impact of their values and personality 

characteristics such as achievement orientation, self-esteem and risk-taking which are 

considered sub-traits of personality rather than high order traits or types such as neurosis, 

Agreeableness (A), and so on. Followers were asked to report which style of leadership they 

perceive: charismatic, relationship-oriented, or task-oriented.  The results confirmed that 

followers differed in their leadership perceptions. Employees‟ personality traits may 

influence their perception of leadership behaviour. Followers‟ perception in leadership style 

could be predicted (to some extent) on the basis of their personality characteristics. The 

current study has explored all types of employees personality on the perception of leadership 

styles where employees were ask to report which style of leadership they perceive; 

Transformational, Transactional and Avoidant. 

In line with this perspective, Felfe & Schyns (2006) have studied the impact of employees‟ 

personalities on the perception and acceptance of Transformational leadership from a sample 

of undergraduate students.  The study used experimental methods among undergraduate 

students of the universities of Halle/Saale and Leipzig (N=175). The experiment was divided 

into two stages. In stage 1, participants were asked about their personality traits. Two weeks 

later, in stage 2, participants were asked to evaluate their Transformational leader and their 

acceptance of leadership style. They found that employee personality has an influence on 

their perception of Transformational leadership style, as employees who score high in 

Extraversion made a positive evaluation of Transformational leadership compared to 

employees who scored low in Extraversion (E), whereas Neuroticism (N) is related 

negatively to perception of the Transformational leader. This was contrary to the findings of 
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Bono and Judge (2004) who did not identify such relationships. The results also revealed that 

perception of Transformational leadership style predicts the acceptance of the leader.  

A further study conducted by Felfe & Schyns (2010) followed the same pattern and added the 

aspect of similarities between employees‟ and leaders‟ personalities. Their study was 

conducted in a financial organisation where questionnaires were distributed to the employees 

(N=153) to evaluate their personality traits and perception of the leadership style exhibited by 

their direct overseer. The results confirmed that leaders‟ characteristics are not the only factor 

that assures the success of leadership; if there is a similarity between leaders‟ and followers‟ 

personalities, this has a positive effect on actual leadership effectiveness.  The results 

revealed that similarities between employees‟ and their leaders‟ personalities have an impact 

on the perception and acceptance of Transformational leadership styles as leadership is a 

dyadic relationship which is more effective when leaders and followers have similarities in 

their personal characteristics, and where, correspondingly, dissimilarities increase the 

likelihood of the destruction of leadership effectiveness. However, the current study 

investigated empirically the link between employees‟ personality traits and their perception 

of leadership style.  As the leaders themselves were inaccessible, this study assumes 

similarity.  Similarity and acceptance will be potential areas for valuable future studies on 

leadership. 

The effectiveness of leadership may to some extent rely on the employees‟ personal 

characteristics. Zhu, Avolio & Walumbwa (2009) studied the moderating role of employees‟ 

personal characteristics on perceptions of Transformational leadership and work engagement. 

Data were collected from a South Africa industrial context. In this study, the researchers 

administered self-reporting questionnaires which were distributed among senior managers 

(N=140) who rated their top managers. The researchers divided employee characteristics into 

four categories: independent thinker, risk taker, active learner and innovator. In fact, these 

qualities can be described as sub-traits of personality which are similar to Ehrhart and Klein‟s 

(2001) traits categorisation.  The findings reported that there is a positive relationship 

between positive affectivity (PA) follower characteristics and Transformational leadership 

and both of these have positive association with follower work engagement at the individual 

level. This study sheds light on how employees perceive themselves and how their leaders 

perceive them, which in turn influences work attitude. The study has given evidence that, 

when leaders‟ perceive follower characteristics to be different from followers‟ self 
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expectation, levels of follower work engagement decreased.  Any positive perceptions which 

employees may hold about themselves may help to explain their preference for 

Transformational leadership which in turn impacts on their behaviour and interactions and the 

level of their work engagement and performance; increasing work engagement would then 

increase customer satisfaction, productivity and profitability. Taken together, these findings 

suggest that the effectiveness of leadership depends on traits, qualities, and attributes of 

followers as perceived by both leaders and followers.  

The above studies have addressed leadership perception and preferences on the individual 

level while some research has addressed this important issue on the group level. Emery et al., 

(2013) have argued about the extent to which group members‟ personality differences would 

predict leadership style. Emery et al. (2013) conducted a longitudinal study among 

undergraduate students (N=41) over 3 months. The study examined the linkage between 

followers‟ personality and perception of leadership style within a group.  The results showed 

that followers‟ personalities have an impact on their evaluation of leaders‟ behaviour. A 

group member who scored high in Extraversion, Openness to Experience and 

Conscientiousness preferred to be led by a task-oriented/Transactional leader or a 

relationship-oriented/Transformational leader, whereas Agreeable and Extravert followers 

preferred their leader to be a relationship-oriented/Transformational leader. The current thesis 

examines the impact of personality traits in relation to perception of leadership behaviour on 

the individual level, and while this group level analysis would have been very interesting, it 

was beyond the access granted by participating banks.   

In an opposite perspective at the group level, Bono and Judge (2004) carried out a meta-

analysis study to examine the relationship between leaders‟ personality and leadership. The 

study accumulated 384 correlations from 26 independent studies. They divided up 

components of personality based on the Big Five factor model. The result of the meta-

analysis shows that the strongest correlation to leadership behaviour appeared in only two 

traits: Extraversion and Conscientiousness. Extraversion has been an important trait in 

predicting and understanding Transformational and Transactional leadership; it seems that 

Extraversion is a trait that shows robust relationships with both leadership outcomes and 

rated leadership behaviours. Openness and Agreeableness appear to be the least relevant to 

leadership. Neuroticism failed to be a predictor for leadership preferences. In accordance with 

Bono and Judge‟s (2004) study, the current thesis examines the relationship between 
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employees‟ personality traits and the perception of leadership at an individual level, and was 

able to include all of the Big Five factors to shed more light on personality as a whole. 

Bono, Hooper and Yoon (2012) explored the impact of raters‟ personality differences on the 

way they rate Transformational and Transactional leadership behaviour within the research 

design in two steps: study 1 (field study) and study 2 (experimental study). Since leadership 

scholars had not agreed on the way in which individual raters assess leaders‟ behaviour, the 

study aimed to determine whether rater personality is associated with their rating of leaders‟ 

behaviour and whether personality is randomly distributed across leaders‟ behaviour. Study 1 

data were collected from employees (N=818) working in small and Fortune 500 corporations 

from various sectors (manufacturing, technology, service, and government). Study 2 is an 

experimental study where the data were collected from students (N=240) enrolled in a large 

public US university. Study 1 findings noted that rater personality plays an important role in 

explaining differences between raters in their reports of leader behaviour in field setting; 

practically speaking Agreeableness (A), Extraversion (E), Openness to Experience (E), and 

Conscientiousness (C) were associated positively with ratings of Transformational leadership 

behaviour. This means that individual preferences in leadership might not be entirely due to 

random measurement error, but may represent differences in recollection of leader behaviour 

and what features had been noticed. In essence, the results of an experiment or lab study 

would justify this result if the associations in Study 1 were mostly formulated because of 

traditional measurement biases, such as leniency. Furthermore, the results of Study 2 should 

be somewhat similar to those of Study 1. In reality, the experimental study results showed 

that employees‟ personality traits (Agreeableness, Extraversion, Openness to Experience, and 

Conscientiousness) were not related to leadership behaviour rating. That may due to 

employee personality traits may not being the only factor that affect the way in which 

employees evaluate leadership behaviour. In this regard, employees‟ perception of leadership 

would be the best predictor of an employee's motivation, attitude, and behaviour based on 

systematic biases in attention and recall or actual observation of leaders‟ behaviour. For 

example, Conscientious and Extravert employees elicit or recall different leader behaviour; 

their individual ratings reflect their perceptions of the leader, and should also predict their 

attitudes and behaviour. 

Following an established line of research, Huang, Hsu & Chiau (2011); Nguni et al. (2006); 

Hussain & Riaz (2010) and Yang (2012) utilised leadership measures to investigate leaders‟ 
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behaviour according to followers‟ ratings, verifying the idea that employees‟ rating their 

leader gives a more objective leadership evaluation. The current study follows these 

researchers when carrying out the analysis stage of leadership behaviour (MLQ) 

measurements in chapter 5; through using employees‟ to evaluate their perception of 

leadership behaviour and their personality traits via self-rating questionnaires.  

It can be seen that there are disparate results from empirical studies into leadership with 

findings from different studies often showing contrasting results. The link between 

personality and perceived leadership style is far from clear.  Many previous empirical studies 

have used the Big Five as a measure, providing useful benchmarks for this study to compare 

against, even though often studies have not used all aspects of the Big Five.  This study will 

use all aspects of the Big Five and examine data from employees about their leaders.  While it 

would have been highly desirable to collect data to tie managers into their subordinates and 

so enable analysis at the group level, unfortunately the researcher was not granted access to 

do so. However the lack of clarity of findings using data at the individual level in previous 

research provided a gap in the literature to explore these individual issues in a Saudi banking 

context. 

2.5 Job satisfaction 

As mentioned above, personality traits also have a profound influence on several key features 

of organisational attitudes (Furnham, Petrides, Tsaousis, Pappas & Garrod 2005; Spector, 

2008; Staw & Cohen-Charash, 2005). One of the most significant influences on individual 

attitude toward the organisation is job satisfaction which was shown to directly vary 

according to employees‟ personality traits (Connolly & Viswesvaran, 2000; Bowling, Beehr 

& Lepisto, 2006).  

Over the past 50 years job satisfaction has been a widely investigated organisational attitude; 

as it is considered an extremely complex phenomena and it has attracted a great deal of 

attention from organisational behavioural researchers (Loi, Yang & Diefendorff,  2009). 

Some researchers believe that employees are important assets and strongly desire job 

satisfaction in their employees (Oshagbemi, 2003; Purohit, 2004), because employee 

satisfaction is held to be something which can help establish and maintain a healthy 

organisational structure (Templer, 2012) as job satisfaction has an effect on some of the most 
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important organisational variables such as turnover, productivity, and effectiveness (Loi et 

al., 2009). 

The following section primarily examines the meaning of the term job satisfaction. Next 

theories of job satisfaction will be discussed, namely the dispositional model, the two factor 

theory and the social information processing model, followed by a discussion of the 

relationship between motivation and satisfaction. Afterwards, an overview of job satisfaction 

measurements will be given. The final part will deal with factors that can influence job 

satisfaction.  

2.5.1 Definition of job satisfaction 

In order to generate a deep understanding of such a complex human attitude as job 

satisfaction, it is important to begin with different definitions of the concept. Generally, the 

expression “Satisfaction” is used to refer to the physical situation of persons when their needs 

have been met.  Although researchers have defined “Job Satisfaction” from different points of 

view, most of these definitions can be categorised into three groups. 

First orientation:   

This is related to the aspects or factors which are able to enhance employees‟ happiness by 

linking their needs with organisational demands. Hoppock‟s (1935, p. 47) definition of job 

satisfaction adopts this perspective. He believed that job satisfaction is “Any combination of 

psychological, physiological, and environmental circumstances that cause a person to say, I 

am satisfied with my job.” Along the same lines Mumford (1970, p. 72) has defined the 

notion of job satisfaction as “the degree of fit between organizational demands and individual 

need”. It can be seen that the satisfaction level will increase when a good fit between an 

individual‟s personal needs and organisational demands has been achieved. Porter and 

Lawler‟s (1968, p. 31) view of job satisfaction is based on the same theme: “the extent to 

which rewards actually received meet or exceed the received equitable level of rewards”. 

Along the lines of this definition, Vroom (1964) and Luthans (2005) consider job satisfaction 

in terms of whether employees‟ expectations are met; here job satisfaction is defined as the 

difference between what employees have experienced and what they expected from their job. 

Thus, employees expect a job to offer a combination of qualities such as good pay, career 

advancement and autonomy; these expectations vary for different individuals (Fields, 2002). 

Yarmohammadian and Mosadegh (2006) argue that, in order to understand job satisfaction, it 
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is important to consider what employees experience and want from their jobs. The greater the 

difference between these and the actual situation, the more likely they are to be dissatisfied.   

Second orientation:  

The second orientation of job satisfaction mainly focuses on job satisfaction as positive 

emotions regarding the job. For example Locke (1976, p. 1300) defined it as “a pleasurable 

or positive emotional state resulting from an appraisal of one’s job or job experiences”. 

Vecchio (2000, p. 124) defined it in a similar manner when he described job satisfaction as 

“the emotional reaction to work experience”.  Along the same lines, Hirschfeld (2000, p. 

268) defines job satisfaction as “the degree to which employees have a feeling of liking or 

disliking their jobs”. In addition, Buitendach & De Witte (2005) state that, as job satisfaction 

entails incumbents‟ emotional feelings, it could have an important impact on their social 

behaviour.  

In this vein, Schultz & Schultz (2002) and Dawis (2004) share the same point of view 

regarding satisfaction: they assume job satisfaction to be a cognitive and emotional response. 

Job satisfaction consists of two components: cognitive or evaluative elements which appear 

in the fulfilment of employees' needs, and emotional or affective elements which appear in 

the cognitive process. Judge and Klinger (2008) emphasise that job satisfaction is considered 

as a cognition feeling; this helps bring about a better understanding of the nature of employee 

satisfaction as a whole.  

Third orientation:  

This continuum of satisfaction can be seen as a product of attitudes. Thus Spector (2008, p. 

223) defined it as a set of work attitudes that are brought together as one in the sense of job 

satisfaction. However, Armstrong (2004, p. 239) defines it as the attitude or feeling 

employees have regarding their jobs; this attitude controls and drives employees‟ behaviour 

and work attitudes. When this attitude is positive, this means employees are satisfied with 

their job, while a negative attitude is a sign of dissatisfaction.  

Smith (2009) has argued that job satisfaction levels declined among American workers 

between 1987 and 2009. They were asked much the same question in different years. The 

decline in employee satisfaction may be due to the standard of what they expect from their 

jobs which has risen over the years, so organisations found it difficult to meet all the needs of 
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their employees. Moreover, the nature of the job has an effect on the level of satisfaction of 

employees with their job, as employees overall found their jobs less enjoyable than before, 

because the nature of their jobs keeps changing even though a changing job could be a 

positive aspect. Specifically, some workers‟ jobs had become more specialised and focused 

and, as a result, were more likely to feel bored with their jobs (Burke & Ng, 2006). 

As noted above, in the last 30 years the meaning of job satisfaction has changed from a state 

where needs are fulfilled to one involving attitudinal factors (Spector, 2008); this indicates 

the changeability in aspects of a job which result in satisfaction during these time. As a result, 

it is important to identify in the current study which aspects of the three themes of definitions 

of the meaning of “Job Satisfaction” will be integrated in this study.  It will be accepted that 

job satisfaction is the set of an individual's positive feelings which impact on their attitudes 

toward aspects of the job and the organisation, in line with the perspective of Spector (2008) 

and of Armstrong (2004), where an individuals‟ personality may affect their level of positive 

feeling toward job satisfaction. 

In order to understand the mechanisms of job satisfaction, it is important for researchers to be 

guided by theories which offer a clear picture of the job satisfaction process; the dispositional 

model, value theory and the social information processing model are considered here. The 

following section reviews the literature that seeks to identify these mechanisms and explain 

the complexity of job satisfaction antecedents in relation to the three approaches to provide a 

relevant understanding of job satisfaction.  

2.5.2 Dispositional model of job satisfaction  

This approach assumes job satisfaction is a relatively stable disposition in an individual that 

depends on the individual‟s characteristics which appear as a result of different situations 

(Judge, 1992). In other words, individuals who tend to behave positively and cheerfully most 

of the time are more likely to be satisfied with their job than the ones who have a greater 

tendency to experience negative emotions such as feeling depressed (Judge & Klinger, 2009). 

In this regard, facets of personality may have a significant influence on job satisfaction. Thus, 

people experience high or low levels of job satisfaction in part because they have different 

personality characteristics. The Dispositional model is in line with the first meaning of job 

satisfaction; where the differences between what the employee has experienced and what they 

expected are different.  
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Stow and Ross‟s (1985), study was based on the dispositional theory of job satisfaction.  It 

aimed to measure job satisfaction through a longitudinal study over two to five years; their 

results revealed that employee job satisfaction levels show stability in different situations, for 

example when there are changes in employers or occupations. Changes in job or occupation 

have reduced the consistency of job satisfaction levels, so the greater the situational changes, 

the lower the job satisfaction consistency. Their results also confirmed that situational factors 

such as changes in payment and job status were not a good predictor of job satisfaction 

consistency. In a similar vein, Connolly & Viswesvaran (2000) conducted a meta-analysis to 

track the effect of role affectivity on job satisfaction. After searching through databases, a 

total of 27 relevant articles were found. The results show that 10% to 25% of the variance in 

job satisfaction may be due to differences in individuals‟ dispositional affectivity and that job 

satisfaction is impacted by positive effects more than by negative effects. The highest 

correlated antecedent of job satisfaction was positive affectivity (PA). 

Similarly, Judge, Heller & Mount (2002) conducted a wider meta-analysis based on the 

robust Big Five personality model. The study investigated the relationship between 

personality traits and job satisfaction in all possible types of academic research (articles, book 

chapters, dissertations and unpublished reports) and examined the association between the 

Big Five traits and job satisfaction from 1887 to 2000 in a total of 1277 studies. The results 

indicated that Neuroticism reported the strongest correlation with job satisfaction (ρ=-0.29), 

followed by Conscientiousness (ρ=0.26), and Extraversion with ρ=0.25, (ρ=estimated 

population correlation). Regression analysis indicated which traits can be considered the best 

predictors of job satisfaction. The findings revealed that Extraversion (β=0.21, p<0.01), 

Conscientiousness (β=0.20, p<0.01) and Neuroticism (β=-0.20, p<0.01) were significant 

predictors of job satisfaction. However, the traits responsible for generating a happy or 

positive emotion, namely Neuroticism and Extraversion are key factors for individual 

happiness in life and in their jobs as well; this result is in line with DeNeve and Cooper‟s 

(1998) views. 

Templer (2012) carried out a recent study in order to investigate the direct relationship 

between the Big Five factor model of personality and job satisfaction in a tight, collectivistic 

Asian Society. The results of Templer‟s (2012) study replicated those of Judge, Heller & 

Mount (2002) as both found a multiple correlation between job satisfaction and the Big Five 

personality traits. Templer‟s (2012) primary data were generated from a sample from a 
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Singaporean context, whereas Judge, Heller & Mount‟s (2002) data were collected indirectly 

from previous studies in the US; both studies obtained the same results with Templer‟s 

(2012) findings providing evidence which replicated Judge, Heller & Mount‟s (2002) results 

in a collectivist Asian society. It was found that all personality traits were correlated to job 

satisfaction; Conscientiousness (C) has the highest correlation (0.29), followed by 

Neuroticism (N), (-0.28) then Extraversion (E), (0.24), with the weakest correlation found 

with Openness to Experience (O) (0.15).  

The most valuable result is that Agreeableness is found to be the strongest predictor. The 

values were Extraversion (β=0.14, p<0.05), Agreeableness (β=0.16, p<0.05), Neuroticism 

(β=0-.16, p<0.01) and Conscientiousness (β=0.14, p<0.05) for job satisfaction in a 

collectivistic Asian society where individuals are encouraged and rewarded if they participate 

and cooperate to form relationships at work, which leads to increased job satisfaction. In the 

opposite situation, when individuals are not encouraged to form relationships or behave in 

ways different from the social norm, they will be punished, which in turn leads to 

dissatisfaction.  

A recent study carried out in a collectivist society (China) by Zhai, Willis, O'Shea, Zhai, & 

Yang (2013) examined the effect of the Big Five personality traits on job satisfaction with the 

addition of another factor: subjective wellbeing (SWB). Their results suggest that 

Extraversion has a relationship with job satisfaction; the con/divergence in the results 

between Zhai et al.‟s (2013) study and other research which was conducted in a Western 

context may be due to cultural differences as subjective wellbeing is found to be related to 

Extraversion, Neuroticism and Conscientiousness in western societies. The study also found 

that Extraversion was the strongest predictor of both job satisfaction and SWB. However, the 

ability of the emotional dimensions to explain differences in individuals‟ levels of job 

satisfaction was inadequate; also the influence of the characteristics of the job were neglected 

thus allowing opposite perceptions to occur in connection with employee satisfaction factors 

(amongst others) which may have resulted from the impact of job content.  

The above discussion indicates that, based on Templer‟s (2012) findings which were 

formulated from an Asian collectivist society, it can be hypothesised in the current study that 

Agreeableness is positively related to job satisfaction in the theoretical framework, as the 

study is being conducted in a collectivist Middle Eastern society. While, the other personality 

type were found that Conscientiousness (C) has the highest correlation (0.29) with job 
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satisfaction, followed by Neuroticism (N), (-0.28) then Extraversion (E), (0.24), with the 

weakest correlation found with Openness to Experience (O) (0.15). 

2.5.3 The two-factor theory of satisfaction 

Herzberg‟s (1959) approach holds a different view of satisfaction. The researchers 

investigated factors associated with job satisfaction and found that job satisfaction to be the 

product of a variety of factors which are related to the nature of the job and which can affect 

the level of satisfaction. Herzberg (1991) divided these factors into two groups: extrinsic and 

intrinsic factors. This is known as the "two-factor" theory.  Here extrinsic/hygiene factors are 

defined as factors that are not related to the job design; if these factors do not exist, employee 

dissatisfaction occurs. These relate to issues such as supervision, pay, work environment, and 

relationships with co-workers and supervisors. Intrinsic motivation factors are those related to 

job content; these do not create satisfaction but eliminate or reduce the level of 

dissatisfaction, for example promotions, nature of work, communication, achievement, 

recognition, responsibilities and career advancement. 

This approach suggests that job satisfaction involves a match between the outcomes which 

employees‟ value in their jobs and their perceptions of the availability of such outcomes and 

can be a source of job satisfaction (Greenberg, 2011).  However, it was argued (Spector, 

2008) that for practically any aspect of a job, it is easy to know what employees want, but not 

easy to tap into those different types of needs and to utilise this as a satisfaction resource. 

Assessing levels of job satisfaction has become a common activity in organisations where 

management is concerned with the physical and psychological well-being of the individual as 

satisfaction factors are changing constantly. 

Buitendach and De Witte (2005) have carried out research to assess the relationship between 

job insecurity, job satisfaction and organisational commitment. In this study job satisfaction 

was assessed on the basis of two sub-factors so as to reveal which factors are most closely 

related to overall employee satisfaction. These dimensions divided categories into two types: 

intrinsic versus extrinsic. The results revealed small but significant relationships between job 

insecurity and extrinsic job satisfaction and also between job insecurity and affective 

organisational commitment. No association with intrinsic job satisfaction was found, 

suggesting that the association of job insecurity with total job satisfaction should only be 

attributed to its association with extrinsic satisfaction. 
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2.5.4 Social information processing model of job satisfaction 

This conceptualisation proposes that individuals‟ feelings about their job are based on the 

attitudes and behaviour manifested by others with whom they come into contact (Salancik & 

Pfeffer, 1978).  According to this theory, individuals rely on social sources of information, 

that is information obtained by asking their co-workers or friends in different organisations 

questions about job satisfaction, after which they construct their own judgment regarding job 

satisfaction by comparing their organisation with others and looking for fairness from their 

employer (Salancik & Pfeffer, 1978). In this sense, job satisfaction is affected by non-

tangible aspects such as co-workers‟ and friends‟ comments and information given about job 

factors and rewards, so managers should take these negative influences into account.  

Equity theory follows the same continuum approach, with the individual‟s perception of 

justice and fairness is the main component of this theory. This theory is usually utilised in the 

work context to understand the extent to which individuals‟ motivation is influenced by their 

perception of how fairly they were treated during exchanges at work (Ivancevich, Konopaske 

& Matteson, 2008). As Adams (1965, p. 280) observes:  “Inequity occurs when a person 

thinks that the ratio of his outcomes to inputs and the ratio of others’ outcomes to others’ 

inputs are unequal”. In contrast, equity occurs when an individual's work efforts-to-rewards 

ratio equals another's work efforts-to-rewards ratio. “Rewards” refer to all types of rewards, 

privileges, or anything of personal value that an individual receives from his/her job such as 

pay, fringe benefits, training, and status. In this sense, the current study hypotheses have been 

constructed based on the assumptions of the social information processing model for job 

satisfaction as will be discussed later in this chapter.  

2.5.5 Factors influencing job satisfaction 

Job satisfaction is affected by a wide range of variables such as individual, social, cultural, 

organisational and environmental factors (Spector, 2008). Spector proposed three categories 

of factors that have a considerable influence on job satisfaction: (1) the job environment, (2) 

individuals' personality, and (3) the joint influence of the environment and personality on job 

satisfaction.  

It is important to throw light on elements which influence employees‟ personal determination 

to obtain job satisfaction such as age, sex, occupational level, education, tenure and training, 

because these have a great influence on shaping employees‟ perceptions and behaviour in 
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relation to job satisfaction (Gagné & Deci, 2005; Vansteenkiste, Neyrinck, Niemiec, Soenens, 

De Witte & Van den Broeck, 2007). In the current study demographic data is collected to 

describe (using descriptive statistics) the demographic profile of the respondent sample (more 

details will be given in chapter 4 section 4.3.1). 

The following section will discuss those employees‟ personal characteristics that are most 

relevant to the current study, namely age, sex, education and occupational level.   

Table 2-4: Review of job satisfaction demographic factors: 

Factors Philosophical position Date Authors 

Gender 

Women workers are more 

satisfied with their jobs than 

men 

2009 

2005 

2003 

Sabharwal & Corley 

Bender et al. 

Sousa-Poza & Sousa-

Poza 

Men are more satisfied than 

women with their jobs. 

1985 

2000 

2006 

Chusmir 

Oshagbemi 

Okpara 

There is no relationship between 

employees‟ gender and   job 

satisfaction 

1990 

1995 

1997 

1999 

 

2003 

Loscocco 

Mason 

Phillips & Imhoff 

Johnson, Mcclure & 

Schneider 

Pors 

Age 

 

 

They  believe that there is a 

positive association between age 

and   job satisfaction 

1992 

2001 

2006 

Al-Otaibi 

Ellickson & Logsdon 

Okpara 
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A significant negative 

relationship exists between 

employees‟ age and level of   job 

satisfaction. 

1998 Ganzach 

  No relationship identified. 

2003 

2006 

Oshagbemi 

Crossman & Harris 

Linear association either positive 

or negative 

2003 

2006 

Oshagbemi 

Crossman & Harris 

U-shaped or curve  

(positive or negative links) 

1951 
Herzberg, Mausner, 

Peterson & Capwell 

Educational 

level 

 

 

Positive association between 

educational level and job 

satisfaction 

1967 

1982 

 

1983 

1990 

2003 

Sulkin & Pranis, 

Glenn & Weaver 

 

Rhodes 

Kuntz, Borj & Loftus 

Ganzach 

Negative association between 

educational level and job 

satisfaction 

1983 Rhodes 

No significant relationship exists 

between job satisfaction and 

educational level. 

2003 

2008 

2011 

 

Crossman & Abou-Zaki, 

Yim & Schafer 

Malik 
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Occupational 

level 

 

Positive association between the 

occupational level within an 

organisational hierarchy and   

job satisfaction 

2000 

1998 

2001 

Oshagbemi 

Robie et al. 

Paul & Phua, 

 

It can be seen from the above Table that several factors have an impact on job satisfaction. 

Some researchers claim that women workers are more satisfied with their job than are men 

(for example, Sousa-Poza & Sousa-Poza, 2003; Bender, Donohue & Heywood, 2005; Kara, 

Uysal & Magnini, 2012), because of the lack of openings for women to access important jobs 

compared to men, and the perceived difference between what is desired and can be obtained 

in career progression (Zeffane, Ibrahim & El Mehairi, 2008) means they value positive 

aspects of job roles. 

The evidence revealed that there is an association between age and job satisfaction 

represented in different findings. Al-Otaibi (1992); Ellickson & Logsdon (2001); Okpara 

(2006) found a positive association between them, but Ganzach (1998) reported a negative 

association between age and job satisfaction, and Reiner & Zhao (1999) did not identify any 

association. The relationship between employees‟ age and job satisfaction can also be 

represented in a U shape which starts when the employee has just been employed in a new 

job (Clark, Oswald & Warr, 1996). For a young employee, his/her feelings will be positive 

toward the job, due to their idealistic assumptions about what he/she is going to receive from 

his/her work. These assumptions will raise their satisfaction level. This level will then 

decrease during the next period, as their assumptions about the job fall short of reality, and as 

a result job satisfaction will decrease. After that, it starts rising again when employees get 

older and assess the job using a more balanced perspective and adjust their assumptions 

resulting in higher job satisfaction once more. This idea of the U-shape is supported by work 

of Clark, Oswald & Warr (1996). 

The association between occupational level and job satisfaction attracts the attention of both 

researchers and practitioners (Robie, Ryan, Schmieder, Parra & Smith, 1998). Researchers 

need to know the effect of respondents‟ occupational level when designing their studies and 

explaining their results; moreover practitioners need to understand the effect of the 

occupational level when designing the company reward schemes, and neglecting this 

relationship can be a possible contaminant of the validity of any job satisfaction and 
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motivation study.  In this study few hierarchical layers were accessed by the researcher to 

mitigate against such skews. 

Most studies have found a positive association between the occupational level within an 

organisational hierarchy and job satisfaction (Oshagbemi, 2000; Robie et al., 1998; Al-Ajmi, 

2001; Paul & Phua, 2011). The possible explanation for the significant association could be 

linked to several aspects such as those working in more senior jobs having more growth 

opportunities, being more closely involved in decision-making, and having more autonomy, 

less routine work, better work conditions, and extra financial benefits, all of which will 

positively raise the level of job satisfaction (Howard & Frink, 1996; Robie et al., 1998; Voss, 

Floderus & Diderichsen, 2001; Paul & Phua, 2011). In the light of the above argument, job 

satisfaction is where non-tangible aspects such as an employees‟ relationship with co-workers 

and friends who have provided information about job factors and rewards exist. Employ 

personality may play a role on such relationship through discussing information with other 

employees. 

The current study seeks to investigate the role of employees‟ personality traits and their 

impact on overall job satisfaction among Saudi banking employees where the impact of 

personality traits is to be considered an important factor in a highly competitive work 

environment which adjusts the balance between satisfaction and dissatisfaction.  The 

demographic factors used in this study to describe the personal profile of bank employees 

includes respondents‟ age, level of education, gender, marital status, years of experience in 

the present bank, and years of experience in banking.  

In summary, many social science researchers (Oshagbemi, 2003; Purohit, 2004) believe that 

employees are important assets in an organization, so to be able to maintain their satisfaction 

levels at a high level is held to be something which can help establish and provide a healthy 

organisational structure and contribute to performance. The meaning of job satisfaction was 

discussed through different approaches of job satisfaction models: the dispositional model, 

the two factor theory and the social information processing model which offer a clear picture 

of the job satisfaction process. Moreover, job satisfaction is affected by several factors such 

as individual, social, cultural, organisational and environmental factors (Spector, 2008).   

Previous research has aided this study through providing data to use as a comparator and 

highlighting aspects of demographics which might imbalance the results.  As a result the 

study design sampled a homogenous group, using few hierarchical layers in one industry and 
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ensured awareness of the demographics of the sample.  Having reviewed definitions, 

conceptual bases and findings of the job satisfaction construct, the review will now focus on 

turnover intention. 

2.6 Turnover intention definition 

Most of the research on employee turnover focuses on members leaving rather than entering 

the organisation.  Price (1977, p. 5) defined intention to leave as: “the degree of individual 

movement across the membership boundary of a social system”. Turnover intention is also 

defined by Vandenberg & Nelson (1999, pp. 1313), as the “individual’s own estimated 

probability (subjective) that they are permanently leaving the organisation at some point in 

the near future”. Turnover intention has been further defined as a major predictor for the 

terminal action of actual turnover (Mobley, Horner & Hollingsworth, 1978). Intention to 

leave is used interchangeably with turnover intention but it is different from actual turnover 

(Mowday, Koberg & McArthur, 1984), thus the way the current study is being conducted is 

based on the concept of turnover intention being seen as the probability that individuals will 

be leaving their organisation in the near future (Mobley, Griffeth & Meglino, 1979; Mowday, 

Koberg & McArthur, 1984).  Although many factors may influence a person's longevity in a 

career, job satisfaction is viewed as the main predictor of intention to leave a profession or 

organisation (Coomber & Barriball, 2007). A person with high levels of job satisfaction is 

less likely to leave a profession, whereas a person with lower job satisfaction levels is more 

likely to leave (Mobley et al., 1978). Contrary to that perspective, some argue that in some 

cases even people with high job satisfaction levels have turnover intention. Although 

employees may be satisfied with their current job they still have the desire to leave their 

employer. This may be due to the situation in the labour market where the level of demand is 

more than the level of supply; as a result employees may have a variety of attractive job 

offers they can choose from, as is the case in banking in KSA.  

The current study seeks to investigate turnover intention in the Saudi banking sector where 

many new banks have opened recently and local banks have expanded in parallel with Saudi 

Arabian economic development plans. Thus the labour market demand in the Saudi banking 

sector is so high that there is a shortage of well trained employees, the high demand of trained 

bankers may increase the turnover intention of bank employees.  A comprehensive 

description of the turnover process may help make the picture clear. The following section 

provides an account of the turnover process from a structural cognitive perspective.   
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2.6.1 Mobley’s (1977) model of the turnover process 

Mobley was one of the first researchers to study turnover as a process with stages. The 

correlation between employee job satisfaction and intention to leave was investigated in 

different contexts such as in technical services, clerical work, and personal nursing in an 

urban hospital. The model, based on job dissatisfaction, showed a series of events which 

ultimately led to an employee leaving their organisation. It explained the process of turnover 

involved in an employee‟s decision to leave the organisation and is described in the diagram 

below.  Prior to an actual turnover decision being reached, certain types of behaviour were 

exhibited, namely thoughts of quitting the organisation, intention to search for alternatives, 

and intention to quit the organisation. This involves evaluating the costs of quitting, for 

example loss of seniority, and loss of benefits among others. If the cost of quitting is too 

high, then the employee may re-evaluate the existing job or engage in other forms of 

withdrawal, for instance lateness and absenteeism. Mobley (1977) posited that any study on 

job satisfaction and intention to quit should take into account all of the intermediate stages in 

order to understand the full relationship. The conclusion from this particular study was that 

intention to quit was the single most significant predictor of turnover, and that in itself job 

dissatisfaction was more closely related to thinking of quitting and intention to quit than to 

actual turnover itself. Based on that assumption, the current study does not intend to examine 

the dissatisfaction behaviour. 

 

Figure 0.1: Mobely‟s Model (1977) of the employees' turnover decision process. 
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Source: Intermediate linkages in the relationship between job satisfaction and employee 

turnover (Mobely, 1977, p. 238). 

Mobely’s model (1977) of turnover decision: 

Mobley made some adjustments to his initial model so that it consisted of four processes. The 

process was summarised into four separate distinct areas along a continuum: 1) thinking of 

quitting, 2) intending to search, 3) intending to quit, and 4) actual turnover as is shown in 

Figure 2.2 below. It can be seen that the second model is part of the initial model of the 

turnover process (Figure 2.1). 

Mobely (1978) found that the correlation between job satisfaction and “thinking of quitting” 

was significant, but steadily declined throughout the continuum to a non-significant 

relationship with “actual turnover” as the individual‟s job satisfaction decreased. There was a 

direct and significant impact on their behavioural intentions but no significant impact on their 

actual actions. Accordingly, the relationship suggested that, as an individual pursued leaving 

his/her job more actively, job satisfaction became the least important issue for them. 

 

Figure 2.2: Mobely's (1978) Model of the quitting process. 

Source:  An evaluation of precursors of hospital employee turnover (Mobley, Homer & 

Hollingsworth (1978). 

 

The current study is based on Mobely‟s (1978) model of the quitting process as shown in 

Figure 2.2. Moreover, it takes into consideration that, with the excellent economic 
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performance of Saudi Arabia, it is to be expected that employees who are satisfied or 

dissatisfied with their jobs are equally likely to choose to quit or change employers because 

of the availability of alternative job opportunities in the banking profession. 

2.6.2 The unfolding model of voluntary employee turnover (Mitchell & Lee, 2001) 

The unfolding model explains how people leave their jobs. It requires some general 

assumptions about the decision process that are contrary to much of the prevailing thinking of 

classical decision theory such as is seen in Mobely‟s theory. This model points out that 

people are constantly being bombarded with information that can potentially lead to them 

displaying changes in their behaviour. Employees can leave their job because it no longer fits 

in with their self-image or their future plans and goals (Mitchell & Lee, 2001). 

Some general ideas are built into the unfolding model of employee turnover.  Firstly, there is 

the idea that events rather than relative job dissatisfaction often precipitate the act of leaving 

a job.  These events can have very different attributes, for example positive, negative, 

expected, or unexpected. Furthermore it must be observed that people leave jobs in different 

ways: some people seem to leave very quickly without much cognitive effort, while others 

are much more analytical (Lee, Mitchell, Wise & Fireman, 1996). 

Some sort of event which is known as a shock to the system might cause a person to pause 

and think about the meaning or implication of the event in relation to his or her job.  A shock 

to the system is theorised to be a very distinguishable event that jerks employees into making 

deliberate judgments about their jobs and perhaps to voluntarily quit them. A shock is an 

event that generates information or has meaning in relation to a person's job. The shock must 

be interpreted and integrated into the person's system of beliefs and images.  Note that events 

are considered “shocks” only if they produce job-related deliberations that involve the 

prospect of leaving the job (Holtom & Inderrieden, 2006).  

This process may (or may not) lead to the idea that leaving the job is an alternative choice 

that needs to be considered.  If leaving becomes an alternative, there may (or may not) be 

other job alternatives to consider.  These different possibilities are described in the following 

section as decision paths; there are four general paths that employees may take when leaving 

their jobs over time. The decision paths explain how employees interpret their work 

environments, how they identify decision options, and how they respond. (Holtom, Mitchell, 

Lee & Inderrieden, 2005).  
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Decision Path I (Shock to the System) 

This path describes the situation where a person leaves without considering his/her current 

attachment to the organisation and without considering alternatives. In this situation the level 

of   job satisfaction is an important factor.  An example of this is when a person‟s spouse gets 

a job in a different city. He/she hopes to move there. The couple will then decide to 

immediately pack up and go. 

Decision Path 2 (Push Decision) 

A shock (usually negative) prompts a person to reconsider his/her attachment to the 

organisation due to image violations.  After the shock the employee reassesses his or her 

basic attachment or commitment to the current organisation. Then, after completing these 

relatively brief deliberations, he/she leaves without any search for alternatives. For instance, a 

person gets passed over for promotion and, after thinking about it, decides to quit. Note that 

job satisfaction levels can be high before the shock but may fall directly afterwards; the shock 

itself has changed satisfaction levels.  Furthermore, in this path, a single judgment to stay or 

quit the current organisation is made without considering any specific job alternatives. 

Decision Path 3(Evaluation) 

In Path 3, a shock produces image violations  that,  in  turn,  initiate  a  comparison  of the  

current  job  with  various  alternatives. Leaving typically includes search, offers, and 

evaluation of alternatives.  Suppose  a person  receives an  unexpected  job  offer  from  one  

of  Fortune‟s  “100  Best  Places  to  Work  For.” After thinking about it and comparing other 

options, he or she decides to take the job, leaving even though he/she may be satisfied with 

their current job. 

Decision Path 4 (Realization)  

With  Path  4,  lower  levels  of  job  satisfaction  are  the  precipitating  force  rather than a  

shock.  The person realises he/she is dissatisfied and leaves, with or without searching for 

alternatives. In a similar vein, Price (1977) observed that individuals who leave an 

organisation are commonly dissatisfied with the organisation or with some aspects of it. 

However, not all individuals who leave are dissatisfied, and not all dissatisfied members 

leave. Price (2000) has noted that there are two categories of variables, exogenous and 

endogenous, which affect intention to leave and which are shown in Table 2-5 below: 
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Table 2-5:  Categories of variables affecting turnover intention 

Endogenous Exogenous 

Job satisfaction Environmental: Opportunity and kinship responsibilities. 

Organisational 

commitment 

Individual: general training, job involvement, positive 

affectivity.  

Search behaviour 
Structural variables: autonomy, justice, stress, pay, 

promotional changes, routinisation and social support. 

Intent to stay  

Source: Shocks as causes of turnover (Holtom, Mitchell, Lee & Inderrieden, 2005). 

Exogenous variables:  

These consist of three streams: environmental, individual and structural variables. 

Environmental factors can be divided into two types: opportunity and kinship responsibility.  

2.6.3 Empirical studies based on exogenous variables of turnover intention 

Opportunity describes the availability of alternative jobs in the environment and is related to 

the nature of the labour market whereas kinship responsibility refers to the existence of 

obligations towards relatives living in the community. It is believed that kinship obligations 

produce less turnover intention (Holtom et al., 2005).  

Investigating an example of environmental factors, McCarthy, Tyrrel and Lehane (2007) 

conducted a study to investigate registered nurses and their “intent to stay or leave” their 

employment. As employees‟ intention to stay or leave their current job is the final step in the 

decision-making process, it is reasonable to suggest that understanding “intent to stay or 

leave” could facilitate nurse managers to introduce appropriate retention strategies. In this 

study, a cross-sectional sample was examined by means of a questionnaire distributed to 352 

registered nurses at 10 hospital sites throughout the Republic of Ireland. The findings indicate 

that the majority of nurses (83%) who expressed “intent to leave” were planning to leave 

permanent positions. Both individual and organisational factors showed that kinship 

responsibilities and job satisfaction were both statistically significant predictors of nurses‟ 

“intent to stay” or “intent to leave” positions. Specifically, nurses who had no kinship 

responsibilities were more likely to leave than were nurses who had such responsibilities. In 
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addition, it was demonstrated that nurses with high levels of job satisfaction were more likely 

to show an intention to stay in their current employment than were nurses who had lower 

levels of job satisfaction. Consequently both kinship responsibilities and job satisfaction 

could be used as predictors of nurses' “intent to stay” or “intent to leave”. Indeed, both job 

satisfaction and kinship responsibilities have been shown in other studies (e.g. Mobley et al., 

1979; Michaels & Spector, 1982; Irvine & Evans, 1995) to be significant predictors of “intent 

to stay” and “intent to leave”. To sum up, lack of kinship responsibility and low job 

satisfaction were found to be the two most important predictors of high turnover intention. 

The individual factors that affect turnover intention (see Table 2-5), such as general training 

are linked to the extent to which the knowledge and skills required for a job are transferable 

between employers. Specific training means acquiring skills in special tasks such as 

particular military weapon skills which are more specific than computer skills that help 

employees transfer to different jobs easily. 

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                               

The other category affecting turnover intention concerns structural variables such as; 

autonomy, justice, stress, pay, chance of promotion, routinisation and social support; three of 

these variables – justice, stress and social support – have measurable dimensions. For four of 

the variables - autonomy, distributive justice, chance of promotion, the role of ambiguity has 

been accounted for as shown in Table (2-6). Dimensions of job stress are commonly used in 

discussions of high performance human resource practices (Arthur, 1994,; Huselid, 1995; 

AbuAlRub, 2004). Structural variables are the classic focus of sociologists; economic 

variables typically focus on general training, whereas social psychologists usually examine 

job involvement and affectivity variables.  

Since the current study aims to examine employees‟ personalities and their impact on 

employees‟ attitudes to their organisation (job satisfaction and turnover intention), the 

individual factors of turnover intention are expressed by affectivity disposition which is 

categorized as an Endogenous variable (Arthur, 1994). Positive and negative affectivity are 

dispositional tendencies to experience pleasant/unpleasant emotional states respectively, they 

are considered in the theoretical construct of the postulated hypotheses.  

 Endogenous variables 

The endogenous factors consist of four variables, job satisfaction, organisational 

commitment, search behaviour and intent to stay as determinants of voluntary turnover. Price 
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(2001, p. 608) defines satisfaction as "the extent to which employees like their work" whereas 

commitment "focuses on the loyalty of employees to their employer". This approach provides 

a global overview of turnover. Price (2001, p. 608) goes on to assert that search behaviour is 

"the degree to which employees are looking for other jobs", whereas intent to stay is "the 

extent to which employees plan to continue membership with their employers. 

2.6.4 Empirical studies based on endogenous variables of turnover intention 

In this context, Price asserts that search behaviour leads to increased turnover and intent to 

stay, which in turn leads to actual turnover. Irvine and Evans (1995) conducted their study to 

determine the relationships between job satisfaction and behavioural intentions in nursing 

populations. Their model suggested job satisfaction had three major variables which acted 

upon it: economic factors (pay, job market), structural factors (work environment), and 

psychological factors (demographics). The study result showed a significant relationship 

between overall job satisfaction and behavioural turnover intention, and a small negative 

relationship between job satisfaction and turnover. Moreover in nursing, variables such as 

work content and work environment had a stronger relationship with job satisfaction than 

economic or individual difference variables. 

There are many factors that influenced employees to have turnover intention but Borda & 

Norman (1997) concluded that job satisfaction is to be widely regarded as the most important 

contributor to turnover intention amongst employees; other factors such as pay, opportunity 

and kinship responsibility have also been identified as commonly having an influence on 

employees‟ intention to leave or quit the job. 

Carmeli, Meitar & Weisberg (2006) conducted their study to examine turnover intention and 

some of their predictors, namely affective commitment, job satisfaction and job performance, 

across three professional groups of employees and managers: financial officers, social 

workers (in the public sector) and lawyers (in the private sector). They considered turnover 

intention in relation to three processes in relation to the cognition process: first, the thought of 

quitting, second, intention to search for another job, and third, intention to quit/leave which 

aligns well with the Mobely (1978) model used in this study. Data were collected from three 

different professions (financial officers, certified lawyers and social workers) via a structured 

mailed survey. The study results indicated the importance of affective commitment and job 

satisfaction in predicting turnover intention. A significant relationship was found between 

affective commitment and turnover intention for both the lawyers and the social workers but 
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not for the financial officers, a significant relationship was also found between intrinsic job 

satisfaction and turnover intentions for both the lawyers and the social workers, but again not 

for the financial officers. Interestingly, the researchers found no significant relationship 

between job performance and turnover intention. Although the relationship between job 

satisfaction and intent to leave is generally thought to be negative (Carsten & Spector, 1987; 

Tett & Meyer, 1993), the magnitude of this relationship is not consistent within the academic 

literature.  This study is especially interesting as the sample of cases for the current research 

is within finance. 

Another study was conducted by Parry (2008) on the nursing profession and investigated the 

relationship between intention to change profession and intention to change employer among 

newly graduated nurses in Queensland, Australia. A model of the relationships between 

affective professional commitment, job satisfaction, organisational commitment, intention to 

change professions and organisational turnover intention was developed through a review of 

the organisational behaviour literature, and tested using path analysis. The sample was drawn 

from all nurses entering the workforce in Queensland, Australia for the first time in 2005. 

The results indicated that affective professional commitment and organisational commitment 

were statistically significantly related to intention to change professions. Job satisfaction, 

organisational commitment and intention to change professions were significantly related to 

intention to change employer. Intention to leave the profession contributed statistically to 

intention to change employer.  

Terranova and Henning (2011) have studied the relationship between the job satisfaction sub-

scale and turnover intention in relation to athletic training in certified athletic trainers. They 

aimed to explore job satisfaction and turnover intention in the athletic training profession in 

clinically oriented AT employees in various NCAA institutions. The data for this study were 

collected by distributing a web-based questionnaire containing the Spector job satisfaction 

Survey (JSS) and an original turnover intention Survey (ITLS) which was distributed by e-

mail to 1003 certified members of the National Athletic Trainers' Association. The study 

found a strong negative correlation between various facets of job satisfaction and turnover 

intention athletic training. The results indicated job satisfaction was not a simple construct 

but instead was multidimensional. In addition, some satisfaction factors such as pay, rewards, 

promotion and nature of the work are reported the best predictors of turnover intention. Those 

results are in line with Irvine and Evans‟s (1995) work, in which economics and the structure 

of the work environment influenced nurses' intention to leave. This suggests similar factors 
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affect various health professions, and that understanding the effect of these factors might 

provide solutions which are relevant for athletic training.  

To sum up, the Table below shows the factors which influence employees‟ turnover intention 

found in the literature. It can be seen that factors vary between studies but most of them 

stemmed from two main continuums, endogenous and exogenous. The current study adopted 

personal variables such as dispositional affectivity that is considered an endogenous factor of 

turnover intention. 

Table 2-6: Review of turnover intention factors: 

Number of 

factors 
Factors Date Authors 

Three 

Economic factors (pay, job market), structural 

factors (work environment), and psychological 

factors (demographics) 

1995 
 

Irvine & Evans 

enO Job satisfaction 1997 Borda & Norman 

Two Exogenous and Endogenous 2000 Price 

One Educational level 2000 Chan & Morrison 

Three  Age, experience and tenure 2007 
Beecroft, Dorey 

&  Wenten 

Two Kinship responsibilities and job satisfaction 2007 
McCarthy , 

Tyrrel & Lehane, 

Three 
Job satisfaction, organisational commitment and 

intention to change professions 
2008 Parry 

Two Job-related stress and job satisfaction 2011 
Suhaime, 

Mahmud & Hasin 

 

Academic literature has provided different models to describe the turnover intention process. 

It is imperative in this study to present the way turnover intention has been postulated 

cognitively, and to take into account the intermediate cognitive stages among employees, 

from the idea of quitting to actual turnover. In essence, intention to turnover/quit is important 
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enough to alarm the organisational to employees‟ actual turnover behaviour.  Thus, human 

resources departments in organisations have a reasonable chance of overcoming this 

behaviour before it is transformed into actual turnover.  For this reason the following section 

is included which gives an overview of two models, Mobley‟s (1977) and Mitchell and Lee‟s 

(2001) Models. 

2.6.5 Personality and turnover intention 

Since the focus of the current study is on employees‟ personality types and their impact on 

behaviour related to employees‟ attitudes to the organisation such as turnover intention, it is 

important to shed light on the relationship between how employees with various personalities 

differ in their turnover intention behaviour.  

Little systematic research on personality measures has been directed at investigating whether 

the Big Five personality types are a predictor of counterproductive behaviour such as deviant 

behaviour and turnover. For example, Salgado (2002) conducted meta-analysis to investigate 

the impact of the Big Five personality model on counterproductive behaviour such as 

absenteeism, accidents, deviant behaviour, and turnover.  The study is based on published 

academic studies in American and Europe. Furthermore Salgado made contact with 

researchers to access unpublished materials.  The results indicated that employees‟ 

personalities can be considered as a major predictor of turnover. For example, 

Conscientiousness is assessed as involving persistence, achievement and hard work and is 

linked to how well employees are able to control their work-related behaviour in this regard. 

Conscientiousness traits predicted deviant behaviour and turnover while, Extraversion, 

Openness, Agreeableness and Emotional stability predicted the turnover criterion only. 

However, none of the Big Five personality measures were found to be predictors of 

absenteeism or proneness to accidents. This meta-analysis study has provided some evidence 

that personality measures can be considered as a valid predictor of work related behaviour 

and turnover. In this regard, the current study provides empirical evidence of the relationship 

between personality and turnover intention.  

Mount, Ilies & Johnson‟s (2006) study tested the relationship between relevant personality 

traits that have direct relationships with counterproductive work behaviour (CPWB).  They 

examined actions which are harmful to the organisation such as taking property without 

company permission, and also actions which are harmful to other individuals within the 
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organisation such as making ethnically or religiously derogative or racist remarks at work. 

The nature of CPWB examined by Mount, Ilies & Johnson (2006) was based on the results of 

work by Fox, Spector and Miles, (2001). Data were gathered based on ratings measurements 

obtained from self- and boss-perspectives to build an understanding of workplace deviance.  

The results indicated that Agreeableness best predicts and has a direct relationship with 

interpersonal CPWB while Emotional stability is counted the best predictor of 

organisationally based CPWB. Conscientiousness has a direct relationship with 

counterproductive work behaviour relating to the organisation (CPWB-O), and job 

satisfaction has a direct relationship to counterproductive work behaviour in relation to both 

the organisation (CPWB-O) and individuals (CPWB-I). In addition, the results also showed 

that job satisfaction level is related to both interpersonal and organisational CPWB. Thus, one 

reason dissatisfied people are poor performers is that they are more likely to engage in 

interpersonal and organisational counterproductive behaviour.  Job satisfaction is found to 

partially mediate the relationship between relevant personality traits and CPWB where the 

strongest mediating link is exhibited between the personality trait “Agreeableness” and 

CPWB, which in turn is significantly related to CPWB-O for both self- and boss-ratings. 

Thus, the interpretation can be made that the reason that Agreeableness is related to CPWB is 

because of an indirect link where it is related to job satisfaction, which, in turn, is related to 

CPWB-O. Although Mount, Ilies and Johnson‟s (2006) study and the current study have used 

the same analyses approach (SEM) based on path analysis, there are differences between 

them with regards the meditational assumption. The current study has proposed perceived 

leadership style as the mediator variable on the relationship between personality, job 

satisfaction and turnover intention, while, Mount, Ilies and Johnson‟s (2006) study has 

assumed job satisfaction as the mediator variable on the relationship between personality 

traits and counterproductive behaviours. 

Lounsbury, Saudargas and Gibson (2004) examined the Big Five personality traits and sub-

traits such aggression, career-decidedness, optimism, self-directed learning, sense of identity, 

tough-mindedness and work drive. The study was conducted among 233 first-year students in 

college. Work drive was examined in relation to intention to withdraw from college for the 

university freshmen. The results indicated that all of the traits except tough-mindedness and 

openness were significantly related to withdrawal intention. Sense of identity scored as the 

first predictor, then emotional stability, followed by work drive. In addition, the results 

provide confirmation of the negative relationship between Agreeableness, Conscientiousness, 
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Emotional Stability, and Extraversion with intention to withdraw. Lounsbury et al. (2004) 

examined the narrow personality traits such as aggression, career-decidedness, optimism, 

self-directed learning, sense of identity, tough-mindedness and work drive, however in the 

current study the main focus is on the general traits of the Big Five model. 

Zimmerman (2008) conducted a meta-analysis that helped improve understanding of the role 

of personality in influencing employees‟ behaviour due to its influence on their positive or 

negative affectivity responses, beliefs, and values (Zimmerman, 2008).  Several databases 

and conference proceedings were investigated, in particular, the American Psychological 

Association‟s PsycINFO (1887-2006). Additionally, un-published research and conference 

papers were searched. Zimmerman asserted that such inclusion was not ideal.  

Analysis showed that traits have an influence on turnover intention. Emotional Stability has 

the strongest relationship to intention to leave; it can be said that the impact of Emotional 

Stability on turnover intention is not important enough to be transmitted through job 

satisfaction. The results indicated that Agreeableness and Openness to Experience had the 

closest relationship to actual turnover, while Extraversion shows a close relation to job 

performance. Although the Zimmerman (2008) study and this study investigate all 

personality traits (Agreeableness, Conscientiousness, Neuroticism, Extraversion, and 

Openness) with the same analytical tool (SEM), the data of the current study is gathered 

empirically, whereas the Zimmerman (2008) study‟s data was collected historically through 

the meta-analytic path. 

Different forms of personality traits have been proposed in terms of positive or negative 

dispositional affectivity. Bouckenooghe, Raja & Butt‟s (2013) study was conducted in 

Pakistan, with nursing staff in five different hospitals and employees at an electronic plant, 

manufacturing company and food processing plant (N=321). The study sought to examine 

whether the relationships between positive affectivity (PA) and negative affectivity (NA) and 

key organisational attitudes (job satisfaction, performance and turnover intention) are 

contingent upon the level of job satisfaction. The correlation test was among the variables 

which indicate the most important effects of PA and NA on job performance. The results 

indicated a positive correlation between PA and job performance and a negative correlation 

between NA and job performance, a negative correlation between PA and turnover and a 

positive correlation between NA and turnover. 
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The findings indicated that positive and negative affectivity influenced performance. PA was 

positively related to performance when satisfaction was low and was not related to 

performance when satisfaction was high. A possible explanation for this result may be that 

when people experience dissonance between PA and feelings about their jobs (i.e. job 

satisfaction), they will attempt to reduce this dissonance (Festinger, 1957) by putting extra 

effort into changing the conditions, thereby increasing their satisfaction. Another notable 

finding is that a high level of NA in employees becomes even higher as they try to achieve 

higher levels of performance when they are dissatisfied with their job. Thus, negative feelings 

toward one‟s job reinforce the negative emotions and distress experienced by people with 

high NA. Usually, people with high NA tend to dwell on their shortcomings; this 

characteristic, combined with the fact that they are dissatisfied with their jobs, fuels negative 

emotions, which have been found to be detrimental to job performance (Rowold & Rohmann, 

2009). Bouckenooghe, Raja & Butt‟s (2013) study is different from the current study through 

national and sectoral sampling.   

To sum up, intention to leave is considered to be the most significant predictor of turnover, 

and that in itself job dissatisfaction was more closely related to thinking of quitting and 

intention to quit than to actual turnover itself. Although employees may be satisfied with their 

current job they may still have the desire to leave their employer. This may be due to broader 

economic performance issues, where it is to be expected that employees who are satisfied or 

dissatisfied with their jobs are equally likely to choose to change employers because of the 

availability of alternative job opportunities.  Previous research has shown some clear links 

regarding personality and job satisfaction, but the data is complex and how far such 

relationships stand up in situations of high-choice for employees as is the case in this study, is 

unclear. 

The following section introduces the integrated view of the research model and hypothesis. It 

consists of direct and mediation relationships based mainly on what has been empirically 

confirmed from the related studies to explain the underpinning mechanism between the 

research‟s independent, mediator, and dependent variables that form the conceptual basis for 

this study. 

 

2.7 Theoretical framework 

This section identifies the development of the research hypotheses and discusses the between 

dependent and independent variables to form the theoretical basis of the current study. This 
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study seeks to examine specific and interrelated associations between personality types and 

perceived leadership style, job satisfaction and turnover intention and each are discussed in 

this section.  

2.7.1 The relationship between employees’ personality and job satisfaction 

The impact of personality on understanding and explaining differences in work attitudes and 

beliefs is well acknowledged in the literature (Spector, 2008; Staw & Cohen-Charash, 2005; 

Furnham et al., 2009; Bruk-Lee Khoury, Nixon, Goh & Spector, 2009; Hlatywayo, Mhlanga 

& Zingwe, 2013). Personality traits have been seen to be a powerful predictor of work-related 

behaviour (Furnham et. al., 2009). It was found that personality types have an impact on 

determining job attitude. Employee personality plays an important role in shaping job 

attitude, as personality affective dispositions have a 10 to 25 % impact on the variance in 

overall job satisfaction (Connolly & Viswesvaran, 2000). Employees with certain personality 

traits have a tendency to perceive work situations differently, as certain types of employees 

like or dislike certain features of their work, determining their level of job satisfaction 

(Bowling, Beehr & Lepisto, 2006). This is summarised in the Figure below: 

 

 

Figure  2.3: The relationship between personality types and job satisfaction. 

 

Openness to experience (O) and job satisfaction: 

Individuals who have high Openness to experience are considered to be scientific thinkers, 

have a creative persona, be open-minded, imaginative and intelligent. Although the 

personality literature has not paid as much attention to the Openness to Experience (O) trait 

as to some of the other Big Five factors, meta-analytic studies by Judge et al. (2002) and 

Templer (2012) have suggested that Openness to Experience was not correlated to job 

satisfaction.  The current study proposes the following hypothesis, assuming that Openness to 
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Experience (O) qualities are to be classified as a positive affectivity (PA) disposition that 

correlates positively with job satisfaction. Based on this assumption Hypothesis (H1-1) was 

formulated: 

Hypothesis (H1-1) proposes that: there is a positive relationship between Openness to 

experience (O) and job satisfaction. 

Conscientiousness (C) and job satisfaction 

Conscientious individuals seem to be organised, ready to take responsibility, and to be hard 

working (Goldberg, 1990). Employees with Conscientiousness traits are more likely to be 

involved in their work and more responsible and organised so they will perform their job 

efficiently, which in turn causes them to receive more recognition and rewards which 

translate into higher levels of job satisfaction. As result, Conscientiousness (C) is a 

significant predictor of overall job satisfaction (Judge, Heller & Mount, 2002).  Furthermore, 

Conscientiousness (C) is considered to have positive affectivity (PA) that correlates 

positively with job satisfaction (Judge et al., 2002; Templer, 2012). Based on this assumption 

Hypothesis (H1-2) was formulated: 

Hypothesis (H1-2) proposes that: there is a positive relationship between Conscientiousness 

(C) and job satisfaction. 

Extraversion (E) and job satisfaction: 

Extravert employees are those seen as having active, energetic, ambitious, enthusiastic, 

assertive, sociable personalities (Goldberg, 1990).  Extraverts tend to be positive as is seen in 

research into positive affectivity personality traits which indicate that employees who are in a 

happy mood are more likely to be satisfied with their job (e.g. Connolly & Viswesvaran, 

2000). Based on this the assumption, Hypothesis (H1-3) was formulated: 

Hypothesis (H1-3) proposes that: there is a positive relationship between Extraversion (E) 

and job satisfaction. 

Agreeableness (A) and job satisfaction:  

Agreeableness (A) traits include warmth, trust, helpfulness, cooperativeness, and getting 

along with others in pleasant relationships and avoiding disruption of relationships (Organ & 

Lingl, 1995). Employees who score high in Agreeableness (A) are seen to have high levels of 
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motivation regarding achievements that will lead to greater levels of wellbeing. Thus 

Agreeableness (A) is to be considered to have positive affectivity (PA) which correlates 

positively with job satisfaction (Judge et al., 2002; Templer, 2012). Based on this assumption 

Hypothesis (H1-4) was formulated: 

Hypothesis (H1-4) proposes that: there is a positive relationship between Agreeableness (A) 

and job satisfaction. 

Neuroticism (N) and job satisfaction: 

The term Neuroticism (N) refers to the characteristics of a person who is vulnerable to stress 

or who has low levels of Emotional Stability, and is subject to anxiety, depression, 

aggression, worry and moodiness for example. Research indicated that Neuroticism (N) is 

negatively correlated with job satisfaction (Templer, 2012) as such individuals experience 

work events more negatively. This will lead to them being unable to perceive positive 

experiences. Neurotic persons appear to lack self-confidence and exhibit negative emotions; 

this in turn reflects on their feelings and behaviour in relation to their work, meaning they 

will be dissatisfied with their jobs. Based on the literature, Neurotic traits are to be considered 

the most important characteristics of a negative affectivity (NA) that correlate negatively with 

job satisfaction. Based on this assumption Hypothesis (H1-5) was proposed:  

Hypothesis (H1-5) proposes that: there is a negative relationship between Neuroticism (N) 

and job satisfaction. 

2.7.2 The relationship between employees’ personality and turnover intention 

Since the focus of the current study is on employees‟ personality types and their impact on 

employee behaviour in relation to turnover intention, it important to shed some light on the 

relationship between how individuals with different personalities differ in turnover intention 

behaviour and is summarised in Figure 2.4 below: 
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Figure  2.4: The relationship between personality types and turnover intention. 

Employees’ Openness to Experience (O) and turnover intention: 

Employees who score high in Openness to Experience show more autonomy, flexibility, 

willingness to change and are experience seeking. Although it is classified as a positive 

affectivity (PA) trait, such employees are willing to explore other job opportunities regardless 

of how they feel about their job (Zimmerman, 2008). So employees who are high in 

Openness to Experience may value changing jobs and be ready to leave their organization for 

a new opportunity.  Based on this assumption Hypothesis (H2-1) was proposed:  

Hypothesis (H2-1); proposes that: there is a positive relationship between Openness (O) and 

turnover intention. 

Employees’ Conscientiousness (C) and turnover intention: 

Conscientiousness (C) traits direct the extent to which individuals are driven, responsible and 

self-controlled. These generate into employees‟ feeling of obligation toward their employer 

as they relate to their employer emotionally, so the decision to withdraw is hard, and they 

may be hesitant to quit their job without previous planning (Maertz & Griffeth, 2004). Based 

on this assumption Hypothesis (H2-2) was proposed:  

Hypothesis (H2-2) proposes that: there is a negative relationship between Conscientiousness 

(C) and turnover intention. 

Employees’ Extraversion (E) and turnover intention: 

Extraversion traits are related to warmth, self-reliance and sociability; they may have 

achieved good social integration at their organization, so employees would experience 

positive affectivity (PA) more frequently regarding themselves and their work environment, 

as a result they would feel more motivated and satisfied in their job.  Because of this, 

Extravert employees are more likely to commit to their organization and less likely to quit 
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(Zimmerman, 2008, Maertz & Griffeth, 2004).  Based on this assumption Hypothesis (H2-3) 

was proposed:  

Hypothesis (H2-3); proposes that: there is a negative relationship between Extraversion (E) 

and turnover intention. 

Employees’ Agreeableness (A) and turnover intention: 

Agreeableness consists of positive affectivity (PA) traits such as sympathy, tolerance and 

caring that make these employees successful in interpersonal relationship in the workplace 

and they become tied strongly to their co-worker. Accordingly, employees‟ with high 

Agreeableness (A) will be motived to stay with their current employer and less likely to quit 

(Maertz & Griffeth, 2004). Based on this assumption, Hypothesis (H2-4) was proposed: 

Hypothesis (H2-4); proposes that: there is a negative relationship between Agreeableness (A) 

and turnover intention. 

Employees’ Neuroticism (N) and turnover intention: 

Neuroticism traits are considered to be associated with negative affectivity (NA), individuals 

who score high in Neuroticism (N) are more likely to perceive negative behaviour regarding 

themselves and their work environment which in turn affects their emotions and feelings of 

insecurity. In addition, they are more likely to generate conflict with co-workers, and 

experience anger and frustration that would increase their level of stress, so causing them to 

be more likely to quit (Spector & Jex, 1998).  Based on this assumption, Hypothesis (H2-5) 

was proposed: 

Hypothesis (H2-5); proposes that: there is a positive relationship between Neuroticism (N) 

and turnover intention. 

2.7.3 The relationship between employees’ personality traits and leadership style 

Recent research approaches focus on employees‟ perceptions, behaviour and attributes as 

important variables which induce leaders‟ behaviour and actions (Meindl, 1995; Hetland & 

Sandal, 2003; Yammarino & Atwater, 1993; Felfe & Schyns, 2006; Emery et al., 2013). 

Transformational leadership theory, with its emphasis on employees‟ affective reactions to 

the leader, is also focused almost exclusively on the leader. Bass and Riggio (2006) focused 

on the Transformational leader's display of confidence and articulation of a vision designed to 
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inspire employees. Another key to the success of leadership style is the leader‟s sensitivity to 

employees. Some attention has been paid to the followers of Transformational leaders. For 

example, Felfe & Schyns (2010) and Hetland & Sandal (2003) suggested that there was an 

interaction between a Transformational leader‟s ability to motivate their followers and the 

followers‟ personality characteristics.  For this study the relationships shown in Figure (2.5) 

are proposed. 

 

 

 

 

 

 

 

 

 

Figure  2.5: The relationship between personality types and perceived leadership styles. 

Based on the assumption that a leader‟s behaviour is influenced by employees‟ 

characteristics, the study model was formulated that employees‟ personality traits may 

influence their perception of leadership behaviour (Ehrhart & Klein, 2001). Personality traits 

are assumed to be stable dispositions that affect employees‟ attitudes, beliefs, work 

behaviour, and interaction with their leaders. Therefore, focusing on employees‟ personalities 

will help to explain employees‟ perceptions of leadership styles (Collinson, 2006). 

Leadership will be associated with employees‟ personalities which are reflected in how they 

perceive and interact with their leader, which will be translated into their ratings. 

Employees’ Extraversion (E) and perceived leadership style: 

Extravert (E) followers are sociable, talkative, have high energy levels, and possess a positive 

affectivity (McCrae & Costa, 1987) which encourages their leaders to be proud, faithful, 

recognise their individual needs and exchange contingent rewards with them based on their 
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performance (Bass, 1990), exhibiting either a highly Transformational or Transactional  

leadership style and with low levels of Avoidant leadership style.  Given that previous 

research indicates that individuals high on Extraversion seek to establish interpersonal 

relationships with their leaders (Emery et al., 2013), the following hypotheses were 

formulated: 

Hypothesis (H3-1-A) proposes that: there is a positive relationship between employees’ 

Extraversion (E) and their perception of a Transformational leadership style. 

Hypothesis (H3-2-A) proposes that: there is a positive relationship between employees’ 

Extraversion (E) and their perception of a Transactional leadership style. 

Hypothesis (H3-3-A) proposes that: there is a negative relationship between employees’ 

Extraversion (E) and their perception of an Avoidant leadership style. 

Employees’ Openness to experience (O) and perceived leadership style: 

Openness to experience (O) attributes are more likely to be associated with self-expression, 

critical thinking, accepting diversity, creativity and positive affective thinking (Stevens & 

Ash, 2001; Emery et al., 2013). Hence, the “openness attribute” is conceptually similar to 

positive affectivity, due to the tendency of individuals with positive affections to view the 

world with a wider lens.  It is to be expected that these traits would be associated with a 

positive description of the leader as being either Transformational or Transactional and a 

negative description of the leader as having an Avoidant leadership style. According to these 

assumptions the following hypotheses were formulated: 

Hypothesis (H3-1-B) proposes that: there is a positive relationship between employees' 

Openness to experience (O) and their perception of a Transformational leadership style. 

Hypothesis (H3-2-B) proposes that: there is a positive relationship between employees’ 

Openness to experience (O) and their perception of a Transactional leadership style. 

Hypothesis (H3-3-B) proposes that: there is a negative relationship between employees’ 

Openness to experience (O) and their perception of an Avoidant leadership style. 

Employees’ Agreeableness (A) and perceived leadership style: 

Followers described as having high degrees of Agreeableness tend to be warm, friendly, 

tender-hearted, trusting and honest (Goldberg, 1990); however they are passive followers. 

Therefore, they prefer relationships in the work place which are more interpersonal. Such 
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attributes among followers may not encourage the leaders to pursue challenging goals and 

articulate new ideas. Such followers prefer to let the leader take any risk on their behalf 

which leads to general inactivity and negatively affective interactions. It was anticipated that 

followers who show more Agreeableness would be less likely to perceive their leader as 

Transformational or Transactional but would be more likely to perceive their leaders as 

practicing Avoidant leadership style (Hetland, Sandal & Johnsen, 2008). According to these 

assumptions the following hypotheses were formulated: 

Hypothesis (H3-1-C) proposes that: there is a negative relationship between employees’ 

Agreeableness (A) and their perception of a Transformational leadership style. 

Hypothesis (H3-2-C) proposes that: there is a negative relationship between employees’ 

Agreeableness (A) and their perception of a Transactional leadership style. 

Hypothesis (H3-3-C) proposes that: there is a positive relationship between employees’ 

Agreeableness (A) and their perception of an Avoidant leadership style. 

Employees’ Conscientiousness (C) and perceived leadership style: 

Conscientious (C) followers tend to be more organised, active, responsible and committed to 

their job.  They are more likely to prefer to work with a well-organised and instrumental 

leader such as those with a Transformational leadership style via intellectual stimulation 

elements and a Transactional leadership style via contingent rewards elements (Ehrhart & 

Klein, 2001; Tejeda, Scandura & Pillai, 2001; Hetland, Sandal & Johnsen, 2008). In addition, 

Conscientious followers may experience positive interaction in the workplace with 

Transformational and Transactional leaders. However, followers with high levels of 

Conscientiousness (C) may have a negative attitude to working with laissez-faire or passive-

avoidant leaders who avoid making any decisions unless there is a serious problem. 

According to this assumption, the following hypotheses were formulated: 

Hypothesis (H3-1-D) proposes that: there is a positive relationship between employees’ 

Conscientiousness (C) and their perception of a Transformational leadership style. 

Hypothesis (H3-2-D) proposes that: there is a positive relationship between employees’ 

Conscientiousness (C) and their perception of a Transactional leadership style. 

Hypothesis (H3-3-D) proposes that: there is a negative relationship between employees’ 

Conscientiousness (C) and their perception of an Avoidant leadership style. 
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Employees’ Neuroticism (N) and perceived leadership style: 

There is evidence from the literature which has suggested that neurotic followers are 

emotionally unstable with negative emotions which exhibit a wide spectrum in mood which 

can range from high levels of anxiety and depression to low levels of self-esteem (McCrae & 

Costa, 1987; Moss & Ngu, 2006). This is similar to the influence of negative affectivity (NA) 

as described earlier in this section which resulted in negative emotional interference, less 

confidence in their leader, unpleasant relationships with the leader and non-affective 

interactions with him/her. The negative tendencies of Neurotic (N) followers cause them to 

interact negatively and give negative descriptions of their leader (Hetland, Sandal & Johnsen, 

2008). Thus, they are less likely to prefer to work with a well-organised leader such as those 

who have a Transformational and Transactional leadership style and possibly more likely to 

prefer to work with Passive-Avoidant leadership (Ehrhart & Klein, 2001). In light of the 

previous findings on employees‟ personalities, the following hypotheses were formulated: 

Hypothesis (H3-1-E) proposes that: there is a negative relationship between employees’ 

Neuroticism (N) and their perception of a Transformational leadership style.   

Hypothesis (H3-2-E) proposes that: there is a negative relationship between employees’ 

Neuroticism (N) and their perception of a Transactional leadership style. 

Hypothesis (H3-3-E) proposes that: there is a positive relationship between employees’ 

Neuroticism (N) and their perception of an Avoidant leadership style. 

2.7.4 Mediation hypothesis 

This section presents the research meditational model that pictorially summarises the 

hypothesised mediation relationships and seeks to promote new research and address gaps in 

the current related literature. The current study proposes and tests in an integrative model the 

full range of leadership styles (Transformational, Transactional, Avoidant) in a mediation 

relationship framework to extend our understanding of the mechanisms that underpin the 

styles in predicting important employee organisational attitudes based on employee 

personality type (see Figure 2.6). The model is at the individual level of analysis and 

examines the meditational impact of perceived leadership styles on the relationship between 

employees‟ personality types and attitudes to their organisations (job satisfaction and 

turnover intention). The proposed mediation hypotheses are examined using SEM and a 

Sobel test of mediation (see section 5.5).   
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Camgoz and Karapinar (2011) highlighted the importance of testing the mediated connection 

of personality with behaviour (Barrick & Mount, 2005). This study has taken a similar 

position to scholars who are in support of this notion. In this regard they have argued that 

good service often comes from employees who possess a compatible personality and 

emotional intelligence. This comes from the assumption that when an individual is in a job 

situation that suits their personality they are more satisfied than individuals with a contrasting 

personality (Barrick & Mount, 2005). In general, mediation relationships are based on the 

contribution of the mediator as an intervening variable that transfers the influence from the 

independent to the dependent variables.  It is shown in Figure 2.6 below:  

 

 

 

 

 

 

 

 

Figure 2.6: The proposed mediational relationship.  

 

The “full range leadership” theoretical framework (Bass & Avolio, 1994) was adopted under 

the assumption that leadership models apply to bank branches‟ manager / employee 

relationships. According to the full range leadership framework, different leadership 

outcomes result from Transformational, Transactional and Avoidant leadership styles.  
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leadership style mediates the relationship between personality types (Openness to 

Experience, Conscientiousness, Extraversion, Agreeableness and Neuroticism) and job 

satisfaction. Hypotheses (H-4-1) and (H-4-2) were proposed to track this meditational effect:  

H4-1-A: proposes that: Perceived Transformational leadership style mediates the 

relationship between Neuroticism and job satisfaction. 

H4-1-B: proposes that: Perceived Transformational leadership style mediates the 

relationship between Extraversion and job satisfaction. 

H4-1-C: proposes that: Perceived Transformational leadership style mediates the 

relationship between Openness and job satisfaction. 

H4-1-D: proposes that: Perceived Transformational leadership style mediates the 

relationship between Agreeableness and job satisfaction 

H4-1-E: proposes that:  Perceived Transformational leadership style mediates the 

relationship between Conscientiousness and job satisfaction. 

H4-2-A: proposes that:  Perceived Transformational leadership style mediates the 

relationship between Neuroticism and turnover intention. 

H4-2-B: proposes that: Perceived Transformational leadership style mediates the 

relationship between Extraversion and turnover intention. 

H4-2-C: proposes that: Perceived Transformational leadership style mediates the 

relationship between Openness and turnover intention. 

H4-2-D: proposes that: Perceived Transformational leadership style mediates the 

relationship between Agreeableness and turnover intention. 

H4-2-E: proposes that: Perceived Transformational leadership style mediates the 

relationship between Conscientiousness and turnover intention. 

Transactional leadership comprises contingent rewards (clarifies desired outcomes), 

activeness (corrects problems when detected) and passive management-by-exception 

(intervenes reluctantly). Contingent rewards are based on the idea that reward is the driving 

force behind effective performance. Leaders who practice active management-by-exception 

behaviour continually monitor their employees to avert below-standard performance. On the 

basis of this, a number of Hypotheses were proposed to examine the meditational impact of 

perceived Transactional leadership style on the relationship between employee personality 

type (Openness to Experience, Conscientiousness, Extraversion, Agreeableness, and 

Neuroticism) and 1) job satisfaction and 2) turnover intention. Thus, Hypotheses (H-5-1) and 

(H-5-2) were proposed to track the meditational effect:  
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H5-1-A: proposes that: Perceived Transactional leadership style mediates the relationship 

between Neuroticism and   job satisfaction. 

H5-1-B: proposes that: Perceived Transactional leadership style mediates the relationship 

between Extraversion and job satisfaction.  

H5-1-C: proposes that: Perceived Transactional leadership style mediates the relationship 

between Openness and job satisfaction 

H5-1-D: proposes that: Perceived Transactional leadership style mediates the relationship 

between Agreeableness and job satisfaction. 

H5-1-E: proposes that: Perceived Transactional leadership style mediates the relationship 

between Conscientiousness and job satisfaction. 

H5-2-A: proposes that: Perceived Transactional leadership style mediates the relationship 

between Neuroticism and turnover intention. 

H5-2-B: proposes that: Perceived Transactional leadership style mediates the relationship 

between Extraversion and turnover intention. 

H5-2-C: proposes that: Perceived Transactional leadership style mediates the relationship 

between Openness and turnover intention. 

H5-2-D: proposes that: Perceived Transactional leadership style mediates the relationship 

between Agreeableness and turnover intention. 

H5-2-E: proposes that: Perceived Transactional leadership style mediates the relationship 

between Conscientiousness and turnover intention. 

 

Objective 6 aims to examine the impact of Avoidant leadership style on the relationship 

between employee personality type (Openness to Experience, Conscientiousness, 

Extraversion, Agreeableness, and Neuroticism), and 1) job satisfaction and 2) turnover 

intention. Thus Hypotheses (H-6-1) and (H-6-2) were proposed to achieve this objective: 

H6-1-A: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Neuroticism and job satisfaction. 

H6-1-B: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Extraversion and   job satisfaction. 

H6-1-C: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Openness and job satisfaction. 

H6-1-D: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Agreeableness and job satisfaction. 
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H6-1-E: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Conscientiousness and job satisfaction. 

H6-2-A: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Neuroticism and turnover intention. 

H6-2-B: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Extraversion and turnover intention. 

H6-2-C: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Openness and turnover intention. 

H6-2-D: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Agreeableness and turnover intention. 

H6-2-E: proposes that: Perceived Avoidant leadership style mediates the relationship 

between Conscientiousness and turnover intention. 

2.8 Summary  

In summary, employees‟ personality types have an impact on their behaviour in relation to 

turnover intention.  Employees with certain personality traits have the tendency to perceive 

work situations differently, as certain types of employees like or dislike certain features of 

their work (Bowling, Beehr & Lepisto, 2006). Therefore, focusing on employees‟ 

personalities will help to explain employees‟ perceptions of leadership styles. Employees‟ 

personality traits are likely to guide their choices regarding leadership perception (Collinson, 

2006) when rating their leader. Leadership will be associated with employees‟ personalities 

which are reflected in how they perceive their leader. 

 

This chapter has provided the foundations for the empirical study which will be discussed in 

detail in the following chapter of research design. 
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Chapter 3: Research Methodology 

3.1 Introduction 

This chapter describes the research design and the methodological approach used to conduct 

the current study. It covers in detail the research methodology starting with a clarification of 

the research purpose which was to investigate how an employee‟s personality type influences 

their level of job satisfaction and intention to leave (termed „turnover intention‟) with regard 

to their current job. Additionally, this study examines the mediation effect of employees‟ 

perceptions of leadership style in Saudi commercial banks. This chapter covers in detail a 

description of how the study was designed and the data collected. It is then followed by 

discussion of the translation of the research instruments, information about the population 

and sample size used in the study and how the measures were tested. This chapter concludes 

with an exposition of the different statistical techniques used in the analysis, ethics 

compliance and confidentiality issues. 

3.2 Statement of Aims 

The purpose of this thesis is to investigate how employees‟ personalities influence their 

attitudes to their organisations (job satisfaction and turnover intention). Additionally, it 

examines the meditational influence of perceived Transformational, Transactional and 

Avoidant leadership behaviour on the relationship between employees‟ personalities and their 

attitudes to their organisations in Saudi commercial banks. This study has five major 

objectives:  

1) To identify the impact of personality traits from the Big Five personality model 

(Openness, Conscientiousness, Extraversion, Agreeableness and Neuroticism) on 

employees‟ perception of the full range of leadership (Transformational, 

Transactional, Avoidant) behaviour. 

2) To identify the relationship between employees‟ personality traits and their job 

satisfaction.  

3) To identify the relationship between employees‟ personality traits and their turnover 

intention.  
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4) To examine the mediating impact of the full range of perceived leadership 

(Transformational, Transactional, Avoidant) behaviour on the relationship between 

employees‟ personalities and their job satisfaction.  

5) To examine the mediating impact of the full range of perceived leadership behaviour 

on the relationship between employees‟ personalities and their turnover intention. 

3.3 Research philosophy 

The following section discusses the research philosophy of the approach and associated 

methods that underpin this research. Research philosophy is the way in which researchers use 

logical reasoning and argument to achieve knowledge or an understanding of a reality 

(Nachmias & Nachmias, 1996). Given that the nature of knowledge has changed over time, 

scientific research is essential to increase the body of knowledge in a systematic and 

methodical enquiry process (Hallebone & Priest, 2009). 

A paradigm can be defined as the framework that directs the researcher to achieve knowledge 

and is based on their beliefs and assumptions about the world (Collis & Hussey, 2009). 

Krauss (2005, p. 758) stated that the theoretical paradigm is “the identification of the 

underlying foundation that is used to build a scientific investigation”. Adopting a specific 

philosophy affects the research process and the study findings, as the paradigm contains 

important assumptions about the way in which the researcher views the world that could 

affect the relationship between the knowledge gained and the research process by which it 

was developed (Cooper & Schindler, 2008). The two main paradigms in scientific research 

are positivism and interpretivism; there are also many other paradigms such as post-

positivism and pragmatism.  

Positivism is an approach that emphasises the importance of an objective scientific method 

which examines a wide range of situations and looks at reality objectively and measures 

social phenomena. It applies the methods of the natural sciences to the study of social reality 

(Bryman, 2008), and assumes that reality is objective and independent from the researcher. 

Interpretivism is concerned with accessing and understanding individuals‟ perceptions of the 

world. Basically, reality is seen as a social construct given meaning by people rather than 

being based on objective or external factors; in other words the aim is to understand the 

meanings people ascribe. It is also employed when the researcher aims to develop or generate 
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a new theory and is looking at change processes over time (Robson, 2011). The following 

Table compares the characteristics of each paradigm. 

Table 3-1: Features of two main paradigms 

Positivism Interpretivism 

Uses large samples Uses small samples 

Has an artificial location Has a natural location 

Is concerned with hypothesis testing Is concerned with generating theories 

Produces precise, objective, quantitative 

data 
Produces rich, subjective, qualitative data 

Produces results with high reliability but 

low validity  

Produces findings with low reliability but high 

validity  

Allows results to be generalised from the 

sample to the population 

Allows findings to be generalised from one 

setting to another similar setting 

(Source: Collis and Hussey, 2009, p. 62) 

The positivist paradigm regards theory as a set of correlations between the variables which 

generates a specific relationship among them (Collis & Hussey, 2009). A positivist 

perspective is adopted in the current study, because like others in its domain this matches the 

focus of this study on testing the research hypotheses. The research questions have been 

formulated based on existing theories (full range of leadership theory and “Big Five” model 

of personality) building on prior work that has used a positivist approach. This will enable the 

researcher to test the theory in a new setting (banking in KSA) and to identify the boundaries 

of the theory. This testing approach for the proposed hypotheses has been employed to 

identify relationships between study variables to reveal variance or associations between 

them. This kind of study basically relies on statistical analyses and inferences to support 

theoretical propositions to collect the research data; the researcher needs to develop the data 

collection techniques using constructs specified by prior work. 

Although an interpretative approach is very helpful in investigating changes in human 

behaviour over time, it is not appropriate to utilise this in the current study for two main 
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reasons: the nature of the research and the form of data that needs to be collected. Firstly, the 

research is being conducted in a banking context in Saudi Arabia, where SAMA (Saudi 

Arabian Monetary Association) places restrictions on researchers when they interview 

banking employees and does not allow the researchers access to any data without their 

(SAMA‟s) permission, a restriction that means interviews would be impractical. A key aspect 

of the interpretative paradigm is that the researcher interacts within the area being studied to 

gain a more interpretive understanding of phenomena. In this regard, it was not possible for 

the researcher (as an outsider) to access the participants by interviewing or meeting them and 

to gather their opinions and views about their personalities, leadership, job satisfaction and 

turnover intention.  

Secondly, the type of data that is needed to be gathered to enable the research to compare the 

study findings to prior work and assess the theoretical base is numerical. Only this would 

enable the research to make statistical inferences on the empirical data and then answer the 

research questions. Although an interpretative approach generates more meaningful and 

qualitative data which is derived from peoples‟ perceptions and beliefs about socially-

constructed events (Bryman, 2008), numerical data using a positivist paradigm is adequate 

for a study that focuses on exploring the complexity of social phenomena.  The main focus of 

the current study is to explain and establish relationships between research variables (Collis 

& Hussey, 2009).  Because of the above considerations, the positivist paradigm was followed 

as the philosophical approach for the current study. 

3.4 Justification for using quantitative data 

Data collection techniques or methods are divided into two categories: qualitative or 

quantitative methods. Qualitative research methods focus on the interpretation of phenomena 

by observing and interpreting. Researchers who are adopting qualitative methods will collect 

their empirical data by observing, listening and interpreting social phenomena instead of 

analysing numerical measures by statistical methods (Zikmund, Babin, Carr & Griffin, 2010). 

On the other hand, quantitative research methods deal with measures that are able to generate 

the quantified data needed for statistical analysis; usually this is achieved by distributing a 

questionnaire among large samples or by means of structured interviews. 

Table 3-2 Differences between qualitative and quantitative research methods: 



98 
 

Selected criteria Qualitative Quantitative 

Main purpose 
To describe individuals and 

events in natural settings 

To explore, describe, test, or 

assess phenomena 

Philosophical perspective Phenomenological Existentialism 

Logical orientation Inductive (G → S) 
Hypothetical-deductive (S → 

G) 

Dynamism 

Process-oriented: experiential 

and systemic 

Deterministic: linear and 

prescribed 

Theory use and 

Generation 

Integrated throughout; 

requisite grounded theory 

To justify hypothesis 

questions 

and to validate 

Researcher's role Active (immersion) Passive (immersion optional) 

Problem specification 
May emerge at the end or 

early on 

May emerge at the end or 

early on 

Method 
Created as one evolves or 

predetermined 

Created as one evolves or 

predetermined 

Generalisability Low / High Low / High 

(Source: Thyer, 2009, p. 343) 

In accordance with the positivist paradigm, quantitative strategies are to be considered an 

adequate method of generating data. As Bryman and Bell (2007) state, positivists favour 

quantitative strategies. Collis and Hussey (2009) also give assurances that researchers who 

have chosen a positivist paradigm to conduct their studies and collect their data must use the 

quantitative form to produce data appropriate for statistical analysis that hold rigour through 

validity.  Many researchers apply positivism and the quantitative approach in the area of 

leadership and personality studies as has been shown in the literature reviewed in Chapter 2. 
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Most positivist researchers have applied a deductive and quantitative approach to describe 

and explain leadership theories. As a result, the current study has followed this pattern by 

adopting the deductive and quantitative approach, since it is based on positivist theory and 

constructs in relation to leadership. In the current study the data were collected by employing 

existing pre-validated scales, and then analysing them based on accepted statistical tests and 

techniques whose measures were then interpreted to answer the research questions and to 

accept or reject the research hypotheses, so as to reach the final conclusions. In this way, this 

study adopted the same approach as had been adopted in the literature (see Table 3-3).  

Table 3-3: Examples of leadership empirical studies from 2000 to 2012: 

Publication 

Year 
Author name 

Methodological 

approach 

Methods of 

data collection 
Contexts 

2012 Nafei, Khanfar & Kaifi Quantitative Questionnaire Saudi banks 

2011 
Nahum-Shani & 

Somech 
Quantitative Questionnaire School teachers in Israel 

2011 
Hur, van den Berg & 

Wilderom 
Quantitative Questionnaire 

South Korean public-sector 

organisation 

2010 

Pieterse, Van 

Knippenberg, 

Schippers & Stam 

 

Quantitative Questionnaire 
Employees in government 

agencies in the Netherlands 

2009 
Zhu, Avolio & 

Walumbwa, 
Quantitative Questionnaire 

Range of industries in South 

Africa 

2009 
Nielsen, Yarker, 

Randal & Munir, 
Quantitative Questionnaire 

Staff working in the elderly 

care section of a large 

Danish local government 

authority 

2008 
Hetland, Sandal & 

Johnsen 
Quantitative Questionnaire 

Employees in a Norwegian 

information and 

communication technology 

firm 
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2007 Sanders & Schyns Quantitative Questionnaire 

Three different companies 

and students from a Dutch 

university 

2007 
Walumbwa, Lawler & 

Avolio 
Quantitative Questionnaire 

Bank employees from 

China, India, Kenya and the 

US 

2006 

 

Rad & 

Yarmohammadian 

Quantitative Questionnaire 

Employees, and first-line, 

middle and senior managers 

of hospitals in Iran 

2006 Shao & Webber Quantitative Questionnaire Chinese MBA students 

2005 Epitropaki & Martin Quantitative Questionnaire Greek banks 

2005 
Awamleh, Evans &  

Mahate 
Quantitative Questionnaire 

Employees in banks 

operating in the United Arab 

Emirates 

2004 Rafferty & Griffin Quantitative Questionnaire 
Australian public sector 

organisation 

2003 Hetland & Sandal Quantitative Questionnaire 
Managers of Norwegian 

companies 

2003 Dvir & Shamir Quantitative Questionnaire 
Military units and their 

leaders in Israel 

2002 
McColl-Kennedy 

&Anderson 
Quantitative Questionnaire 

Sales representatives of a 

global pharmaceutical firm 

located in Australia 

2001 Politis Quantitative Questionnaire 

High technology 

manufacturing organisation 

in Sydney, Australia 

2000 Mohan & Thite Quantitative Questionnaire 
IT/IS projects in Australian 

organisations 

Scientific research theories can be classified into three main types: exploratory, descriptive 

and explanatory (Punch, 2009). Exploratory research focuses on explaining and describing 

the phenomena being studied. This type of research aims to explain, describe and investigate 
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a new and unstudied subject. Much social research is conducted to explore a topic and to 

become familiar with it; in this type of research a number of open-ended questions are 

required all of which must be formulated so that they are always interpreted in the same way 

(Robson, 2011; Punch, 2009).  

Descriptive research is carried out when the aim of the research is to draw a picture of what 

happened or how things are happening; this type of research focuses on what the situations 

and events are so as to provide an accurate profile of a phenomenon and to describe a 

process, mechanism, or relationship between variables (Punch, 2009), as, for example, in 

attitude and opinion studies. On the other hand, explanatory or analytical research is 

research designed to indicate causality or to identify why a certain event happens so as to 

enable researchers to examine and explain relationships between a study‟s variables. The 

degree of relationship between two variables is the main focus in explanatory studies 

(Robson, 2011; Hallebone & Priest, 2009). 

In this regard, the methodological approach of this study is explanatory: to explain the cause 

and effect relationship between dependent and independent variables, based on the deductive 

approach, and is testing an existing theory, the “full range of leadership theory” and the “Big 

Five model of personality”.  The current study intends to assess a proposed model to gain an 

understanding of the effect of employees‟ personalities on their perceptions of leadership 

style, and the relationship between employee personality type, perceived leadership style of 

the manager, and employee job satisfaction and turnover intention at the individual level. 

Chapter 2 examined the study variables in previous academic work from different 

perspectives and significant relationships have been established between them and based the 

hypotheses for this study on the findings. 

3.5 Research approach 

There are two main strategic approaches to academic research: inductive (theory building) 

and deductive (theory testing). The former starts with the collection of data and the theory is 

then developed via data analysis, whereas the latter begins with the development of theory 

and hypotheses, the research strategy being designed to test these hypotheses ( Bryman, 2008; 

Saunders, Lewis & Thornhill, 2009). The deductive approach involves the development of a 

theory that is subjected to a rigorous test. As such, it is the dominant research approach used 

in the natural sciences, whereas social sciences presents the basis of the explanation which 
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then anticipates phenomena, predicts their occurrence, therefore permitting them to be 

controlled (Collis & Hussey, 2003).  

In contrast to the deductive approach, where the investigators draw general conclusions from 

their empirical observations (eg. collection and analysis of data), (Ghauri & Kristianslund, 

1995).  In practice, the research theory and hypotheses are developed so that they can be 

carefully tested empirically, and then the research strategy for positivists is designed to test 

the hypotheses quantitatively so that the relationship between variables can be explained in 

terms of cause and effect based on existing theories. Here the pre-tested “Big Five” 

personality model and the full range of leadership theory are used, in order to help ensure the 

validity of the data (Bryman & Bell, 2007). The study intends to identify the relationship 

between the five types of employee personality (Openness, Conscientiousness, Extraversion, 

Agreeableness, and Neuroticism), job satisfaction and turnover intention.  

Thus, the method of the study relies on collecting quantitative data using a questionnaire 

which consists of four measures and, as mentioned earlier, pre-tested measures have been 

used: personality (the “Big Five model”), perceived leadership (Multifactor Leadership 

Questionnaire, MLQ), job satisfaction (Spector‟s Job Satisfaction Scale, JSS) and turnover 

intention using Mobley‟s (1977) scale. This will achieve the study‟s objectives and assuming 

that a large enough sample can be acquired, will allow some level of generalisation from the 

sample to the population of the research. Table (3-3) showed the methodology and methods 

in examples of leadership studies from 2000 to 2012 in different contexts and circumstances.  

Field research in management consists of systematic studies that are reliant on the collection 

of original qualitative or quantitative data from real organisations (Edmondson & McManus, 

2007). One of the disadvantages of field research is that there is an increased likelihood of 

poor methodological fit as researchers may be more concerned with implementing the 

research method efficiently rather than with it being an effective means of answering the 

research questions. This happens because field research is often faced with unexpected data 

collection problems. As a result, researchers may employ a particular method exceptionally 

well without it being an effective approach to answering the research question. The fieldwork 

in this study has already been limited by banking regulations in Saudi Arabia such that 

SAMA does not allow banking staff to be interviewed, meaning that data collection is 

restricted to questionnaires.  Hence this study needs to be aware of, and manage, the impact 
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of practical field data collection on the research design, whilst ensuring that research 

objectives are met. 

3.5.1 The categories of theoretical and methodological approaches 

In management studies research theory is divided into three streams: mature, nascent and 

intermediate. This choice is perhaps best understood as a social construct that allows the 

development of research design. Mature theory presents well-developed constructs and 

models that have been studied over time with increasing precision by a variety of scholars, 

resulting in a body of work consisting of points of broad agreement that represent cumulative 

knowledge gained (Edmondson & McManus, 2007). Nascent theory, in contrast, proposes 

tentative answers to novel questions of how and why, often merely suggesting new 

connections among phenomena to add specific new mechanisms or new boundaries between 

study variables. Intermediate theory, positioned between mature and nascent, presents 

provisional explanations of phenomena, often introducing a new construct and proposing 

relationships between it and established constructs. This thesis applies mature theory, as it is 

field research building upon existing theories (“Big Five” model, leadership theory) aiming to 

answer research questions and add new boundaries to theory or new knowledge to the 

relationships between dependent and independent variables. 

Many examples of published work can be used to illustrate fit in mature theory research. The 

research of Munir et al. (2012) serves as an example in the area of leadership. Here the 

researchers analysed the associations between Transformational leadership style and job 

satisfaction and psychological wellbeing over time and how this relationship can be mediated 

by work–life conflict. The first hypothesis was that proposed relationships exist between 

employees‟ personality types (O, C, E, A, N) and job satisfaction, and the next hypothesis 

was that proposed relationships exist between employees‟ personality types (O, C, E, A, N) 

and employee behaviour in relation to turnover intention. Then, the third hypothesis proposed 

that a relationship exists between employees‟ personality traits and leadership style (TSFL, 

TSCL, AVOL). The last hypothesis is about the potential meditation impact of perceived 

leadership style (TSFL, TSCL, AVOL) on the relationship between personality types (O, C, 

E, A, N) and organizational attitude (job satisfaction and turnover intention). 

Transformational leadership behaviours were associated with perceptions of lower levels of 

work–life conflict (at baseline) and higher job satisfaction and psychological wellbeing 

longitudinally. The second Hypothesis was that perceptions of work–life conflict would 
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mediate the associations between Transformational leadership and job satisfaction and 

wellbeing over time. These hypotheses were inspired by inconsistent findings within a large 

body of prior work that had identified relationships between Transformational leadership 

style and job satisfaction and psychological wellbeing. Munir and his associates did not need 

to observe nurses to determine the relationship between Transformational leadership style 

and job satisfaction; instead, they reviewed the literature and identified a distinction between 

the conceptual and nurses‟ behaviour relationships. The links for this study are presented on 

the following Table (3-4).   

 Table 3-4: Research design based on methodological fit for mature theory: 

Research 

elements 
Links to proposed methodology 

Research 

questions 

How employee personality type (neuroticism, extraversion, openness, agreeableness, and 

conscientiousness) influences employee job satisfaction and turnover intention. 

What is the impact of leadership style (transformational, transactional and avoidant) on the 

relationship between employee personality type, job satisfaction and turnover intention.  

Type of data 

collected 

Quantitative data 

Methods of 

collecting data 

Survey - a questionnaire was systematically coded and revised. The data was obtained from 

field sites (i.e. the branches of two commercial banks in Riyadh City) based on web 

questionnaire (see section 3.7.1). 

Constructs and 

measures 

Rely heavily on existing constructs that have been used in previous research (NEO- FFI, 

MLQ, JSS, turnover intention) (see section 3.7.4). 

Goal of data 

analysis 

Formal hypothesis-testing to identify the relationship between employees‟ personality types 

and job satisfaction and turnover intention. 

To examine the impact of leadership style on the relationship between employees‟ personality 

types and job satisfaction and turnover intention. 

Data analysis 

methods 

Standard statistical analyses (using SPSS) including confirmatory factor analysis,  correlation 

analysis (see section 3.8), regression, structural equation modelling and statistical measures 

such as Cronbach‟s alpha.  

Theoretical 

contribution 

Based on the deductive approach of testing an existing theory (leadership) in a new context 

(Saudi Arabia) and for descriptive and explanatory purposes; the contribution of the current 
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study is to support previous theories and to possibly add new mechanisms or new boundaries 

to existing theory (investigating antecedents and outcomes regarding the full range of 

leadership styles and employees‟ personalities in Saudi Arabia) (more details in  section 1.5) 

(Source: Adapted from Edmondson & McManus, 2007). 

3.6 Methodological fit  

 Methodological fit is defined as the determinant of an appropriate research methodology 

(McGrath, 1964). Edmondson & McManus (2007) focused on ways to implement research 

techniques, for example, observation, questionnaires and interviews. Moreover, not only is 

the right choice of method essential for the production of a good piece of research, but so is 

also the appropriateness of the methods for the research question. In the current study the 

topics of personality, leadership, job satisfaction and turnover intention have been studied 

extensively and prior literature has been discussed critically. The study relies on statistical 

analyses and inferences to support theoretical propositions when collecting the research data 

in order to ensure a high degree of methodological fit for the main framework of the study. 

The independent variables (employee personality types) and dependent variables (perceived 

leadership style, job satisfaction, and turnover intention) used scales employed in previous 

research that have been pre-validated and have acceptance in the academic community.  

Confirmatory Factor Analysis (CFA) was applied as a tool to validate and assess the internal 

consistency of the study measures (more details in Chapter 4) to enhance validity. 

3.7 Research methods 

Research methods have been defined as the methods used for data generation and collection 

(Oppenheim, 1992). The research method involves formulating a general plan which shows 

how the research questions will be answered or how the research objectives will be achieved 

using sampling, data collection and data analysis (Saunders et al., 2007).  Data can be 

gathered using questionnaires, interviews, observations, archival records, case studies, 

experiments and ethnography (Easterby-Smith, Thorpe & Jackson, 2012). 

The current study used a survey strategy to acquire the desired data which could not be 

obtained through observation or in a written or computerised form. This strategy is usually 

employed with the deductive approach to acquire quantitative data (Saunders & Thornhill, 

2003; Creswell, 2003), and enables the researcher to collect a large amount of standardised 

data from a sizeable population. This method lends itself to making comparisons and 
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generalisations about a large number of people‟s characteristics, attitudes, or behaviours in an 

objective way; additionally survey strategies enable the researcher to control the research 

process (Easterby-Smith et al., 2012). In the current study web questionnaires were used to 

assess employees‟ personalities, their perceptions of leadership style, levels of job 

satisfaction, and their turnover intention, so as to answer the research questions. 

3.7.1 Online survey 

Online data collection is a new but commonly-used tool for researchers because it is an 

efficient and convenient alternative to paper–based methods of gathering data (Mertler, 2002) 

and reduces data-input errors that are a risk in data-entry for manual surveys. For the purpose 

of the study, a web-based survey was employed where the research aimed to measure the 

influence of leadership behaviour on employees‟ job satisfaction in Saudi commercial banks 

and to investigate how employee personality types influence employees‟ job satisfaction 

levels and turnover intention with regard to their current job. In order to get an overall picture 

of the research issue, it was necessary to collect data from Saudi bank employees. Because of 

these considerations, a web-based survey was deemed an appropriate method since it has the 

key advantage that it has a relatively low cost and little time is expended on its distribution 

(Carbonaro & Bainbridge, 2000) and completion.  It is convenient and quick to administer 

and it is easy to collect responses from the bank population through the internet.  

Bankers usually value time in terms of money and using this method enabled them to use less 

time completing the questionnaire on-line than they would have with a manual one. 

Moreover, using a web-based survey helped to encourage the bank employees to give 

information on sensitive topics such as leadership style, personality, job satisfaction and 

turnover intention, as they had more privacy and were likely to feel comfortable enough to 

answer any question honestly.  Such considerations were anticipated to help the researcher 

achieve a higher response rate from the targeted sample of bank employees. In addition, an 

important ethical consideration in gathering data such as was required for this research, is 

maintaining the anonymity of respondents, and so respondents were not asked to give any 

indication of their name or e-mail address in the web-questionnaire.  More details of the data 

collection process and ethical considerations are provided later in this chapter.  

Several researchers (e.g. Carbonaro & Bainbridge, 2000; Ilieva, Baron & Healey, 2002) have 

pointed out that online data collection methods protect against loss of data and allow the 

researcher to transfer data from web forms into databases immediately for the analysis stage 
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rather than manual procedures. All this decreases the amount of time needed and lowers costs 

compared to those involved in the traditional paper-based data-collection methods and 

reduces human error (Lefever, Dal & Matthíasdóttir, 2007).  

The reliability and validity of online data collection have become important issues in the use 

of online data collection tools. One factor which relates to the reliability of survey studies is 

that of response rates. Kent (2001) considered a 30% response rate as reasonable in self-

completed postal or mail surveys, whereas Comley (2002) accepted a response rate of 

between 15 and 29% in most virtual surveys. The main factors that affect the response rate 

for online surveys were identified by Comley (2002) as: (1) style of the first page of the 

survey, (2) relationship with the website/brand, and (3) respondent interest in or the relevance 

of the survey.  In this study these factors were taken into account to improve the response 

rate. For example, the first page was headed with the logo of Portsmouth University, and 

there were only five questions on each page to give the respondents time to answer the 

questions and avoid boredom.  

Furthermore, the researcher used online-questionnaires to gather the data because the topics 

under investigation (leadership style, job satisfaction, turnover intention and personality 

types) are confidential and sensitive, and the online-questionnaire form allowed respondents 

to take more time answering questions should they wish (Saunders et al., 2009). The use of 

online-questionnaires as a data collection tool for the current study was appropriate as a large 

number of bank employees could be reached efficiently while their confidentiality and 

anonymity were ensured when they were answering questions about their leaders‟ behaviour.   

Moreover, in an attempt to increase the response rate, e-letters were sent to the banks for 

distribution by HR, and the human resources representatives were contacted by telephone 

asking them to encourage their employees to complete the survey. However the respondents 

were free to choose to participate, which is a positive factor with regard to the quality of the 

responses. Some limitations and difficulties with using online data collection arise from 

having to use a computer and internet services to participate in the study, and the bank system 

needs to be entirely secure.  Employees who did not have computer or internet access in their 

homes were not able to fill out the online questionnaire.  
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3.7.2 Questionnaire design 

Although this study used pre-validated measures, it was still necessary to adapt the measures 

for the sample (for example through translation) and ensure that the questionnaire presented 

well as a whole to respondents.  This section covers these issues, describing in detail how the 

actual measure used in the study was assembled and tested.  The final form of the self-

completion questionnaire in this study was in Arabic and was arrived at using the translation-

retranslation procedure discussed below.  In spite of the usefulness of using self-completion 

questionnaires, the most notable disadvantage of using them is that there is no opportunity to 

help respondents when they face difficulties in understanding questions.  Validity could be 

enabled by making sure (as far as possible) that the respondents had very clear questions to 

answer, so considerable time was spent on accuracy in this regard. Versions of the leadership 

styles (MLQ) and Job Satisfaction scales (JSS) were already available in Arabic (having been 

translated by the authors) which left the introduction instructions, the Big Five personality 

scale and Mobely‟s turnover intention scale to be translated from English into Arabic.  

To ensure equivalence of meaning of the items in the Arabic and English versions for 

turnover intention and “Big Five” measures , a rigorous translation process was used which 

involved professional bilinguals. Importing a measure for use in another language or culture 

often requires considerable effort by researchers to maintain the quality of translation 

(Brislin, 1970; Sechrest, Fay & Zaidi, 1972; Wang, Lee & Fetzer, 2006). Brislin (1970, p. 

188) provided four strategies for maintaining equivalence between the original and translated 

measures: (i) back-translation; (ii) bilingual technique; (iii) committee approach; and (iv) pre-

test procedure. Back-translation (used in the current study) is a well-known method for 

maintaining equivalence between the original and translated versions.  It includes forward 

and backward translation, and subjective evaluations of the translated items (Sperber, 

Devellis & Boehlecke, 1994).  Two bilingual translators in English and Arabic translated the 

English versions of the measures into Arabic (forward translation). Then, to establish 

measurement equivalence and accuracy, the Arabic translated version was back-translated 

into English (Brislin, Lonner & Thorndike, 1973; Cohen, 1992) by another English-Arabic 

specialist translator.  This was to ensure that there had not been any changes in the meaning 

of the original items. The backward-translated items were evaluated by a panel of King 

Abdulaziz University faculty members to ensure simplicity and accuracy in the questionnaire. 

Following this, the Arabic version of the questionnaires was tested in a pilot study to ensure 

its clarity as an instrument for collecting the required data for the main study. 
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The clear use of words in a question may help to guarantee conceptually equivalent versions 

of a measure when two languages are used in cross-cultural research (Brislin et al., 1973). 

Brislin suggested ten empirically based rules which are useful for achieving clarity when 

designing questionnaires for cross-cultural equivalence. These rules include using short, 

simple sentences (eg. fewer than 16 words), and using the active voice, nouns rather than 

pronouns, and specific terms. He also suggested avoiding colloquialisms, the subjective 

mode, adverbs and prepositions indicating time or position, possessive forms, vague terms, 

and sentences with more than one suggested variable action. All these rules were used by the 

panel at King Abdulaziz University when assessing the questionnaire. 

3.7.3 Measures 

The current research utilised existing constructs shown to have adequate internal reliability in 

previous studies to provide data that are capable of answering the research questions and test 

the study hypotheses. These are: NEO-FFI personality inventory, MLQ multifactor leadership 

questionnaire-form 5X, the Job Satisfaction Survey (JSS) (Spector, 1985) and turnover 

intention, (Mowday, Koberg & McArthur, 1984). The following section describes the 

instruments that have been used to measure the research variables, and the reasons for the 

choice of those measures.  

Firstly: “Big Five” personality traits measures. The study has used the NEO FFI personality 

inventory, the short version of the NEO-PI Inventory which consists of 240 items. The NEO-

FFI consists of 60 self-report items. The scores produce a dimensional profile of the five 

personality traits; this part of the questionnaire is designed to take about 15 minutes to fill 

out. Participants were instructed to evaluate the extent to which they agreed or disagreed with 

each statement on a five-point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly 

agree). A measure of overall personality type was found by calculating the means of each 

personality dimension; so 5 means were calculated in the study sample, means of the 

Openness to experience sub-scale (O), means of the Conscientiousness sub-scale (C), means 

of the Extraversion sub-scale (E), means of the means of the Agreeableness sub-scale (A) and 

means of the Neuroticism sub-scale (N), The questionnaire used five dimensions for different 

personality types that are summarised here but explored in full in Chapter 2: 

Openness to experience or intelligence (O): traits commonly associated with this dimension 

include being imaginative, cultured, curious, original, broad-minded, intelligent, and 
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artistically sensitive (Digman, 1990). The following Table shows the location of the big five 

dimensions in the questionnaire where followed the seven demographic questions.  

Conscientiousness or Conscience (C): has a relationship to a variety of educational 

achievement measures and has an association with volition. It has also been called the “will 

to achieve” or “will” (Digman, 1981).  

Extraversion or Surgency (E): traits include being sociable, gregarious, assertive, talkative, 

active, ambitious, and expressive (Hogan, 1986).  

Agreeableness or likability (A): traits associated with this dimension include being courteous, 

flexible, trusting, good-natured, cooperative, forgiving, soft-hearted, and tolerant (McCrae & 

Costa, 1985).  

Neuroticism or Emotional stability (N): traits commonly associated with this factor include 

being anxious, depressed, angry, embarrassed, worried, and insecure (McCrae & Costa, 

1985).  

Table 3-5: Personality dimension items and their location in the questionnaire  

Trait Question 
Number in the 

questionnaire 

 

 

 

 

 

 

 

 

 

 

 

 

 

N 

 

I consider myself a tense person. 7 
I feel that I am in less social 

statues than others. 
12 

Sometimes I feel depressed if I 

am in stressful conditions. 
17 

I rarely feel lonely or depressed. 22 

I feel nervous and worry a lot. 27 
I feel myself sometimes 

valueless. 
32 

I rarely feel afraid or worry. 36 

I feel myself sometimes 

valueless. 
32 

I rarely feel afraid or worry. 36 

I sometimes get angry about the 

way in which others deal with 

me. 
41 

I may feel low energy when 

matters get worse. 
45 

I rarely feel depressed or sad. 50 
I need help from others to solve 

my personal problems. 
55 
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Sometimes I feel shy, and 

inhibited. 
60 

 

 

 

 

 

 

 

 

 

E 

I like people to be) around me. 8 
Funny situations excite me and 

I cannot control myself. 
13 

I consider myself annoying. 18 

I enjoy talking to others. 23 

I tend to like active places (i.e. 

shopping centre, entertainment 

cities, etc). 
28 

I prefer to do things alone 37 

I usually feel energetic and 

active. 
42 

I am pessimistic in general. 46 

My life runs very quickly. 51 

I am full of energy as a person. 56 
I prefer to do my work by myself, 

instead of leading others. 
61 

I prefer to do things efficiently 65 

 

 

 

 

 

 

 

 

 

 

 

O 

I like to live by daydreaming. 9 
When I get a successful way to 

do something, I continue all the 

way through. 
14 

I tend to appreciate artistic works 

and landscapes. 
19 

I think that listening to debate has 

no benefit except providing 

confusing and misleading ideas. 
24 

Reading poetry does not attract 

me. 
29 

I often seek to experience new 

dishes. 
33 

I rarely notice that environmental 

changes could impact on my 

mood . 
38 

I have few artistic interests. 47 

I think religion is important to 

guide our manners. 

 
52 

I like reading a lot. 57 

I enjoy contemplating abstract 

theories and ideas. 
62 

It is easy to make me laugh. 66 

 

 

I try to be nice with everyone I 

meet. 
10 

I  enter into a lot of debate with 15 
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A 

my family and at work. 

Some people think that I am 

selfish and conceited. 
20 

I prefer cooperating with others 

instead of competing with them. 
25 

I tend to doubt others‟ intentions. 30 
It is easy to take advantage  of me 

with my awareness. 
34 

Almost everyone who knows me 

likes me. 
39 

I am usually described as a cold 

yet responsible person 
43 

I adhere to my opinions strictly. 48 
I take care of others‟ feelings and 

pains. 
53 

I express my feelings to others 

even if they are negative ones. 
58 

I am a deep thinker. 63 

 

 

 

 

 

 

 

 

 

C 

I keep my possessions clean and 

tidy. 
11 

I am keen on achieving my tasks 

on time. 
16 

I think I am not well-disciplined. 21 
I take care in achieving my work 

accurately. 
26 

I tend to plan my aims to achieve 

my ambitions. 
31 

I waste much time before 

performing any work. 
35 

I work hardly at all to achieve my 

aims. 
40 

If I commit to a task, I persevere 

until the task is finished. 
44 

I may let others‟ trust down. 49 

I am productive and finish my 

work well. 
54 

I am organized. 59 

I will use circumventing 

techniques to achieve what I want 

when necessary. 
64 

(Source: McCrae & Costa, 1985). 

Based on Costa and McCrae‟s (1992) approach, the results of reliability test of the “Big Five” 

personality dimensions (NEO-FFI) are ; Cronbach‟s alpha of (N) 0.92, (E) 0.89, (O) 0.87, (A) 

0.86, and (C) 0.90 respectively.  The reliability of NEO-FFI has been examined for different 

languages and diverse cultures. Egan and his colleagues conducted their research in the UK 

and argued that the NEO-FFI is more reliable in (N), (A), and (C), but less reliable in (O) and 

(E) (Egan, Deary & Austin, 2000). In contrast, NEO-FFI has been documented as an efficient 

and reliable instrument, and there is evidence of universality for NEO-FFI (Schnabel, 
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Asendorpf & Ostendorf, 2002). In the Arabic context the reliability, when examined by Al-

Mulhem (2010), was found to be (N) 0.792, (E) 0.624, (O) 0.703, (A) 0.554, and (C) 0.861. It 

is one of the most widely used measures of the Five-Factor Model (Digman, 1995).   That it 

had already been translated into Arabic was an additional advantage. 

 

Secondly: The Multifactor Leadership Questionnaire (MLQ-5x/Short Form) (Bass & Avolio, 

1995) was employed to measure the full range of leadership styles. Bass and Avolio (1995) 

developed two forms to assess leadership style. The first form is the “Rater Form” which is 

filled in by the leader‟s followers or peers to reveal their opinions about his or her leaders‟ 

style. The second form is the “Leader Form” which is filled in by the leader to show how he 

or she rates his or her leadership style. The current study used the first form only and 

therefore the results only report employees‟ perceptions of their leader‟s leadership style 

(Bass & Bass, 2008).   

As shown in Table (3-6) the scale consists of 45 questions which measure the full range of 

leadership styles: Transformational (20 items), Transactional (12 items) and Avoidant (4 

items). The measure also assesses three items of leadership outcomes: leaders‟ extra efforts (3 

items), leaders‟ effectiveness (4 items), and satisfaction with the leader (2 items). The bank 

employees‟ responses were marked on 5-point scale ranging from 0 (not at all), through 1 

(once in a while), 2 (sometimes), 3 (fairly often), to 4 (frequently, if not always). 

Table 3-6: Leadership style items and their location in the questionnaire    

Leadership style 
Leadership 

dimensions 

Each question 

reflectsemployees‟ opinion 

about their bank leader 

Number in the 

questionnaire 

Transformational 

Idealized influence attributed 

Instils pride in me for being 

associated with him/her 
76 

Goes beyond self-interest for the 

good of the group 
84 

Acts in ways that builds my respect 87 

Displays a sense of power and 

confidence 
91 

Idealized influence behaviour 

Talks about their most important 

values and beliefs 
72 

Specifies the importance of having a 80 
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strong sense of purpose 

Considers the moral and ethical 

consequences of decisions 
89 

Emphasizes the importance of having 

a collective sense of mission 
100 

Inspirational motivation 

Talks optimistically about the future 75 

Talks enthusiastically about what 

needs to be accomplished 
79 

Articulates a compelling vision of the 

future 
92 

Expresses confidence that goals will 

be achieved 
102 

Intellectual stimulation 

Re-examines critical assumptions to 

question whether they are appropriate 
68 

Seeks differing perspectives when 

solving problems that arise 
74 

Gets me to look at problems from 

many different angles 
96 

Suggests new ways of looking at how 

to complete assignments 
98 

Individualized consideration 

Spends time teaching and coaching 81 

Treats me as an individual rather than 

just as a member of a group 
85 

Considers me as having different 

needs, abilities, and aspirations from 

others 

95 

Helps me to develop my strengths 97 

Transactional 

leadership 

Contingent reward 

Provides me with assistance in 

exchange for my efforts 
67 

Discusses in specific terms who is 

responsible for achieving 

performance targets 

77 

Makes clear what one can expect to 

receive when performance goals are 

achieved 

82 

Express satisfaction when I meet 

expectations 
101 

Management by exception 

active 

Focuses attention on irregularities, 

mistakes, exceptions, and deviations 

from standards 

70 

Concentrates his/her full attention on 

dealing with mistakes, complaints, 

and failures 

88 

Keeps track of all mistakes 90 
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Directs my attention toward failures 

to meet standards 
93 

Management by exception 

passive 

Fails to interfere until problems 

become serious 
69 

Waits for things to go wrong before 

taking action 
78 

Demonstrates that problems must 

become chronic before taking action 
86 

Shows that he/she is a firm believer 

in “If it ain‟t broke, don‟t fix it.” 
83 

Avoidant 

leadership 
Laissez-faire 

Avoids getting involved when 

important issues arise 
71 

Is absent when needed 73 

Avoids making decisions 94 

Delays responding to urgent 

questions 
99 

Leaders‟ extra 

efforts 
 

Gets me to do more than I expected 

to do 
105 

Heightens my desire to succeed 108 

Increases my willingness to try harder 110 

Leaders‟ 

effectiveness 
 

Is effective in meeting my job-related 

needs 
103 

Is effective in representing me to 

higher authority 
106 

Is effective in meeting organizational 

requirements 
109 

Leads a group that is effective 111 

Satisfaction with 

the leader 
 

Uses methods of leadership that are 

satisfying  
104 

Works with me in a satisfactory way 107 

(Source: Bass & Avolio, 1995). 

Permission to use the Arabic version of MLQ-5X, which consisted of 45 items, was obtained 

from the instrument author (Mind Garden, Inc.) before conducting the study (see Appendix 

E). In the instructions, participants were asked to evaluate their perceptions about their actual 

branch manager‟s leadership style, according to their interactions during daily operations. 

The first leadership style (Transformational) consists of five dimensions (idealised influence 

attributed, idealised influence behaviour, inspirational motivation, intellectual stimulation, 

and individualised consideration) each of which has four items. The second leadership style 

(Transactional) consists of three dimensions (contingent reward and management-by- 
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exception, active and passive) each of which has four items. The third leadership style is 

passive or Avoidant and consists of one dimension (laissez faire) which has four items. A 

measure of overall leadership style was found by calculating the means of each leadership 

style‟s dimensions.  The means of the Transformational leadership style dimensions (TSFL) 

are; Idealized influence attributed, Idealized influence behaviour, Inspirational motivation, 

Intellectual stimulation and Individualized consideration. The means of the Transactional 

leadership style dimensions (TSCL) are; Contingent reward, Management by exception active 

and Management by exception passive. The means of Avoidant leadership style dimensions 

(AVOL) are; Laissez-faire.  These dimension means were used to create a single mean for 

each leadership style to be used in analysis. Hence the calculations generated an overall mean 

for TSFL, an overall mean for TSCL and overall mean for AVOL.  

This scale has been used by previous researchers whose studies have indicated that it has high 

validity and reliability. According to Bass and Avolio‟s (1995) meta-analytic study which 

was conducted in different countries and employed a sample of 2,080 participants, 

Cronbach‟s α coefficients for each sub-scale of Leadership styles and the total scale ranged 

from 0.74 to 0.94 (Bass & Avolio, 2004). The Arabic version was developed by the original 

authors of the English version (Bass & Avolio, 2004). Abualrub and Alghamdi (2012) 

conducted a study in Saudi public hospitals using MLQ-5X to examine the impact of the 

leadership styles of nurse managers on Saudi nurses‟ job satisfaction and their intent to stay 

at work. The reliability of the total scale for the MLQ-5X was 0.87 as measured by 

Cronbach‟s α; in the current study the reliability is 0.876 which is equivalent to Abualrub and 

Alghamdi‟s (2012) result. 

Thirdly: The Job Satisfaction Survey (JSS) (Spector, 1985). This is a 36-item, nine-faceted 

scale which assesses employees‟ attitudes to their job and aspects of the job. Each facet is 

assessed using four items, with six choices per item ranging from “strongly disagree” to 

“strongly agree”. The nine facets are pay, promotion, supervision, fringe benefits, contingent 

rewards (performance-based rewards), operating procedures (required rules and procedures), 

co-workers, nature of work, and communication. A measure of overall job satisfaction was 

found by calculating the mean of all items. The Table below shows the location of nine facets 

of Spector‟s scale in the study questionnaire. 

Table 3-7: Spector's Job Satisfaction Scale items and their location in the questionnaire 
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Subscale Description Questions 
Number in the 

questionnaire 

Pay 
Pay and pay 

increases 

I feel I am being paid a fair 

amount for the work I do. 
117 

Raises are too few and far 

between 
126 

I feel unappreciated by the 

organisation when I think about 

what they pay me 
135 

I feel satisfied with my chances 

for salary increases. 
144 

Promotion Promotion 

There is really too little chance 

for promotion on my job. 
118 

Those who do well on the job 

stand a fair chance of being 

promoted. 
127 

People get ahead as fast here as 

they do in other places. 
136 

I am satisfied with my chances 

for promotion. 
149 

Supervision 
Immediate 

supervisor 

My supervisor is quite 

competent at doing his/her job 
119 

My supervisor is unfair to me. 128 
My supervisor shows too little 

interest in the feelings of 

subordinates. 
137 

I like my supervisor. 146 

Fringe Benefits Fringe benefits 

I am not satisfied with the 

benefits I receive. 
120 

The benefits we receive are as 

good as the ones most other 

organisations offer. 
129 

The benefit package we have is 

equitable. 
138 

There are benefits we do not 

have which we should have. 
145 

Contingent rewards Contingent rewards 

When I do a good job, I receive 

the recognition for it that I 

should receive. 
121 

I do not feel that the work I do 

is appreciated. 
130 

There are few rewards for those 

who work here. 
139 

I don't feel my efforts are 

rewarded the way they should 

be. 
148 

Operating 

conditions 

Rules and 

procedures 

Many of our rules and 

procedures make doing a good 

job difficult. 
122 

My efforts to do a good job are 

seldom blocked by red tape. 
 

131 
I have too much to do at work. 140 
I have too much paperwork. 147 

Co-workers Colleagues 

I like the people I work with. 123 
I find I have to work harder at 

my job because of the 

incompetence of people I work 
132 
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with. 

I enjoy being with my co-

workers. 
141 

There is too much bickering 

and fighting at work. 
150 

Nature of work Type of work done 

I sometimes feel my job is 

meaningless. 
124 

I like doing the things I do at 

work. 
133 

I often feel a sense of pride in 

doing my job. 
143 

My job is enjoyable. 151 

Communication 

Communication 

within the 

organisation 

Communications seem good 

within this organisation. 
125 

The goals of this organisation 

are not clear to me. 
134 

I often feel that I do not know 

what is going on with the 

organisation 
142 

Work assignments are not fully 

explained. 
152 

(Source: Spector, 1992, p. 57) 

The scale was translated into Arabic by the original author. The reliability of the scale 

(Spector, 1992) is: pay (0.75), promotion (0.73), supervision (0.82) fringe benefits (0.73), 

contingent rewards (0.76), operating procedures (0.62), co-workers (0.62), nature of work 

(0.78), and communications (0.71), a total of (0.91). When Aldhuwaihi, Shee & Stanton 

(2012) conducted their study to investigate the impact of organisational culture types on the 

relationship between job satisfaction and turnover intention in Saudi Arabian banks 

employees, they employed a questionnaire survey using JSS to measure job satisfaction. The 

Cronbach‟s α score was (0.87) which reflects good validity.  

Fourthly: Turnover intention can be considered the best predictor of actual turnover 

(Mowday, Koberg & McArthur, 1984). The current study uses Mobley‟s (1977) measure to 

assess withdrawal cognition in Saudi bank employees. Mobley suggested that intention to 

search for another job or search behaviour would generally precede turnover intention and 

actual turnover. Five single-item measures of withdrawal cognition were used in the study to 

measure employees‟ intentions to quit their jobs, for example, thinking of quitting or the 

desire to leave was measured with an item worded “At the present time, I am actively 

searching for another job in a different organisation”. Intention to search was measured by “I 

will probably look for a new job in the near future”. Looking for an acceptable alternative 

was measured by “All things considered, I would like to find a comparable job in a different 
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organisation”.  Turnover intention was measured by asking respondents whether they 

intended to leave their profession at or before the end of the year, and whether they intended 

to remain with two questions, “I do not intend to quit my job” and “I am not thinking about 

quitting my job at the present time”.  The following Table shows the location of turnover 

intention items in the questionnaire. Five-point Likert scales were used with items ranging 

from 1 (strongly disagree) to 5 (strongly agree). 

Table 3-8: Turnover intention items and their location in the questionnaire.  

 

Turnover intention 

process 

Questions Number in the 

questionnaire 

Thinking of quitting 

or the desire to leave 

At the present time, I am 

actively searching for another 

job in a different organisation 

112 

Intention to search 
I will probably look for a new 

job in the near future 
116 

Looking for an 

acceptable alternative 

All things considered, I would 

like to find a comparable job in 

a different organisation 

115 

Turnover intention 

I do not intend to quit my job 113 

I am not thinking about quitting 

my job at the present time 
114 

Turnover intention was calculated using a mean of all items (TI) (questions number 113/114 

used reversed scores). Mowday, Koberg, and McArthur (1984) investigated the validity of 

Mobley's (1977) model of the intermediate linkages in the turnover-decision process among 

employees working in two diverse settings, in a hospital and in a clerical context. This, 

together with other literature reviewed in Chapter 2 identified that it would be wise to collect 

demographic data as some aspects of demographics can affect responses. Hence, it was 

important to have a strong awareness of the sample. Demographic data were analysed in 



120 
 

order to describe the study sample only.  The demographic data used five questions; the 

answers are shown in number form and related to employees‟ characteristics – gender, age, 

marital status, educational level, years of experience in the banking sector and time in the 

current bank.  

Table 3-9: Demographic variable items and their location in the questionnaire: 

Demographic variable Questions 
Number in the 

questionnaire 

Level of education 

 Less than 

bachelor‟s 

degree 

 Bachelor‟s 

degree 

 Master degree 

 PhD degree 

 Other degree 

 

1 

Gender 

 Female 

 Male 

2 

Marital status 

 Married 

 Single 

 Divorced or 

widowed 

3 

Age 

 20- less than 30 

 30- less than 40 

 40- less than 50 

 50- less than 60 

4 
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 60 or more 

Experience 

Years of experience in 

the Banking sector 
5 

Years of experience in 

the current Bank 
6 

 

3.7.4 Testing the measures 

Pre-testing for measures is desirable in all circumstances (Nachmias, 1992). According to 

Fowler Jr. (2008) pre-testing the method involves evaluating both the survey instrument and 

the collection method to be used when the full survey is implemented. The results of the 

survey instrument pre-test are used to revise and refine the final instrument and evaluate 

collection procedures. This is particularly important, according to Sudman (1976, cited in 

Bass, 1990), where the measure is to be introduced to respondents living and working in a 

different culture from those for whom the measure was originally designed. In order to do so 

for the present study, the following procedures were used: 

Stage 1 

The first pre-test was conducted on several Arabic PhD students in Portsmouth University. 

The questionnaire was originally in English. For the purpose of the present study, the 

questionnaire was translated into Arabic. The researcher asked respondents to complete the 

questionnaire and discussed it with them afterwards. There were suggestions for 

improvements to the layout design that came from this pre-test, for example that the font 

should be bigger. 

Stage 2 

In the second pre-test, the questionnaire was distributed to a pilot sample of 28. A pilot study 

was conducted to pre-test the instrument for clarity and timing and how respondents 

interpreted and reacted to questions (e.g. Gill & Johnson, 2010) since the Big Five, MLQ, IT 

and JSS scales had been developed and validated in previous studies.  

Pilot studies are usually considered to be trial investigations of specific research problems 

that will be treated more intensively at a later date in the research process. One of the most 

important functions of the pilot study in the current study was to help the researcher 

determine whether or not a more substantial investigation of the same phenomenon was 
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warranted. In addition, pilot studies help researchers to develop the most effective method of 

distributing the questionnaires. Results from the pilot study indicated that the instrument was 

easily understood and clear, and the time needed to respond to the questions did not exceed 

15 minutes. However, one respondent commented that the questionnaire lay-out needed to be 

reorganised. All comments received were incorporated to enhance the quality of the 

questionnaire; for example question 77 in the leadership section, “Discuss in specific terms 

who is responsible for achieving performance targets” was not clear enough for participants 

and needed more clarification. Briefly, pilot studies help to reveal organisational problems 

associated with questionnaires and the like and are also used to assist in developing better 

approaches to the target population and developing and refining the research instrument. 

 3.7.5 Sampling strategy 

To collect the data for quantitative research from an identified population requires resolving 

the question of the make-up of the representative sample of bank employees that needs to be 

surveyed. A seven-stage process as defined by Zikmund, Babin, Carr & Griffin, (2010) was 

employed for the current study to ensure the representativeness of the sample.  

 

 

 

 

 

 

 

 

 

 

 

 

Define the target Population 

Select a sample frame 

Determine if a probability or non-

probability sampling is needed 

method will be chosen 
Plan procedure for selecting 

sampling units 

Determine sample size 

Select actual sampling units 

Conduct field work 
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Figure 3.1: Sampling process.  

(Source: Zikmund et al., 2010) 

 

First step: In the first stage the researcher deals with the identification of the target 

population (Creswell, 2012); basically the target should be identified clearly in order to reach 

the target sample. The target population for the current study is bank employees in the retail 

banking sector in KSA. As of 2013, there were 12 retail banks operating in KSA (SAMA, 

2013) with a total of 1,696 branches across the country. According to the 2013 annual report 

of SAMA, the banking population can be considered to be well-represented in the city of 

Riyadh, where there are 28.8% (506) of all bank branches operating across the country; 

furthermore 3,013,082 of the Saudi labour force is located in Riyadh. This represents 34.8% 

of the entire labour force of KSA.  It was therefore decided to use Riyadh banks as the survey 

population. 

Second step: Here a sample frame was created where “sample frame is a list of population 

elements from which a sample of study may be drawn” (Zikmund et al., 2010, p. 81). It was 

difficult for the researcher to obtain a sample frame because, for example, accessing lists of 

employees‟ names, e-mails, and phone numbers through the banks was restricted, as the 

banks‟ actions are regulated by the Saudi Monetary Agency (SAMA) which limits the way 

their data can be accessed because of the sensitivity of the information. 

As a result the researcher had to create a sample frame herself for the current study. The 

survey population for the research is employees who work in retail bank branches and who 

work in the same location as their direct manager, in a full-time job. Assessing the perception 

of leadership style is one of the study objectives; for this reason, close and daily contact 

between employees and their leader in the bank was considered an important criterion when 

choosing the representative sample. In addition, bank branches were chosen that were located 

in Riyadh City, as over 30% of all bank branches nationwide are operating there.  

Third step: Choosing the sampling method: In this stage the researcher selects the units of 

data collection, whether for probability or non-probability sampling. Researchers are able to 

gather their data through different types of sampling schemes, using probability or non-

probability sampling techniques. Probability random sampling is a sampling method that 

selects participants randomly and where the researcher must set up some process or 
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procedure that ensures that the every individual or object in the population of interest has an 

equal chance of being chosen for study (Bryman & Bell, 2007). 

On the other hand, with non-probability samples it is not possible for researchers to 

determine the probability of any person or unit being included in the survey, as is the case 

with a purposive sample when the researcher depends on his or her judgment to reach the 

representative sample.  This type of sampling is limited with regard to generalisation as they 

do not truly represent a population. It is acceptable when a researcher is not aiming to 

generalise the result beyond the study sample (Robson, 2011).  

The type of sample: 

The type of sample in the current study was that of a census sample. The census sample 

involves collecting all data from all units in a research population (in our case all branch staff 

in Riyadh banks that agreed to participate), rather than in relation to a sample taken from that 

population. In this thesis the data was gathered from two banks located in Riyadh City. The 

choice of bank institutions could be seen as convenience sampling as it entailed choosing the 

banks who agreed to allow their employees to participate in this study. The process of data 

collection continued until the required sample size had been reached. The main reasons for 

using a convenience sample are shown below. 

As mentioned earlier the targeted population is bank employees who have daily direct contact 

with their branch managers. It was difficult for the researcher to obtain the sample frame such 

as employees‟ names, e-mail addresses, or employment code or number from the 

participating Saudi banks. As it was not possible to obtain characteristics to select a sub-

sample (probability or non-probability sampling) the logical step was to ask all possible 

employees to complete the questionnaire and use data from those who chose to answer. The 

researcher needed to obtain a written agreement from each bank before collecting the data; 

the bank also needed to get approval from SAMA to be allowed to share their data, and this 

took a long time. The researcher was able to obtain approval from only two banks.  Hence the 

study used a census of a convenience sample.   

 

Fourth step: This step involved constructing a plan for choosing the research method. In this 

case a web-questionnaire survey was used to gather data; to ensure the accuracy and clarity of 

the questionnaire it was tested in a pilot study before it was administered to the real sample. 
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At this stage, two banks agreed to participate in the study, (A) and (B) banks (see Appendix 

E). 

Fifth step: Identifying the sample size: The sample size for any study must be determined at 

an early stage in the research process. In quantitative research a large sample size is 

considered important so as to enable the researcher to generalise the findings to the research 

population (McDaniel & Gates, 2002). 

At the time of the study, the target population was the 47,560 employees at Saudi bank 

branches. There was no published source which enabled the researcher to determine the 

number of employees in Riyadh bank branches; the only published numbers available were 

the total numbers of bank employees and the numbers of branches in each administrative area 

in KSA. For the study accuracy, the average number of bank employees per branch was 

calculated. 

Average number of employees in each branch = total number of employees in each bank in 

KSA/the total number of branches in KSA. 

Average number of employees in each branch: 

Average number of Bank (A) employees in each branch = 40 

Average number of Bank (B) employees in each branch = 50 

It was estimated that there were 2440 employees from the two retail banks operating in 

Riyadh who agreed to participate in the study.   Specific calculations cannot be shown as this 

would reveal the identity of the participating banks.  

In the current study the respondent sample size was identified based on the determination of 

sample size table put forward by Krejcie and Morgan (1970) (see Table 3-10). 

Table 3-10: Table for determining sample size from a given population: 

N S N S N S N S N S 

10 10 100 80 280 162 800 260 2800 338 

15 14 110 86 290 165 850 265 3000 341 

20 19 120 92 300 169 900 269 3500 246 
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25 24 130 97 320 175 950 274 4000 351 

30 28 140 103 340 181 1000 278 4500 351 

35 32 150 108 360 186 1100 285 5000 357 

40 36 160 113 380 181 1200 291 6000 361 

45 40 180 118 400 196 1300 297 7000 364 

50 44 190 123 420 201 1400 302 8000 367 

55 48 200 127 440 205 1500 306 9000 368 

60 52 210 132 460 210 1600 310 10000 373 

65 56 220 136 480 214 1700 313 15000 375 

70 59 230 140 500 217 1800 317 20000 377 

75 63 240 144 550 225 1900 320 30000 379 

80 66 250 148 600 234 2000 322 40000 380 

85 70 260 152 650 242 2200 327 50000 381 

90 73 270 155 700 248 2400 331 75000 382 

95 76 270 159 750 256 2600 335 100000 384 

(Source: Krejcie and Morgan, 1970).  

Note: “N” is population size 

 

Estimation of sample size in research using Krejcie and Morgan is a commonly employed 

method. Krejcie and Morgan (1970) used the following formula to determine sampling size: 

 

S = X² NP (1-P)/ d² (N-1) + X² P (1-P). 

S = required sample size. 

X² = the table value of chi-square for one degree of freedom at the desired confidence level. 

N = the population size. 

P = the population proportion (assumed to be 0.50 since this wouldprovide the maximum 

sample size). 
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d = the degree of accuracy expressed as a proportion (0.05). 

Since the population of this research is more than 2440 and less than 2800, a respondent 

sample size of between 335 and 338 can be considered statistically acceptable according to 

Krejcie and Morgan (1970), because the smaller the sample size, the greater the margin of 

error (Bryman & Bell, 2007). Following Sekaran and Bougie‟s (2009) method of determining 

the actual sample size, the sample size should be ten times (or more) than the number of 

research variables. This study has 10 variables (Five personality types, three leadership 

styles, job satisfaction and turnover intention). A sample size of 337 met and exceed Sekaran 

and Bougie‟s requirement of the ratio of 10:1.  It was very helpful to have this set of 

minimum data requirements as it identified the sample size.  The researcher then worked with 

the HR departments in Banks A and B to remind respondents to reply until this sample size 

had been exceeded. 

Sixth step: Selecting sample units and deciding which elements will be selected in the study 

sample: bank employees who have a direct relationship with the branch manager in Riyadh 

branches were considered a sample unit for the current study.  

  

 

                                         Figure 3.2: Sampling process 

Seventh step: Conducting the field study and the researcher accessing and gathering the required data; 

this step involves two parts, accessing and collecting data. 
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3.7.6 Data access process 

In December 2012, formal letters were sent and telephone calls made to all Saudi banks that 

operated in Riyadh asking for their participation in the research (see Appendix E). Then the 

researcher waited for their written agreement. Two banks agreed to participate in the current 

research. They contacted SAMA who agreed to their participation. 

Following agreement to participate, the next step was to contact the gatekeepers in these 

banks, the human resources managers. This is very important because tradition in Saudi 

Arabia requires face-to-face contact, particularly at the time of the first meeting, hence the 

researcher travelled to meet them. At this first meeting, the researcher and the gatekeepers 

discussed how to administer the online-questionnaire. This step included determining who the 

questionnaire had to be sent to, who would send off the completed questionnaire, and the 

deadline for when the completed questionnaire should be ready. Each online-questionnaire 

was accompanied by a covering letter to the respondents to inform them of the purpose of the 

research and that their participation was voluntary. The letter was drafted by the researcher 

and was sent via email by the HR Department to their staff.  At no time was the researcher 

able to identify exactly how many staff received the invitation to participate in either Bank A 

or Bank B, as this was judged confidential data by the bank HR staff.  

It was agreed that the completed questionnaires should be submitted within a certain period 

of time. During this period, the researcher monitored the process to find out whether there 

were any difficulties in filling out the questionnaire or if there were any technical problems. 

There was only one query regarding Q77, which was resolved quickly.  After the first month 

of this stage, several phone calls were made by the researcher together with each of the 

bank‟s human resource managers to follow up on the data-collection process and encourage 

the employees to participate in the survey. Besides this, the researcher also determined what 

percentage of the respondents had completed the questionnaires. The survey was completed 

within four months, between January and April 2013. The following describes the response 

rate and characteristics. 

3.8 Main Data Collection 

A common problem experienced by many researchers is how to ensure that the data collected 

will enable the research questions to be answered and the objectives to be achieved. First, the 

researcher decided whether the main outcome of the study would be an explanatory finding. 
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Then, research questions were divided into more specific investigative questions about 

employees‟ personality characteristics, leadership style perceptions, opinions on their level of 

job satisfaction and turnover intention. After completing the pilot test and finalising the 

survey questions, the questionnaires were distributed using the online data collection method. 

The HR manager in each bank played a crucial role in facilitating the web-questionnaire, as 

the researcher was not able to access employee emails.  The HR Department enabled contact 

through emailing the employees the link to the survey via the internal bank network. Using 

online distribution assured the anonymity of participants‟ identity as it was not possible for 

the research to track their email or contacts. One problem with on-line links is that 

respondents may ignore them.  Hence after two weeks a phone call was made to the HR 

manager to send a reminder to employees to encourage them to participate in this study by 

completing the online survey. 

3.8.1 Reliability and validity of the questionnaire 

In order to establish the validity and reliability of the abbreviated Arabic version of the four 

scales (Big Five, job satisfaction (JSS), leadership style (MLQ) and turnover intention), a 

confirmatory factor analysis (CFA) was performed using AMOS7 to examine the proposed 

model in the first stage to ensure the validity and Cronbach‟s alpha (“the reliability 

coefficient”) was used to test the instruments reliability Freund, (2006, p.162).  

Reliability: 

Measure reliability is considered an important feature in social sciences, as it is concerned 

with the extent to which the measure contains errors which could affect the degree of 

reliability. It also refers to how the measure indicators cohere with each other, with regards to 

the consistency of measures and research findings. If the research is repeated and the same 

result obtained (Nachmias & Nachmias, 1996), the measure would be considered reliable. In 

this case it was not felt that the participating banks would allow test and re-test, hence 

reliability had to be obtained in other ways.  The use of pre-validated measures provides 

some level of assurance, especially the Big Five as the requirements for psychological 

measures are very strict (Bryman & Bell, 2007), however as this is a different culture to that 

for which the measures were developed, there will always be some concern over the 

reliability of the data. 
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Another key factor of measure reliability is internal reliability. Researchers can test the 

internal reliability in different ways, for example with the split–half method. This involves 

dividing the administration of the questionnaire or measure into two equal halves; the 

responses will be collected in two steps, then the correlation between the two sets of data is 

calculated to find out the degree of correlation between two scores and how closely those 

scores are related (Bryman & Bell, 2007). Since it was difficult for the researcher to access 

the study sample twice, the split–half method was not employed to test internal reliability.  

Cronbach‟s α assesses the internal reliability of the measure (DeVellis, 2003) by calculating 

the average of all possible split-half reliability coefficients. It is also used to measure the 

internal consistency of the measures as an evidence of the reliability (or consistency) of the 

variable measures. The results of Cronbach α range from 0 to 1; the nearer the value of α to 1, 

the better the reliability is. A value of 0.7 and above indicates a desirable result (Hair et al., 

1998; 2002), Nunnally & Bernstein (1994) regard a value of 0.6 and above as satisfactory. 

Consequently, it was decided to consider the value of 0.6 (α) and above as valid when testing 

the reliability of the scales in this study.   In the opening sections of the analysis (Chapter 4) 

all scales are examined with regards to their Cronbach α score. 

Validity: 

Validity is concerned with finding the degree of accuracy of measure and whether the scale 

measures what it is intended to measure (Collis & Hussey, 2009). There are two types of 

validity: content and construct validity. 

Content validity is divided into two categories: face validity and sampling validity. Face 

validity is concerned with the appropriateness of the instrument and involves asking people 

who have expertise in the field whether the measures reflect the concept, as was done with 

the pilot studies and the use of the panel at King Abdulaziz University. In stage 2 of the pilot 

study the questionnaire content validity was tested, in terms of clarity and timing.   

Construct validity is established when the researcher aims to evaluate the association between 

the measure employed and the theoretical framework. This type of validity was employed in 

the current research to evaluate the appropriateness of the four scales and the proposed model 

by using confirmatory factor analysis (CFA)  which looks at which variables seem to cluster 

together in a meaningful way (Field, 2009). For this purpose, a confirmatory factor analysis 

technique (based on a maximum likelihood method) measured factorial validity for the 

translated scales. This test was intended to confirm that all the scale items were loaded on the 
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specified factors which had been identified from previous studies and to show how those 

factors relate to each other (Field, 2005). In addition, a set of hypothetical variables were 

examined to determine how many factors should be used in each scale in relation to the study 

sample and context (more details in section 4.4.1).  

Although validity and reliability are analytically different, eventually they are associated. In 

other words, if the measure is not reliable, it would not be valid (Bryman & Bell, 2007). 

Accordingly, when the measure is not stable over time or not reliable, it will not provide a 

valid data, meaning that the measure fluctuates which refers to a lack of internal reliability 

(more details operationalising these issues are in section 4.5.5).  The analysis below includes 

considerable focus on assessing the statistical reliability and validity of the scales. 

3.9 Data analysis 

This section reviews the analytical techniques used in the study. 

3.9.1 Correlation analysis 

Human behaviour at both the individual and social level is characterised by great complexity. 

One approach to obtaining a fuller understanding of human behaviour is to begin by testing 

out simple relationships between those factors and elements deemed to have some bearing on 

the phenomena in question (Borg & Gall, 1983). Correlation techniques are generally 

intended to answer three questions about two variables: “Is there a relationship between the 

two variables?”, “If there is, what is the direction of the relationship?” and finally, “What is 

the magnitude/strength of the relationship”.  Correlation studies may be broadly classified as 

either “relational studies” or as “prediction studies”. Correlation coefficients such as 

Pearson‟s r are used to evaluate the correlation between variables. The range is from -1.00 to 

+1.00 where the (+) sign indicates a positive correlation, while the (-) sign points to a 

negative one. Several researchers propose different interpretations for coefficient correlation 

values. This study depends on Cohen's (1992) guidelines which were followed to interpret the 

strength of correlation between variables. Cohen (1992) suggests that a value of 0.10 to 0.29 

indicates a weak correlation, a value of 0.30 to 0.49 indicates a moderate correlation, and a 

value of 0.50 to 1.0 indicates a strong one.  
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3.9.2 Regression analysis 

Regression analysis is a statistical test for the investigation of relationships between variables 

and to predict the value of dependent variables from independent variables by calculating a 

regression equation. It is also employed when the researcher seeks to detect the causal effect 

of one variable upon another, as it is a fundamental and necessary step in the cause/effect 

relationship between dependent and independent variables (Bryman, 2008).  

3.9.3 Statistical significance 

This refers to the level of predictive accuracy researchers are willing to accept, or the extent 

to which researchers have confidence in their findings (Nachmias & Nachmias, 1996); most 

business studies researchers consider 5 % an acceptable level of significance that represents 

the degree of risk researchers might accept, in other words, concluding that a relationship 

between variables may seem to exist where, in fact, there is no such relationship. So, there is 

a 5% chance that the data might provide a false relationship (Bryman & Bell, 2007). The 

current study is adopting 5% as a level of statistical significance. 

3.9.4 Overview of structural equation modelling (SEM) analysis 

Structural equation modelling is considered a useful technique when tackling substantive 

problems in social science by estimating the degree to which a hypothesised model fits the 

observed data (empirical data), as it is used to specify tentative cause and effect (Joreskog & 

Sorbom, 1982). There is always the risk in human research that an error may occur when the 

sample does not represent the target population especially with studies that employed a 

survey to generate the empirical data. Most behavioural and psychological measurement 

instruments were not formulated for direct, accessible data such as data which measures 

people‟s behaviour, attitudes, and motivation; instruments have therefore been created to 

assess different variables (Joreskog & Sorbom, 1997). Each variable has several indicators 

which combine together to generate a whole instrument. Most instruments used in social 

studies research have measure error; this error comes from differences between the 

population and the sample that has been selected (Bryman, 2008). SEM is a statistical method 

which allows the researcher to adjust the measure error to an acceptable level. 

Moreover, the study seeks to test the research hypotheses using structural equation analyses 

based on the maximum likelihood method by following Anderson & Gerbing‟s (1988) 
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procedure by undertaking a two-step analysis of the data. The first step involves a multi-stage 

process to validate the overall construct validity and specify the relationship between 

observed measures (empirical data) and constructs (scales), as will be discussed later in 

section 4.5. The second step uses structural equation modelling to assess the structural model 

to decide whether the proposed model was a good fit to the observed data.  More detail is 

given in Chapter 5 (section 5.2). 

 Once a model has been specified and the empirical covariance matrix between the study 

variables given, a method has to be selected for parameter estimation. Different estimation 

methods have different distributional assumptions, and different discrepancy functions need 

to be minimised. Although Ullman (2006) has described SEM as a combination of 

exploratory factor analysis and multiple regression, Schreiber, Nora, Stage, Barlow & King, 

(2006) see it as a confirmatory technique which can be used for exploratory purposes. In 

keeping with this study‟s objective to determine whether the proposed model is valid rather 

than to "find" a suitable model, this study follows Schreiber‟s et al. assumption. Moreover, 

SEM analyses often involve an exploratory element, in this case the relationship between 

personality type, job satisfaction, turnover intention and leadership styles. The current study 

follows Anderson & Gerbing (1988) two steps approach of analysing the theoretical model 

which utilises SEM.  

Once the model's parameters have been estimated, the resulting model-implied covariance 

matrix can then be compared to an empirical or data-based covariance matrix. If the two 

matrices are consistent with one another, then the structural equation model can be 

considered a credible explanation for relationships between the measures; this will improve 

the credibility of the study. For that reason SEM is chosen as an analytical method in the 

study. The current study aims to test the underlying theoretical construct of employees‟ 

personality type and their effects on employees‟ job satisfaction and turnover intention; using 

SEM provides advantages over other data analytical techniques because complex theoretical 

models can be examined in one single analysis.  

To provide the basis for the data analysis based on SEM, the following section presents an 

overview of key assumptions underlying the SEM analysis technique.  In SEM, observed and 

unobserved variables are referred to. Observed variables are described as measured, or 

indicators which are directly measured by the researcher and researchers normally use a 

square or rectangle to represent them graphically. In this study there were 5 observed 
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variables for personality type which were the Mean of the responses of the „O‟ items, the 

Mean of the responses of the „C‟ items, the Mean of the responses of the „E‟ items, the Mean 

of the responses of the „A‟ items and the Mean of the responses of the „N‟ items; 1 observed 

variable for Job Satisfaction (the Mean of the responses of all job satisfaction items), and 1 

observed variable for turnover intention (i.e. Mean of the responses of all turnover items).  

 

On the other hand, unobserved variables are named, latent, factors or constructs, which 

cannot be measured directly, inferred by the relationships or correlation among indicators and 

are shown graphically by circles or ovals (Byrne, 2013). For example, in the current study the 

perception of leadership styles (TSFL, TSCL and AVOL) are to be considered as latent 

variables. The straight line leading from a latent variable to the observed variables indicates 

the causal effect of the latent variable on the observed variables; there is a small circle at the 

bottom showing the measure error. The correlation between latent variables is represented by 

a curved arrow. The coefficient from the latent variable to the indicator is known as lambda 

(X Y), and is set as equal to 1 to adjust any measure error in the scale values (Bollen, 

1989). 

Working with SEM, it is important to distinguish between Exogenous and Endogenous 

variables. Exogenous equates to the independent variable of personality type (O, C, E, A, N), 

while Endogenous equates to the dependent variable which is influenced by the exogenous 

variable (Byrne, 2013).  In this study such variables are the perception of leadership styles 

(TSFL, TSCL, AVOL), job satisfaction and intention to leave all of which are hypothesised 

to be influenced by personality type that is linked to positive (PA) or negative (NA) trait 

affectivity. 

Moreover, researchers should address issues relating to the research sample in terms of the 

actual sample size and missing data before applying SEM. Although the choice of an 

adequate sample size is affected by the normality of the data and the number of free 

parameters in the model (Schermelleh-Engel, Moosbrugger & Müller, 2003), SEM is still to 

be considered a large sample analysis technique. Bentler (2007) suggests an estimation rule to 

determine an appropriate sample size of at least five times the number of free parameters, 

while Boomsma & Hoogland (2001) believe that the minimum sample size should be ten 

times the number of free parameters.  In this study, the number of variables for SEM is the 
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higher multiple of 10, and the sample size (337), which equates to a sample size 33 times the 

variable number.  

In SEM, missing data needs to be handled in an appropriate way as the pairwise deletion 

method can result in a non-positive covariance matrix; furthermore using other methods of 

dealing with missing data (such as adding the mean), as Schumaker & Lomax (1996) stated, 

can result in heteroscedastic errors that will affect the results. Despite this, SEM gives more 

options for overcoming difficulties with missing data easily, for example minimum likelihood 

estimation can help in such cases (Muthén & Muthén, 1998).  In this study all the questions 

in the questionnaire related to 10 variables were compulsory, to ensure as little data would be 

missing as possible. 

3.9.5 Ethical considerations 

Research ethics is defined as “ethics in term of a code of behaviour appropriate to academics 

and conduct of research” (Wass & Wells, 1994). Researchers need to consider ethical issues 

throughout the period of their research. Prior to data collection all research conducted by staff 

or students at Portsmouth University must adhere to all ethical principles and must obtain 

approval from the Faculty Business Services and Research Committee. An application form 

including information about the background to the research, methodology, questionnaire, 

confidentiality and anonymity of participants was submitted to the Ethics Committee, 

together with the informed consent letter that was sent to participants. The application form 

to the Ethics Committee can be found, together with evidence of granted approval in 

Appendix E. 

The target research population of the current study is employees of commercial banks in 

Saudi Arabia; the researcher was considered to be an outsider, so it was necessary that access 

to the required data be achieved by reaching an agreement between the researcher and the 

commercial banks. Thus, the researcher had to explain the purpose of the research, the kind 

of data needed, and the meaning of anonymity and confidentiality to the participants, and 

how they would be protected during the process of research data collection. According to 

Anderson (2008), explaining reasons for the research and strategies used increases the 

likelihood of the required data being effortlessly accessed (Blaxter, Hughes & Tight, 2010).  

The banks had to be contacted before the survey was distributed to obtain formal permission 

from the gatekeeper of each bank and organisational confidentiality guaranteed. The 



136 
 

researcher made an initial contact with the human resources departments of the commercial 

banks as the gatekeepers in order to obtain permission to carry out the research. Blaxter et al. 

(2010) stressed that all social researchers should consider ethical issues with privacy, 

informed consent, and anonymity. Along these lines, a written document was sent to the 

banks to explain the main objectives and the value of the research and how the bank could 

benefit from the research findings. Additionally, the researcher attached an invitation letter 

for circulation to the participants to assure them of confidentiality and anonymity and which 

gave them the right to withdraw partially or completely from the process, explaining that the 

researcher would accept any refusal to take part (Robson, 2011). The invitation letter also 

shed light on the time required to fill out the online-survey. Finally, an agreement was made 

with two of the 12 retails banks operating in KSA. Moreover, copyright permission was given 

to the researcher by the measures author (Mind Garden, Inc.) to employ the MLQ Arabic 

questionnaire (see Appendix E). 

In line with Portsmouth University guidelines and professional guidelines such as those of the 

British Psychological Society and their Code of Ethics and Conduct, the collected data were 

stored on Portsmouth University computers that are password protected. In cases when the 

data were to be copied for backup or transferring purposes, a password-protected USB flash 

disk was used. Permission was given by ethics committee members before collecting the 

actual data, and the ethics form was signed before data were collected (see Appendix E).  

3.10  Summary 

This chapter has focused on the research methodology used in this study. First, a discussion 

on research philosophies was presented, followed by a description of the research approach 

and design adopted in the study; then a comparison was made between the main types of  

data collection methods. Following this, a description of the research instruments used to 

assess the constructs of the study was provided along with an overview of the pilot study, and 

then a discussion of the translation process. Next the sampling plan was justified, and the 

chapter concluded with an account of the ethics and confidentiality procedures required by 

the university with which the researcher complied.  

 

 

http://www.facebook.com/pages/Mind-Garden-Inc/208011762523
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Chapter 4: The preliminary data analysis 

4.1 Introduction 

The methodology chosen to examine the hypotheses of this study was described in Chapter 

Three. The main aim of this chapter is to examine the data in relation to data analysis. The 

chapter starts with an explanation of the process of data preparation: data screening, cleaning 

and descriptive analysis. Then the procedures undertaken to examine the scales‟ validity and 

reliability using CFA and Cronbach alpha are outlined. The chapter reveals that most of the 

scales performed well with the study data with the exception of job satisfaction and turnover 

intention. The sequence is outlined in the Figure below. 

 

 

 

 

 

 

 

 

 

 

Figure 4.1: Description of contents of Chapter Four 

Response rate and characteristics: 

The total number of valid employee web-questionnaires obtained from the two banks was 

343. It was estimated that there were 2440 employees from the two retail banks operating in 

Riyadh who agreed to participate in the study.   Accordingly, the response rate is 14 % of the 

estimated study population which can be considered a good response rate, and achieved the 

sample number required.  

I Data screening and cleaning: 

 Checking for errors 

 Correcting errors 

 
II Descriptive analysis 

 Respondent profile 

 Normality test 

 Inter-correlation 

III Scales validity and reliability 

 CFA of Big Five 

 CFA of job satisfaction  

 CFA of leadership styles 

 CFA of turnover intention 
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4.2 Data screening and cleaning 

 

This section describes the screening and cleaning process for the data. It is essential to 

prepare data for SEM analysis and check the data set for missing data and influential outliers. 

It is very easy to make mistakes at this stage and unfortunately some errors can completely 

change the analysis results (Pallant, 2011). The data screening process involves two steps:  

 

Step (1) Checking for errors: 

An estimated 2440 web survey questionnaires were distributed to the participating bank 

branches in Riyadh City. A total of 343 (14%) of survey questionnaires from the two banks 

were completed. After receiving the completed survey questionnaires, the data were entered 

into SPSS 20. Then the data were screened by examining basic descriptive statistics and 

frequency distributions. The main purpose of data screening is to detect values that were 

improperly coded or out-of-range; in other words to find out whether the data are within the 

range of possible values or not. For example, years of experience in the bank and the banking 

sector were entered manually by participants, so it was easy to record these incorrectly, but a 

frequency test can be run for every variable to detect any false values. The test found that ten 

cases had wrongly coded numbers. Errors must be corrected before analysis is undertaken 

(Pallant, 2011).  

Dealing with missing data: 

The results of data screening detected errors and improperly coded responses. It was found 

that there was wrongly coded data where, instead of giving the number of years of experience 

in the bank as 15, 51 had been entered. In this case it was decided that this should be dealt 

with as missing data.  In SEM missing data handling methods such as pairwise or listwise is 

not recommended. The reason for this is that pairwise methods may produce a non-positive 

covariance matrix (Schreiber, Nora, Stage, Barlow & King, 2006). When this method is used 

to replace the missing value with the mean, this may result in a heteroscedastic error. 

   

(2): Finding and correcting the errors: 

Nonetheless, in this study the missing data is not included in structural equation modelling 

(SEM). Data on „Years of experience in the bank‟ were gathered to describe the 

characteristics of the study sample; these were not accounted for as dependent or independent 
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variables in the study model that was analysed through SEM. Furthermore, the data which 

were missing were classified as missing data at random (MAR) as it was possible to detect 

what was missing from which questionnaire and which variable had missing data where the 

missing data were traceable from other variables. Therefore this did not affect the study 

variables or any variables that affected the research questions. In this case this type of 

missing data is known as “ignorable” and would not affect the SEM analysis process 

(Allison, 2003, p. 545). In essence, it was employed as a method of replacing the mean value 

to solve the problem of wrongly coded data. The mean value of years of experience in the 

bank was 5.46, as a result the sample number of Years of experience in the bank is not 

affected (N=333).  

4.3 Descriptive statistics 

The descriptive phase of data analysis is started after screening and cleaning out-of-range 

values in any of the variables. This phase consists of three parts: 

 Describing the respondents‟ personal profile;  

 Checking the variables having any violation of the assumptions and assessing the 

normality;  

 Calculating the correlation coefficient  

 

4.3.1 Respondents’ personal profiles 

This section describes the descriptive statistics for the personal profiles of the respondents in 

this study. The personal profile includes age, level of education, gender, marital status, years 

of experience in the present bank, and years of experience in banking.  The demographic 

profile of the respondents is shown in the Table below. 

Table 4-1: Respondents' profiles (N=343): 

Demographic features Description Frequencies Percentage% 

Age 

20 - < 30 102 29.7% 

30 - < 40 182 53.1% 

40 - < 50   51 14.9% 
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50 - < 60   7  2.0% 

60+   1  0.3% 

Total 343 100% 

Marital status 

Married 235 68.5% 

Single 101 29.4% 

Divorced or 

Widowed 
  7  2.1% 

Total 343  100% 

Level of 

education 

Less than 

Bachelors 
103 30.0% 

Bachelors 183  53.4% 

Diploma  22   6.4% 

Masters  32   9.3% 

PhD   3   0.9% 

Total 343 100% 

Gender 

Male 293   85.4% 

Female 50 14.6% 

Total 343 100% 

Years of 

experience in 

banking 

Low 

(0 - <3) years 

63 18.4% 

Medium 

(3 - <7) years 

113 32.9% 
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High 

(7+) years 

167 48.7% 

Total 343 100% 

Years of 

experience in the 

current bank 

Low 

(0 - <3) years 

136 39.7% 

Medium 

(3 - < 7) 

years 

126 36.7% 

High 

7+ years 

81 23.6% 

Total 343 100% 

 

    

 

 

Figure 4.2:  Distribution of age group represented by percentage (N=343) 

 

Age:  
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The Figures above shows the respondents‟ ages were categorised into five groups.  The first 

group ranges from 20 to less than 30 years (29.7%), the second from 30 to less than 40 years 

53.1%), the third from 40 to less than 50 years (14.9%), the fourth from 50 to less than 60 

(2%), and the last age group is 60 and above (0.3%). Descriptive statistics highlighted that the 

majority of respondents were between the ages of 30 to less than 40 years. Taking into 

consideration that the number of respondents seems to dramatically decrease in number with 

age, it would be interesting to see if there is a relationship between age and turnover intention 

in future research.  

 

Figure 4.3: Gender distribution represented by percentage (N=343) 

 

Gender: 

The majority of the study participants were male bank employees (293) with only 50 female 

ones, thus 85.4% of the respondents were male while 14.6% were female. This finding 

supports the notion that the gap in equality of employment between men and women in the 

Middle East region is the most visible globally (Metcalfe, 2008). KSA is located in the heart 

of this region and represents one of the most conservative societies as was discussed in 

Chapter One.  
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Figure 4.4: Marital Status distribution represented by percentage (N=343). 

 

 

Marital status: 

Figure 4.4 indicate that 68.5% of the respondents were married while 29.4% were single. 

Those who were divorced accounted for 2 %.  

Table 4-2: Employees years of experience in the current bank and the banking sector means 

and std. deviation. (N= 333). 

   

 

Description 

minimum maximum mean Std. 

Deviation 

Year of experience in banking 

 

1 28 8.57 5.631 

Year of experience in the current bank 

 

1 22 5.46 4.035 

 

Years of experience in the current bank:  

The results in Table 4-1 highlight that 39.7% of the respondents had less than 3 years of 

experience with their current banks, followed by 36.7% with 3 to less than 7 years of 

experience, and finally 23.6 % with 7 years and over of experience in the current bank. The 

years of experience followed the same pattern as for age where the number of respondents 

tends to decrease as they become older.  This could be an alarming sign of the high rate of 

employee turnover. The descriptive data analysis in Table 4-2 shows that the mean years of 

experience of banking of respondents is 8.57 whereas the standard deviation is 5.631, (N= 

333). However the descriptive data analysis shows that the mean years of experience in the 
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current bank of respondents is 5.46 whereas the standard deviation is 4.035, (N=333). That is, 

most of the respondents had high levels of experience in a banking career but at the same 

time most had low levels of experience in the current bank, thus experience was 

accumulating within all the 12 banks operating in KSA.  

 

Educational level: 

 

 

Figure 4.5: Educational level distribution represented by percentage (N=343). 

 

The Figure above shows that most of the respondents were well educated as the majority of 

them had obtained Bachelors degrees (53.4%), while the least (0.9%) had a PhD degree. 30% 

had less than a Bachelors degree and had secondary or technical school qualifications.  9.3% 

of the respondents had obtained a Masters degree, followed by the number of those who held 

a diploma (6.1%).  

The researcher has tried to contact the local Saudi banks that participated in the current study 

with regards to accessing more detailed data which would have enabled a clearer view of the 

representativeness of the respondent sample of banks employees; however the banks did not 

agree to provide more data about their bankers.  Hence the representativeness of the sample is 

unknown, but has been assumed to be reflective of the general population of retail bank 

employees. 
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4.3.2 Assessing statistical normality 

Descriptive analysis provides information concerning the distribution of employees‟ 

responses in relation to continuous variables (skewness and kurtosis).  It is important to 

assess normality and to reveal any violations of assumptions of normality, so this is an 

extremely significant factor when making sure that statistical tests based on normality are 

valid. When evaluating normality, skewness and kurtosis are two tests that can be used to 

confirm the assumption of normality in the actual data. The skewness test provides 

information about the symmetry of the distribution. Values of skewness below zero show that 

the scale was left-skewed, whereas values above zero indicate that the scale was right-

skewed; non-zero values of skewness therefore showing that the mean is not in the centre of 

the distribution.  The results of this study show that most of the skewness test results are close 

to zero which means the scale was the correct shape; most values are concentrated on the left 

of the mean, with extreme values to the right, it is positively skewed. The exception was one 

value (13.087) for the contingent reward question number 99 in the leadership style section 

“Expresses satisfaction when I meet expectations”, so that here the study data does not meet 

the normality requirement. According to Newsom (2005), we accept the distribution as 

normal if the value of skewness is less than or equal to 2. 

On the other hand, kurtosis provides information about the peak of the distribution; the 

acceptable value of kurtosis is less than or equal to 3 (Newsom, 2005). The results show that 

all of the kurtosis values are less than 3 which indicates that the scale distribution has a 

thinner tail, except for one value (216.427) for the contingent reward question number 101 in 

the leadership style section “Expresses satisfaction when I meet expectations”, so the study 

data does not meet the normality requirement. 

If the values of skewness and kurtosis are equal to zero, this means the data can be considered 

perfectly normal, which is an uncommon result in the social sciences (Pallant, 2011). In this 

study, the distributions were non-normal since the absolute values of skewness and kurtosis 

were below 2 and 3 respectively in some items and above 2 and 3 in others such as question 

number 99 that contained values above 2 and 3 of skewness and kurtosis values. In this case, 

where the study is applying structural equation models (SEM) as the main technique for data 

analysis with continuous variables, there will not be severe problems with non-normality 

distribution of the variables (Bentler, 2007).  The effect of violating the assumption of non-

normality is accrued on the chi-squared value; when this becomes too large and standard 
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errors become smaller than they should be, many models may be rejected even though the 

model is properly specified (Hooper, Coughlan, & Mullen, 2008), so the study applied 

alternative indices such as CFI, GFI, RMSEA, SRMR to assess the model fit  

4.3.3 Inter-correlation among variables 

The study used correlation among variables in order to identify the strength and the direction 

of the linear relationship between two variables (Bentler, 2007). There are two types of 

correlation tests: Pearson correlation and Spearman correlation. Pearson is designed for 

interval level (continuous) variables whereas the Spearman‟s correlation coefficient is 

appropriate for use with either ordinal or interval data.  It is also designed for use with ranked 

data; normality is not required for the data. It is particularly useful when the data does not 

meet the criteria for the Pearson correlation (Pallant, 2011); as the data of this study does not 

meet the Pearson correlation requirements (statistical normality), the correlation coefficient 

that was used is the Spearman correlation coefficient. 

Furthermore, Spearman‟s correlation is the most suitable coefficient correlation. 

Additionally, the current study follows Cohen‟s (1988) suggestion of correlation strength: 

small r=0.10 to 0.29, medium r=0.30 to 0.49, large r=0.50 to 1.0. The correlation matrix 

between the study variables is provided (see Appendix B Table 8).  

The results show that all variables were correlated with each other to varying degrees. For 

example, Transformational leadership style is positively correlated to a small degree with 

personality types as follows (A) (r=0.159, p<0.01**), (E) (r=0.174, p<0.01**), (C) (r=0.189, 

p<0.01**) and negatively related to (N) (-0.194, p<0.01**); this means that Transformational 

leaders motivate followers with type (C) and ( E) personality more than those with type (A), 

but demotivate followers with type (N). Transformational leadership style is correlated 

negatively with one of the demographic measures; employees‟ Marital Status and the 

relationship was negative and a small significance (-0.107, p<0.05*).  

The results show that Transactional leadership style is positively and significantly correlated 

to a small degree with (C), (r=0.286, p<0.01**), (E) (r=0.211, p<0.01**), (A) (r=0.173, 

p<0.01), and negatively with (N) (r=-0.175, p<0.01**); this means Transactional leaders 

motivate followers with type (C) more than those with type ( E) and (A), but demotivate 

followers with type (N). The results shows that Avoidant leadership style is correlated 

negatively with type (O) of personality (r=-0.117, p<0.01**). 



 

148 
 

The results show that job satisfaction (JS) is positively related to the following variables: type 

(C) of personality (r=0.275, p< 0.01**) more than those with type (A) (r=0.254, p<0.01**) 

and type (E) (r=0.175, p<0.01**). Job satisfaction is also correlated positively with 

Transactional leadership style (0.239, p<0.01) more than Transformational leadership style, 

(0.130, p<0.05) and Avoidant leadership style (0.193, p<0.01**). Job satisfaction is 

correlated negatively with employees‟ gender (r= -0.107, p<0.05*) and turnover intention (-

0.201, p<0.01**).  

Turnover intention correlated negatively and significantly with personality type (N) (r=-

0.123, p<0.01**) and positively with personality type (C) (r=0.127, p<0.01**). It is also 

correlated positively with Transactional (r=.311, p<0.01**) leadership style more than 

Transformational (r=0.177, p<0.01**), and Avoidant (r=0.137, p<0.0**) leadership styles. 

Although a correlation association was found between Transformational leadership and 

marital status among other demographic variables, the current study never intended to 

examine the demographics associated with leadership style perceptions, job satisfaction, 

turnover intention and employees personality types.  The focus of the current study and the 

interest of the researcher is on employees‟ personality types and their impact on employee 

behaviour in relation to turnover intention and job satisfaction and perceived leadership.  

While an awareness of the literature connected to demographics and the research topics was 

important, the PhD thesis could not encompass a thorough analysis of the demographics as 

well as the chosen variables due to time and word limit restrictions.  However including 

demographics in the questionnaire was important to gather some base information in case 

another researcher might be stimulated to pursue the demographic side at a deeper level in 

further research, as well as to provide a view of the overall shape of the sample. 

 The assumptions of the proposed model is that employees with certain personality traits have 

a tendency to perceive work situations differently, as certain types of employees like or 

dislike certain features of their work, determining their level of job satisfaction (Bowling, 

Beehr & Lepisto, 2006). Based on the fact that a leader‟s behaviour is influenced by 

employees‟ characteristics, the assumption of the study model is formulated, that employees‟ 

personality traits may influence their perception of leadership behaviour (Ehrhart & Klein, 

2001). Therefore, focusing on employees‟ personalities will help to explain employees‟ 

perception of leadership styles (Collinson, 2006) when rating their leader. 
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Baron and Kenny (1986) suggested that a mediation model should not be tested unless there 

is a significant relationship between the variables that are proposed to be in a mediation 

relationship. However, Hayes (2009) has pointed out that a significant mediated effect may 

exist even when the variables are not significantly associated and Fritz and MacKinnon 

(2007) indicated that a correlation between the variables in the mediation relationship is not 

always required. Nevertheless, the current study followed Baron and Kenny (1986) 

assumptions as this a more cautious approach which requires some level of correlation 

between study variables. This will be dealt with next. 

4.3.4 Ranking analysis of Likert-Type Scale of measurements 

Ranking analysis of Likert-Type Scale and the perception of leadership styles: 

This section focuses on investigating employees‟ perceptions of leadership style; 

Transformational, Transactional and Avoidant. The Ranking Analysis was applied to bank 

employees‟ using a questionnaire to investigate the agreement level of employees‟ perception 

about leadership style. The employees‟ general attitudes for each item and for the total factors 

are given in the following Tables. 

 

Table 4-3: Employees‟ ranking analysis of Transformational leadership style (N=343).  

Questions 

N
o
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n
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 a 

w
h
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S
o

m
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es 

F
airly

 o
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F
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u
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if n
o
t 
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s 

W
eig

h
ted

 

m
ean

 

Attitude 

 % % % % % %  

Instills pride in me for being associated 

with him/her  
6.1 16 33.2 24.8 19.8 3.3615 Sometimes 

Goes beyond self-interest for the good of 

the group  
3.8 12 29.2 30.3 24.8 2.9679 Sometimes 

Acts in ways that builds my respect  11.4 19 32.1 26.5 11.1 3.0700 Sometimes 

Displays a sense of power and 

confidence  
2.6 12 32.4 30.3 22.7 3.5860 

Fairly 

often 

Talks about their most important values 

and beliefs  
7.3 18.7 38.8 25.1 10.2 3.1224 Sometimes 

Talks enthusiastically about what needs 

to be accomplished  
3.8 12 29.2 30.3 24.8 3.6035 

Fairly 

often 

Considers the moral and ethical 

consequences of decisions  
2.9 17.8 34.1 32.9 12.2 3.3382 Sometimes 
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Emphasizes the importance of having a 

collective sense of mission  
9 21.3 34.7 26.2 8.7 3.0437 Sometimes 

Talks optimistically about the future  2.6 10.8 32.7 28.6 25.4 3.6327 
Fairly 

often 

Articulates a compelling vision of the 

future  
1.7 12 28 31.8 26.5 3.6939 

Fairly 

often 

Expresses confidence that goals will be 

achieved  
5.5 12.8 32.4 28.3 21 3.4636 

Fairly 

often 

Talks enthusiastically about what needs 

to be accomplished 
9.3 29.7 26.7 26.8 24.2 2.9563 Sometimes 

Re-examines critical assumptions to 

question whether they are appropriate 
1.5 17.8 49.9 23.3 7.6 3.1778 Sometimes 

Seeks differing perspectives when 

solving problems arise. 
2.9 19.2 37.6 27.1 13.1 3.2828 Sometimes 

Gets me to look at problems from many 

different angles 
5.5 13.1 38.5 29.4 13.4 3.3207 Sometimes 

Suggests new ways of looking at how to 

complete assignments 
8.7 10.8 32.9 28 19.5 3.3878 Sometimes 

Spends time teaching and coaching 2.6 11.4 27.7 35.3 23 3.6472 
Fairly 

often 

Considers me as having different needs, 

abilities, and aspirations from others 
14.3 21.9 33.8 21.6 8.5 2.8805 Sometimes 

Helps me to develop my strengths 4.1 9.6 34.1 32.9 19.2 3.5364 
Fairly 

often 

Treats me as an individual rather than 

just as a member of a group 
8.7 14.3 30.9 29.7 16.3 3.3061 Sometimes 

TSFL 5.7 15.6 33.4 28.4 18.9 3.1415 Sometimes 

The above Table illustrates the level of employees‟ perception about Transformational 

leadership style (TSFL). 13 statements had average responses which might be labeled as 

“Sometimes” (i.e. weighted mean between 2.8805 and 3.3878) in the sense that on average 

the respondents “Sometimes” agreed with the statement. The remaining statements (i.e. 

Nos.75, 79, 81, 91, 92, 97, 102) had average responses which might be labeled as “Fairly 

often” with weighted means between 3.4636 and 3.6939 in the sense that on average the 

respondents “Fairly often” agreed with the statement. Overall participants had average 

responses for the total factors (TSFL) which might be labeled as “Sometimes” in that the total 

weighted mean value was 3.141. The high scores on this scale reflected to what extent 

employees perceived their leader‟s behaviour as that of Transformational leadership 
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exhibiting Idealized influence attributes, Idealized influence behavior, Inspirational 

motivation, Intellectual stimulation and Individualized consideration behaviours.  

Table 4-4: Employees‟ ranking analysis of Transactional Leadership style (N=343) 

Questions 

N
o
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 m
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Attitude 

 % % % % % %  

Provides me with assistance in 

exchange for my efforts 
7.6 24.2 35.3 22.2 10.8 2.9825 Sometimes 

Discusses in specific terms who is 

responsible for achieving performance 

targets 

2.9 16.6 30.3 34.4 15.7 3.4344 Fairly often 

Expresses satisfaction when I meet 

expectations 
6.1 11.4 29.4 30.6 21.9 3.6272 Fairly often 

Makes clear what one can expect to 

receive when performance goals are 

achieved 

7.6 24.2 35.3 22.2 10.8 3.0437 Sometimes 

Fails to interfere until problems become 

serious 
3.5 19 37.3 29.7 10.5 3.2478 Sometimes 

Waits for things to go wrong before 

taking action 
5.5 21.3 32.1 28 13.1 3.2187 Sometimes 

Shows that he/she is a firm believer in 

“If it ain‟t broke, don‟t fix it.” 
8.2 16.3 35 29.2 11 3.1924 Sometimes 

Demonstrates that problems must 

become chronic before taking action 
9.3 15.7 32.1 28.9 14 3.2245 Sometimes 

Concentrates his/her full attention on 

dealing with mistakes, complaints, and 

failures 

7.6 16.6 32.7 28.9 14.3 3.2566 Sometimes 

Keeps track of all mistakes 3.2 12.5 36.4 32.9 14.9 3.4373 Fairly often 

Directs my attention toward failures to 

meet standards 
2 15.7 33.2 29.8 19.8 3.4898 Fairly often 

Focuses attention on irregularities, 

mistakes, exceptions, and deviations 

from standards 

6.4 21 35.6 26.5 10.5 3.1370 Sometimes 

TSCL 5.825 16.1 33.7 25.8 13.9 3.2683 Sometimes 
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From the previous Table, the majority of the statements had values for the weighted mean 

labeled as “Sometimes” (i.e. weighted mean between 2.98 and 3.25) that reflects that on 

average participants‟ „Sometimes‟ agreed about most of the Transactional leadership 

statements. However four of the statements; ((Nos.77, 101, 90,, 93) had values for the 

weighted mean between  3.43 and 3.62 which reflected  that on average participants‟ “Fairly 

often " agreed with the statement. The participants scored overall "Sometimes" about the total 

factor "Transactional, TSCL" as it has the total weighted  

 Table 4-5: Employees‟ ranking analysis of Avoidant leadership style (N=343) 

Questions 

N
o
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h
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Attitude 

 % % % % % %  

Avoids getting involved when 

important issues arise 
10.2 30.9 26.9 17.5 5.2 2.7668 Sometimes 

Is absent when needed 20.1 28 30.3 13.4 8.2 2.6152 Sometimes 

Avoids making decisions 6.7 12.2 30.3 31.2 19.5 3.4461 
Fairly 

often 

Delays responding to urgent 

questions 
7.6 12.2 36.7 26.8 16.6 3.3265 Sometimes 

AVOL 11.1 20.8 31 22.2 12.3 3.0325 Sometimes 

From the previous Table, the majority of the statements had values for the weighted means 

between 2.61 and 3.32 reflecting that on average  employees „Sometimes‟ agree about most 

of the Avoidant leadership statements. However there was one statement; (No.94) which had 

values for the weighted mean of 3.4461 which reflected that on average employees “Fairly 

often" agreed with the statement. Employees overall "Sometimes" agreed about the total 

factor "Avoidant leadership, AVOL" as it has the total weighted mean value of 3.03. 

 Ranking analysis of Likert-Type Scale and the level of job satisfaction: 

This section focuses on investigating employees‟ perspectives of job satisfaction. Banks‟ 

employees‟ general attitudes regarding job satisfaction are given in the following Tables; 

 

Table 4- 6: Employees‟ ranking analysis of job satisfaction (N=343): 
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Questions 
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Attitude 

 % % % % % % %  
Raises are too few and far 

between. 
13.4 30.3 14.3 5.1 29.3 7.6 3.2012 

Disagree 

slightly 

There is really too little chance 

for promotion on my job. 
23.3 26.6 4 11 24.6 10.5 3.2536 

Disagree 

slightly 

People get ahead as fast here as 

they do in other places. 
7.9 11.1 19.5 21.6 18.4 21.6 3.9621 

Agree 

slightly 

I am satisfied with my chances 

for promotion. 
13.4 16.6 19 23.9 16 11 3.9621 

Agree 

slightly 

My supervisor is quite competent 

in doing his/her job. 
10.8 11.1 14.6 22.4 18.1 23 3.9504 

Agree 

slightly 

I am not satisfied with the 

benefits I receive. 
13.4 21.6 5.3 2.3 42.3 15.1 4.0204 

Agree 

slightly 

There are benefits we do not 

have which we should have. 
7.3 9.6 17.2 26.5 16.9 22.4 4.0350 

Agree 

slightly 

When I do a good job, I receive 

the recognition for it that I 

should receive. 

17.2 32.9 6.2 4.9 30.7 8.2 3.2216 
Disagree 

slightly 

There are few rewards for those 

who work here. 
8.2 27.4 9.2 3.4 32.8 19 3.9009 

Agree 

slightly 

I sometimes feel my job is 

meaningless. 
6.4 9.6 14 25.4 27.7 16.9 4.0904 

Agree 

slightly 

I feel a sense of pride in doing 

my job. 
5.5 21.3 6.1 6.5 39.6 21 4.3499 

Agree 

slightly 

The goals of this organization 

are not clear to me. 
5.2 28.9 8.7 7.3 30.1 19.8 4.1224 

Agree 

slightly 

Work assignments are not fully 

explained 
5.5 20 15 10 30 19.5 3.9475 

Agree 

slightly 

I have too much paperwork 6.7 14 14.6 17 29.1 18.7 4.0612 
Agree 

slightly 

There is too much bickering and 

fighting at work. 
8.7 18 16.9 12 32.4 12 3.8688 

Agree 

slightly 

JS 10.19 19.9 10.2 13.2 27.8 16.4 3.80 
Agree 

slightly 

The above Table describes the level of employees‟ agreement about job satisfaction. Three 

statements (Nos. 118, 121, 126 reflects that on average participants‟ "Disagree slightly" (i.e. 

with weighted mean between 3.20 and 3.25). All other statements had values for the weighted 

mean between 4.34 and 3.86 reflecting that on average participants "Agree slightly" with 

each statement. Overall they "Agree slightly" about the total factors "job satisfaction" JS as it 

has the total weighted mean value of 3.80. The high scores on this scale reflect employee 

levels of job satisfaction regarding pay, promotion, supervision, fringe benefits, contingent 

rewards, co-workers, nature of work, communication and operation conditions. 

Ranking analysis of Likert-Type Scale and the level of turnover intention 
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This section focuses on investigating employees‟ perspectives on turnover intention. The 

Ranking Analysis was applied to bank employees using a questionnaire to investigate the 

agreement level of items to do with turnover intention. This section presents the results for 

each item and the factor in the following Tables; 

Table 4-7: Employees‟ ranking analysis of turnover intention (N=343): 

Questions 
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Attitude 

 % % % % %   

At the present time, I am actively 

searching for another job in a 

different organisation 

7.6 12.5 29.2 30.6 20.1 3.41 Neutral 

 I do not intend to quit my job 6.4 11.4 22.4 30.3 29.4 3.65 Neutral 

I am not thinking about quitting 

my job at the present time 
27.7 23.9 22.2 17.2 9 2.55 Disagree 

All things considered, I would 

like to find a comparable job in a 

different organisation 

19.2 17.5 29.2 20.4 13.7 2.9 Neutral 

I will probably look for a new job 

in the near future 
16 22.4 24.2 18.2 19.2 3.02 Neutral 

TI 15.38 17.54 25.44 23.34 18.29 3.70 Neutral 

From the previous Table, the majority of the statements had values for the weighted means 

between 3.65 and 3.02 reflecting that on average employees are "Neutral" about most of the 

turnover intention statements. However there was one statement; (No.114) which had values 

for the weighted mean of 2.55 which reflects that on average employees “Disagree” with the 

statement. Employees were overall "Neutral" agreed about the total factor "turnover 

intention, TI" as it has the total weighted mean valued (3.70). 

4.4 Structural equation model analysis (SEM) 

 

The SEM tool allows the researcher to examine theoretical propositions regarding the way 

constructs are theoretically linked and the directionality of significant relationships through 

multiple indicators for each latent variable. In the current study CFA was conducted to 

explain the patterns of correlation between a set of observed variables and scale factors. 
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Decisions were taken about inclusion or exclusion of scale items based on the following 

criteria: items with loading less than 0.45 were excluded from further analysis as they were 

considered to be weak (Hair, Black, Babin, & Anderson, 2010). Any item which had a low 

cross-loading with a latent variable less than 0.45 was also excluded.  

4.4.1 Confirmatory factor analysis (CFA) 

This can be considered a relatively recent statistical method which tests the validity of the 

measures used to gather the data. This „validity‟ concern becomes more crucial when an 

instrument is used within a culture that differs from the one in which it was developed. CFA 

is a confirmatory tool and its most important application is to test the validity of the observed 

variables. It is also used to examine interrelationships and covariance among the latent 

constructs by estimating a population covariance matrix for the hypothesised model 

compared with the observed covariance matrix, in order to obtain the minimum difference 

between the estimated and observed matrices. These are first tested by CFA to establish the 

conceptual judgment of latent variables used in the final structural model (Arbuckle & 

Wothke, 1999). In the current study, a confirmatory factor analysis (CFA) was undertaken 

using AMOS 7.0 to test for multidimensionality and construct validity. The underlying 

purpose of CFA was to provide evidence for the viability of the constructs and the 

measurement model. With this evidence, the researcher can have more confidence in the 

findings of the hypothesised model. 

4.4.2 Maximum likelihood (ML) 

ML is the technical method which is most widely used to fit the structural equation modelling 

function. It assumes that the variables are multivariate with a normal distribution. In contrast, 

the “least squares” technique is used when the data are continuous but non-normally 

distributed. ML results in estimates for the parameters which maximise the likelihood (L) that 

the observed covariance matrix is drawn from a population for which the model-implied 

covariance matrix is valid (Mueller & Price, 1990).  Although the study data were distributed 

non-normally, parameters were estimated using maximum likelihood because the sample size 

was considered adequate enough to be robust against a moderate violation of multivariate 

normality (Tanaka & Huba, 1985). 

The study relied on several fit indexes (GFI, CFI, SRMR and RMSEA) to evaluate the 

goodness of fit. Any problems relating to standard error do not affect the statistical inference, 
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because the standard error was computed using the AMOS program and adjusted accordingly 

(Anderson & Gerbing, 1988; Klein & Moosbrugger, 2000) and problems relating to standard 

error occur more often with a small sample size which is not the case in the current research 

where the sample size is 343.   

4.4.3 Evaluation of goodness-of-fit of the model  

Model fit shows the degree to which the structural equation model fits the sample data. In 

SEM it is essential to use multiple criteria to assess the model fit which is based on various 

measures. Hong (2005) described the structure and goodness-of-fit of the initial model as a 

description of changes in parameter constraints of the hypothesised model, and to justify the 

final model.   

As suggested by many researchers, no single fit index seems sufficient to capture all aspects 

of the model fit. Thus, it is common practice to use multiple fit criteria to measure constructs 

(Hair, Anderson, Tatham & Black, 1998). In CFA, multiple fit criteria are used to evaluate 

the models; these include χ2 (chi-squared), which is described as a goodness-of-fit measure 

which utilises chi-squared test statistics and its associated significance test, GFI (goodness-

of-fit index), SRMR (standardised root-mean-square residual), RMSEA (root mean square 

error of approximation), and CFI (comparative fit index). All those measures are descriptive 

measures that have a cut off value to evaluate the hypothesised model.  

4.4.4 Chi-squared test 

The chi-squared test is used to evaluate the appropriateness of overall model fit; it is 

considered the traditional tool for assessing model fit. The chi-squared test evaluates whether 

the population covariance matrix is equal to the model-implied covariance matrix. In this 

area, a good model fit would provide an insignificant result at 0.05 (Barrett, 2007). The 

limitations of chi-squared come from two sources. Firstly, as it is a multivariate normality 

test, there is a chance that a well-specified model will be rejected because of normality 

reasons (McIntosh, 2007). Secondly, sample size has an effect on chi-squared results; for 

instance, when the sample is large the result of chi-squared nearly always rejects the model 

(Bentler & Bonnet, 1980; Jöreskog & Sörbom, 1997), while the test will not provide an 

accurate result with a relatively small sample, and it is not possible to distinguish between a 

good and a weak model fit. For those reasons, the current study depends on various model fit 
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indexes (chi-square, RMSEA, CFI, GFI and SRMR) to obtain a more holistic judgement of 

the study model. 

4.4.5 Root Mean Square Error of Approximation (RMSEA) 

RMSEA gives an idea of the extent to which the model is based on its sensitivity to the model 

parameter numbers.  RMSEA tests whether the null hypothesis of the initial fit is invariably 

false in practical situations and whether it will almost certainly be rejected if the sample size 

is sufficiently large. It takes into account the error of approximation in the population. 

Therefore, a more sensible approach seems to be to assess whether the model fits 

comparatively well in the population (Kaplan, 2000). The null hypothesis of exact fit is 

replaced by the null hypothesis of "close fit" (Browne & Cudeck, 1993). Thus, the root mean 

square error of approximation (Steiger, 1990) is a measure of approximate fit in the 

population and is therefore concerned with any discrepancy due to approximation. One of the 

greatest advantages of the RMSEA is its ability to allow a confidence interval to be 

calculated around its value (MacCallum & Austin, 2000). This is due to the known 

distribution values of the statistics, and permits for the null hypothesis (poor fit) to be tested 

more precisely afterwards (McQuitty, 2004). The null fit hypothesis is generally reported in 

conjunction with the RMSEA and in a well-fitting model the lower limit is close to 0 while 

the upper limit should be less than 0.08. 

4.4.6 Root mean square residual (RMR) and standardised RMR (SRMR) 

RMR and SRMR are known as “fitted residuals”; where they are both derived from the 

remaining discrepancies between the covariance matrices and the model-implied covariance 

matrix for the models‟ parameters (Joreskog & Sorbom, 1982). Both of them are descriptive 

fit indices based on squared residuals but neither provides any information about the 

directions of discrepancies between the covariance matrices and the model-implied 

covariance matrix for the models‟ parameters. However, it is important to take into account 

any sign of a residual when looking for the cause of model misfit. When the empirical 

covariance is positive, it means the model underestimates the sample covariance because the 

empirical covariance is larger than the model-implied covariance, while a negative residual 

means that the model overestimates the sample covariance, as the empirical covariance is 

smaller than the model-implied covariance. The RMR is affected by variations in scale levels; 

for instance, some questionnaires may contain Likert scale responses ranging from 1 to 5 

while others range from 1 to 7. In such case RMR becomes difficult to interpret (Kline & 
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Zhang, 2005); for this reason, SRMR was introduced to resolve this difficulty and give a 

clear meaning for the values of RMR. SRMR values range from 0 to 1. Acceptable values are 

0.08 and lower, while the value of 0 indicates a perfect fit and 0.05 indicates a good fit 

(Byrne, 2013). 

4.4.7 Goodness-of-fit (GFI) statistics  

GFI is considered an alternative to the chi-squared test. It calculates the percentage of 

variance that is accounted for when the population covariance is determined (Tabachnick & 

Fidell, 2007) by estimating the model‟s variances and population covariance which should 

range from 0 to 1 with an increased value in larger samples; traditionally the acceptability 

cut-off point for (GFI) is 0.90. These statistics are sensitive to the degrees of freedom 

compared to the sample size; the larger the number of degrees of freedom compared to 

sample size, the more the GFI has a downward bias (Sharma, Mukherjee, Kumar & Dillon, 

2005). Because of the sensitivity of this index it has become less popular in recent years and 

it has even been recommended that this index should not be used (Sharma et al., 2005). In 

addition, it has also been found that the GFI increases as the number of parameters increases 

(MacCallum & Hong, 1997) and that it also has an upward bias with large samples. The 

AGFI is the adjustment index of the GFI and is based upon degrees of freedom. It tends to 

increase with sample size, accepts results from 0.90 and above, and indicates a well-fitting 

model (Shevlin & Miles, 1998). For this reason, GFI will be used in this study. 

4.4.8 Comparative fit index (CFI) 

The CFI is a revised index of the relative non-centrality index that performs well in a small 

sample (Tabachinic & Fidell, 2007). CFI assumes all latent variables are uncorrelated (null 

model) and compares the sample covariance matrix with the null model. The cut-off value of 

CFI ranges from 0.95 which indicates an acceptable fit (Bentler, 2007; Hu & Bentler, 1999); 

this index and cut-off will be used in the study. 

4.5 Assessment of scales’ reliability and validity   

 

In order to evaluate the scales used in the current study, both CFA and Cronbach‟s alpha 

were performed to assess the scales and evaluate their validity and reliability to ensure the 
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scale‟s ability to produce consistent and valid data which can be relied on to help formulate 

reliable statistical inferences. 

 

As the questionnaire was adapted from the literature, it was essential to assess its validity and 

reliability in a Saudi Arabian context. Another reason to employ CFA was to reduce the 

number of scale variables to a more easily manageable number. CFA tests the scales fitness 

of the proposed models with the obtained data. Therefore CFA is the most appropriate 

technique to find out whether the Big Five, MLQ, JS and turnover intention (TI) scales in this 

study had similar statistical properties to the ones in other previous studies in Western 

settings.  

Prior to running CFA through AMOS, it was decided to measure sampling adequacy. The 

Kaiser-Meyer-Olkin (KMO) index, which measures whether the distribution of values is 

adequate for CFA, was 0.818 (see Table 1 Appendix A). Therefore, the researcher is 

confident that confirmatory factor analysis was an appropriate method to use with the sample 

data for the current study.  

Scale validity: 

Scale validity was tested thoroughly by applying CFA among the study scales separately as 

this step is able to provide a confirmatory evaluation of convergent validity and discriminant 

validity (Anderson & Gerbing, 1988). Convergent validity indicates the degree to which scale 

items are correlated to each other and measure the underlying variable, whereas discriminant 

validity is the extent to which the items measuring the variable are different from other 

variables (Klein, Sollereder & Gierl, 2002). 

4.5.1 Confirmatory factor analysis for Big Five scale 

The following section seeks to determine the goodness-of-fit between the Big Five 

measurements and the sample data taken from the Saudi bank employees. The best way to 

describe the fit of a model is by using more than one fit index, since different indices evaluate 

different features of the model. Thus a multiple-index approach will provide a more holistic 

and accurate interpretation (Hair et al., 1998). In the current study, different fit measures were 

used to evaluate the Big Five scale which included chi
2
 and GFI (goodness of fit) which 

measures the relative amount of variance and covariance in the sample by comparing the 

hypothesised model against some standard (Byrne, 2013), SRMR (standardised root mean 
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square), RMSEA (root mean square error of approximation) and CFI (comparative fit index) 

which is found by comparing the hypothesised model (original Model) with the independent 

model (Model 1, final Model 2).  

The original model is the hypothesised model and consists of 60 items before the elimination 

of any factors. The result of CFA revealed that the Model 1 of the Big Five scale was 

unsatisfactory and model modification was required.  

 

Table 4-8: Fit statistics for CFA for Big Five personality scale: 

 χ 2 CFI GFI RMSEA SRMR 

Recommended value p-value > 0.05 ≥ 0.9 ≥ 0.9 ≤ 0.1 ≤ 0.08 

Original Model 

1905.645(773) 

p <0.001 

0.517 0.669 0.062 0.098 

Model (1) 

1905.654(77) 

p<0.001 

0.673 0.653 0.065 0.0911 

 Model (2) 

393.328 (219) 

p<0.001 

0.908 0.908 0.048 0.066 

Resources:  Cut-off recommendation X2 and GFI (Joreskog & Sorbom, 1997); CFI and SRMR (Bentler, 1995); 

RMSEA (MacCallum, Browne, & Sugawara, 1996). 

Based on the results of the confirmatory factor analysis and the measures used to assess the 

Big Five scale [χ2 (77)=1905.654, p<0.001; CFI=0.673; GFI=0.653; RMSEA=0.065, 

SRMR=0.0911], the indices suggest that Model 1 of the Big Five scale provides aninadequate 

fit for the data; this means that the Big Five scale factors do not explain this data very well, so 

another model was proposed (Model 2 which had some alterations based on the results from 

the original mode of the Big Five scale (Model 1). Several processes were used to adjust the 

original model to reach an acceptable level of goodness-of-fit for the current data. The first 

alteration procedure was based on the factor loading of the scale items; it was decided to 

delete the poor items, (Harrington, 2008; Hair, Black, Babin & Anderson, 2010). The higher 

the value, the better the factor loading; items with loadings above 0.7 are to be considered 

excellent, 0.63 very good, 0.55 good, 0.45 fair and 0.32 poor. The items which were deleted 

from the initial Model had factor loadings that ranged from 0.1 to 0.45 for the parameters as 
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shown shaded in Table 4.9 below. After the deletion of low loading items the CFI increased 

from 0.517 to 0.673, but it was still to be considered a low value. 

Table 4-9: Factor loadings for the CFA of Big Five scale for Original  Model:   

Scales parameters Factor loading Specified factor 

N-7 0.497 

N 

N-12 0.540 

N-17 0.552 

N-22 0.113 

N-27 0.692 

N-32 0.580 

N-36 0.244 

N-45 0.547 

N-50 0.340 

N-41 0.411 

N-55 0.634 

N-60 0.415 

A-10 0.458 

A 

A-25 0.513 

A-15 -0.075 

A-58 -0.058 

A-48 -0.185 

A-34 0.027 

A-43 0.160 

A-30 0.257 

A-39 0.485 

A-53 0.595 

A-63 0.218 

A-20 0.305 
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E-13 -0.068 

E 

E-23 0.501 

E-42 0.524 

E-46 0.497 

E-56 0.559 

E-61 -0.209 

E-18 -0.408 

E-65 0.004 

E-8 0.114 

E-28 0.143 

E-51 0.336 

E-37 0.401 

O-33 -0.042 

O 

O-9 -0.157 

O-66 0.014 

O-24 0.077 

O-38 0.141 

O-52 0.177 

O-62 0.187 

O-14 

 

0.270 

O-19 0.300 

O-29 0.550 

O-47 0.656 

O-57 0.520 

C-35 0.380 

C-11 0.428 

C-21 0.472 
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C-31 0.378 

C-16 0.557 

C-26 0.702 

C-40 0.638 

C-44 0.723 

C-49 0.525 

C-54 0.543 

C-59 0.577 

C-64 0.652 

The second procedure was based on the modification indices recommendations. If the model 

fit is not adequate it has become common practice to modify the model by deleting items that 

are not significant, to improve the fit that could decrease the chi-squared value (Hox & 

Bechger, 2011), in this regards it was suggested creating covariance/correlation between e6 

and e2 (37.145) and also between e44 and e 46 (71). After establishing the correlation 

between them, the result for the CFI was raised to 0.86 (more details in appendix A, Table 3). 

The third procedure was item deletion for the measurement error association, so it was 

decided to deal with the error in scale item E-46 is 3.852, based on recommendations for the 

modification indices that suggest deleting the items that have low correlation with latent 

variables which indicates that items failed to measure what was supposed to be measured, the 

covariance with personality type of N, and the error associate with scale item A-25 is 2.004, 

in covariance with personality type of N, as they both have low correlation with three of the 

latent variables (N) which means they did not measure what they were supposed to measure 

(more details in Table 4-10), the deleted items were shaded in Table 4-9. After the deletion 

step, the CFI was calculated again to assess the modified Model 2; the results show that the 

CFI had increased to 0.908 which is considered an acceptable value and indicates a good 

model fit. 

Table 4-10: Modification index recommendation for deleted items from the Big Five 

personality model scales: 

 

C 
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Error associate with scales 

parameters 
Scales parameter 

Modification index 

values 

Latent 

variables 

e32 Extraversion (E-46) 3.852 

Neuroticism 

e16 Agreeableness (A-25) 2.004 

e41 Conscientiousness (C-49) 5.9 Openness 

e41 Conscientiousness (C-49) 1.2 Neuroticism 

These values in Table 4-10 indicate that the Big Five scale items (using Model 2) met the 

validity criteria, which indicated adequate construct for the personality construct in the 

modified model [χ2 (219)=393.328, p<0.001; CFI=0.908; GFI=0.908; RMSEA=0.048, 

SRMR=0.066]. Model 2 was considered a good fit and a valid instrument for measuring 

Saudi bank employees‟ personalities. Moreover, the Δχ2 difference tests revealed that the 

differences in the chi
2
 test results for the initial model of the Big Five scale model was 

significant, which means that the initial Model 1 did not provide a good fit for the data, so 

Model 1 was rejected and the modified Model 2 accepted. The results also confirmed that the 

RMSEA is 0.048 (less than 0.05) which also indicates a good fit.  The researcher is 95% 

confident that the true RMSEA value in the population will fall within the bounds of 0.034 

and 0.062 which represents a good degree of precision. Given that the RMSEA, a point 

estimate, is 0.05 (0.048) and the upper bound of the 90% interval is 0.062, which is less than 

the value suggested by Browne and Cudeck (1993), the probability value associated with this 

test of close fit is > 0.50 (p= 0.638); in conclusion, Model 2 fits the data well and was used to 

produce the study findings. 

4.5.2 Confirmatory Factor Analysis for job satisfaction 

This section seeks to justify the goodness-of-fit between the job satisfaction measurement and 

the study data by using a multiple-index approach (Hair et al., 1998). 

Table 4-11: Fit statistics for CFA for job satisfaction scale: 

 χ 2 CFI GFI RMSEA SRMR 

Recommendation p-value > 0.05 ≥ 0.9 ≥ 0.9 ≤ 0.1 ≤ 0.08 

Original Model 1427.273(459), p<0.001 0.580 0.765 0.077 0.0975 
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Modified Model (1) 1399.581(436), p<0.001 0.589 0.780 0.08 0.102 

Final Model (2) 116(58), p<0.001 0.934 0.956 0.055 0.503 

Resources:  Cut-off recommendation X2 and GFI (Joreskog & Sorbom, 1997); CFI and SRMR (Bentler, 1995); 

RMSEA (MacCallum, Browne, & Sugawara, 1996). 

Table 4-11 shows the results of confirmatory factor analysis and the measures that assessed 

the original job satisfaction scale [χ2 (459)1427=, p<0.001; CFI=0.58; GFI=0.765; 

RMSEA=0.077, SRMR=0.097], the indices suggest that the initial model provides an 

inadequate fit for the data. Suggestions were made to modify the indices of the job 

satisfaction scale by adding covariance between latent variables and measurement errors and 

to delete all factors of contingent rewards as this had resulted in low factor loading values 

from the latent variable (JS) which means that low value of factor loading did not measure 

what was supposed to be measured [χ2 (436)= 1399, p<0.001; CFI=0.589; GFI=0.780; 

RMSEA=0.08; SRMR=0.102]. This also provided an inadequate fit to the data, so several 

processes were used, based on the original model. It was decided to delete items with factor 

loadings less than 0.45 as shown in Table 4-12 below. After the deletion of low factor loading 

of parameters, the CFI increased from 0.589 to 0.787, in Model 1.  

Table 4-12: Factor loading for the CFA of job satisfaction scale: 

Scales parameters 
Factor 

loading 

Specified 

factor 

Pay-117 0.183 

Pay 

Pay-126 0.698 

Pay-135 0.316 

Pay-144 0.419 

Promotion-118 
-0.629 

Promotion 

Promotion-127 
-.267 

Promotion-136 
-0.732 

Promotion-149 
0.533 

Supervision-119 0.612 Supervision 
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Supervision-128 0.269 

Supervision-137 0.313 

Supervision--146 0.346 

Contingent rewards-121 0.515 

Contingent 

rewards 

Contingent rewards-130 0.338 

Contingent rewards-139 0.571 

Contingent rewards-148 -.041 

Fringe benefits-120 0.693 

Fringe benefits 

Fringe benefits-129 0.249 

Fringe benefits-138 0.376 

Fringe benefits-145 0.649 

Operating conditions-

122 
-0.403 

Operating 

conditions 

Operating conditions-

131 
-0.389 

Operating conditions-

140 
0.368 

Operating conditions-

147 
0.527 

Co-workers-123 0.279 

Co-workers 

Co-workers-132 -0.146 

Co-workers-141 0.139 

Co-workers-150 0.673 

Nature of work-124 0.692 

Nature of work 

Nature of work-133 0.152 

Nature of work-143 -0.570 

Nature of work-151 0.388 

Communication-125 -0.499 Communication 
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Communication-134 0.508 

Communication-142 -0.369 

Communication-152 0.563 

The second step was based on recommendations for the modification indices that suggest 

deleting the parameters that have low correlation with latent variables which indicates that 

items failed to measure what was supposed to be measured (Communication-142, 

Communication -125, Nature of work - 151, Operational conditions - 131, Promotion - 127, 

Fringe benefits - 129). As shown in Table 4-13 below, as a result of this step the CFI 

increased to 0.934, where „e‟ stands for the measurement error with scale parameters. 

Table 4-13: Modification of index recommendations for deleted items from job satisfaction 

scale: 

Error associate with 

scales items 
Scales items 

Modification index 

values 
Latent variables 

e34 Communication-142 

7.437 Co-worker 

5.776 Pay 

e35 Communication- 125 

7.839 Nature of work 

4.305 Fringe benefits 

e42 Nature of work-151 4.746 Supervision 

e31 Operating conditions-131 4.806 Pay 

e3 Promotion-127 3.580 Pay 

e19 Fringe benefits-129 

6.208 Contingent rewards 

4.836 Communication 

5.416 Supervision 

The values in Table 4-11 indicate that the job satisfaction final Model 2 scale parameters met 

the validity criteria, which indicated adequate construct validity for the job satisfaction 

construct in the final Model 2. The final Model 2 can be considered a good fit and a valid 

instrument for measuring Saudi bank employees‟ satisfaction levels [χ2 (58) =116, p<0.001; 

CFI=0.934; GFI= 0.956; RMSEA=0.055, SRMR=0.503]. Moreover, the Δχ2 difference tests 
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revealed that the original model for job satisfaction was statistically significant, which means 

the original model did not provide a good fit for the data, so the original model was rejected 

and the final Model 2 was accepted. The result also confirmed that the RMSEA is 0.05 which 

also indicates a good fit.  This result was very helpful in providing a reason to accept using 

the scale of job satisfaction, as previous testing of the Original and Modified model of job 

satisfaction before the items deletion were low. 

4.5.3 Confirmatory factor analysis of leadership style 

In the current study the findings reveal that the leadership style measures employed were 

suitable for use with the sample data from Saudi banking context.  The results of the 

confirmatory factor analysis and the measures that assessed the leadership style scale [χ2 (25) 

=84.9, p<0.001; CFI=0.921; GFI= 0.947; RMSEA=0.084, SRMR= 0.0554] revealed that the 

initial model of leadership style provides an adequate fit for the data, as shown in Table 4-14, 

which means that the MLQ scale can be considered a robust scale as it performed well in the 

Saudi banking context which differs from the Western culture context where the scale was 

originally generated. 

Table 4-14: Fit statistics for CFA for leadership styles (MLQ) scale (N=343): 

 χ 2 CFI GFI RMSEA SRMR 

Recommendation p-value > 0.05 ≥ 0.9 ≥ 0.9 ≤ 0.1 ≤ 0.08 

Initial Model 84.9(25),p<0.001 0.921 0.947 0.084 0.0554 

Resources:  Cut-off recommendation X2 and GFI (Joreskog & Sorbom, 1997); CFI and SRMR (Bentler, 1995); 

RMSEA (MacCallum, Browne & Sugawara, 1996). 

4.5.4 Confirmatory factor analysis of turnover intention 

In the current study the results shows that measurements for turnover intention did not 

perform well with the sample data from the Saudi bank context.  The results of the 

confirmatory factor analysis and the measures that assessed the employees‟intention to leave 

their job [χ2 (2) = 51, p<0.001; CFI=0.785; GFI= 0.356; RMSEA=0.27, SRMR= 0.086] 

revealed that the indices suggested that the initial Model of intention to leave provides an 

inadequate fit to the data as shown in the Table below, so some modification needed to be 

carried out. For example, it was suggested that item 5 be deleted as it had low correlations 
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with latent variables TI-116 (-0.985), which indicated that the items failed to measure what 

was supposed to have been measured; as a result of this the CFI decreased to 0.707. 

The lower results on the turnover intention scale were possibly due to the lower number of 

items, which affected the validity of the scale, and this will be discussed shortly. As a final 

point, according to the findings, the initial model of turnover intention performed better than 

the modified model (see Table 4.15); it was decided that the initial model should be 

employed as this performed well with the measurement model for the main study as will be 

discussed later in Chapter 5 in section 5.2.   

Table 4-15: Fit statistics for CFA for turnover intention scale (N=343): 

 χ 2 CFI GFI RMSEA SRMR 

Recommendation p-value > 0.05 ≥ 0.9 ≥ 0.9 ≤ 0.1 ≤ 0.08 

Initial Model 51.695(2),p<0.001 0.785 0.356 0.27 0.086 

Modified Model 80(011),p<0.001 0.707 0.413 0.209 0.0825 

Resources:  Cut-off recommendation X2 and GFI (Joreskog & Sorbom, 1997); CFI and SRMR (Bentler, 1995); 

RMSEA (MacCallum, Browne & Sugawara, 1996) 

4.5.5 Scales reliability analysis 

One crucial issue concerns the scales‟ reliability, that is “the systematic or consistent 

variance of a measure” (Schwab, 2004, p. 32), or the extent to which scales are free of 

measurement error.  The term “scales‟ internal consistency” refers to the degree to which the 

scale items are coherent and measure the same underlying constructs. It also refers to the 

degree to which the items that make up a scale “hang together” (Schwab, 2004, p. 32). 

Cronbach‟s alpha coefficient is widely used in researches to indicate a scales‟ internal 

consistency (DeVellis, 2003). Consistent with this, Cronbach‟s alpha (“the reliability 

coefficient”) was applied to examine the scale‟s internal reliability.  

The main data were collected from a large sample of 343 bank employees which should 

generate more reliable results. The results for the accepted value of Cronbach‟s alpha in 

social science research ranges from 0.5 to 0.6 according to Nunnally and Bernstein (1994). 

The results for internal reliability are presented in the following Table: 

 

Table 4-16: Internal reliability of scales items before and after deletion of scales items 
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Scales items 

Cronbach‟s 

alpha before 

deletion 

Number of 

Items 

Cronbach‟s 

alpha after 

deletion 

Number of 

Items. 

Openness to 

Experience 

0.346 12 0.596 3 

Conscientiousness 0.455 12 0.818 7 

Extraversion 0.417 12 0.535 3 

Agreeableness 0.469 12 0.528 3 

Neuroticism 0.635 12 0.748 7 

Transformational 

Leadership 

0.756 20 0.756 20 

Transactional 

Leadership 

0.623 12 0.623 12 

Avoidant 

Leadership 

0.204 4 0.204 4 

Overall leadership 0.876 36 0.876 36 

Job satisfaction 0.216 36 0.548 15 

Turnover 

intention 
0.551 5 0.551 5 

The internal reliability estimates according to Cronbach‟s alpha (α) were above 0.7 for 

Conscientiousness, Neuroticism and Transformational leadership. The reliability values for 

the above constructs are to be considered good according to Hair et al. (1998; 2010). 

Furthermore, an α value of 0.623 for Transactional leadership, an α value of 0.535 for 

Extraversion, an α value of 0.596 for Openness to Experience, an α value of 0.528 for 

Agreeableness and an α value of 0.551 for turnover intention are to be considered acceptable 

according to Nunnally and Bernstein (1994).  

Although, the internal consistency of the outcome measures was moderate to high, 3 of the 10 

subscales fall below the benchmark of 0.70 which usually determines acceptable reliability. 

The low result is probably due to the small number of items on each subscale which resulted 
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in these “relatively moderate coefficients”. Indeed, it has been shown that the Cronbach‟s 

alpha estimation of reliability increases as the number of items in the scale increases 

(Cronbach, 1951; Voss, Stem & Fotopoulos, 2000; Katz et al., 2007). As explained in the 

following equation, Cronbach‟s alpha‟s basic equation is:  

 

n= number of scale items 

Vi= variance of score of each scale item 

Vtest= total variance overall on the entire scale (Kent, 2001, p. 221) 

 

Cronbach‟s alpha takes into account the total variance of the overall item, adjusted by the 

number of items on the scale.  The two scales scoring low were Openness, which had 3 items, 

overall job satisfaction with 15 items.  The scales with better Cronbach‟s alpha (α) were 

Conscientiousness, with 7 items, Neuroticism with 7 items and overall leadership with 36 

items, for these reasons the scales were used in the SEM modelling. 

4.6 Summary 

This chapter focused on the appropriateness of the obtained data in relation to the data 

analysis. It also outlined the procedures undertaken to examine construct validity and 

reliability using CFA and Cronbach‟s alpha. The chapter revealed that most of the constructs 

measured what they were intended to measure and displayed good psychometric properties 

for the Saudi bank sample with the exception of the turnover intention scale which was 

included after considering the effect of a low number of items (see Section 4.5.4) and more 

discussion in the next chapter.  Finally, the chapter concluded with comparisons of the 

internal reliability of scales items before and after deletion of scales items and suggested that 

low item numbers in the poorer scoring scales could account for apparently low fit outcomes. 
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Chapter 5: Analysis of the findings 

5.1 Introduction 

This chapter provides the statistical analysis results for the information obtained from the 

questionnaires which were distributed to the bank employees in Saudi Arabia.  The research 

was a cross-sectional study in which data was received from 343 banking employees in Saudi 

Arabia. The study followed Anderson and Gerbing‟s (1988) procedure for SEM analysis, as 

discussed in Section 4.4. The model needs to be assessed simultaneously to consider how 

well it fits the observed pattern of covariance between variables in the data.  

 

 

Figure 5.1: Illustrating contents of Chapter Five: 

The results of a Cronbach alpha test revealed that while most of the scales performed well, 

the job satisfaction and turnover intention scales were not shown to have strong construct 

validity and construct reliability. Therefore it was important to assess their validity in other 

ways, so as to make a judgement on whether these scales could be used in the data analysis or 

not. 

Confirmatory Factor Analysis (CFA) is used to test the validity of the measure used to gather 

the empirical data. It is also used to examine interrelationships and covariance among the 

latent constructs by estimating a population covariance matrix for the hypothesised model 
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compared with the observed covariance matrix, in order to obtain the minimum difference 

between the estimated and observed matrices.  

CFA was established to examine the conceptual integrity of latent variables used in the 

structural model under study (Arbuckle & Wothke 1999). The findings showed that CFA 

provides evidence for the viability of the constructs combined together, and the measurement 

model. The findings of the structural model as shown in Figure 5-4 [χ2 (67) p<0.001 

=197.166; GFI = 0.932; CFI =0.902; RMSEA =0.075, SRMR =0.0585] confirmed that this is 

generally an acceptable model fit for the study data.  With this evidence, the researcher can 

have more confidence in the findings from the hypothesised model, in particular in the fact 

that job satisfaction and turnover intention show sufficient construct reliability to be able to 

be used in the analysis. 

This section is divided into two parts as shown in Figure 5-1; the first part is the assessment 

of the hypothesised model and the second part verifies both types of research hypotheses 

(direct relationship and mediation hypotheses). The proposed direct relationship hypotheses 

(H1 through to H3) and mediation hypotheses (H4 through to H6) were tested using structural 

equation modelling (SEM) with the IBM SPSS AMOS 7 program. This can be considered a 

comprehensive strategy to test hypothised relationships among dependent and independent 

variables and is necessary to test the goodness-of-fit for the model before making meaningful 

inferences about theoretical assumptions (Joreskog & Sorbom, 1997). 

5.2 Research (structural) model assessment 

The structural model (Figure 5.4) was run for the measurement models that were first tested 

separately for the sample of bank employees using AMOS as described in Section 4.5. The 

structural model included direct structural paths from the Big Five personality model (O, C, 

E, A, N) to leadership style (see Figure 5.2) and to job satisfaction and turnover intention 

(Figure 5.3). There were also indirect structural paths that were mediated by leadership styles 

(Transformational, TSFL, Transactional, TSCL, Avoidant, AVOL) as shown in Figure 5.4. 

The findings of the structural model [χ2 (67) p<0.001 =197.166;   GFI = 0.932; CFI =0.902; 

RMSEA =0.075, SRMR =0.0585] confirm that this is generally an acceptable model fit for 

the study data, (more details about measurement variables are shown in Tables 5,6,7,8 and 

Diagram 1 can all be found in Appendix C) .  
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 Figure 5.2: Direct structural paths from Big Five personality model to leadership style. 

 

 

 

 

 

 

 

 

 

 

Figure 5.3: Direct structural path from Big Five personality model to job satisfaction and 

turnover intention. 

 

 

 

 

 

 

 

 

 

Figure 5.4: The structural (Hypothesised) model. 

TI 

JS 

TI 

JS 

O 

C 

E 

A 

N 

TSCL 

TSFL 

AVOL 

O 

C 

E 

A 

N 

O 

C 

E 

A 

N 

TSFL 

TSCLL 

AVOL

OL 



 

176 
 

5.3 Verifying direct relationship hypotheses 

The following section describes the empirical findings that were used to investigate the direct 

path between independent variables for personality types (Openness, O, Conscientiousness, 

C, Extraversion, E, Agreeableness, A and Neuroticism, N) and the dependent variables for 

leadership style (Transformational, TSFL, Transactional, TSCL and Avoidant, AVOL) and 

work attitudes (job satisfaction, JS, and turnover intention, TI) as shown in Figure 5.4. In this 

research the hypotheses (H1 to H3 inclusive) were tested based on the beta (β) weight or 

standardised beta which is equal to the standardised coefficients generated from regression 

analysis (Savalei & Bentler, 2010). This was produced from the path analysis or simultaneous 

equations to accept or reject the study hypotheses.  

The first objective of this study aimed to identify the relationship between employees‟ 

personality types according to the Big Five personality model (Openness, O, 

Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N) and job 

satisfaction; 5 hypotheses were proposed to achieve the first objective.  

5.3.1 The relationship between job satisfaction and personality type 

Hypothesis (H1-1) proposed that:  there is a positive relationship between Openness to 

Experience and job satisfaction. Empirical testing does not support this hypothesis (β=0.022, 

p=ns), so there is no significant relationship between Openness (O) and job satisfaction.  

Hypothesis (H1-2) proposed that: there is a positive relationship between Conscientiousness 

and job satisfaction. Empirical testing supports this hypothesis (β=0.203, p<0.01*), so there 

is a significant relationship between Conscientiousness and job satisfaction. 

Hypothesis (H1-3) proposed that: there is a positive relationship between Extraversion and 

job satisfaction. However, the results do not support this hypothesis (β=-0.027, p=ns). In 

other words, there is no significant relationship between Extraversion (E) in employees and 

job satisfaction. 

Hypothesis (H1-4) proposed that: there is a positive relationship between Agreeableness and 

job satisfaction. The findings of the study support  Hypothesis (H1-4), as Agreeableness (A) 

exhibited a positive and significant relationship with job satisfaction (β= 0.146, p<0.05*), 

meaning that employees who have more “Agreeableness” personality traits are more often 

satisfied with their job.  
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Hypothesis (H1-5) proposed that: there is a negative relationship between Neuroticism and 

job satisfaction. However, the results does not support this hypothesis (β=-0.002, p=ns). In 

other words, there is no significant relationship between Neuroticism (N) in employees and 

job satisfaction. 

Table 5-1: Summary of regression weights between independent variables (personality type) 

and the dependent variable job satisfaction (N=343).   

 

Independent variables Β p-value 

Openness 0.022 ns 

Conscientiousness 0.203 p < 0.01** 

Extraversion -0.027 ns 

Agreeableness 0.146 p <0 .05* 

Neuroticism 
-0.002 ns 

It can be seen from the above Table 5-1 that there are significant positive beta values for job 

satisfaction and Conscientiousness (C), (β=0.203, p < 0.01**) and for job satisfaction and 

Agreeableness (A), (β=0.146, p < 0.05*).  

5.3.2 The relationship between turnover intention and personality type 

The purpose of the second objective of the current study is to identify the relationship 

between employees‟ personality types according to the Big Five personality model 

(Openness, O, Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N) 

and turnover intention. Consequently, Hypotheses 2-1, 2-2, 2-3, 2-4, and 2-5 were proposed 

to achieve the second objective: 

Hypothesis (H2-1) proposed that: there is a positive relationship between Openness and 

turnover intention. The results do not support this hypothesis (β=-0.073, p=n.s.), so there is 

no significant relationship between Openness (O) and turnover intention. 

Hypothesis (H2-2) proposed that: there is a negative relationship between Conscientiousness 

and turnover intention. However, the results show a positive relationship (β=0.123, p<0.05*), 

and in fact support the opposite. There is a positive significant relationship between 

Conscientiousness (C) and turnover intention (β=0.123, p<0.05*).   
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Hypothesis (H2-3) proposed that: there is a negative relationship between Extraversion and 

turnover intention. The findings supports this hypothesis (β=-0.001, p<0.01**), so there is a 

significant relationship between Extraversion (E) and turnover intention.  

Hypothesis (H2-4) proposed that: there is a negative relationship between Agreeableness and 

turnover intention. However, the results do not support this hypothesis (β=0.093, p=ns), so 

there is no significant relationship between Agreeableness (A) and turnover intention. 

Hypothesis (H2-5) proposed that: there is a positive relationship between Neuroticism and 

turnover intention.  The finding of the study supported this hypothesis, as Neuroticism 

positively predicted turnover intention (β= 0.135, p<0.05*), meaning that employees who 

have more “Neurotic” personality traits are more likely to intend to leave their jobs. 

Table 5-2: Summary of regression weights between independent variables (personality types) 

and turnover intention (N=343): 

Independent variables β p-value 

Openness -0.073 ns 

Conscientiousness 0.123 p <0.05* 

Extraversion -0.001 p< 0.01** 

Agreeableness 0.093 ns 

Neuroticism 
0.135 p <0 .05* 

It can be seen from Table 5-2 that a significant positive beta value was found for turnover 

intention and Neuroticism (β=0.135, p < 0.05*) and Conscientiousness (β= 0.123, p < 0.05*). 

A significant negative beta value was found for turnover intention and Extraversion (β=-

0.001, p< 0.01**). 

5.3.3 Relationship between perceived leadership style and personality type 

With respect to the relationship between perceived leadership style and personality, the third 

objective of the study is to identify the relationship between employees‟ personality 

(Openness, O, Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N)  

and their perception of the three types of leadership styles (Transformational, Transactional 

and Avoidant).  
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In order to achieve the third objective of this study, three hypotheses (H3-1, H3-2 H3-3) were 

proposed.  

Hypothesis (H3-1) proposed that: there is a positive relationship between employees’ 

personality types (Openness, O, Conscientiousness, C, Extraversion, E, Agreeableness, A and 

Neuroticism, N) and their perception of Transformational leadership style.  

Hypothesis (H3-1-A) proposed that: there is a positive relationship between employees’ 

Extraversion and their perception of Transformational leadership style. Empirical testing 

does not support this hypothesis (β=0.046, p= n.s.), which means there is no significant 

relationship between employees‟ Extraversion (E) and their perception of Transformational 

leadership style. 

Hypothesis (H3-1-B) proposed that: there is a positive relationship between employees’ 

Openness to Experience and their perception of Transformational leadership style. The study 

findings do not support this hypothesis (β=0.070, p= n.s.), which means there is no significant 

relationship between employees‟ Openness to Experience (O) and their perception of 

Transformational leadership style. 

Hypothesis (H3-1-C) proposed that: there is a negative relationship between employees’ 

Agreeableness and their perception of Transformational leadership style. Contrary to what 

was expected, the relationship between employees‟ Agreeableness (A) and their perception of 

Transformational leadership style is not significant (β=0.099, p=n.s.). 

Hypothesis (H3-1-D) proposed that: there is a positive relationship between employees’ 

Conscientiousness and their perception of Transformational leadership style. The findings 

(β=0.067, p< 0.01**) support this hypothesis, which means employees with “Conscientious” 

(C) personalities are likely to perceive a more Transformational leadership style. 

Hypothesis (H3-1-E) proposed that: there is a negative relationship between employees’ 

Neuroticism and their perception of Transformational leadership style.  The result (β=-0.161, 

p<0.01**) confirmed this hypothesis, which means there is a significant negative relationship 

between employees‟ Neuroticism (N) and their perception of Transformational leadership 

style. 

Hypothesis (H3-2) proposed that: there is a positive relationship between employees’ 

personality types (Extraversion, Openness to Experience, Agreeableness, Conscientiousness 

and Neuroticism) and their perception of Transactional leadership style.  

Hypothesis (H3-2-A) proposed that: there is a positive relationship between employees’ 

Extraversion and their perception of Transactional leadership style. However, the results 

(β=0.067, p= n.s.) do not confirm this hypothesis, which means there is no significant 
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relationship between employees‟ Extraversion (E) and their perception of Transactional 

leadership style. 

Hypothesis (H3-2-B) proposed that: there is a positive relationship between employees’ 

Openness to Experience and their perception of Transactional leadership style. The results 

(β=-0.013, p= n.s.) do not confirm this hypothesis which means there is no significant 

relationship between employees‟ Openness to Experience (O) and their perception of 

Transactional leadership style. 

Hypothesis (H3-2-C) proposed that: there is a negative relationship between employees’ 

Agreeableness and their perception of Transactional leadership style. However the results 

(β=0.031, p= n.s.) do not confirm this hypothesis which means there is no significant 

relationship between employees‟ Agreeableness (A) and perception of Transactional 

leadership style. 

Hypothesis (H3-2-D) proposed that: there is a positive relationship between employees’ 

Conscientiousness and their perception of Transactional leadership style. The findings 

(β=0.184, p<0.05*) supports this hypothesis which means employees with 

“Conscientiousness” (C) personality traits perceive their leader to have a more Transactional 

leadership style. 

Hypothesis (H3-2-E) proposed that: there is a negative relationship between employees’ 

Neuroticism and their perception of Transactional leadership style. It was found that there is 

a significant negative relationship between “Neurotic” (N) employees and their perception of 

Transactional leadership behaviour (β=-0.128, p< 0.05*). 

Hypothesis (H3-3) proposed that: there is a relationship between employees’ personality 

types (Openness, O, Conscientiousness, C, Extraversion, E, Agreeableness, A and 

Neuroticism, N) and their perception of Avoidant leadership style.  

Hypothesis (H3-3-A) proposed that: there is a negative relationship between employees’ 

Extraversion and their perception of Avoidant leadership style. The results (β=0.021, p= n.s.) 

do not confirm this hypothesis which means there is no significant relationship between 

employees‟ Extraversion (E) and their perception of Avoidant leadership style. 

Hypothesis (H3-3-B) proposed that: there is a negative relationship between employees’ 

Openness to Experience and their perception of Avoidant leadership style. It was found that 

there is a significant relationship between “Openness to Experience” employees and their 

perception of Avoidant leadership behaviour (β=-0.110, p< 0.05*), meaning that employees 

with “Openness to Experience” (O) personality traits perceive their leaders to less Avoidant 

leadership style. 
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Hypothesis (H3-3-C) proposed that: there is a positive relationship between employees’ 

Agreeableness and their perception of Avoidant leadership style. The results (β=0.034, p= 

n.s.) do not confirm this hypothesis which means there is no significant relationship between 

employees‟ Agreeableness (A) and their perception of Avoidant leadership style. 

Hypothesis (H3-3-D) proposed that: there is a negative relationship between employees’ 

Conscientiousness and their perception of Avoidant leadership style. The results (β=-0.033, 

p= n.s.) do not confirm this hypothesis which means there is no significant relationship 

between employees‟ Conscientiousness and their perception of Avoidant leadership style. 

Hypothesis (H3-3-E) proposed that: there is a positive relationship between employees’ 

Neuroticism and their perception of Avoidant leadership style. The results (β=0.053, p= n.s.) 

do not confirm this hypothesis which means there is no significant relationship between 

employees‟ Neuroticism (N) and their perception of Avoidant leadership style. 

 

Table 5-3: Summary of confirmed direct relationship hypotheses (N=343): 

N
u

m
b

er
 

Hypothesis assumption Result β p-value 

H1-2 

There is a positive relationship between Conscientiousness in 

employees and job satisfaction 
Supported 0.203 p<0.01** 

H1-4 

There is a positive relationship between Agreeableness in employees 

and job satisfaction. 
Supported 0.146 p<0.05* 

H2-5 

There is a positive relationship between Neuroticism in employees 

and turnover intention 
Supported 0.135 p<0.05* 

H2-3 

There is a negative relationship between Extraversion in employees 

and turnover intention. 
Supported -0.001 p<0.01** 

H2-2 

There is a negative relationship between Conscientiousness and 

turnover intention. 

Opposite 

Supported  

0.123 p<0.05* 

H3-1-E 

There is a negative relationship between Neuroticism in employees 

and their perception of Transformational leadership style. 

 

Supported -0.161 p<0.01** 

H3-1-D 

There is a positive relationship between Conscientiousness in 

employees‟ and their perception of Transformational leadership 

style. 

Supported 0.067 p<0.01** 
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H3-2-D 

There is a positive relationship between Conscientiousness in 

employees and their perception of Transactional leadership style. 

 

Supported 0.184 p<0.05* 

H3-2-E 

There is a negative relationship between Neuroticism in employees 

and their perception of Transactional leadership style. 

 

Supported -0.128 p<0.05* 

H3-3-B 

There is a negative relationship between Openness to Experience in 

employees and their perception of Avoidant leadership style. 

 

Supported -0.110 p<0.05* 

 As can be seen from Table 5-3, positive significant beta values (β) for job satisfaction (JS) 

were found with C and A personality types (β= 0.203, 0.146, p<0.01**, p<0.05* 

respectively), while turnover intention had positive significant beta values (β) with N 

personality types (β= 0.135, p<0.05*) and C personality types (β= 0.123, p<0.05*) but 

negatively significant beta values with E personality types (β= -0.001, p<0.01**). The three 

types of leadership style (TSFL, TSCL and AVOL) had different results with each 

personality type. TSFL had positively significant beta values with C personality types 

(β=0.067, p<0.01**) and negatively significant beta values with N personality types (β= -

0.161, p< 0.01**). Transactional leadership style (TSCL) had positively significant beta 

values (β) with C personality types (β=0.184, p<0.05*) and negatively significant beta values 

with N personality types (β= -0.128, p<0.05*). Avoidant leadership style had only one 

negatively significant beta value which was with O personality types (β= -0.110, p<0.05*). 

5.4 Verifying the mediation hypotheses 

This section illustrates the empirical findings for the mediation hypotheses (H4 to H6 

inclusive). As proposed in the mediation hypotheses below, the study anticipated that 

employees‟ perceptions of the leadership style of their actual leaders may have a mediating 

role on the relationship between employees‟ Big Five personality traits (Openness, O, 

Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N), job 

satisfaction and turnover intention.  

The mediation relationship explains how or why two variables are related, where the 

mediating variable (M) is intermediating in the relationship between an independent variable 
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(X) and outcome (Y) as shown in Figure 5.5. Accordingly a cause and effect relationship was 

assumed in the current study based on the following chain associations.  Most researchers 

agree that personality traits have an influence on peoples‟ behaviour and attitudes (Meindl, 

1995; Hetland & Sandal, 2003; Yammarino & Atwater, 1993; Felfe & Schyns, 2006; Emery, 

Calvard & Pierce, 2013). In essence, leadership is a dynamic process where both leader and 

follower are transformed by each other over time (Burns, 1978; Kaiser, Hogan, & Craig, 

2008). The current study proposed that positive and negative trait affectivity performs as a 

director of such relationships which in turn cause positive or negative perceptions toward 

leadership behaviour (TSFL, TSCL, AVOL) and work attitude (JS, TI). The review of extant 

literature demonstrated that employees‟ personality traits probably determine how they will 

perceive their leader and their level of job satisfaction and turnover intention. 

                                                                            

 

   

 

 

                          Figure 5.5: Mediation model. 

As shown in Figure 5.5 the independent variable X is „personality traits‟ in this study, „M‟ is 

the perceived leadership style,  and „Y‟ is work attitude, which in this study is job satisfaction 

(JS) and turnover intention (TI). X is postulated to exert an effect on the mediator M, as a 

result path a is the direct effect of X on M, represented by the coefficient for X on M. X is 

also postulated to exert a direct effect on Y represented by the coefficients on an outcome 

variable Y, so path c is the overall effect of the independent variable X on the outcome Y. 

Whereas, path b is the direct effect of mediating variable M on the outcome Y represented by 

the coefficients of M on Y. The mediational effect, in which X leads to Y through M, is 

called the indirect effect c'. The product of a and b quantifies the indirect effect of X on Y 

through M (Hayes, 2009). In this case, we are testing indirect effects. 
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                 Figure 5.6: Illustration of the original mediational model (N=343). 

In order to test the mediation effect between the dependent and independent variables, a 

theoretical model was established which contained both direct (unmediated) paths from each 

personality type (O, C, E, A and N) to work attitude of job satisfaction (JS) and turnover 

intention (TI), (see Table 2 Appendix C), as well as indirect paths which are mediated by 

leadership style (Transformational, TSFL, Transactional, TSCL and Avoidant, AVOL as 

shown in Figure 5.3 and 5.6 (also see Table 4 Appendix C). The research design was 

carefully thought out to accomplish objectives 4, 5 and 6 of the present research and to test 30 

mediation relationships (Figure 5.6). The mediation analysis that was used in this study has 

the ability to detect the mediation effect, and then determine whether the mediation was full 

or partial. 

5.5 Mediation analysis approach 

In this research the mediation analysis process and findings are described and explained in 

three stages:  

1- Evaluating how well the observed pattern of covariance between the research 

variables fitted the observed data;  

2- Testing the mediated effect using a Sobel test.  

3- Determining whether the mediation type is full or partial by detecting whether there is 

a direct or indirect relationship between dependent and independent variables with 

and without the presence of the mediator.  
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5.5.1 First stage: evaluating the mediation model 

To consider how good the fit of the observed covariance between the study variables and the 

actual data is, an alternative meditational model was proposed in Figure 5.7 which would be 

compared with the original mediation model in Figure 5.6. This would show which variable 

is to be considered the best mediator between dependent and independent variables, as well 

as which mediation model performs well with the study data. The alternative mediation 

model assumed personality type as a mediator variable in the relationship between 

perceptions of leadership style (independent) and work attitude (job satisfaction and turnover 

intention) as dependent variables. 

 

 

 

 

 

 

    

 

 

Figure 5.7: Illustration of the alternative mediational model. 

Table 5-4: Fit statistics for mediational models (N=343). 

 χ 2 CFI GFI RMSEA SRMR 

Recommendation 
p-value > 0.05* ≥ 0.9 ≥ 0.9 ≤ 0.1 ≤ 0.08 

Original model 198 (68), p<0.001 0.902 0.931 0.075 0.0585 

Alternative model 587.267(17),p<0.001 0.194 0.769 0.313 0.1504 

Resources:  Cut-off recommendation X2 and GFI (Joreskog & Sorbom, 1997); CFI and SRMR (Bentler, 1995); 

RMSEA (MacCallum, Browne, & Sugawara, 1996). 

As can be seen from Table 5-4, the alternative model does not provide a good fit for the 

observed data, while the original mediation model does. On the other hand, the differences of 

χ2 (Δ χ2 (51) = 389.267**, p<0.001) between the two models are significant:  this means the 
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alternative model should be rejected and the original mediation model accepted as this fits the 

observed data better than the alternative mediation model. 

5.5.2 Second stage: testing the mediated effect using a Sobel test 

Objective 4 aims to examine the impact of perceiving Transformational leadership style on the 

relationship between employees‟ personality types and 1) job satisfaction, and 2) turnover 

intention.  Hypotheses H-4-1 and H-4-2 were proposed to achieve this objective where 

perceived Transformational leadership style mediates the relationship between personality 

type (Openness, O, Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, 

N) and job satisfaction for Hypotheses H-4-1 and between personality type (Openness, O, 

Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N) and turnover 

intention for Hypotheses H-4-2.  

H4-1-A: Perceived Transformational leadership style mediates the relationship between 

Neuroticism and job satisfaction. 

H4-1-B: Perceived Transformational leadership style mediates the relationship between 

Extraversion and job satisfaction. 

H4-1-C: Perceived Transformational leadership style mediates the relationship between 

Openness and job satisfaction. 

H4-1-D: Perceived Transformational leadership style mediates the relationship between 

Agreeableness and job satisfaction. 

H4-1-E: Perceived Transformational leadership style mediates the relationship between 

Conscientiousness and job satisfaction. 

H4-2-A: Perceived Transformational leadership style mediates the relationship between 

Neuroticism and turnover intention. 

H4-2-B: Perceived Transformational leadership style mediates the relationship between 

Extraversion and turnover intention. 

H4-2-C: Perceived Transformational leadership style mediates the relationship between 

Openness and turnover intention. 

H4-2-D: Perceived Transformational leadership style mediates the relationship between 

Agreeableness and turnover intention. 

H4-2-E: Perceived Transformational leadership style mediates the relationship between 

Conscientiousness and turnover intention. 
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Objective 5 aims to examine the impact of perceiving Transactional leadership style on the 

relationship between employees‟ personality types and 1) job satisfaction and 2) turnover 

intention. Therefore analogously to objective 4, Hypotheses H-5-1 and H-5-2 were proposed 

to achieve this objective 5:  

H5-1-A: Perceived Transactional leadership style mediates the relationship between 

Neuroticism and job satisfaction. 

H5-1-B: Perceived Transactional leadership style mediates the relationship between 

Extraversion and job satisfaction. 

H5-1-C: Perceived Transactional leadership style mediates the relationship between 

Openness and job satisfaction. 

H5-1-D: Perceived Transactional leadership style mediates the relationship between 

Agreeableness and job satisfaction. 

H5-1-E: Perceived Transactional leadership style mediates the relationship between 

Conscientiousness and job satisfaction. 

H5-2-A: Perceived Transactional leadership style mediates the relationship between 

Neuroticism and turnover intention. 

H5-2-B: Perceived Transactional leadership style mediates the relationship between 

Extraversion and turnover intention. 

H5-2-C: Perceived Transactional leadership style mediates the relationship between 

Openness and turnover intention. 

H5-2-D: Perceived Transactional leadership style mediates the relationship between 

Agreeableness and turnover intention. 

H5-2-E: Perceived Transactional leadership style mediates the relationship between 

Conscientiousness and turnover intention. 

 

Objective 6 aims to examine the impact of perceiving Avoidant leadership style on the 

relationship between employees‟ personality types and 1) job satisfaction and 2) turnover 

intention. Therefore hypotheses H-6-1 and H-6-2 were proposed to attain this objective 6: 

 H6-1-A: Perceived Avoidant leadership style mediates the relationship between Neuroticism 

and job satisfaction. 

H6-1-B: Perceived Avoidant leadership style mediates the relationship between Extraversion 

and job satisfaction. 

H6-1-C: Perceived Avoidant leadership style mediates the relationship between Openness 

and job satisfaction. 
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H6-1-D: Perceived Avoidant leadership style mediates the relationship between 

Agreeableness and job satisfaction. 

H6-1-E: Perceived Avoidant leadership style mediates the relationship between 

Conscientiousness and job satisfaction. 

H6-2-A: Perceived Avoidant leadership style mediates the relationship between Neuroticism 

and turnover intention. 

H6-2-B: Perceived Avoidant leadership style mediates the relationship between Extraversion 

and turnover intention. 

H6-2-C: Perceived Avoidant leadership style mediates the relationship between Openness 

and turnover intention. 

H6-2-D: Perceived Avoidant leadership style mediates the relationship between 

Agreeableness and turnover intention. 

H6-2-E: Perceived Avoidant leadership style mediates the relationship between 

Conscientiousness and turnover intention. 

 

5.5.3 The linkages between meditational relations 

In order to consider a variable as a mediator which transmits an indirect effect from a 

dependent variable to an independent variable, a chain of relationships within the variables 

must occur, as Baron and Kenny (1986) suggest. To test the linkages in meditational models 

three relationships must be present to significant degrees:  

 

1. The independent variable must significantly affect the dependent variable. 

 

 i1: the intercepts for equation 1 

e1: the corresponding residuals in equation 1 

2. The independent variable must significantly affect the mediator.  

M=i2+aX+e3 

i2: the intercepts for equation 2 

e2: the corresponding residuals in equation 2 

 

3. The mediator must significantly affect the dependent variable 
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 i3: the intercepts for equation 3 

e3: the corresponding residuals in equation 3 

(the value of a,b,c and c' were shown in Table 5.5) 

The current study has employed the Sobel test to calculate the indirect effect by multiplying 

two regression coefficients (Sobel, 1982). The two coefficients were the unstandardized 

coefficients β resulting from the SEM analysis. Based on the mediation relationship, 

structural equation modelling was used to test the study meditation hypotheses, with a path 

coefficient between personality types, perception of leadership styles (TSFL, TSCL, AVOL), 

job satisfaction (JS) and turnover intention (TI), to test whether leadership style (TSFL, 

TSCL, AVOL) mediates the relationship between personality type and work attitude (job 

satisfaction and turnover intention). Likewise, the Sobel test and beta weights were used to 

investigate the mediation effect in the proposed model (Figure 5.4). The result confirm that 

the mediation requirements were met on four assumptions as is shown in Figures 5.8 5.9 5.10 

and 5.11. 

 

 

 

 

 

Figure 5.8: TSFL Transformational leadership styles as a mediator between (N) Neurotic 

employees and turnover intention (TI).  

Figure (5.8) shows that the findings indicate that the coefficient for the path from N            

TSFL or (path a) is statistically significant (β= -0.175, p<0.01**), which means that type N 

employees perceived their leader to be less Transformational, (see Appendix C, Table 4). The 

coefficient paths for the path from TSFL  TI or (path b) (β=-1.053, p<0.05*), (see 

Appendix C, Table 4), which means perceiving Transformational leadership behaviour 

(TSFL) would decrease the level of turnover intention (TI) among banks employees. The 

coefficient the path from N   TI or (path c) (β=0.135), (p<0.05*), (see Appendix C, Table 

2), shows that type N employees have higher turnover intention.  As a consequence, the 

N TI 

TSFL -0.175** 

a 
  -1.053* 

b 

    0.135* 

c 
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mediation requirements from Baron and Kenny (1986) were met; therefore it is appropriate to 

apply the Sobel test to these variables to detect indirect/mediating effects. 

 

 

 

 

 

 

 

 

Figure 5.9: TSCL Transactional leadership style as a mediator between Neurotic (N) 

employees and turnover intention (TI). 

Figure (5.9) shows the findings which indicate that the coefficient for the path from N      

  TSCL or (path a) was statistically significant (β= -0.162, p<0.05*), (see Appendix C, 

Table 4), which means that type N employees perceived their leader to be less Transactional. 

The coefficient for the path from TSCL  TI or (path b) produced a statistically significant 

value (β= -1.421, p<0.01**), (see Appendix C, Table 4), which means perceiving 

Transactional leadership behaviour (TSCL) would increase the level of turnover intention 

(TI) among banks employees. The coefficient for the path from N   TI or (path c) 

(β=0.135), (p<0.05*) (see Appendix C, Table 2) shows that type N employees have higher 

turnover intention. Hence the mediation requirements given by Baron and Kenny (1986) were 

met; therefore it is appropriate to apply a Sobel test to these variables to detect any 

indirect/mediating effect.  

 

 

 

 

 

Figure 5.10: TSCL Transactional leadership style as a mediator between Conscientious (C) 

employees and job satisfaction (JS). 

C 

TSCL 

JS 

0.217* 

a 
0.901** 

b 

0.203** 

c 

N 

TSCL 

TI 

-0.162* 

a 

       0.135* 

c 

-1.421** 

b 
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Figure 5.10 shows the finding that the coefficients for the path from (C) (TSCL) or 

(path a) was statistically significant, (β= 0.217, p<0.05*), (see Appendix C, Table 4) which 

means that type C employees perceived their leader to be Transactional. The coefficient for 

the path from TSCL JS or (path b) produced a statistically significant value, (β= 0.901, 

p<0.01**), (see Appendix C, Table 4), which means perceiving Transactional leadership 

behaviour (TSCL) would increase the level of job satisfaction (JS) among banks employees. 

The coefficient for the path from C  JS or (path c), (β=0.203), (p<0.05*), (see Appendix 

C, Table 2), which shows that type C employees are more satisfied with their job. Hence, the 

mediation requirements given by Baron and Kenny (1986) were met; therefore it is 

appropriate to apply a Sobel test to these variables to detect any indirect/mediating effect. 

 

 

 

 

 

 

Figure 5.11: TSCL Transactional leadership style as a mediator between Conscientious (C) 

employees and turnover intention (TI). 

Figure 5.11 shows the finding that the coefficient for the path from C TSCL or (path a) 

was statistically significant, (β= 0.217, p<0.05*), (see Appendix C, Table 4) which means 

that type (C) employees perceived their leader to be Transactional. The coefficient for the 

path from TSCL TI or (path b) produced a statistically significant value, (β=-1.421, 

p<0.01**), (see Appendix C, Table 4), which means perceiving Transactional leadership 

behaviour (TSCL) would decrease the level of turnover intention (TI) among banks 

employees. The coefficient for the path from C  TI or (path c), (β=0.123), (p<0.05*), (see 

Appendix C, Table 2), shows that type C employees have more tendency to leave their job. 

Hence, the mediation requirements given by Baron and Kenny (1986) were met; therefore it 

is appropriate to apply a Sobel test to these variables to detect any indirect/mediating effect. 

 

TSCL 

C TI 

0.217* 

a 

a 

0.123* 

c 

-1.421** 

b 
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5.5.4 Mediation test 

A Sobel test was used to estimate the indirect (mediating) effect in the current study. Sobel 

(1982) created a mathematical method to calculate the indirect or mediating effect of 

independent and dependent variables through the mediator to assess the significance of the 

mediation effect. This is obtained as follows: 

1. Calculate the path coefficient taken from the independent variable to the mediator 

(unstandardised coefficient / regression) (a) and its standard error (SEa). 

2. Calculate the path coefficient take from the mediator variable to the dependent 

(unstandardised coefficient / regression) (b) and its standard error (SEb). 

3. Set up Z test which estimates ab (SE ab)  

Z= ab/SE ab 

 ab: the quantified indirect effect 

SE ab: standard error 

These calculations were obtained using Preacher and Hayes‟s (2008) online calculator at 

http://www.danielsoper.com/statcalc3/calc.aspx?id=31.\. 

5.5.6 Mediation results  

Although the current study tests all types from the Big Five personality model (Openness, O, 

Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N), the 

“Neurotic” (N) personality type met the meditational test requirement for detecting the 

meditational effect for personality types, leadership styles, job satisfaction and turnover 

intention, to identify the indirect effect between personality type, job satisfaction and 

turnover intention through perceived leadership style represented by calculating Z value from 

Sobel test Given that: 

Unstandardised coefficient value / regression (N – TSFL) = -0.115 

 (see Table 3 Appendix C, Estimate column) 

Standard error =0.042 

 (see Table 3 Appendix C, SE column) 
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Unstandardised coefficient value / regression (TSFL - TI) =-1.112 115 

 (see Table 3 Appendix C, Estimate column) 

Standard error =0.479  

(see Table 3 Appendix C, SE column) 

The mediated effect of (TSFL) on the relationship between (N) personality type and turnover 

intention as shown in Figure 5.7, when tested with a Sobel test, produced a statistically 

significant value of Z (1.77, p<0.05*),  using Preacher and Hayes‟s (2008) online calculator 

at http://www.danielsoper.com/statcalc3/calc.aspx?id=31.\.). These results provide support 

for Mediation Hypothesis (H4-2-A). The results confirmed that the perception of TSFL plays 

a mediational role on the relationship between (N) personality type and turnover intention. 

The strength of the indirect relation between (N) personality type and turnover intention (TI), 

after adding the mediator (TSFL), is significant (p= -0.036, p <0.05*).  

The mediated effect of (TSCL) for (N) personality type and turnover intention (TI) (see 

Figure 5.8) was tested with a Sobel test, given that: 

Unstandardised coefficient value / regression (N - TSCL) = -0.105 

 (see Table 3 Appendix C, Estimate column)  

Standard error = 0.046 (see Table 3 Appendix C, SE column) 

Unstandardised coefficient value / regression (TSCL - TI) = -1.522  

(see Table 3 Appendix C, Estimate column) 

Standard error =0.555  

(see Table 3 Appendix C, SE column) 

A statistically significant value of for Z (1.75, p<0.05*) was produced. This result provided 

support for the mediation hypothesis (H5-2-A). Thus, the results confirmed that the 

perception of TSCL leadership style plays a mediational role on the relationship between (N) 

personality type and turnover intention (TI).  

http://www.danielsoper.com/statcalc3/calc.aspx?id=31./
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The mediated effect of (TSCL) for (C) personality type and job satisfaction (JS), as shown in 

Figure 5.9 was tested with a Sobel test, producing a statistically significant value for Z of 

1.78,(p<0.05*) given that: 

Unstandardised coefficient value / regression (C - TSCL) = 0.170  

(see Table 3 Appendix C, Estimate column) 

Standard error =0.074  

(see Table 3 Appendix C, SE column) 

Unstandardised coefficient value / regression (TSCL- JS) = 0.941 

(see Table 3 Appendix C, Estimate column)  

Standard error = 0.331 

(see Table 3 Appendix C, SE column) 

This result provided support for Mediation Hypothesis H5-1-E. Thus, the results confirmed 

that perceiving TSCL leadership style plays a mediational role in the relationship between 

(C) personality type and job satisfaction (JS).  

The mediated effect of (TSCL) for (C) personality type and turnover intention (TI), as shown 

in Figure (5.10) was tested with a Sobel test, producing a statistically significant value of 

(Z=-1.761, p<0.05*) given that: 

Unstandardised coefficient value / regression (C - TSCL) = 0.170  

(see Table 3 Appendix C, Estimate column) 

Standard error =0.074 (see Table 3 Appendix C, SE column) 

Unstandardised coefficient value / regression (TSCL- TI) =-1.522  

(see Table 3 Appendix C, Estimate column) 

Standard error =0.555 

 (see Table 3 Appendix C, SE column) 
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This result provided support for Mediation Hypothesis H5-2-E. Thus, the results confirmed 

that perceiving TSCL leadership style plays a mediational role in the relationship between 

(C) personality type and turnover intention (TI).  

5.5.7 Third stage: determining the mediation type 

  

 

 

 

    

 

 Figure 5.12: Perception of TSFL leadership style as a full mediator between N personality 

and turnover intention (TI). 

No significance                                                   Significant  

Figure 5.12 presents the effect of the mediation variable perception of Transformational 

leadership style (TSFL) on the relationship between Neuroticism (N) and turnover intention 

(TI), with a direct path from N TI.  The result shows that the direct path from N      

(TI) (β =0.084, p= n.s.) was not statistically significant after adding the mediator TSFL.  

The above analysis shows that the perception of Transformational leadership style (TSFL) 

mediates the relationship between Neuroticism (N) and turnover intention (TI) among 

employees of Saudi banks. Thus the findings suggest that there is an indirect relationship 

between Neuroticism (N) and turnover intention (TI) that has been transmitted by 

Transformational leadership style (TSFL), so there is evidence of complete mediational effect 

for TSFL for N personality type and TI, as the direct effect of the independent variable N on 

the dependent variable TI, after adding the mediator TSFL, is not significant (see Table 3 and 

4 appendix C). The interpretation of this result is that, perceiving TSFL as a set (idealised 

attributes, idealised behaviours, inspirational motivation, intellectual stimulation, 

individualised consideration), does fully mediate the effect of employees with a “Neurotic” 

(N) personality type on their turnover intention (TI). This will lead to acceptance of the 

hypothesis that there is a mediation effect for TSFL on followers with a “Neurotic” 

personality type and their turnover intention. 

 

N 

0.084  n.s. 

-0.175** 

 

-1.053* 

 
TSFL 

TI 
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Figure 5.13: Perception of TSCL Transactional leadership style as a full mediator between 

Neurotic (N) and personality and turnover intention (TI). 

No significance                                                  Significant  

Figure 5.13 presents the effect of the mediation variable Transactional leadership style 

(TSFL) on the relationship between employees with Neurotic (N) personalities and turnover 

intention (TI) with a direct path from N  TI.  The result shows that the direct path from 

N TI (β =0.084, p= n.s.) was not statistically significant. The finding indicates that 

perceiving Transactional leadership style (TSCL) mediates the relationship between 

Neuroticism (N) and turnover intention (TI). This means that Neuroticism (N) personality 

traits have exerted indirect effects on turnover intention (TI) through Transactional leadership 

style (TSCL) perception. Thus, the findings of this study suggest that there is an indirect 

relationship between Neuroticism (N) and turnover intention (TI) which is fully transmitted 

by Transactional leadership style (TSCL) perception. Evidence in support of this finding 

derives from the absence of a significant direct relationship between Neuroticism (N) and 

turnover intention (TI) after adding perceived Transactional leadership as a mediator (see 

Table 3 and 4, Appendix C). Therefore, the interpretation of this result is that, perceiving 

Transactional leadership style (TSCL) as a set, (contingent reward management-by-exception 

- active) fully mediates the effect of employees with Neuroticism (N) personality types on 

their turnover intention (TI). This will lead to acceptance of the hypothesis that there is a 

mediation effect of Transactional leadership style (TSCL) for followers with Neuroticism (N) 

personality type and their turnover intention (TI). 

 

 

0.084 n.s. 

n.s. 

-0.162* -1.42** 

 

0.084 n.s. 

N TSCL TI 
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Figure 5.14: Perception of TSCL Transactional leadership style as a full mediator between 

Conscientiousness (C) personality and job satisfaction (JS). 

No significance                                                     Significant  

Figure 5.14 presents the effect of the mediation variable perceived Transactional leadership 

style (TSCL) on the relationship between employees with a “Conscientious” personality (C) 

and job satisfaction (JS) with a direct path from C   JS. The result shows that the direct 

path from C   JS, (β = 0.05, p= n.s.) was not statistically significant.  

The results confirmed that perceiving Transactional leadership style (TSCL) has performed a 

full mediation on the relationship between Conscientiousness (C) employee traits and job 

satisfaction (JS). This means that there is an indirect link between Conscientiousness (C) and 

job satisfaction (JS) which has been transmitted through perceiving Transactional leadership 

style. The direct relationship between Conscientiousness (C) and job satisfaction (JS) 

vanishes after adding the mediator. Conscientiousness (C) has an influence on the perception 

of Transactional leadership, which then elicits an attitudinal response towards employees‟ 

organisational attitudes such as job satisfaction.  As a result, there is evidence of a complete 

mediational effect of (TSCL) for (C) personality type and (JS) as the direct effect of the 

independent variable (C), on the dependent variable (JS), after adding the mediator for 

(TSCL), is not significant (see Table 3 and 4, Appendix C). Therefore, the interpretation of 

this result is that, perceiving Transactional leadership style (TSCL) as a set, (contingent 

reward management-by-exception - active) fully mediates the effect of employees with a 

Conscientiousness (C) personality type on their job satisfaction (JS). This will lead to 

acceptance of the hypothesis that there is a mediational effect for Transactional leadership  

 

0.217* 0.901** 

0.05  n.s. 

C 
TSCL 

JS  
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style (TSCL) perception for followers with Conscientiousness (C) personality types on their 

job satisfaction (JS). 

 

 

 

 

 

 

Figure 5.15: Perception of TSCL Transactional leadership style as a full mediator between 

Conscientiousness (C) personality and turnover intention (TI). 

No significance                                                     Significant  

Figure 5.15 presents the effect of the mediation variable perceived Transactional leadership 

style (TSCL) on the relation between employees with a “Conscientious” personality (C) and 

turnover intention (TI) with a direct path from C   TI. The result shows that the direct 

path from C   TI, (β = -0.245, p= n.s.) was not statistically significant.  

The results confirmed that perceiving Transactional leadership style (TSCL) has performed a 

full mediation on the relationship between Conscientiousness (C) employee traits and 

turnover intention (TI). This means that there is an indirect link between Conscientiousness 

(C) and turnover intention (TI) which has been transmitted through perceiving Transactional 

leadership style. The direct relationship between Conscientiousness (C) and turnover 

intention (TI) vanishes after adding the mediator. This suggests that Conscientiousness (C) 

has an influence on the perception of Transactional leadership, which then elicits an 

attitudinal response towards employees‟ organisational attitudes such as job satisfaction.  As 

a result, there is evidence of a complete mediational effect of (TSCL) for (C) personality type 

and (TI) as the direct effect of the independent variable (C), on the dependent variable (TI), 

after adding the mediator for (TSCL), is not significant (see Table 3 and 4, Appendix  C). 

Therefore, the interpretation of this result is that perceiving Transactional leadership style 

(TSCL) as a set, (contingent reward management-by-exception - active) fully mediates the 

effect of employees with a Conscientiousness (C) personality type on their turnover intention 

0.217* -1.421** 

 C TSCL TI 

-0.245 n.s. 
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(TI). This will lead to acceptance of the hypothesis that there is a mediational effect for 

Transactional leadership style (TSCL) perception for followers with Conscientiousness (C) 

personality types on their turnover intention (TI). 

Table 5-5: Summary of mediation results (N=343): 
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Effect/ 

Sobel 

Test 

P
-v

al
u

e 

M
ed

ia
ti

o
n

 t
y

p
e 

M X Y M      X M       Y X       Y X       M      Y Z 

 

TSFL 

N TI -.175** -1.053* 0.135* 0.084 (n.s.) 1.77 p<0.05 Full 

TSCL N TI -0.162* -1.421** 0.135* 0.084 (n.s.) 1.75 p<0.05 Full 

TSCL C JS 0.217* 0.901** 0.203** 0.05 (n.s.) 1.78 p<0.05 Full 

TSCL C TI 0.217* -1.421** 0.123* -0.245 (n.s.) -1.761 p<0.05 Full 

 

According to Baron and Kenny (1986), mediation cannot be established unless the mediator 

(M) variable affects the dependent variables (Y) and the independent variables (X), and the 

independent variable affects the dependent variable (see section 5.5.3). The regression tests 

have produced a significant beta (standardised coefficient) value (β) for the three variables 

(X, M, Y), meaning a linkage pattern for meditation was found only between (N, TSFL, TI), 

(N, TSCL, TI), (C, TSCL, JS) and (C, TSCL, TI). 

 

As can be seen from Table 5-6 TSCL and AVOL are missing because they  do not mediate 

the relationship between personality types (E, O and A) and job satisfaction or turnover 

intention among employees from Saudi banks in KSA while TSFL and TSCL (separately) 

fully mediate the relationship between employees with the (N) personality type and their 

turnover intention (TI). Moreover, TSCL fully mediates the relationship between employees 

with the (C) personality type and job attitude (job satisfaction, JS and turnover intention, TI). 
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5.6 Summary 

This chapter presented the data analysis for the hypothesised relationships and the proposed 

meditational role of leadership styles on the relationship between employees‟ personality 

types and their attitudes to their organisation (job satisfaction and turnover intention). 

Consciousness (C) and Agreeableness (A) personality types were found to have a positive 

relationship to job satisfaction.  Consciousness (C) and Neuroticism (N) also positively 

related to turnover intention while Extraversion was negatively related to turnover intention. 

The three types of perceived leadership styles (TSFL, TSCL and AVOL) had different results 

with each personality type. Consciousness (C) employees perceived leaders to be more 

Transformational and Transactional and (N) personality types perceived their leaders to be 

less Transformational (TSFL) and less Transactional (TSCL). “Openness to Experience” 

employees perceived their leader to be a less Avoidant leader. The mediation test that was 

used in this study revealed that perceived Transformational (TSFL) and Transactional 

leadership styles (TSCL) exhibited a full mediator role for the relationship between 

employees with an N personality type and turnover intention (TI). Moreover, perceived 

Transactional leadership style (TSCL) fully mediates the relationship between employees 

with a C personality type and job satisfaction (JS) and turnover intention (TI). 
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Chapter 6: Discussion and conclusion 

6.1 Introduction 

In Chapter Five the analysis and results derived from the study sample of respondents from 

two Saudi banks were reported. The aim of Chapter Six is to integrate the main findings and 

provide a detailed discussion of the results. This will provide a clear picture of the 

relationships between employees‟ personality types based on the “Big Five” model in the 

theoretical framework that links to perceived leadership styles and organisational attitudes 

(job satisfaction and turnover intention) in the Saudi banking sector. The chapter is divided in 

two sections: the first part discusses the path analysis results and mediation analysis results. 

The second section highlights the main conclusions of the study, the significance of its 

contributions to the literature, its limitations, and the potential for future research.  

6.2 Path analysis discussion 

6.2.1 The relationship between personality type and job satisfaction 

The main aim of the study and its first objective (Chapter One, section 1.4.1) was to examine 

the relationship between the Big Five model of personality and overall job satisfaction among 

Saudi bank employees. The analysis was performed using SPSS 20 and AMOS computer 

software based on the principal components factoring method, with varimax rotation on the 

correlations of the observed variables. In order to explore the validity and reliability of the 

measures used in this study, confirmatory factor analysis (CFA) was performed as discussed 

in Chapter Four. It was crucially important to assess its validity and reliability in the Saudi 

Arabian context, as the questionnaire used had been adapted from the literature. 

CFA was conducted to explain the patterns of correlation between a set of observed variables 

and scale factors. Decisions about inclusion or exclusion of scale items were based on the 

following criteria: items with loading less than 0.45 were excluded from further analysis as 

they were considered to be weak (Hair, Black, Babin, & Anderson, 2010). Any item which 

had low cross-loading with a latent variable less than 0.45 was also excluded. Cronbach's 

Alpha of 0.60 and above was considered acceptable. The Kaiser-Meyer-Olkin (KMO) 

measure of sampling adequacy which measures whether the distribution of values is adequate 
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to conduct CFA was 0.818. Tabachnick and Fidell‟s (2007) test of sphericity was significant 

(3828 p <0.000). Therefore, the researcher is confident that factor analysis was the 

appropriate method for the current study (see Appendix A Table 1). A number of goodness of 

fit measures were used to evaluate how well the model fits the data obtained (CFI, GFI, 

RMSERA, SRMR) adopted from Schumacker and Lomax (2004). The findings of the CFA 

indicated that the four measurement types showed a good and reasonable model fit and 

performed a good analysis of psychometric properties with observed data. 

After an extensive review of relevant studies in the job satisfaction and personality literature, 

it was revealed that most researchers have chosen to investigate the relationship between one 

or two aspects of personality traits (mainly Neuroticism (N)) and job satisfaction. In the 

current study the whole of Big Five personality model was used to form a more 

comprehensive and broader perspective. While some studies have been conducted in the Arab 

world overall and in the KSA specifically, there is not a single study that has statistically 

investigated the relationship between the complete Big Five personality model and job 

satisfaction. Therefore, it was deemed important to statistically test this model in a non-

Western setting such as the KSA. 

The first area for discussion concerns the results on personality and job satisfaction. Data 

from this Saudi bank sample revealed some results which are consistent with Staw and Ross's 

(1985) study. They suggested that "job attitudes may reflect ... traits that predispose 

individuals to see positive or negative content in their lives” (pp. 48) as individuals‟ positive 

or negative emotions can influence elements of their social communications processes such 

as input, recall, and interpretation within various situations, including work attitude and 

behaviour.  

Scant research in the Western context has pointed to the existence of evidence of a positive 

relationship between certain employees‟ personality characteristics and overall job 

satisfaction (Connolly & Viswesvaran, 2000; Furnham et al., 2005; Judge, Heller & Mount, 

2002; Zhai, Willis, O'Shea, Zhai & Yang 2013). Judge, Heller & Mount (2002) conducted a 

wider meta-analysis based on the Big Five personality model that included articles, book 

chapters, dissertations and unpublished reports, from 1887-2000. In addition, Furnham et 

al.‟s, (2009) study was conducted among employees in the retail, manufacturing and 

healthcare in an English culture (individualist) and Zhai et al.‟s, (2013) study was conducted 

in the Chinese context (collectivist), Barrick, Parks & Mount‟s, (2005) study in the USA 
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context, (individualist), and Templer‟s work (2012) was conducted in Singapore 

(collectivist). These studies will be used as the main comparators for this discussion. 

The results of this research confirm that personality factors affect the degree of an 

individual's job satisfaction; for example employees with high Conscientiousness (C) and 

high Agreeableness (A) personality types had a positively significant relationship with 

overall job satisfaction among Saudi bankers, while for employees with high Neuroticism 

(N), high Openness to Experience (O) and high Extraversion (E) personality types, the 

relationship does not reach a significant level (Figure 6.1).  

 

Figure 6.1: Illustrates the relationship between personality types and job satisfaction 

(N=343).  

Significant                                                       Non-significant  

*p <0.05                                                             ** p<0.01 

Conscientiousness (C) personality type and job satisfaction:  

The findings showed a relationship in line with previous studies.  For exampleJudge et al.‟s 

(2002) meta- analysis, the work of Furnham et al., (2005) and Templer (2012) where the 

positive relationship between Conscientiousness (C) and job satisfaction was confirmed with 

scores of (β= 0.20, p<0.01**), (β=186, p<0.01**) and (β=0.14, p<0.05*) respectively, 

whereas the current study scored (β= 0.203, p<0.01**). The study result revealed that high 

Conscientious (C) employees were more likely to be satisfied with satisfaction factors such as 

pay, promotion and communication. Conscientious (C) bank employees may place higher 

value on pay, promotion and communication and as a consequence of this are more 

concerned with high achievement and prefer to be rewarded both extrinsically (by bonuses 

and other forms of perk for example) and intrinsically (with responsibility and expanded job 

roles). Additionally, researchers have found that Conscientiousness (C) is a valid predictor of 
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job performance (e.g. Barrick, Parks & Mount, 2005; Steel, Schmidt & Shultz, 2008) as there 

is a significant direct link between job satisfaction and performance (Judge, Thoresen, Bono 

& Patton, 2001).  It is postulated that C employees are achievement-oriented so exhibit high 

levels of job performance that in turn leads them to be more satisfied with their current job 

and ready to perform better.  

Another explanation of the results can be found in the nature of work in the banking sector 

which requires calm, friendly employees who are capable of coping with different people‟s 

personalities, are willing to establish social relationships, and have the ability to work under 

constant pressure and deal with emergency situations to meet targets (Hlatywayo, Mhlanga & 

Zingwe, 2013). Thus, the findings of this study suggest that high Conscientious (C) 

employees will perform well as bankers on the basis of their positive affective (PA) 

personality traits (Judge et al., 2002; Ashton, Lee, Goldberg & De Vries., 2009), which 

accounts for the excitement and enthusiasm that allows them to perform in a way which 

enables them to reach their targets. As a consequence, high Conscientiousness (C) employees 

may be disposed to provide high quality service to the bank‟s clients and build relationships 

of trust with them, which helps the employees to reach their targets, thus attaining job 

satisfaction.  In essence, high Conscientiousness (C) may be a valid predictor of bank 

employees‟ job satisfaction levels.  

When looking at the cultural profile of Saudi Arabia (see section 1.3) we can see that it has 

been characterised as being high in collectivism according to Hofstede (2001). In a 

collectivist society individuals see themselves as a part of a group in which loyalty, care and 

commitment is exchanged. Saudi Arabia scored 25 in the Individualist dimension which is a 

low score, so it is therefore a collectivistic culture where people feel responsible for the other 

members of their group as a family member or member of an organisation. In this regard, 

connections with others may play an important role in the banking workplace.  

The banking sector is greatly dependent on establishing good connections with clients and 

with leaders in such a society which is high in collectivism. This is the basis of certain 

important decisions regarding bank employees in areas such as promotional opportunities, 

bonuses, and rewards. Although Conscientious (C) individuals may perform well at work; 

some important decisions in the workplace may be based on connections rather than actual 

performance. In light of this argument the current study postulated Hypothesis H1-2, that 

Conscientiousness (C) is related significantly and positively to employee job satisfaction. 
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The findings of the current study differed from those in the study by Zhai et al. (2013) which 

was also conducted in a collectivist society, where Extraversion was the only personality trait 

which exhibited a positive relationship to job satisfaction. The differences in the results could 

be derived from the notion that some traits are considered essential for success in some 

cultures but not in others. For example Agreeableness (A) would be important in collectivist 

cultures that are interpersonal-relationship oriented (Triandis & Suh, 2002) such as Saudi 

Arabia but would not be important in another collectivist cultures such as China. These 

findings prompt the need for further research into collectivist cultures to gain insight into the 

apparent contradiction. It is to a full discussion of Agreeableness that the chapter now turns. 

Agreeableness (A) personality type and job satisfaction: 

The results of the current study have established that high Agreeableness (A) is positively and 

significantly associated with job satisfaction among Saudi bank employees; this result is 

consistent with the previous research in personality and job satisfaction which was conducted 

by Ashton et al. (2009). However to date there are not enough studies to provide possible 

explanation for why the Agreeableness (A) trait may be associated with job satisfaction. 

Nonetheless, a possible explanation of that result could be a consequence of the concept of 

job satisfaction as a pleasurable or positive emotional state resulting from the appraisal of 

one‟s job or job experience (Armstrong, 2004). An Agreeable (A) individual is one who is 

likely to be cooperative, concerned for others, supportive and good natured (Barrick et al., 

2001; Ashton et al., 2009). McCrae and Costa (1991) pointed out that Agreeableness (A) is 

related to pleasure, as Agreeable persons have a greater motivation to accomplish their 

personal aims and foster better relationships with others (DeNeve & Cooper, 1998) which 

would lead them to achieving a greater level of life satisfaction hence job satisfaction.  

The current study results provide evidence for an assumption regarding High Agreeable (A) 

employees, that they are more satisfied if there is supervision and communication. On the 

other hand, studies by Barrick and Mount (1991), Judge et al., (2002), Furnham et al. (2009) 

and Zhai et al. (2013) found that Agreeableness (A) did not have a significant relationship 

with job satisfaction. This study result makes a meaningful contribution to the field of 

research into job satisfaction and personality by providing evidence of the relationship 

between Agreeableness (A) personality traits and job satisfaction. Thus, those high in 

Agreeableness (A) will create more personal relationships among people in the work 

environment, getting along with others in pleasant relationships and avoiding disruption of 

relationships (Organ & Lingl, 1995). Bank employees‟ high in Agreeableness (A) need a 
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fairly sociable job that enables establishing personal relationships, thus their level of job 

satisfaction will be increased which is derived from satisfaction factors such as 

communication and supervision, accomplishment and respect (Bruk-Lee, Khoury, Nixon, 

Goh & Spector, 2009). 

It is important to explore alternative explanations for significant relationships between 

Agreeableness and job satisfaction which link up with cultural aspects. As Saudi Arabian 

society is known to be highly collectivist, connections with others is an important 

consideration which links up to promotions and rewards in the banking sector. Agreeable (A) 

employees are able to establish stable relationships in their work environment by engendering 

trust and providing care, help and concern for others. Agreeableness (A) has been reported as 

having a weak relationship with job satisfaction in some previous studies for example, the 

Barrick & Mount, (1991) study which was conducted in the USA context. 

However the findings of the current study reported a positive and significant relationship for 

Agreeableness with job satisfaction, consistent with Templer‟s (2012) study. This reported 

that Agreeableness (A) is positively associated with job satisfaction and is a strong predictor 

of job satisfaction in collectivist societies such as Singapore with a score of (β= 0.16, 

p<0.01**) which can be compared with the score of the current study of (β= 0.146, p<0.05*). 

In Templer‟s (2012) study the data were gathered from 12 organisations operating in different 

sectors (financial, information technology and hospitality) while the data of the current study 

were collected from Saudi bank branch employees. Both studies confirm this relationship. In 

light of that the current study has confirmed Hypothesis H1-4 that proposes that 

Agreeableness (A) personality traits are associated positively with job satisfaction. 

Although the current study and Zhai et al. (2013) were conducted in collectivist societies, the 

results differ. Results from the study by Zhai et al. (2013) did not reach a significant level 

which would confirm a relationship between job satisfaction and Agreeableness (A) and 

Conscientiousness (C), the significant relationship was confirmed with Extraversion (E). It 

may be no accident that Zhai et al. (2013) results of positive significance relationship 

between Extraversion (E) and job satisfaction as Extraversion is considered to be linked to 

positive affectivity (PA) along with (A) and (C). In addition, it is possible that there are 

different types of collectivism (Triandis, 1993), the study by Zhai et al. (2013) was conducted 

in an Asian collectivist society, and the current study was conducted in an Arab collectivist 



 

208 
 

society, so future studies would be needed to investigate the antecedents and contribute to the 

literature through acceptable evidence.  

Furthermore, in the study by Zhai et al. (2013) data were gathered from a wide range of 

industry groups such as health services, government departments, educational institutions and 

manufacturers, and differences may be due to the differences in context background in the 

studies. The current study context is the banking sector alone, while in Zhai et al.‟s (2013) 

data came from different types of organisations. The nature of work in the banking sector 

needs calm, tolerant, friendly, warm employees who are able to cope with different types of 

people and are willing to establish social relationships, have the ability to work under 

pressure and to deal with emergency situations (Hlatywayo et al., 2013). Personality traits 

that are responsible for positive affectivity (PA) behaviour (such as Agreeableness and 

Conscientiousness) enable bank employees to provide high quality service to the banks‟ 

clients and build relationships of trust with them that help the employees to reach their 

targets, thus attaining job satisfaction. One indication as to why it is easier for Agreeable (A) 

and Conscientious (C) employees to deal with stressful situations in the workplace stems 

from their positive affective (PA) personality traits (Judge et al., 2002) which are responsible 

for characteristics such as happiness, ability to engender trust, compliance and 

straightforwardness. As a result, Agreeable (A) and Conscientious (C) bankers with their 

positive affective (PA) personality traits will be able to deal more effectively with clients, 

which allow them to perform in such a way which will satisfy both themselves and their 

clients.  

Conversely some authors have argued that dissatisfaction may lead employees to be more 

creative in their current job, under certain conditions such as their necessary continued 

commitment to the organisation (Zhou & George, 2001) and them having enough positive 

energy or affectivity (PA). Dissatisfied employees who were highly committed to their 

employers and possessed positive energy were more likely to exhibit a high level of creativity 

with some help and support from their co-workers. It can be hypothesised that they may be 

able to change the current situation by introducing new ideas and making extra efforts to 

improve their situation and attain high levels of performance (Rowold & Rohmann, 2009). 

Other dissatisfied employees may behave differently; they may try to change their current 

work situation by intending to search for another employer and thinking of quitting (Takase, 

Maude, & Manias, 2005). Employees‟ personality traits play an important role in the turnover 
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process as shown in Figure 6.2, thus the following section will discuss the relationship 

between personality traits and turnover intention. 

 

 

Figure 6.2: Mobely's (1978) model of quitting process. 

6.2.2 The relationship between the Big Five personality types and turnover intention 

In a highly competitive environment such Saudi‟s banking sector, which faces a high level of 

demand for qualified employees who are experts in the field, personality type plays an 

important role in turnover intention levels (Zimmerman, 2008). Interestingly, the results of 

this study revealed that there is a high level of potential intention to leave their current job 

among Saudi bank employees. The study results show that employees had a mean of 5 years‟ 

experience in the current bank, less than the mean of 8 years‟ experience in the banking 

sector. This may mean that Saudi bankers receive attractive job offers from their employers‟ 

competitors or banks new to the country (SAMA, 2013). In some cases employees had a high 

level of turnover intention regardless of whether the conditions of their current job were ideal 

or not, while other employees preferred to stay with the same employer even though the work 

environment was not ideal for them. In this regard, trait affectivity may play a role in 

turnover intention.  
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The current study set out to provide an insight into how an individual‟s traits relate to their 

turnover intention. In a similar vein, Zimmerman (2008) noted that dispositional affectivity, 

whether positive or negative, has an impact on individuals‟ beliefs and values. Disposition 

affectivities have been linked to the Big Five personality traits, as positive affectivity (PA) 

and negative affectivity (NA) have been demonstrated as directors of individuals‟ mood, 

behaviour and reactions to situations in the workplace (Bouckenoogh, Raja & Butt, 2013).  

 

 

Figure 6.3: The regression relationships between personality types and turnover intention 

expressed by Beta value (β), (N=343). 

Significant                                            Non-significant  

*p <0.05                                                ** p<0.01 

 

Neurotic (N) personality type and turnover intention: 

The findings indicate that bank employees‟ turnover intentions have a positive and significant 

relationship with the Neurotic (N) personality type. The study findings reinforce the idea that 

those high Neurotic (N) employees who have a negative affectivity disposition (NA) have a 

high level of turnover intention. Hypothesis H2-5, which proposed a positive relationship 

between Neuroticism (N) and turnover intention, was supported with (β= 0.135, p<0.05*). A 

possible explanation for these results can be found in the Neuroticism (N) traits. High 

Neurotic (N) bank employees have been described as having low stability with feelings of 

anger and depression, which leads them to interpret neutral situations as threats and 

exaggerate minor frustrations as serious difficulties; they also have trouble controlling their 

emotions (Terracciano, Löckenhoff, Zonderman, Ferrucci & Costa 2008). Neurotics are more 

likely to experience a negative impact from their surroundings due to negative affectivity 

traits such as anxiety, depression, aggression, worry and moodiness.  

The current finding is consistent with the study by Lounsbury, Saudargas & Gibson (2004) 

that confirmed low emotional stability or Neuroticism (N) was closely correlated to turnover 
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intention, as the findings of Lounsbury et al. were represented by correlation (r=0.35, 

p<0.01**), although in this study the score was (r= 0.123
, 
p<0.05*) lower than Lounsbury‟s 

result. The study was also in agreement with findings in Bouckenooghe et al.‟s (2013) study 

which was conducted on samples from Pakistani organisations, and examined the relationship 

between negative affectivity (NA) and two key work outcomes, job performance and 

turnover intention, and found that (NA) traits increase turnover intention. In this regard, 

thinking of quitting will be transferred to actual turnover reinforced by the (NA) trait. 

 

Figure 6.4: The impact of (NA) negative affectivity trait on Mobely's (1978) model of the 

quitting process. 

Extraversion (E) personality type and turnover intention: 

The findings of this study supported Hypothesis H2-3 that proposed a negative relationship 

between the “Extraversion” (E) personality type and turnover intention (β=-0.001, p<0.01**). 

The finding reinforces the idea that bank employees who have a positive affectivity 

disposition (PA) have a reduced turnover intention. One possible interpretation of the 

findings is that Extraversion (E) describes an individual who possesses social skills, and is 

enthusiastic, assertive and ambitious (Goldberg, 1990; Goldberg et al., 2006). They enjoy 

being with people as they are full of energy; as a result they often possess positive emotions 

(PA) regarding a situation, which will impact on their judgement with regard to events 

around them (Connolly & Viswesvaran, 2000). Extravert (E) bankers tend to experience 

lower levels of stress and interpret situations positively, and Extravert (E) employees try to 

put more effort into enhancing their work situation in order to improve their performance and 
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satisfaction levels. As a result of possessing positive affectivity (PA) traits, Extravert (E) 

employees will take time before the thought of quitting is transferred to actual turnover. In 

essence, the likelihood of turnover intention will decrease as thoughts of quitting will be less 

and less likely to translate into actual turnover.  

The current results are in line with conclusions by Bouckenooghe et al. (2013) who found 

that Extraversion (E) as a positively affective feeling is correlated negatively to turnover 

intention (r=-0.13, p <0.05*). In this regard, individuals who have high PA disposition traits 

such as Extraversion (E) often experience positive emotion in the work environment derived 

from their ability to deal with stressful situations and attain their goals, thereby decreasing the 

likelihood of turnover intention. 

Conscientiousness (C) personality type and turnover intention: 

The surprising finding of the current study comes from Hypothesis H2-2 that proposed there 

was a negative relationship between Conscientiousness (C) and turnover intention. The 

empirical findings support the opposite assumption; a positive relationship between 

Conscientiousness (C) personality type and turnover intention (β=0.123, p<0.05*). A possible 

explanation for these results can be found in (C) personality traits (Judge et al., 2002; Ashton, 

Lee, Goldberg & De Vries, 2009), where the excitement and enthusiasm that encourages 

Conscientious employees may extend to their turnover intention if they feel at any point that 

they need to leave their job. Conscientiousness (C) employees in the banking sector are 

willing to establish social relationships in and out of the bank, in this regard; connections 

with others may play an important role in applying for a new job.  However further research 

(perhaps qualitative in nature) is needed to explore this suggestion and other reasons for the 

association. 
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Figure 6.5: The impact of (PA) positive affectivity traits on Mobely's (1978) model of the 

quitting process. 

Contrary to the current study‟s findings, the research of Zimmerman (2008) and Salgado 

(2002) shows that having an Extravert (E) personality type does not relate to turnover 

intention.  Based on Salgado‟s (2002) findings in his meta-analytic study, Neuroticism (N), 

Conscientiousness (C) and Agreeableness (A) were the strongest predictors of actual 

turnover. With regard to the differences in the results, it is possible that differences in aspects 

of nationality between research contexts might impact on the studies‟ findings. There is 

indeed no evidence arising from this study for any relationship between the personality types 

Agreeableness (A) and Openness to Experience (O) and turnover intention. 

 

6.2.3 The relationship between the Big Five personality types and leadership styles 

It has been noted in Chapter Two that the focus of the current study is mainly on the 

follower-centred approach to leadership (Meindl, 1995; Ehrhart & Klein, 2001; Felfe & 

Schyns, 2006; Hetland, Sandal & Johnsen, 2008; Zhu, Avolio & Walumbwa, 2009; Felfe & 

Schyns, 2010; Emery et al., 2013), thus the current study has aimed to investigate whether 

employees‟ personality traits have a relationship with their perception of leadership style in 

their bank branch leader. The current findings linked the Big Five personality traits to the 

perception of Transformational, Transactional and Avoidant leadership styles. It is important 

in this section to identify the personality profiles of bank employees who rate their leaders‟ 

leadership styles; this will help to refine the understanding of the role that personality plays 

among bank employees, within Meindl‟s (1995) assumption of leadership.  

  

Figure 6.6: The significant relationships between personality types and leadership styles 

(N=343).*p <0.05                                             ** p<0.01 
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Conscientious (C) personality type and Transformational leadership styles: 

The study findings indicated that, as Hypotheses (H3-1-D ) showed (β=0.067, p< 0.01** ) 

and as is shown in Figure 6.6, Conscientiousness (C) is positively related to the perception of 

Transformational leadership styles; that is these associations reached significant levels among 

Saudi bank employees. This is contrary to the findings of Hetland et al. (2008) in their study 

which was conducted in a Norwegian context and found that there were a significant 

relationship between Conscientiousness (C) and perception of an Avoidant leadership style in 

Norwegian sample; but as shown in Figure 6.6, the relationship between Conscientiousness 

(C) and perception of an Avoidant leadership style did not reach a significant level in this 

study, which may be due to differences between Saudi Arabian and Norwegian national 

culture, as Saudi Arabia is considered collectivist society while Norway is considered as 

individualist society which would impact on the results. 

Hofstede (2001) argues that the dimensions of power distance and uncertainty avoidance can 

be used to explain types of behaviour in organisations. The power distance index measures 

the extent to which a culture accepts inequalities such as social classes and organisational 

hierarchy between various groups within a culture. Cultural dimensions such individualism, 

masculinity, uncertainty avoidance, and pragmatism were not linked to any explanation of 

leadership behaviour or preferences. The aspect of indulgence has a score of 52 in Saudi 

national culture, which means there is no clear preference in this dimension. Saudi Arabia is 

to be considered a high power distance country and scores 95, while Norway scored low in 

this dimension (31), meaning that Norwegian employees tend to value equality both in 

society and within organisations. Leaders are counted as team members and employees 

expect to be consulted as the relationship between a leader and his/her employees is informal 

and is maintained via direct communications. On the other hand, Saudis are tolerant of 

inequality; everyone has a place in society and thus hierarchical ordering is accepted in the 

organisational setting (Hofstede, 2014).  

 

The impact of the Conscientiousness (C) personality trait appears to be more apparent in a 

society that accepts different classes of individuals and a strong hierarchy within 

organisations (KSA). Another possible explanation may be because of the leadership process 

itself. The leadership process, according to Meindl (1990), is to be considered a social 

construction that has been created by leaders and followers and is primarily a two way  
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 process where both leaders and followers are transformed by each other over time (Burns, 

1978; Kaiser, Hogan, & Craig, 2008). In this respect, employees‟ personality traits determine 

the emergence of leadership style; based on similarity attraction theory (Felfe & Schyns, 

2010; Emery et al., 2013), where people who possess the same personality characteristics 

attract each other, which increases the possibility of positive interaction (Ehrhart & Klein, 

2001; Bono, Hooper & Yoon, 2012); likewise, employees prefer to be led by a leader who 

has similar traits to theirs. Hence, the positive association between Conscientiousness (C) and 

perception of Transformational and Transactional leadership styles could be derived from 

similarities between bank employees‟ positive affectivity and their branch leaders‟ positive 

behaviour which created a positive circle between employees and leaders. There is then a 

beneficial impact from the postulated positive cycle on employees‟ behaviour. It has been 

acknowledged that high Conscientious (C) employees expend more effort in the workplace 

than other types of employees (O, E, A, N), as they have set their goals autonomously, work 

beyond requirements, enjoy accomplishing their goals, and avoid negative work attitudes. In 

this instance, employees‟ positive characteristics of Conscientiousness (C) have reported a 

positive relationship with Transformational leadership (Zhu, Avolio & Walumbwa, 2009); 

thus high Conscientious (C) bankers may work effectively under Transformational and 

Transactional leadership styles.  

The positive relationship between Conscientiousness (C) traits and perception of 

Transformational leadership behaviour comes from the motivation ability of 

Transformational leaders; such leaders motivate their employees to do more than was 

originally expected. This can be achieved by raising an awareness of the importance and 

value of designated outcomes and paying close attention to the different needs of each bank 

employee through the individualised consideration component of Transformational leadership 

(Bass, 1990). Furthermore, Transformational leaders are characterised by idealised 

attribution, idealised behaviour, inspirational motivation, intellectual stimulation and 

individualised consideration behaviour which encourages Conscientious (C) employees to 

identify original and new ideas to complete their assignments and reach the desired target 

(Zhu, Avolio & Walumbwa, 2009). 

Moreover, a Transformational leader may motivate Conscientious (C) employees by 

delegating more responsibility and authority to them so that they can be fully empowered and 

more engaged in their work. The findings (β=0.067, p<0.01**) also suggest that high 
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Conscientious (C) bank employees are those who place great value on work and on 

participation, and are most likely to be successfully led by leaders who exhibit motivational, 

inspiration or charismatic behaviour.  These preliminary findings support the contentions of 

some researchers (Ehrhart & Klein, 2001; Bono et al., 2012) who found that employees with 

strong work values appeared to be attracted to charismatic leaders who had high aspirations 

and who empowered them by giving them responsibility. Here Ehrhart and Klein scored 

(β=0.39, p<0.05*) and Bono et al., 2012 scored (γ=0.01, p<0.05*) which means that 

individuals who scored high in Conscientiousness (C) were more likely to give high ratings 

of Transformational leadership. 

Conscientious (C) personality type and Transactional leadership styles: 

Further findings in the current study confirmed Hypothesis H3-2-D which proposed that 

respondents who scored highly on Conscientiousness (C) also perceived a Transactional 

leadership style in their leader (β=0.184, p<0.05*) as is shown in Figure 6.6. The study result 

is in agreement with the results of previous studies (Ehrhart & Klein, 2001; Hetland, Sandal 

& Johnsen, 2008; Rowold & Rohmann, 2009; Bono et al., 2012) that support the assumption 

of positive affectivity of personality disposition (PA) in the workplace. This is contrary to the 

findings of Hetland et al. (2008) who employed a similar analysis tool (SEM) but pointed out 

that although the initial correlation between Conscientiousness (C) and Transformational 

leadership style was positive, after running the SEM analysis the association did not reach a 

significant level. A possible interpretation of the findings of the current study is derived from 

the need of high Conscientious (C) employees for fulfilment and the sense of having done the 

job properly, which makes them work more effectively under instrumental leaders such as 

Transactional ones. Bono, Hooper and Yoon‟s (2012) findings yielded a positive association 

between Conscientious (C) personality types and their rating of their leader as behaving in a 

Transactional style (γ=0.14, p<0.05*). Positive affectivity (PA) is likely to have been 

exhibited in the workplace by Conscientious (C) bank employees working with Transactional 

bank leaders who were willing to promote contingent rewards and to practice active 

management through exception behaviour consistent with their positive position.  

 

Bank employees who possess positive affectivity traits (PA) such as Conscientious (C) 

perceived their branch leader as either Transformational or Transactional; who are willing to 

interact with their positive position in the workplace with exhibiting Transformational 

behaviours through intellectual stimulation elements and Transactional behaviour style via 
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contingent rewards elements, so they will interact effectively based on the positive cycle of 

the relationship. Nonetheless, there are positive affectivity (PA) traits such as Extraversion, 

Openness to Experience and Agreeableness for which the current study results have indicated 

a non-significant relationship with the perception of Transformational and Transactional 

leadership styles. Hence further research is needed to unpack these findings. 

 

Neurotic (N) personality type and Transformational leadership styles: 

In line with the current study‟s proposition in Hypothesis H3-1-E, Neuroticism (N) was 

shown to be negatively related to perceived Transformational leadership style (β=-0.161, 

p<0.01**), as is shown in Figure 6.6.  Employees who scored highly in Neuroticism (N) tend 

to be emotionally unstable and to demonstrate negative moods and types of behaviour such as 

anxiety, depression and low self-esteem, resulting in them experiencing unpleasant 

interactions with their leader and more insecurity, and, it has been postulated, a negative 

cycle effect. The current findings are similar to those provided in studies by Felfe and Schyns 

(2006) and Hetland et al. (2008). The study‟s current results (β= -0.161, p<0.01**) were 

relatively higher than the results obtained by Hetland et al. (2008), (β=-0.12, p<0.05*) and 

Felfe and Schyns (2006), (β=-0.14, p<0.05*). Since Transformational bank leaders provide 

inspirational motivational, intellectual stimulation, idealised behaviour, and individual 

consideration, behaviour which triggers Neuroticism (N), these leaders would reinforce the 

negative influence cycle in Neurotic (N) employees, which in turn impedes the 

accomplishment of challenging goals and the implementation of new ideas.  

Such an argument is underpinned by the above findings; it has been claimed that the 

association between perceptions of Transformational leadership and Neuroticism (N) might 

be in a positive direction (Felfe & Schyns, 2006). Owing to that the interaction process 

between Transformational leaders and high Neurotic (N) employees is a developed dynamic, 

it would be expected that the leader would react to employees‟ anxiety and low self-esteem 

by employing more Transformational leadership behaviour, such as individual consideration 

behaviour. This might also encourage the employees to increase their efforts in the workplace 

and, as a result, Neurotic employees might be attracted to working with active and inspired 

leaders such as Transformational leaders. However, Neuroticism (N) employee traits in the 

Saudi banking context have a negative impact on employees perceptions of Transformational 

leaders, and the negative direction of the result may be due to the strong influence of negative 
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emotions derived from the effect of high power distance between the leader and employees, 

as Saudi Arabia scores high in this cultural aspect in the Hofstede cultural study. 

Neurotic (N) personality type and Transactional leadership styles: 

The noticeable finding of the current study is the negative association between Neurotic (N) 

employees and their perceptions of Transactional leadership style (β=-0.128, p< 0.05*); in 

line with the current study‟s proposal in Hypothesis H3-2-E. This finding may contribute to 

the leadership literature. The absence of a significant relationship between Neuroticism (N) 

and Transactional leadership style is shown in a number of other studies (Emery et al., 2013; 

Hetland et al., 2008; Rowold & Rohmann, 2009). Transactional bank leaders control 

employees by emphasising task and goal accomplishment and exhibiting Transactional 

behaviour such as giving rewards which are contingent on performance, and active 

management by taking action prior to problem behaviour developing (Bass, 1995). This 

would increase the amount of pressure on Neurotic (N) employees who are less likely to be 

confident about potential leaders who practice either Transactional or Transformative forms 

of leadership (Emery et al., 2013); accordingly, such employees will avoid working with 

structural and organised leaders such as Transactional leaders. The presence of power 

distance as a national cultural aspect could be one explanation for this. Saudis do not consider 

themselves equal; everyone has a place in society, thus hierarchical ordering is accepted in an 

organisational setting where employees are used to taking orders from their leaders 

(Hofstede, 2014). It is suggested that a Transactional style is more suited to a hierarchical 

work environment such as Saudi banks. To some extent, the negative association between 

Neurotic (N) employees and perceived Transactional behaviour within a hierarchical society 

was to be expected which is the base of the hypothesis. Further research is needed in the 

impact of high (N) employees and the perception of Transactional leadership style. 

 

Openness to Experience (O) and Avoidant leadership styles: 

Openness to Experience (O) attributes are more likely to be associated with self-expression 

and accepting diversity; here the findings show a negative relationship between bank 

employees who scored high in Openness to Experience (O) and the perception of an Avoidant 

leadership style with (β= -0.110, p< 0.05*), as is shown in Figure 6.6, with the acceptance of 

Hypothesis H3-3-B. However, in the study by Hetland et al. (2008), the opposite result was 

supported, as a positive relationship was found (β= 0.24). Avoidant or Passive leadership has 
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been defined as behaviour where the leader avoids interacting with employees. Nevertheless, 

employees who possess Openness to Experience (O) attributes (which are positive affective 

traits) tend to perceive leaders behaviour positively, such as Transformational and 

Transactional leaders (Rowold & Rohmann, 2009). The relationship in these findings 

between bank employees who score high on Openness to Experience (O) and 

Transformational/Transactional leadership styles has not reached a significant level. Prior 

studies have noted that followers who possess Openness to Experience (O) have tended to 

work with task- and relationship-oriented leaders (Emery et al., 2013), who are willing to 

develop and encourage them to participate more in their work by stressing the benefits of 

satisfying the self-interests of their employees.  

The results of this study have indicated that there is a negative relationship between employees 

who are have high levels of Openness to experience (O) and their perception of Avoidant 

leadership style, and supports others‟ works (e.g. London, 2001). The explanation of the 

current results yields a number of meaningful insights, such as the idea that many of the 

banks‟ employees who are characterised with Openness to experience (O) possess attributes 

which reinforce critical thinking, creativity and positive affective thinking; thus individuals 

possessing Openness to experience have sensitivity and tend to respond emotionally (Stevens 

& Ash, 2001; Bono et al., 2012). Therefore, the impact of a negative cycle between Openness 

to experience (O) traits and negative perception of leaders‟ behaviour would reinforce 

Avoidant leadership behaviour such as hesitating to take action or make decisions and being 

absent when needed (Bass, 1995). 

 

6.3 Mediation analysis discussion 

The impact of employees‟ personality traits on their perception of leadership style is well 

reported in many studies (Ehrhart & Klein, 2001; Felfe & Schyns, 2006; Hetland et al., 2008; 

Zhu et al., 2009). In addition, the literature has pointed out the significant relationship 

between personality traits and turnover intention (Salgado, 2002; Lounsbury et al., 2004; 

Mount et al., 2006; Zimmerman, 2008). Leadership styles are seen to have an influence on 

employees‟ turnover intention (Sheard & Kakabadse, 2002; Waldman, Ramirez, House & 

Puranam, 2001; Dixon & Hart, 2010; Liu, Mitchell, Lee, Holtom, & Hinkin, 2012). As a 

result, it can be argued that personality traits influence perception of leadership styles, which 

in turn, could lead to changes in the level of turnover intention. This study contributes to a 
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more integrative view of leadership style as a mediator variable whereas extant research has 

largely focused on the direct effect of Transformational leadership style and is congruent with 

dependent and independent variables (Nguni et al., 2006; Yin, 2009; Haider & Riaz, 2010; 

Zhu et al., 2009; Felfe & Schyns, 2006). In this study leadership styles 

(Transformational/Transactional) were examined as a mediator between employees‟ 

personality traits (Neuroticism (N) and Conscientiousness (C)) and organisational attitude 

(turnover intention and job satisfaction).  

The mediation requirements were met to show the transmission of the indirect effect of 

Neuroticism (N) traits on turnover intention through Transformational leadership style 

(TSFL) and Transactional leadership style (TSCL). Furthermore, the mediation requirements 

were met to show the transmission of the indirect effect of Conscientiousness (C) traits on job 

satisfaction through Transactional leadership style (TSCL) and the transmission of the 

indirect effect of Conscientiousness (C) traits on turnover intention through Transactional 

leadership style (TSCL).  

 

 

 

 

 

 

 

 

 

Figure 6.7: Perceived Transformational leadership style (TSFL) as a mediator between 

Neuroticism (N) and turnover intention (TI) (N=343). 

Direct effect                                       Mediational effect  

*p <0.05                                             ** p<0.01 

 

The results of the Sobel‟s test supported the hypothesised mediating effect of 

Transformational leadership style (H4-2-A) and showed a full positive mediation between 

Neuroticism (N) traits and turnover intention (TI). In this study the perception of 

Transformational leadership style (TSFL) mediates a positive relationship between 

N TI 

TSFL 
-0.175** -1.053* 
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Neuroticism (N) and turnover intention (TI) among employees of Saudi banks. Thus, the 

findings of this study suggest that there is an indirect relationship between Neuroticism (N) 

and turnover intention that has been transmitted by perceived Transformational leadership 

style (TSFL) (Z= 1.77, p <0.05*) as is shown in Figure 6.7. Evidence in support of this 

finding derives from the absence of any significant direct relationship between Neuroticism 

(N) and turnover intention (TI) after adding Transformational leadership as a mediator. This 

means that the inclusion of Transformational leadership style in SEM has removed the direct 

influence of negative affectivity (NA) that comes from Neuroticism (N) traits on turnover 

intention (TI). Perceived Transformational leadership style has a positive effect and could 

reduce the desire of turnover intention in Neurotic (N) bank employees. 

However, the sample of employees failed to show a significant association between other 

types of personalities (Conscientiousness (C), Agreeableness (A) and Openness to 

Experience (O)) and turnover intention (TI) which violated one of the mediation conditions; 

thus, it was not possible to test these hypothesised relationships among Saudi bank 

employees. Moreover, although the current study did not hypothesise the relationship 

between Transformational leadership and job satisfaction, the path analysis result has 

confirmed a positive relationship (β=0.762, p<0.01**) between perceived Transformational 

leadership style and job satisfaction (JS). With regard to personality and job satisfaction, the 

findings suggest that relationships between other personality types Neuroticism (N), 

Openness to Experience (O) and Extraversion (E), and job satisfaction (JS) did not reach 

significant levels, which is to be considered a violation of a mediation condition suggested by 

Baron and Kenny (1986), so it was not possible to conduct the mediational test in order to 

examine the mediational role of Transformational leadership style in the relationship between 

all employee personality types and job satisfaction. 
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Figure 6.8: Perceived Transactional leadership (TSCL) as a mediator between Neuroticism 

(N) and turnover intention (TI) (N=343). 

Direct effect                                        Mediational effect  

*p <0.05                                             ** p<0.01 

 

A Sobel‟s test was conducted to test the hypothesised mediational role of Transactional 

leadership style on the relationship between Neuroticism (N) and turnover intention (TI). The 

results of Sobel‟s test confirm the full positive mediational effect of Transactional leadership 

style on the relationship between Neuroticism (N) and turnover intention. The full mediation 

effect suggests that Neuroticism (N) personality traits have exerted indirect positive effects 

on turnover intention (TI) through perceived Transactional leadership style. This means that 

the perception of Transactional leadership style (TSCL) mediates a positive relationship 

between Neuroticism (N) and turnover intention (TI) among employees of Saudi banks as is 

shown in Figure 6.8. Thus, the findings of this study suggest that there is an indirect 

relationship between Neuroticism (N) and turnover intention (TI) transmitted by perceived 

Transactional leadership style (TSCL) (Z= 1.75, p<0.05*). Evidence in support of this 

finding derives from the absence of a significant direct relationship between Neuroticism (N) 

and turnover intention (TI) after adding Transactional leadership as a mediator. As a result, it 

can be suggested that Neuroticism (N) traits have an influence on the perception of 

Transactional leadership, which might then elicit an attitudinal response in employees‟ 

organisational attitudes such as turnover intention (TI). This means that the inclusion of 

Transactional leadership style has removed the direct influence of negative affectivity (NA) 

that comes from Neuroticism (N) traits on turnover intention (TI). It would appear that 

perceived Transactional leadership style has a positive effect and could reduce the desire of 

turnover intention for Neurotic (N) bank employees. 

Following the analysis performed on Neuroticism (N), the present study assessed the role of 

perceived Transactional leadership styles in mediating the relationship between 

Conscientiousness (C) personality traits and job satisfaction (JS). As mentioned previously in 

this chapter, employees who scored high in Conscientious (C) may put forth extra efforts to 

achieve their targets in order to gain more recognition, a sense of personal accomplishment, 

and respect, which increases their level of job satisfaction (Organ & Lingl, 1995). The 

positive relationship between Transactional leadership style and job satisfaction is confirmed 

in the current study, and is in line with previous literature (Nguni et al., 2006; Yin, 2009; 
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Haider & Riaz, 2010; Negussie & Demissie, 2013). The positive impact of the 

Conscientiousness (C) employee trait on individuals‟ level of job satisfaction (JS) is well 

reported in many studies (Judge et al., 2002; Furnham et al., 2005; Templer, 2012). As a 

result, it can be argued that Conscientiousness (C) personality traits influence the perception 

of a Transactional leadership style, which in turn could lead to changes in levels of job 

satisfaction (JS).  

 

 

 

 

 

 

 

Figure 6.9:  Perceived Transactional leadership (TSCL) style as a mediator between 

Conscientiousness (C ) and job satisfaction (JS) (N=343). 

Direct effect                                            Mediational effect  

*p <0.05                                                   ** p<0.01 

 

The result of the Sobel‟s test has confirmed that perceived Transactional leadership style 

performed a full positive mediation on the relationship between Conscientiousness (C) 

employee traits and job satisfaction (JS). This means that there is an indirect, positive link 

between Conscientiousness (C) and job satisfaction (JS) through perception of Transactional 

leadership style (Z=1.78, p<0.05*) as shown in Figure 6.9.  Evidence in support of this 

finding derives from the absence of a significant direct relationship between 

Conscientiousness (C) and job satisfaction (JS) after adding Transactional leadership as a 

mediator. Conscientiousness (C) appears to have influence on the perception of Transactional 

leadership, which then may elicit an attitudinal response towards employees‟ job satisfaction 

(JS). This means that the inclusion of perceived Transactional leadership style has removed 

the direct influence of positive affectivity (PA) that comes from Conscientiousness (C) traits 

on job satisfaction (JS).  Perception of Transactional leadership style has a positive effect and 

appears to increase the feeling of job satisfaction (JS) on Conscientiousness (C) bank 

employees. The requirement of Baron and Kenny‟s (1986) mediational linkage is not met for 

other types of personalities (Neuroticism (N), Openness to Experience (O) and Extraversion 

C 

TSCL 

JS 

0.217* 0.901* 
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(E)) which failed to show a significant relationship to job satisfaction (JS).  Here one of the 

mediation conditions is violated, so it was not possible to test this hypothesised relationship 

among Saudi bank employees. 

Following the analysis performed on Conscientiousness (C) personality traits and job 

satisfaction (JS), the present study assessed the role of perceived Transactional leadership 

styles in mediating the relationship between Conscientiousness (C) personality traits and 

turnover intention (TI). Employees scoring high in Conscientiousness (C) may seem to put 

forth extra efforts to achieve their targets in order to gain more recognition, a sense of 

personal accomplishment, and respect, which increases their level of turnover intention (TI), 

as described in Chapter 5 (section 5.3.2) the finding supports the positive relationship 

(β=0.123, p<0.05*). The negative relationship between Transactional leadership style and 

turnover intention (TI) is confirmed in the current study (β = -1.42, p<0.01**), and is in line 

with previous literature (Ehrhart & Klein, 2001; Tejeda, Scandura & Pillai, 2001; Hetland, 

Sandal & Johnsen, 2008). The positive impact of the Conscientiousness (C) employee trait on 

individuals‟ levels of turnover intention (TI) is the opposite to the current study hypothesis 

and the findings of many studies (Salgado, 2002; Zimmerman, 2008; Mount, Ilies & Johnson, 

2006). As a result, it can be argued that Conscientiousness (C) personality traits influence the 

perception of a Transactional leadership style, which in turn could lead to reducing levels of 

turnover intention.  

 

 

 

 

 

 

 

 

Figure 6.10: Perceived Transactional leadership style (TSCL) as a mediator between 

Conscientiousness and turnover intention (TI) (N=343). 

Direct effect                                            Mediational effect 

*p <0.05                                                  ** p<0.01 
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The result of the Sobel‟s test confirmed that perceived a perceived Transactional leadership 

style has performed a full negative mediation on the relationship between Conscientiousness 

(C) employee traits and turnover intention (TI). This means that there is an indirect, negative 

link between Conscientiousness (C) and turnover intention through perception of 

Transactional leadership style (Z=-1.761, p<0.05*) as shown in Figure 6.10; conversely, the 

direct relationship between Conscientiousness (C) and turnover intention vanishes after 

adding the mediator.  In this sample Conscientiousness (C) appears to have an influence on 

the perception of Transactional leadership, which then reduces turnover intention. This means 

that the inclusion of perceived Transactional leadership style has removed the direct influence 

positive affectivity (PA) that comes from Conscientiousness (C) traits on turnover intention.  

Perceived Transactional leadership style appears to decrease turnover intention (TI) for 

Conscientious (C) bank employees. 

 

The following sections commence with an overview of the previous chapters of the thesis, 

followed by the implications that have arisen from these research findings for academic 

researchers which are outlined and discussed. The limitations of the study, recommendations 

for further study and the final conclusion will be provided. A summary of the results will be 

given as well. In order to draw a conclusion it is beneficial to highlight the initial research 

objectives. The main purpose of this thesis is to examine how employees‟ personalities 

influence their organisational behaviour (job satisfaction and turnover intention) and how 

employees‟ personalities influence their perception of leadership styles. In addition, the 

second aim of this thesis has been to investigate the mediational effect of Transformational, 

Transactional and Avoidant leadership behaviour on the relationship between employees‟ 

personality and their attitudes to their organisations (job satisfaction and turnover intention) 

in Saudi commercial banks. 

6.4 Implications 

6.4.1 Theoretical Implications 

This research has several important implications for the organisational behaviour and 

leadership literature. While many empirical studies have been carried out in the areas of 

personality (Big Five model), full-range leadership (Transformational, Transactional and 

Avoidant) and organisational attitude (job satisfaction and turnover intention), this study 
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examines a holistic view of the impact of personality traits of employees on their perceptions 

of leadership styles and on their organisational attitudes. In addition this study investigates 

the mediational role of leadership style (Transformational, Transactional and Avoidant) on 

the relationship between employees‟ personality traits and their attitudes to their 

organisations (job satisfaction and turnover intention). The Big Five personality model was 

mainly used as the conceptual underpinning for the employee personality construct in this 

study. This study meets an important need in the organisational behaviour and leadership 

literature with findings related to a mixture of personality types (Openness, O, 

Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N) and leadership 

styles (Transformational, Transactional and Avoidant) and may help towards increasing job 

satisfaction and decreasing turnover intention. 

The findings of this thesis confirmed that personality traits have an effect on employees‟ 

attitudes towards their organisation and whether this is negative or positive. Given the lack of 

studies that have investigated the relationship between the complete set of dimensions of the 

Big Five personality model and job satisfaction in the KSA (and in the Middle East in 

general), the current study and its contribution to the expansion of knowledge within the field 

is significant. Following robust statistical analyses (CFA), the study confirms that personality 

traits have an influence on the degree that an individual's attitude toward his/her organisation 

(job satisfaction and turnover intention) is positive or negative.  

 

Specifically, employees among Saudi bankers with high “Conscientious” (C) and 

“Agreeable” (A) personality types had a significant positive relationship with job satisfaction, 

and a positive attitude toward the organisation overall. In employees with Neuroticism (N), 

Openness to Experience (O), and Extraversion (E) personality types, these relationships did 

not reach a significant level in the Saudi Arabian bank context. However, in the literature it 

was argued that Conscientiousness (C) is to be considered a valid predictor of job 

performance (Barrick, Parks & Mount, 2005; Schmidt et al., 2008), as individuals who 

exhibited high levels of Conscientiousness (C) when performing their job feel high levels of 

job satisfaction. The findings of the current study confirm that Conscientiousness (C) may be 

a valid predictor of Saudi bank employees‟ job satisfaction. It is postulated that providing 

high quality services to the banks‟ clients and building a relationship of trust with them 

enables employees to achieve their targets, thus attaining job satisfaction.  
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The impact of employees‟ personality traits on their perception of leadership style is well 

reported in many studies (Ehrhart & Klein, 2001; Felfe & Schyns, 2006; Hetland et al., 2008; 

Zhu et al., 2009). In addition, the literature has pointed out the significant relationship 

between personality traits and turnover intention (Salgado, 2002; Lounsbury et al., 2004; 

Mount et al., 2006; Zimmerman, 2008). Leadership styles have an influence on employees‟ 

turnover intention (Waldman et al., 2001; Dixon & Hart, 2010; Liu et al., 2012). As a result, 

it can be argued that employees‟ personality traits influence their perceptions of leadership 

styles, which in turn, can lead to changes in the level of employees‟ turnover intention. 

 

The findings of the current study indicate that bank employees‟ turnover intention has a 

significant positive relationship with the Neuroticism (N) personality type a significant 

positive relationship with the Conscientiousness (C personality type), and a significant 

negative relationship with the Extraversion (E) personality type. This result was similar to 

results obtained by Zimmerman (2008) and Lounsbury et al. (2004). The findings of this 

thesis showed that Saudi bank employees are similar to their counterparts around the world in 

terms of the negative influence of Neuroticism (N) personality traits on turnover intention. 

However the opposite result was found with Conscientiousness (C); the differences between 

these finding may be due to the nature of the banking sector and national cultural factors that 

exist between the studies. 

Nevertheless, in the literature it was shown that the presence of the Extraversion (E) 

personality type is a strong predictor of job satisfaction in Western studies (Zimmerman, 

2008; Salgado, 2002). The current findings confirm the negative association between Saudi 

bank employees who are characterised as highly Extravert (E) and their turnover intention 

within their current job. 

 

In this study the perception of leadership styles (Transformational, Transactional) were 

examined as a mediator between employees‟ personality traits (Neuroticism (N) and 

Conscientiousness (C)) and organisational attitude (turnover intention and job satisfaction). 

To be precise, high Conscientious (C) bank employees perceived their leader as being more 

Transformational (TSFL) and Transactional (TSCL) in contrast to high Neurotic (N) Saudi 

bank employees, who perceived their leader as being less Transformational (TSFL) and 

Transactional (TSCL). This is contrary to Hetland et al.‟s (2008) findings which utilised the 
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same analytical method (SEM), but failed to confirm such associations in a Western sample. 

The result adds to the body of leadership literature and new information about relationships 

between personality type and perceptions of leadership styles such as the significant negative 

relationship between Neuroticism (N) traits and Transactional leadership style (TSCL) in the 

Saudi banking context which was absent from a number of Western studies (Emery et al., 

2013; Hetland et al., 2008; Rowold & Rohmann, 2009). This research has replicated the 

results of existing associations in the leadership literature (Ehrhart & Klein, 2001; Hetland et 

al., 2008; Rowold & Rohmann, 2009) within the new context of the Saudi Arabian banking 

sector. Moreover, the study has validated an assumption which is the opposite to the results 

of certain researchers such as Rowold & Rohmann (2009), and the current study found that 

Openness to Experience (O) attributes are to be seen as positive affect traits that tend to 

characterise someone who prefers leaders such as Transformational and Transactional leaders 

who behave positively. The current study found that, contrary to their counterparts around the 

world, Saudi bank employees who were characterised as being high in Openness to 

experience (O) were less likely to perceive their leader to be avoidant (AVOL). This suggests 

that far more attention in future leadership research should be paid to the negative association 

with Openness to Experience (O). 

The second part of Chapter Five described the mediation hypotheses proposed in the current 

thesis. Mediational tests were used to confirm four mediational hypotheses. Perceived 

leadership style is assumed to be a mediator variable in this study which is able to transmit 

the effect from personality type toward organisational attitude in both directions, either 

negatively or positively. The results show the full positive mediational effect that perception 

of Transformational and Transactional leadership styles have exerted on the relationship 

between Neuroticism (N) and turnover intention among Saudi bankers. Furthermore a full 

negative mediational effect for the perception of Transactional leadership style was found for 

the relationship between Conscientiousness (C) and turnover intention among Saudi bankers 

and a full positive mediational effect for the perception of Transactional leadership style on 

the relationship between Conscientiousness (C) and job satisfaction among Saudi bankers.  

These findings add to the body of leadership and organisational behaviour literature through 

providing a more integrative view of perceived Transformational and Transactional 

leadership styles as mediator variables and can be contrasted with extant research which has 

largely focused on the direct effect of Transformational and Transactional leadership styles 
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(Nguni et al., 2006; Yin, 2009; Hussain & Riaz, 2010; Zhu et al., 2009; Felfe & Schyns, 

2006). 

6.4.2 Practical implications 

Findings reported in the current study have several practical implications for Saudi banks in 

particular, and for private organisations in general. Through empirically testing the effect of 

the Big Five personality model on employees‟ attitudes to their organisation and their 

perception of leadership styles, the research has provided data which Saudi banks can use to 

assess their employees‟ attitudes. The literature emphasises the influence of employees‟ 

personality traits on their behaviour and attitudes such as job satisfaction and turnover 

intention in the workplace (Connolly & Viswesvaran, 2000; Furnham et al., 2005; Jude et al., 

2002; Zahi et al., 2013; Zimmerman, 2008; Lounsbury et al., 2004; Bouckenoogh et al., 

2013) and suggests that employees‟ personalities are seen by human recourses (HR) and 

other professions as more important.  

Personality is indeed very important when considering bank candidates for positions, 

especially as globalisation has brought with it more intense competition and tremendous 

technological advances. It is essential that banks attract and retain a qualified and well-trained 

workforce who will be able to keep up with these developments. Only then can the bank 

remain competitive. Based on the findings of the study, banks‟ human resources managers 

could include personality tests that evaluate individuals‟ personality traits when selecting and 

hiring new bankers to determine whether a candidate is suitable for a particular work 

environment such as the banking environment.  

At the same time, human resources managers could advise bank leaders or branch managers 

of how important it is to be aware of the differences between employees‟ personalities in 

creating a work environment that induces job satisfaction and reduces turnover intention. 

Bank managers could be advised that emphasising leadership behaviour which suits each 

employee‟s personality type would create an organisational culture that fosters positive 

attitudes towards the bank among employees, enhancing their participation in building bank-

client communications. For example, bank employees‟ who are characterised as 

Conscientious (C), might responded more effectively to Transformational and Transactional 

leadership behaviour than Avoidant leadership behaviour, for example employees who are 

characterised as Conscientious are especially vulnerable to having negative reactions when 

they perceive their leaders as Avoidant. 
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 In the nature of work in the banking sector which requires calm, friendly employees who are 

capable of coping with different people‟s personalities, are willing to establish social 

relationships, and have the ability to work under constant pressure and deal with emergency 

situations to meet targets (Hlatywayo, Mhlanga & Zingwe, 2013). Thus, high Conscientious 

(C) employees will perform and interact well with positive behavior such Transformational 

and Transactional leadership style more than Avoidant leadership style. 

Personality traits are an important factor in determining the differences in employees‟ job 

satisfaction levels. Human resources managers could use personality questionnaires at the 

recruiting stage to identify the facets that are responsible for employees‟ job satisfaction, to 

understand variability in this area. For example, Conscientious (C) employees, who tend to be 

biased positively, are most likely to be led successfully by Transformational leaders who 

exhibit motivational inspiration or charisma. They are willing to work with a leader who 

distributes contingent rewards according to their positive actions as is the case with 

Transactional leaders. Conscientious (C) employees are more likely to be satisfied with pay, 

promotion and communication than Agreeable (A) employees who are more likely to be 

satisfied when they have a personal relationship with their manager and have more 

communication; furthermore managers can expect more effort and commitment from 

Conscientious (C) and Agreeable (A) employees than others based on the impact of positive 

affectivity (PA). 

 In contrast Neurotic (N) employees tend to be biased negatively and are less likely to be led 

successfully by Transformational and Transactional leadership behaviour. In regard to 

employees who possess Openness to experience (O), they tend to work with a leader who 

avoids making decisions, hesitates to take action and is absent when needed, such as 

Avoidant or Passive leaders, as they can respond creatively. Bank managers can exhibit 

leadership behaviour that may limit the number of employees with neurotic personality traits 

and increases the number of employees with positive ones such as Conscientiousness (C), 

Agreeableness (A), Extraversion (E) and Openness to Experience (O) in the bank workplace. 

For example, banks‟ human resources management might be able to reduce the turnover rate 

and costs related to employee turnover. In turn bank managers should utilise motivational 

strategies and behave in ways which induce a high level of job satisfaction in order to retain 

valuable bank employees for as long as possible. This would contribute to a bank achieving a 

competitive advantage through stable human assets with balanced personal characteristics. 
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This study has shown that through exhibiting such leadership behaviours such as idealised 

attribution, inspirational motivation, intellectual stimulation, individualised consideration 

contingent reward and management-by-exception mix well with positive affectivity (PA) 

bank employees such those who score high on Conscientiousness (C) which would establish 

an effective team work. Thus there is not only direction for the hiring of employees, but also 

for the training of their managers in how they behave and are perceived by their staff. 

 

6.5 Limitations and Directions for Future Research 

 

Although this study makes a number of contributions to the existing literature, there are some 

limitations that need to be acknowledged. First, it should be observed that as the direct and 

mediation hypotheses were tested at the individual level, all the data was collected from the 

employees‟ point of view for the independent, mediator, and dependent variables. 

Furthermore, using only one source of data, online self-reported questionnaires, may generate 

unreliable (biased) data. The current research relies on employees‟ ratings of MLQ 

(Transformational, Transactional and Avoidant leadership style), the Big Five personality 

model, job satisfaction and turnover intention scales, which means that values for some 

relationships could be inflated because of common-method variance. In light of this it must 

be emphasised that the common-method variance derives from the measurement method 

rather than the constructs the measures represent (Podsakoff, MacKenzie, Lee, & Podasfoff, 

2003); besides Siemsen, Roth & Oliveira (2010) believe that common-method variance tends 

to attenuate rather than boost the strength of interaction effects. 

 

Following these considerations the researcher conducted confirmatory factor analysis on all 

the items used in the scale and the proposed model, in order to provide evidence of construct 

validity and lower the possibility of evidence of common-method bias. As discussed in the 

methodology chapter (Chapter Three), the researcher took account of the need to minimise 

common-method bias in the design at an early stage of this research.  

Furthermore, the researcher was subject to time constraints that prevented the investigation of 

managers‟ points of view regarding their own leadership behaviour or the behaviour of their 

group. As such only one side of the working relationship has been investigated.  To 

counteract this inevitable weakness of the study it is worth recalling that the data for this 

study was gathered from two banks, enhancing the validity of the study findings. In addition, 
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following Podsakoff et al. (2003), participant anonymity was very well protected which helps 

reduce the method variance for any source of data. The researcher followed this 

recommendation in the design of the online survey and its administration and it was not 

possible for the researcher to track participants‟ e-mail addresses, names, bank branch, bank 

name, or any reference to their identity. 

The third limitation of this thesis is that the study followed a non-probability sampling 

strategy due to the access difficulties. This prevented the researcher from using probability 

techniques to choose the participants from a sample of all Saudi Bank employees which 

would have enabled the researcher to produce generalised research findings and create a 

general inference for the Saudi banking population. It has used the phrase “bank employees” 

throughout the discussion and the implications sections which refers to the employees who 

have participated in the current study. To mitigate against this weakness a large sample size 

(343 participants) was obtained to test the direct and mediation hypotheses, and SEM was 

used to ensure the measurements‟ validity and model fit to the obtained data.  

It has been mentioned several times that future research should employ qualitative 

approaches to data collection such as interviews to investigate the management relationships 

in further depth and detail. Unfortunately, it is unlikely this will be possible in the banking 

sector for KSA as SAMA currently prohibits researchers to interview the bank employees, for 

understandable reasons. The limitation relating to the current samples is in regard to the use 

of the probability technique in choosing the sample to ensure equity in selecting the 

participants which may not enable the researcher to make a generalisation from the research 

findings, however, convenience sampling was used on the banks who agreed to participate so, 

the research has overcome this limitation as far as practicable.   

The fourth limitation of this study is the use of a cross-sectional design to test the proposed 

mediation hypotheses. Although the cross-sectional design may prohibit the drawing of 

conclusions about causality, the use of mediation analysis helped in identifying causality in 

the relationships between the variables; this issue was somewhat mitigated by the inclusion of 

a number of antecedents and consequence variables in the model. Future research might be 

able to make use of longitudinal methodology, which will be particularly useful in 

investigating mediation hypotheses regarding personality types, leadership styles and 

organisational attitude in the Saudi workplace, so as to understand their nature and the 

direction of any relationships. This is because longitudinal data is able to establish time 
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sequences and evaluate strength and consistency of relationships between sub-scales of 

personality models and in perceptions of leadership styles and indicate how dyadic 

relationships develop over a period of time (Bhal & Ansari, 2007). It would be interesting for 

future research to replicate this study in a longitudinal design to test the mediating effects in 

the long-term with repeated measurements to determine whether the findings on the 

mediation relationships tested are likely to be sustained. This would help to answer questions 

related to sub-traits of the Big Five personality model in relationship to leadership styles 

(Transformational, Transactional and Avoidant leadership styles) and how this relates to 

employees‟ attitudes to their organisation. 

A further limitation of this study is that it revolves around statistical approaches that have 

been employed to assess the mediational effects of leadership styles on the relationships 

between employees‟ personalities and organisational attitudes (job satisfaction and turnover 

intention). The statistical approaches which were used in this study to achieve this objective 

were regression and structural equation modelling (SEM) with AMOS software which is 

compatible with SPSS software. The design of the mediation hypotheses fitted well with the 

regression technique provided by SPSS software, and followed the pattern of Baron and 

Kenny‟s (1986) mediational stages. Sobel‟s mediational test was utilised to detect the indirect 

relationship between independent and dependent variables in this study with respect to its 

accuracy in Type 1 error rates and its power to detect indirect effects (MacKinnon, 

Lockwood & Williams, 2004). Therefore, the current study used a single mediator 

(leadership style) based on Sobel‟s mediational test that was performed separately to generate 

four full mediation results in total. The researcher was under time limitations that prevented 

her from using another statistical technique such as Preacher and Hays‟ (2008) macro 

software that is able to test multi mediation in one step and produce the results of coefficient 

and bootstrapping/resampling tests. The concluding results regarding full mediation were 

based on the Sobel test results; it is acknowledged that Sobel‟s test is a starting point in a 

mediational analysis and future research is needed to validate the results obtained and extend 

them to include multiple mediators such as job performance and commitment.  

6.6 Concluding remarks 

This thesis, through a series of CFAs of study measurements, provides adequate evidence that 

confirms some of the proposed hypotheses. Personality traits are seen to have an influence on 

employees‟ attitudes to their organisation (job satisfaction and turnover intention) and 
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perceptions of leadership behaviour (Transformational, Transactional and Avoidant). The 

study has also shown that some findings are consistent with studies conducted in Western 

countries. For example, the Conscientiousness (C) personality type had a positively 

significant relationship with overall job satisfaction among Saudi bankers, a result which is 

consistent with Judge et al., (2002) meta-analysis study and studies by Furnham et al. (2005) 

and Templer (2012) and a positively significant relationship with turnover intention,  

however this study adds a fundamental result that Conscientiousness (C) personality score is 

a valid predictor of job satisfaction and which is opposed to the point of view expressed by 

Barrick et al., (2005) and Schmidt et al., (2008) who consider that Conscientiousness (C) is a 

valid predictor of job performance rather than job satisfaction. However, the Agreeableness 

(A) personality type is found to be positively related to job satisfaction, contrary to the 

findings in studies by Barrick & Mount (1991), Judge et al., (2002), Furnham et al. (2009) 

and Zhai et al. (2013) which indicated that Agreeableness (A) did not have a significance 

relationship to job satisfaction. 

The results of the study reinforce the view that there is a positive significant relationship 

between Neurotic (N) and Conscientiousness (C) personality traits in Saudi Arabian 

employees and turnover intention. This result reported similar findings to those in previous 

studies in Western settings such as Zimmerman‟s (2008) and Lounsbury et al.‟s (2004) 

studies in terms of the Neurotic (N) personality type but the opposite is reported in term of 

Conscientiousness (C). The current study has replicated the results found in Bouckenooghe et 

al. (2013) that Extraversion (E) has a positive affectivity, as Extraversion (E) employee 

describes an individual who possesses social skills, and is enthusiastic, assertive and 

ambitious (Goldberg, 1990; Goldberg et al., 2006). They enjoy being with people as they are 

full of energy; as a result they often possess positive emotions (PA) regarding a situation, 

which will impact on their judgement with regard to events around them (Connolly & 

Viswesvaran, 2000) and is associated negatively with turnover intention. These together hold 

useful practical application for staff retention. 

In terms of the relationship between personality types and leadership behaviour, it was also 

found that high Conscientious (C) bank employees‟ perceive their leader to be either 

Transformational or Transactional. This result is in agreement with the results of previous 

studies (Ehrhart & Klein, 2001; Roberts et al., 2005; Hetland, Sandal & Johnsen, 2008; 

Rowold & Rohmann, 2009). However those employees who were scored high in Neuroticism 

(N) were less likely to perceive their leader to be Transformational and Transactional. These 
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results are similar to the findings in studies by Felfe and Schyns (2006) and Hetland et al. 

(2008). The findings also show that Saudi bank employees who score highly in Openness to 

experience (O) are less likely to perceive their leader as exhibiting an Avoidant leadership 

style. 

The findings from the study can be used by Human Resource managers to evaluate new 

recruits so that the main negative effects that appear to stem from personality might be 

avoided.  In addition there is useful data in the study for training managers on how they might 

be perceived by their followers and the importance of leadership in the leader-follower 

exchange. 

6.7 Overview of the chapters 

Chapter One presented a general account of the study and then offered an overview of the 

KSA as the background to this study. It then explored the culture, politics, and economy of 

the country and provided a brief discussion of the historical background to the development 

of banking in Saudi Arabia. A general overview of Hofstede's model of national culture was 

presented. Finally an outline of the following areas was given: the aims and objectives of the 

study, rationale for the study, and its contribution to knowledge and its significance were 

outlined.  

Chapter Two presented an overview of the literature relevant to the study. It commenced with 

an overview of the dominant models of personality, followed by a discussion of various 

leadership theories. This was followed by a discussion of the main constructs chosen to be 

used in this study: the Big Five personality model, leadership styles, job satisfaction and 

turnover intention. A section dedicated to the theoretical frame work for the study hypotheses 

was also presented.  

Chapter Three began by outlining the hypothesised relationships between the variables of this 

study, and then described the research philosophy, design and the methods used to 

statistically test the hypothesised relationships developed in Chapter Two. The development 

of the research instrument was described. The translation process for the research instrument 

was discussed along with the online questionnaire which was distributed to gather the 

empirical data for the current study, the population, and sample size used in the study. The 

type of sample and the process and strategy used in sampling was also examined. The chapter 

discussed a number of different statistical techniques used in the analysis and concluded with 
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a brief discussion of matters related to ethics and confidentiality involved in the research 

design of the present study. 

Chapter Four started with an explanation of the process of data preparation prior to using the 

analysis tool. It presented the demographic personal profile of respondents. The chapter also 

outlined structural equation (SEM) analysis as a statistical tool used in the current study. The 

chapter described the procedures undertaken to employ confirmatory factor analysis (CFA) to 

examine construct validity and reliability in order to ensure that the instruments used in the 

present study displayed good psychometrics. The chapter concluded with a comparison of the 

internal reliability of scale items before and after deletion of scale items. 

Chapter Five discussed the results for the hypothesised direct relationships and the proposed 

mediational role of leadership styles on the relationship between employees‟ personality 

types and their attitudes to their organisation (job satisfaction and turnover intention). 

Following this, mediation analysis stages were utilised to detect the mediational effect 

between study variables. It then presented the results of the Sobel test used to examine the 

mediating effects of leadership styles on the relationship between personality types and 

organisational attitude. 

Chapter Six integrated the main findings from Chapters Four and Five. It provides a detailed 

discussion of the results in the light of previous literature in the same area to provide a clear 

representation of the relationships between employees‟ personality types based on the Big 

Five model as a theoretical framework and perceptions of leadership styles and employees‟ 

organisational attitudes (job satisfaction and turnover intention) in the Saudi banking sector 

are also described. Suggestions for future research have been discussed as well as the 

limitations of the study.  The main academic and practical impacts of the study have been 

outli 

6.8 Summary 

The main aim of this chapter is to integrate the most important findings from Chapters Four 

and Five and to provide a detailed discussion of the direct and mediational relationships in 

the results and compare them with results from the existing literature. This chapter also 

intended to provide a clear picture of the relationships between personality types (Openness, 

O, Conscientiousness, C, Extraversion, E, Agreeableness, A and Neuroticism, N)), and 

leadership styles (Transformational, Transactional and Avoidant), and employees‟ attitudes to 

their organisations (job satisfaction and turnover intention) in the Saudi banking sector. 
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Additionally, it is clear that some employees‟ personality types such as (N) and (C), in 

interaction with the mediating variables of perceived leadership styles (Transformational and 

Transactional), can influence their attitudes to their organisations (job satisfaction and 

turnover intention). 
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Table 1: Measure of sampling adequacy 

 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .818 

Bartlett's Test of Sphericity 

Approx. Chi-Square 11451.877 

df 3828 

Sig. .000 

 

 

Table 2: Standardized Regression Weights for big five personality model 

 Estimate 

N_60  <---    N .415 

N_55 <---    N .634 

N_50  <---    N .340 

N_45  <---    N .547 

N_41  <---    N .411 

N_36  <---    N .244 

N_32  <---    N .580 

N_27  <---    N .692 

N_22  <---    N .113 

N_17  <---    N .552 

N_12  <---    N .540 

N_7    <---    N .497 

A_10  <---    A .458 

A_15  <---    A -.075 

A_20  <---    A .305 

A_25  <---    A .513 

A_30  <---    A .257 

A_34  <---    A .027 

A_39  <---    A .485 

A_43  <---    A .160 

A_48  <---    A -.185 

A_53  <---    A .595 

A_58  <---    A -.058 

 

 

 

 

A_63 <--- A .218 
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O_66 <--- O .014 

O_62 <--- O .187 

O_57 <--- O .520 

O_52 <--- O .177 

O_47 <--- O .656 

O_38 <--- O .141 

O_33 <--- O -.042 

O_29 <--- O .550 

O_24 <--- O .077 

O_19 <--- O .300 

O_14 <--- O .052 

O_9 <--- O -.157 

E_8 <--- E .114 

E_13 <--- E -.068 

E_18 <--- E -.408 

E_23 <--- E .501 

E_28 <--- E .143 

E_37 <--- E .401 

E_42 <--- E .524 

E_46 <--- E .497 

E_51 <--- E .336 

E_56 <--- E .559 

E_61 <--- E -.209 

E_65 <--- E .004 

C_64 <--- C .652 

C_59 <--- C .577 

C_54 <--- C .543 

C_49 <--- C .525 

C_44 <--- C .723 

C_40 <--- C .638 

C_35 <--- C .380 

C_31 <--- C .378 

C_26 <--- C .702 

C_21 <--- C .472 

C_16 <--- C .557 

C_11 <--- C .428 

 

 

Table 3: Modification Indices: Covariances between big five personality types 

   
M.I. Par Change 

e46 <--> E 4.661 -.007 

e46 <--> e48 18.715 .135 

e47 <--> N 12.432 -.085 
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M.I. Par Change 

e47 <--> e48 5.596 .091 

e44 <--> N 5.905 .044 

e44 <--> e46 8.767 .075 

e45 <--> A 5.533 -.032 

e45 <--> N 5.183 -.053 

e45 <--> e46 71.00 .070 

e42 <--> N 41.076 -.178 

e42 <--> e46 8.256 .113 

e42 <--> e47 30.028 .266 

e43 <--> E 8.000 .009 

e43 <--> C 5.096 -.030 

e43 <--> e48 6.470 -.072 

e43 <--> e46 6.822 -.066 

e43 <--> e47 16.122 -.125 

e43 <--> e42 6.279 -.090 

e40 <--> N 9.450 .050 

e40 <--> e47 6.751 -.074 

e40 <--> e45 4.357 -.057 

e40 <--> e42 5.360 -.076 

e40 <--> e43 17.394 .088 

e41 <--> N 15.578 -.100 

e39 <--> e48 4.955 -.057 

e39 <--> e44 9.042 -.063 

e39 <--> e40 4.426 .040 

e38 <--> A 4.696 -.026 

e38 <--> e48 21.363 .156 

e38 <--> e47 14.865 .142 

e38 <--> e43 6.077 -.067 

e37 <--> e46 7.724 -.071 

e37 <--> e42 6.902 -.095 

e37 <--> e39 16.000 .083 

e35 <--> N 24.518 -.136 

e35 <--> C 5.581 -.049 

e35 <--> e48 5.706 -.105 

e35 <--> e38 5.820 -.101 

e35 <--> e37 5.884 -.087 

e34 <--> e43 6.881 .068 

e33 <--> N 24.723 .120 

e33 <--> e48 4.475 -.082 

e33 <--> e47 7.926 -.119 

e33 <--> e42 8.678 -.144 

e33 <--> e43 5.214 .071 

e33 <--> e40 4.668 .062 

e33 <--> e37 7.584 .087 
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M.I. Par Change 

e32 <--> N 3.852 -.181 

e32 <--> e44 7.272 -.090 

e32 <--> e42 4.012 .103 

e32 <--> e41 12.611 .166 

e32 <--> e37 4.927 -.074 

e31 <--> e46 6.132 -.071 

e31 <--> e47 6.041 -.087 

e31 <--> e42 5.000 -.092 

e31 <--> e43 8.674 .077 

e31 <--> e41 10.134 -.119 

e31 <--> e37 4.111 .054 

e31 <--> e34 9.356 .090 

e30 <--> e45 6.184 .085 

e30 <--> e35 5.078 .092 

e30 <--> e34 11.416 .100 

e28 <--> e48 7.442 .092 

e28 <--> e44 12.533 .098 

e28 <--> e39 5.595 -.058 

e28 <--> e34 4.675 -.066 

e27 <--> E 8.350 .012 

e27 <--> N 8.174 .072 

e27 <--> e47 13.626 -.161 

e27 <--> e42 6.370 -.127 

e27 <--> e43 14.863 .125 

e27 <--> e39 5.517 .068 

e27 <--> e34 6.837 .095 

e27 <--> e30 11.473 .125 

e25 <--> E 5.763 .011 

e25 <--> N 7.036 .071 

e25 <--> e47 4.231 -.096 

e25 <--> e42 4.070 -.109 

e25 <--> e31 11.095 .132 

e25 <--> e30 9.511 .122 

e24 <--> N 18.291 -.139 

e24 <--> e47 7.198 .152 

e24 <--> e42 16.949 .270 

e24 <--> e37 7.511 -.116 

e24 <--> e33 9.116 -.172 

e24 <--> e25 6.167 -.157 

e22 <--> N 7.664 .052 

e22 <--> e47 4.768 -.072 

e22 <--> e42 14.156 -.143 

e22 <--> e40 4.964 .050 

e22 <--> e37 4.084 .050 
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M.I. Par Change 

e21 <--> N 26.244 -.134 

e21 <--> C 8.671 -.058 

e21 <--> e47 16.447 .185 

e21 <--> e42 14.253 .198 

e21 <--> e40 4.647 -.067 

e21 <--> e33 17.022 -.189 

e21 <--> e32 4.770 .106 

e21 <--> e27 5.891 -.115 

e21 <--> e24 9.974 .194 

e20 <--> E 5.421 .012 

e20 <--> A 9.284 -.053 

e20 <--> N 6.189 -.075 

e20 <--> e42 6.761 .158 

e20 <--> e34 6.046 .107 

e20 <--> e33 4.425 -.111 

e20 <--> e32 5.017 .125 

e20 <--> e24 5.520 .167 

e20 <--> e22 4.576 -.088 

e19 <--> E 11.011 .011 

e19 <--> A 4.846 -.023 

e19 <--> N 6.971 .051 

e19 <--> e48 5.984 -.076 

e19 <--> e37 4.217 .052 

e19 <--> e33 8.239 .098 

e19 <--> e31 14.262 .108 

e19 <--> e28 4.200 -.061 

e19 <--> e25 6.060 .093 

e19 <--> e24 7.662 -.127 

e19 <--> e20 10.436 -.137 

e17 <--> N 63.097 -.214 

e17 <--> e47 8.552 .137 

e17 <--> e42 17.322 .225 

e17 <--> e40 7.494 -.087 

e17 <--> e41 5.162 .112 

e17 <--> e38 8.801 -.122 

e17 <--> e35 4.817 .118 

e17 <--> e34 6.035 -.096 

e17 <--> e32 16.937 .205 

e17 <--> e31 5.687 -.095 

e17 <--> e24 7.414 .172 

e17 <--> e21 18.500 .219 

e16 <--> N 2.004 -.058 

e16 <--> e44 20.312 .138 

e16 <--> e42 9.513 .147 
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M.I. Par Change 

e16 <--> e37 7.426 -.084 

e16 <--> e35 6.889 .123 

e16 <--> e34 13.157 -.124 

e16 <--> e33 4.976 -.092 

e16 <--> e28 13.807 .134 

e16 <--> e27 5.204 -.098 

e16 <--> e20 4.578 -.110 

e16 <--> e17 17.070 .190 

e15 <--> N 12.415 -.102 

e15 <--> e47 17.262 .209 

e15 <--> e44 5.075 -.084 

e15 <--> e42 5.687 .138 

e15 <--> e32 4.254 .110 

e15 <--> e31 5.269 -.098 

e15 <--> e27 9.364 -.160 

e15 <--> e21 4.499 .115 

e15 <--> e20 4.189 .129 

e15 <--> e17 7.733 .156 

e13 <--> N 18.033 .082 

e13 <--> e48 11.570 .105 

e13 <--> e44 5.010 .056 

e13 <--> e42 6.945 -.102 

e13 <--> e32 5.097 -.081 

e13 <--> e25 7.855 .105 

e13 <--> e22 14.941 .102 

e13 <--> e19 5.580 -.064 

e13 <--> e16 4.657 .071 

e1 <--> e47 5.001 .110 

e2 <--> e42 9.010 -.162 

e2 <--> e40 4.257 .066 

e2 <--> e32 6.643 -.128 

e2 <--> e30 9.153 .120 

e2 <--> e1 5.595 -.129 

e3 <--> e28 7.268 .115 

e3 <--> e27 8.506 .147 

e3 <--> e24 5.961 -.160 

e3 <--> e21 6.314 -.132 

e5 <--> C 4.176 .038 

e5 <--> e37 4.017 .064 

e5 <--> e32 4.555 -.097 

e5 <--> e21 4.239 -.095 

e5 <--> e13 4.167 .070 

e5 <--> e1 8.481 .145 

e6 <--> A 4.007 -.032 
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M.I. Par Change 

e6 <--> e42 4.785 -.122 

e6 <--> e17 9.769 -.168 

e6 <--> e2 37.145 .325 

e7 <--> e47 5.328 .100 

e7 <--> e42 5.471 .117 

e7 <--> e28 9.221 -.116 

e7 <--> e21 4.094 .095 

e7 <--> e1 11.454 .172 

e7 <--> e6 15.151 -.193 

e8 <--> C 4.455 .043 

e8 <--> e35 6.059 -.131 

e8 <--> e19 10.878 .124 

e9 <--> e48 4.460 -.082 

e9 <--> e40 7.850 .080 

e9 <--> e33 7.278 .114 

e9 <--> e22 4.453 .070 

e9 <--> e21 5.556 -.108 

e9 <--> e6 10.657 -.157 

e9 <--> e8 5.890 .113 

e10 <--> C 5.345 .043 

e10 <--> e37 7.763 .091 

e10 <--> e20 5.506 .128 

e10 <--> e16 4.326 -.089 

e10 <--> e2 6.492 -.123 

e10 <--> e5 18.433 .190 

e10 <--> e7 15.384 .176 

e11 <--> C 4.292 -.038 

e11 <--> e5 5.009 -.096 

e12 <--> e42 5.998 -.137 

e12 <--> e35 9.110 -.167 

e12 <--> e32 9.620 -.160 

e12 <--> e1 7.789 -.158 

e12 <--> e6 5.342 .128 

 

 Table 4: Regression Weights for big five personality model 

   
M.I. Par Change 

C_21 <--- N 10.441 -.370 

C_26 <--- N 5.654 .203 

C_31 <--- N 5.553 -.260 

C_35 <--- N 35.624 -.789 

C_35 <--- N_32 4.016 -.043 

C_44 <--- N 7.922 .219 
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M.I. Par Change 

C_49 <--- N 12.437 -.424 

E_61 <--- N 19.084 -.571 

E_51 <--- N 21.794 .536 

E_46 <--- N 42.740 -.795 

E_18 <--- N 5.727 .285 

E_8 <--- N 5.776 .306 

A_63 <--- N 16.449 -.626 

A_53 <--- N 7.364 .244 

A_48 <--- N 21.986 -.581 

A_43 <--- N 7.614 -.395 

A_39 <--- N 4.784 .202 

A_30 <--- N 54.918 -.946 

A_30 <--- N_32 6.955 -.055 

A_25 <--- N 4.925 -.249 

A_20 <--- N 11.526 -.465 

A_10 <--- N 18.330 .392 

N_12 <--- N_32 4.946 .046 

N_27 <--- E 8.154 1.443 

N_27 <--- A 9.407 .465 

N_27 <--- C 10.272 .304 

N_32 <--- E 19.207 -2.493 

N_32 <--- A 21.249 -.787 

N_32 <--- C 20.636 -.484 

N_32 <--- N_12 4.011 .039 

N_41 <--- E 6.342 1.387 

N_41 <--- A 7.180 .443 

N_41 <--- C 7.773 .288 

N_45 <--- E 15.798 1.979 

N_45 <--- A 17.010 .617 

N_45 <--- C 15.244 .365 

N_55 <--- E 7.209 -1.357 

N_55 <--- A 8.288 -.437 

N_55 <--- C 9.087 -.286 

 

 

Table 5: Standardized Regression Weights for Job satisfaction factors 

   
Estimate 

Pay_144 <--- PAY .419 

Pay_135 <--- PAY .316 

Pay_126 <--- PAY .698 

Pay_117 <--- PAY .183 
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Estimate 

Super_146 <--- SUPERVISION .346 

Super_137 <--- SUPERVISION .313 

Super_128 <--- SUPERVISION .269 

Super_119 <--- SUPERVISION .612 

FBenefits_145 <--- FRINGBENEFITS .649 

FBenefits_138 <--- FRINGBENEFITS .376 

FBenefits_129 <--- FRINGBENEFITS .249 

FBenefit_120 <--- FRINGBENEFITS .693 

NOfWork_151 <--- NATURWORK .388 

NOfWork_143 <--- NATURWORK -.570 

NOfWork_124 <--- NATURWORK .692 

Coworker_150 <--- COWORKERS .673 

Coworkers_141 <--- COWORKERS .139 

Coworkers_123 <--- COWORKERS .279 

OperCond_147 <--- OPERACONDITION .527 

OperCond_140 <--- OPERACONDITION .368 

OperCond_131 <--- OPERACONDITION -.389 

OperCond_122 <--- OPERACONDITION -.403 

Comun_152 <--- COMUNICATION .563 

Comun_142 <--- COMUNICATION -.369 

Comun_134 <--- COMUNICATION .508 

Comun_125 <--- COMUNICATION -.499 

Promo_118 <--- PROMOTION -.629 

Promo_127 <--- PROMOTION -.267 

Prom_136 <--- PROMOTION -.732 

Prom_149 <--- PROMOTION .533 

CRewards_139 <--- Rewards .571 

CRewards_130 <--- Rewards .338 

CRewards_121 <--- Rewards .515 

Coworkers_132 <--- COWORKERS -.146 

NOfWork_133 <--- NATURWORK .152 

CRewards_148 <--- Rewards -.041 

 

 

Table 6: Modification Indices: Covariances between Job satisfaction factors 

   
M.I. Par Change 

e43 <--> OPERACONDITION 4.106 .129 

e43 <--> COWORKERS 5.999 -.163 

e43 <--> FRINGBENEFITS 4.945 .135 

e42 <--> SUPERVISION 4.746 .180 

e40 <--> SUPERVISION 4.817 -.170 
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M.I. Par Change 

e40 <--> e41 5.870 -.263 

e39 <--> NATURWORK 8.516 -.176 

e39 <--> SUPERVISION 6.803 .198 

e39 <--> e41 5.734 .253 

e36 <--> e41 16.333 .490 

e36 <--> e39 10.849 .347 

e35 <--> NATURWORK 7.839 -.163 

e35 <--> FRINGBENEFITS 4.305 -.110 

e35 <--> e41 10.240 .328 

e35 <--> e36 4.252 .210 

e34 <--> COWORKERS 7.437 -.175 

e34 <--> PAY 5.776 -.166 

e34 <--> e42 20.050 -.479 

e33 <--> Rewards 4.426 .078 

e33 <--> e42 14.755 -.391 

e33 <--> e40 6.247 .240 

e32 <--> FRINGBENEFITS 18.829 .263 

e32 <--> PAY 7.641 -.198 

e32 <--> e35 4.354 .205 

e32 <--> e34 6.162 .269 

e31 <--> PAY 4.806 -.165 

e31 <--> e41 16.835 -.504 

e31 <--> e36 6.679 -.316 

e30 <--> rewards 7.388 .104 

e30 <--> OPERACONDITION 4.547 -.120 

e30 <--> COWORKERS 29.870 -.345 

e30 <--> e38 4.236 .201 

e30 <--> e35 5.222 .214 

e30 <--> e34 8.311 .298 

e30 <--> e32 8.891 .318 

e29 <--> COWORKERS 7.713 .161 

e29 <--> FRINGBENEFITS 7.436 .144 

e29 <--> PAY 14.147 -.236 

e29 <--> e43 18.221 .419 

e29 <--> e42 6.740 -.251 

e28 <--> e42 17.729 .457 

e28 <--> e34 7.464 -.291 

e28 <--> e33 4.115 -.206 

e26 <--> COMUNICATION 5.797 -.143 

e26 <--> e43 14.553 -.350 

e26 <--> e40 5.801 -.205 

e26 <--> e35 4.331 -.167 

e26 <--> e32 9.580 -.283 

e26 <--> e30 50.679 -.621 
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M.I. Par Change 

e25 <--> Rewards 4.394 .079 

e25 <--> COMUNICATION 5.044 .153 

e25 <--> e42 20.246 -.464 

e25 <--> e33 8.413 .279 

e25 <--> e29 19.251 .401 

e24 <--> e40 5.359 -.226 

e24 <--> e39 4.662 .205 

e24 <--> e36 6.659 .281 

e24 <--> e35 6.733 .239 

e22 <--> COWORKERS 12.305 .232 

e22 <--> e42 6.790 .288 

e22 <--> e35 27.079 -.512 

e22 <--> e34 15.831 -.431 

e22 <--> e26 7.455 .250 

e21 <--> PROMOTION 4.910 .080 

e21 <--> e40 4.155 -.186 

e21 <--> e34 12.642 -.337 

e21 <--> e30 8.714 -.276 

e21 <--> e26 17.818 .338 

e21 <--> e25 8.661 -.269 

e20 <--> e32 5.713 .250 

e20 <--> e30 5.117 .226 

e19 <--> e35 6.801 -.231 

e18 <--> PROMOTION 5.125 -.093 

e18 <--> COWORKERS 4.518 -.140 

e18 <--> PAY 5.813 .172 

e18 <--> e38 14.219 -.384 

e18 <--> e29 5.273 -.224 

e18 <--> e25 6.177 -.258 

e17 <--> SUPERVISION 9.457 -.239 

e17 <--> e43 25.879 .530 

e17 <--> e35 4.822 .200 

e17 <--> e26 4.333 -.177 

e17 <--> e25 6.766 .252 

e17 <--> e19 4.535 -.197 

e12 <--> e38 6.979 -.295 

e12 <--> e24 9.422 -.352 

e11 <--> COMUNICATION 10.227 .226 

e11 <--> NATURWORK 12.201 -.225 

e11 <--> FRINGBENEFITS 4.086 .119 

e11 <--> e42 4.819 .235 

e11 <--> e39 4.553 .209 

e11 <--> e34 6.066 -.258 

e11 <--> e32 5.140 .245 
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M.I. Par Change 

e11 <--> e30 4.321 .215 

e11 <--> e26 7.170 -.236 

e11 <--> e24 9.000 .304 

e11 <--> e17 6.748 .261 

e11 <--> e12 5.874 -.286 

e10 <--> Rewards 5.318 .094 

e10 <--> e40 4.564 -.226 

e10 <--> e39 6.971 .272 

e10 <--> e38 13.281 .378 

e10 <--> e18 22.692 -.538 

e9 <--> e30 9.462 -.279 

e9 <--> e25 4.384 -.183 

e9 <--> e18 5.633 .224 

e9 <--> e17 23.100 -.424 

e8 <--> COWORKERS 4.435 -.139 

e8 <--> NATURWORK 6.154 -.164 

e8 <--> e41 5.387 .271 

e8 <--> e39 6.098 .250 

e8 <--> e35 7.909 .276 

e8 <--> e31 4.041 -.237 

e8 <--> e30 5.761 .256 

e8 <--> e25 4.453 -.220 

e8 <--> e22 4.951 -.249 

e7 <--> COWORKERS 5.327 .149 

e7 <--> e39 5.360 -.229 

e7 <--> e36 4.120 -.230 

e7 <--> e32 13.676 -.403 

e7 <--> e30 5.593 -.246 

e7 <--> e29 4.095 -.193 

e7 <--> e26 6.772 .232 

e7 <--> e20 16.504 -.414 

e7 <--> e10 6.008 -.271 

e6 <--> PROMOTION 5.676 .101 

e6 <--> e36 8.619 .350 

e6 <--> e35 22.441 .478 

e6 <--> e34 8.379 .322 

e6 <--> e30 8.734 .325 

e6 <--> e22 7.837 -.322 

e6 <--> e8 6.447 .292 

e5 <--> PROMOTION 6.726 -.100 

e5 <--> e35 6.929 -.241 

e5 <--> e34 28.981 -.545 

e5 <--> e31 6.336 -.278 

e5 <--> e29 6.209 -.229 
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M.I. Par Change 

e5 <--> e22 8.576 .307 

e4 <--> Rewards 6.943 .099 

e4 <--> e39 4.678 .207 

e4 <--> e30 6.772 .262 

e4 <--> e28 4.849 -.229 

e4 <--> e12 13.728 -.428 

e4 <--> e11 6.717 .266 

e3 <--> Rewards 6.208 -.096 

e3 <--> COMUNICATION 4.836 -.154 

e3 <--> SUPERVISION 5.416 .188 

e3 <--> PAY 3.580 .254 

e3 <--> e39 4.951 .217 

e3 <--> e38 13.505 -.360 

e3 <--> e33 7.898 -.279 

e3 <--> e30 15.087 -.398 

e3 <--> e26 10.768 .288 

e3 <--> e18 10.654 .349 

e3 <--> e12 4.479 .249 

e3 <--> e9 8.381 .265 

e3 <--> e5 7.585 .277 

e2 <--> e39 12.470 -.287 

e2 <--> e24 8.279 -.242 

e2 <--> e6 14.942 -.357 

e2 <--> e5 5.954 .205 

e1 <--> SUPERVISION 4.506 .175 

e1 <--> e42 10.414 .350 

e1 <--> e34 4.445 -.224 

e1 <--> e25 14.425 -.389 

e1 <--> e10 12.987 -.402 

e1 <--> e9 13.047 .337 

e1 <--> e5 10.250 .329 

 

 

Table 7: Regression Weights for job satisfaction factors 

   
M.I. Par Change 

CRewards_148 <--- COMUNICATION 5.052 .249 

CRewards_148 <--- NATURWORK 11.161 -.374 

CRewards_148 <--- FRINGBENEFITS 7.338 .311 

CRewards_148 <--- PAY 6.724 -.327 

CRewards_148 <--- Comun_152 5.191 .119 

CRewards_148 <--- OperCond_147 10.875 .174 
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M.I. Par Change 

CRewards_148 <--- Coworkers_123 5.115 -.121 

CRewards_148 <--- Coworkers_141 14.759 -.224 

CRewards_148 <--- NOfWork_124 5.778 .116 

CRewards_146 <--- FBenefits_145 28.701 .280 

CRewards_148 <--- Pay_126 6.454 -.135 

NOfWork_151 <--- Rewards 5.660 .438 

NOfWork_151 <--- PROMOTION 4.317 -.259 

NOfWork_151 <--- OPERACONDITION 4.940 -.221 

NOfWork_151 <--- COWORKERS 9.797 .383 

NOfWork_151 <--- SUPERVISION 8.293 .272 

NOfWork_151 <--- Comun_142 18.942 -.229 

NOfWork_151 <--- Comun_152 6.300 -.129 

NOfWork_151 <--- OperCond_140 4.813 -.114 

NOfWork_151 <--- OperCond_147 11.316 -.175 

NOfWork_151 <--- Coworkers_123 22.972 .252 

NOfWork_151 <--- Coworkers_141 7.920 .161 

NOfWork_151 <--- Coworker_150 6.358 -.131 

NOfWork_151 <--- NOfWork_133 6.591 .136 

NOfWork_151 <--- Super_128 7.642 .148 

NOfWork_151 <--- Super_144 7.673 .147 

NOfWork_151 <--- Pay_135 4.098 -.100 

NOfWork_151 <--- Prom_127 5.350 .110 

NOfWork_151 <--- Prom_143 4.106 .101 

Coworkers_132 <--- COMUNICATION 6.660 -.298 

Coworkers_132 <--- FRINGBENEFITS 6.251 -.299 

Coworkers_132 <--- CRewards_121 6.144 -.133 

Coworkers_132 <--- Comun_125 19.419 .218 

Coworkers_132 <--- OperCond_131 18.323 -.212 

Coworkers_132 <--- NOfWork_133 4.123 -.114 

Coworkers_132 <--- FBenefit_120 6.453 -.126 

Coworkers_132 <--- FBenefits_129 6.242 -.131 

Coworkers_132 <--- Pay_117 6.873 .145 

Coworkers_132 <--- Pay_135 5.276 .120 

CRewards_121 <--- Coworkers_132 5.145 -.109 

CRewards_121 <--- Comun_152 4.271 .100 

CRewards_121 <--- Coworkers_141 5.779 -.130 

CRewards_121 <--- Super_137 5.722 -.114 

CRewards_121 <--- Super_146 4.729 -.109 

CRewards_130 <--- Coworkers_132 5.039 .105 

CRewards_130 <--- Comu_125 8.237 .123 

CRewards_130 <--- NOfWork_124 4.012 .087 

CRewards_130 <--- Super_128 5.853 .119 

CRewards_130 <--- Super_137 8.531 .136 

CRewards_130 <--- Pay_117 5.728 .115 
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M.I. Par Change 

CRewards_130 <--- Pay_124 5.127 -.109 

CRewards_130 <--- Prom_136 5.842 -.110 

CRewards_139 <--- FBenefits_138 13.402 -.172 

CRewards_139 <--- Super_119 5.785 -.105 

CRewards_139 <--- Super_137 12.183 .164 

CRewards_139 <--- Prom_127 8.791 -.130 

Comun_125 <--- Coworkers_132 16.337 .216 

Comun_125 <--- CRewards_130 8.417 .172 

Comun_125 <--- OperCond_131 7.164 -.132 

Comun_125 <--- Pay_126 4.426 -.116 

Comun_125 <--- Pay_135 6.859 .136 

Comun_134 <--- Rewards 11.464 -.555 

Comun_134 <--- PROMOTION 15.047 .430 

Comun_134 <--- OPERACONDITION 10.559 .287 

Comun_134 <--- COWORKERS 9.922 -.342 

Comun_134 <--- NATURWORK 4.609 -.210 

Comun_134 <--- SUPERVISION 9.745 -.263 

Comun_134 <--- Coworkers_132 12.751 .161 

Comun_134 <--- CRewards_121 9.407 -.139 

Comun_134 <--- CRewards_139 4.106 -.091 

Comun_134 <--- OperCond_131 8.743 -.123 

Comun_134 <--- OperCond_140 10.969 .154 

Comun_134 <--- Coworkers_141 10.285 -.164 

Comun_134 <--- NOfWork_124 8.396 .122 

Comun_134 <--- NOfWork_133 23.486 -.228 

Comun_134 <--- NOfWork_142 4.485 -.101 

Comun_134 <--- FBenefits_129 8.409 -.129 

Comun_134 <--- Pay_117 6.062 .115 

Comun_134 <--- Pay_135 15.835 .175 

Comun_134 <--- Pay_144 9.594 -.143 

Comun_134 <--- Prom_127 8.385 -.122 

Comun_134 <--- Prom_136 11.385 -.149 

Comun_142 <--- Rewards 12.026 -.626 

Comun_142 <--- PROMOTION 12.264 .427 

Comun_142 <--- OPERACONDITION 11.760 .334 

Comun_142 <--- COWORKERS 22.511 -.568 

Comun_142 <--- FRINGBENEFITS 5.293 -.255 

Comun_142 <--- SUPERVISION 22.544 -.440 

Comun_142 <--- NOfWork_151 13.206 -.182 

Comun_142 <--- CRewards_130 4.699 -.119 

Comun_142 <--- OperCond_140 15.461 .201 

Comun_142 <--- OperCond_147 10.221 .163 

Comun_142 <--- Coworkers_123 14.352 -.195 

Comun_142 <--- Coworkers_141 15.204 -.219 
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M.I. Par Change 

Comun_142 <--- Coworker_150 5.384 -.118 

Comun_142 <--- NOfWork_133 14.172 -.195 

Comun_142 <--- NOfWork_143 10.921 -.174 

Comun_142 <--- Super_119 5.612 -.109 

Comun_142 <--- Super_128 11.937 -.182 

Comun_142 <--- Super_144 7.012 -.137 

Comun_142 <--- Pay_135 6.865 .127 

Comun_142 <--- Pay_144 25.652 -.257 

Comun_142 <--- Prom_127 7.026 -.123 

Comun_142 <--- Prom_136 9.371 -.149 

Comun_152 <--- NOfWork_151 14.096 -.179 

Comun_152 <--- Rewards_121 5.099 .107 

Comun_152 <--- Coworkers_123 4.200 -.101 

Comun_152 <--- Coworker_150 5.217 .111 

Comun_152 <--- Prom_127 4.232 -.091 

OperCond_122 <--- COMUNICATION 10.152 .352 

OperCond_122 <--- COWORKERS 6.881 -.325 

OperCond_122 <--- NATURWORK 21.968 -.522 

OperCond_122 <--- FRINGBENEFITS 14.986 .443 

OperCond_122 <--- SUPERVISION 6.168 -.237 

OperCond_122 <--- PAY 7.739 -.350 

OperCond_122 <--- Comun_134 9.372 .171 

OperCond_122 <--- OperCond_140 7.671 .146 

OperCond_122 <--- Coworkers_123 4.216 -.109 

OperCond_122 <--- Coworkers_141 14.211 -.219 

OperCond_122 <--- NOfWork_143 14.357 -.206 

OperCond_122 <--- FBenefit_120 14.785 .182 

OperCond_122 <--- FBenefits_129 10.224 .161 

OperCond_122 <--- FBenefits_145 10.654 .170 

OperCond_122 <--- Super_146 4.437 -.113 

OperCond_122 <--- Pay_126 18.969 -.231 

OperCond_122 <--- Pay_144 5.348 -.121 

OperCond_131 <--- COMUNICATION 11.730 .398 

OperCond_131 <--- NATURWORK 10.360 -.378 

OperCond_131 <--- PAY 7.659 -.366 

OperCond_131 <--- Coworkers_132 14.907 -.209 

OperCond_131 <--- Comun_125 12.690 -.178 

OperCond_131 <--- NOfWork_124 8.314 .146 

OperCond_131 <--- FBenefits_145 4.903 .121 

OperCond_131 <--- Pay_117 6.153 -.139 

OperCond_131 <--- Pay_135 4.784 -.115 

OperCond_131 <--- Pay_144 11.824 -.190 

OperCond_140 <--- COMUNICATION 4.718 .229 

OperCond_140 <--- COWORKERS 9.518 -.364 
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M.I. Par Change 

OperCond_140 <--- NATURWORK 8.700 -.314 

OperCond_140 <--- FRINGBENEFITS 9.022 .328 

OperCond_140 <--- SUPERVISION 9.062 -.274 

OperCond_140 <--- PAY 8.721 -.354 

OperCond_140 <--- Comun_134 7.790 .149 

OperCond_140 <--- OperCond_122 7.430 .129 

OperCond_140 <--- Coworkers_140 52.462 -.402 

OperCond_140 <--- NOfWork_143 13.690 -.192 

OperCond_140 <--- FBenefit_120 10.506 .147 

OperCond_140 <--- FBenefits_145 4.309 .103 

OperCond_140 <--- Super_146 14.606 -.196 

OperCond_140 <--- Pay_126 9.823 -.158 

OperCond_140 <--- Prom_118 4.801 .098 

OperCond_140 <--- Prom_127 8.158 -.131 

OperCond_147 <--- COMUNICATION 10.321 .310 

OperCond_147 <--- NATURWORK 13.275 -.355 

OperCond_147 <--- FRINGBENEFITS 4.508 .213 

OperCond_147 <--- CRewards_148 18.715 .204 

OperCond_147 <--- Coworker_150 11.424 .155 

OperCond_147 <--- NOfWork_124 6.233 .105 

OperCond_147 <--- NOfWork_143 5.571 -.112 

OperCond_147 <--- FBenefit_120 6.376 .105 

OperCond_147 <--- FBenefits_129 6.545 .113 

OperCond_147 <--- Pay_126 6.345 -.117 

OperCond_147 <--- Pay_135 5.806 -.105 

OperCond_147 <--- Pay_144 9.528 -.142 

Coworkers_123 <--- NOfWork_151 19.505 .225 

Coworkers_123 <--- Comun_142 8.764 -.155 

Coworkers_123 <--- NOfWork_133 4.307 .109 

Coworkers_141 <--- COMUNICATION 22.106 -.424 

Coworkers_141 <--- OPERACONDITION 5.126 .186 

Coworkers_141 <--- NATURWORK 14.096 .342 

Coworkers_141 <--- FRINGBENEFITS 12.658 -.333 

Coworkers_141 <--- PAY 17.332 .427 

Coworkers_141 <--- CRewards_148 14.150 -.166 

Coworkers_141 <--- CRewards_121 6.819 -.110 

Coworkers_141 <--- Comun_125 7.870 .109 

Coworkers_141 <--- Comun_134 13.736 -.170 

Coworkers_141 <--- Comun_152 13.675 -.158 

Coworkers_141 <--- OperCond_122 13.966 -.151 

Coworkers_141 <--- OperCond_140 33.467 -.249 

Coworkers_141 <--- NOfWork_131 4.839 .096 

Coworkers_141 <--- NOfWork_140 25.691 .225 

Coworkers_141 <--- FBenefit_118 8.095 -.110 
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M.I. Par Change 

Coworkers_141 <--- FBenefits_145 10.936 -.141 

Coworkers_141 <--- Super_126 6.532 -.114 

Coworkers_141 <--- Pay_124 13.870 .161 

Coworkers_141 <--- Pay_142 4.809 .094 

Coworkers_141 <--- Promo_116 4.580 -.082 

Coworker_150 <--- COMUNICATION 15.653 .408 

Coworker_150 <--- OPERACONDITION 5.300 -.216 

Coworker_150 <--- NATURWORK 8.488 -.303 

Coworker_150 <--- FRINGBENEFITS 10.440 .345 

Coworker_150 <--- PAY 11.785 -.402 

Coworker_150 <--- NOfWork_149 9.497 -.149 

Coworker_150 <--- CRewards_119 4.423 .101 

Coworker_150 <--- Comun_150 16.802 .200 

Coworker_150 <--- OperCond_120 5.800 .111 

Coworker_150 <--- OperCond_147 6.331 .124 

Coworker_150 <--- NOfWork_140 13.523 -.187 

Coworker_150 <--- FBenefit_118 7.012 .117 

Coworker_150 <--- FBenefits_145 12.813 .174 

Coworker_150 <--- Pay_115 7.296 -.134 

Coworker_150 <--- Prom_143 16.241 -.190 

NOfWork_124 <--- Rewards 9.937 -.550 

NOfWork_124 <--- PROMOTION 8.496 .344 

NOfWork_124 <--- OPERACONDITION 9.892 .297 

NOfWork_124 <--- COWORKERS 7.550 -.318 

NOfWork_124 <--- SUPERVISION 5.692 -.214 

NOfWork_124 <--- Coworkers_132 4.683 .104 

NOfWork_124 <--- CRewards_121 11.453 -.163 

NOfWork_124 <--- Comun_125 6.940 .117 

NOfWork_124 <--- OperCond_122 6.922 -.122 

NOfWork_124 <--- OperCond_147 4.434 .104 

NOfWork_124 <--- Super_119 12.406 -.158 

NOfWork_124 <--- Super_128 5.319 .118 

NOfWork_124 <--- Prom_136 14.162 -.177 

NOfWork_133 <--- Rewards 15.195 .727 

NOfWork_133 <--- PROMOTION 18.799 -.547 

NOfWork_133 <--- OPERACONDITION 19.239 -.442 

NOfWork_133 <--- COWORKERS 26.437 .637 

NOfWork_133 <--- FRINGBENEFITS 8.304 .330 

NOfWork_133 <--- SUPERVISION 26.833 .496 

NOfWork_133 <--- NOfWork_151 5.496 .121 

NOfWork_133 <--- Coworkers_132 6.205 -.128 

NOfWork_133 <--- Comun_134 13.197 -.203 

NOfWork_133 <--- Comun_142 16.458 -.216 

NOfWork_133 <--- Comun_152 4.327 .109 
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M.I. Par Change 

NOfWork_133 <--- OperCond_131 8.916 .142 

NOfWork_133 <--- OperCond_140 8.056 -.150 

NOfWork_133 <--- OperCond_147 10.419 -.170 

NOfWork_133 <--- Coworkers_123 9.317 .163 

NOfWork_133 <--- Coworkers_141 22.010 .273 

NOfWork_133 <--- Coworker_150 8.114 .150 

NOfWork_133 <--- FBenefit_120 5.328 .110 

NOfWork_133 <--- Super_119 5.455 .111 

NOfWork_133 <--- Super_146 13.332 .196 

NOfWork_133 <--- Pay_117 5.535 -.125 

NOfWork_133 <--- Pay_135 8.649 -.147 

NOfWork_133 <--- Pay_144 5.189 .120 

NOfWork_133 <--- Prom_127 11.671 .164 

NOfWork_133 <--- Prom_136 14.209 .190 

NOfWork_143 <--- CRewards_121 5.962 -.110 

NOfWork_143 <--- Comun_142 9.199 -.141 

NOfWork_143 <--- OperCond_122 5.905 -.105 

NOfWork_143 <--- OperCond_140 4.667 -.100 

NOfWork_143 <--- Coworkers_141 10.551 .165 

NOfWork_143 <--- Coworker_150 7.083 -.122 

NOfWork_143 <--- Prom_149 4.684 .096 

FBenefit_120 <--- OperCond_140 6.392 .125 

FBenefit_120 <--- OperCond_147 5.191 .112 

FBenefit_120 <--- Pay_126 14.755 -.190 

FBenefits_129 <--- Rewards 8.640 .494 

FBenefits_129 <--- PROMOTION 5.890 -.275 

FBenefits_129 <--- OPERACONDITION 5.442 -.211 

FBenefits_129 <--- COWORKERS 13.959 .417 

FBenefits_129 <--- NATURWORK 6.649 .258 

FBenefits_129 <--- SUPERVISION 14.520 .328 

FBenefits_129 <--- Coworkers_132 4.197 -.095 

FBenefits_129 <--- CRewards_121 6.977 .123 

FBenefits_129 <--- CRewards_139 5.378 .106 

FBenefits_129 <--- Comun_134 5.922 -.123 

FBenefits_129 <--- OperCond_122 5.201 .102 

FBenefits_129 <--- Coworkers_141 7.898 .147 

FBenefits_129 <--- NOfWork_124 4.166 -.088 

FBenefits_129 <--- NOfWork_143 4.377 .102 

FBenefits_129 <--- Super_146 11.463 .163 

FBenefits_138 <--- CRewards_121 4.589 .110 

FBenefits_138 <--- CRewards_139 4.982 -.113 

FBenefits_138 <--- OperCond_147 5.653 -.125 

FBenefits_138 <--- Super_137 19.508 -.226 

FBenefits_138 <--- Prom_127 9.807 .150 
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M.I. Par Change 

FBenefits_145 <--- Rewards 5.734 -.415 

FBenefits_145 <--- COWORKERS 12.730 -.410 

FBenefits_145 <--- NATURWORK 7.423 -.281 

FBenefits_145 <--- SUPERVISION 9.558 -.275 

FBenefits_145 <--- PAY 6.422 -.296 

FBenefits_145 <--- CRewards_148 26.740 .258 

FBenefits_145 <--- Coworkers_132 5.297 .110 

FBenefits_145 <--- Comun_134 6.831 .136 

FBenefits_145 <--- Coworkers_141 11.603 -.184 

FBenefits_145 <--- NOfWork_124 7.521 .122 

FBenefits_145 <--- NOfWork_143 5.857 -.122 

FBenefits_145 <--- Super_146 25.582 -.252 

FBenefits_145 <--- Pay_144 7.985 -.138 

FBenefits_145 <--- Prom_127 4.631 -.096 

Super_119 <--- CRewards_139 4.426 -.117 

Super_119 <--- NOfWork_124 6.464 -.133 

Super_119 <--- Super_128 5.348 -.137 

Super_119 <--- Promo_118 8.490 -.149 

Super_128 <--- Rewards 4.019 .361 

Super_128 <--- PROMOTION 6.126 -.302 

Super_128 <--- COMUNICATION 44.180 .711 

Super_128 <--- OPERACONDITION 11.917 -.336 

Super_128 <--- NATURWORK 44.095 -.716 

Super_128 <--- FRINGBENEFITS 40.907 .709 

Super_128 <--- PAY 53.377 -.889 

Super_128 <--- NOfWork_151 17.436 .209 

Super_128 <--- CRewards_130 6.738 .143 

Super_128 <--- Comun_125 17.603 -.193 

Super_128 <--- Comun_134 11.768 .186 

Super_128 <--- Comun_142 18.429 -.221 

Super_128 <--- Comun_152 14.567 .193 

Super_128 <--- OperCond_122 11.935 .166 

Super_128 <--- OperCond_131 4.809 .101 

Super_128 <--- Coworkers_141 4.543 -.120 

Super_128 <--- NOfWork_124 33.730 .270 

Super_128 <--- NOfWork_143 9.839 -.165 

Super_128 <--- FBenefit_120 19.011 .200 

Super_128 <--- FBenefits_129 9.473 .150 

Super_128 <--- FBenefits_138 9.223 .151 

Super_128 <--- FBenefits_145 25.171 .253 

Super_128 <--- Super_119 5.163 -.105 

Super_128 <--- Pay_126 14.991 -.198 

Super_128 <--- Promo_118 11.256 .152 

Super_137 <--- CRewards_130 6.449 .147 
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M.I. Par Change 

Super_137 <--- CRewards_139 8.992 .155 

Super_137 <--- FBenefits_138 20.027 -.233 

Super_137 <--- Pay_126 4.195 -.110 

Super_137 <--- Prom_146 10.065 -.163 

Super_146 <--- COMUNICATION 5.702 -.224 

Super_146 <--- PAY 4.091 .216 

Super_146 <--- CRewards_125 4.062 -.088 

Super_146 <--- Comun_152 7.079 -.118 

Super_146 <--- OperCond_131 4.469 -.085 

Super_146 <--- OperCond_140 5.803 -.108 

Super_146 <--- FBenefits_145 22.496 -.210 

Super_146 <--- Prom_149 12.230 .150 

Pay_117 <--- Rewards 10.686 -.610 

Pay_117 <--- PROMOTION 14.423 .479 

Pay_117 <--- OPERACONDITION 11.776 .346 

Pay_117 <--- COWORKERS 13.572 -.456 

Pay_117 <--- SUPERVISION 11.176 -.320 

Pay_117 <--- Coworkers_132 7.685 .143 

Pay_117 <--- CRewards_139 6.305 -.128 

Pay_117 <--- OperCond_122 4.256 -.102 

Pay_117 <--- OperCond_131 10.089 -.151 

Pay_117 <--- OperCond_140 12.138 .184 

Pay_117 <--- Coworkers_139 4.395 -.122 

Pay_117 <--- Coworker_150 11.353 -.177 

Pay_117 <--- NOfWork_133 4.120 -.109 

Pay_117 <--- Pay_135 5.799 .120 

Pay_117 <--- Promo_118 5.833 -.113 

Pay_117 <--- Prom_136 8.977 -.151 

Pay_117 <--- Prom_149 5.367 .117 

Pay_126 <--- FRINGBENEFITS 4.163 -.228 

Pay_126 <--- CRewards_130 7.501 -.152 

Pay_126 <--- CRewards_139 6.136 -.123 

Pay_126 <--- OperCond_122 16.283 -.195 

Pay_126 <--- FBenefit_120 14.446 -.176 

Pay_126 <--- Super_137 5.688 -.119 

Pay_135 <--- Rewards 13.113 -.695 

Pay_135 <--- PROMOTION 14.336 .491 

Pay_135 <--- OPERACONDITION 14.355 .392 

Pay_135 <--- COWORKERS 16.361 -.515 

Pay_135 <--- SUPERVISION 13.133 -.357 

Pay_135 <--- Coworkers_132 5.328 .122 

Pay_135 <--- Comun_125 6.443 .124 

Pay_135 <--- Comun_134 14.123 .216 

Pay_135 <--- Comun_142 7.375 .149 
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M.I. Par Change 

Pay_135 <--- OperCond_131 7.523 -.134 

Pay_135 <--- OperCond_140 17.062 .224 

Pay_135 <--- Coworkers_123 4.076 -.111 

Pay_135 <--- Coworkers_141 5.301 -.138 

Pay_135 <--- NOfWork_133 7.025 -.146 

Pay_135 <--- Super_146 11.233 -.185 

Pay_135 <--- Pay_117 6.230 .136 

Pay_135 <--- Prom_118 10.311 -.154 

Pay_135 <--- Prom_136 24.658 -.257 

Pay_144 <--- Rewards 27.409 .915 

Pay_144 <--- PROMOTION 27.647 -.621 

Pay_144 <--- OPERACONDITION 27.324 -.493 

Pay_144 <--- COWORKERS 22.345 .547 

Pay_144 <--- FRINGBENEFITS 10.023 .340 

Pay_144 <--- SUPERVISION 17.524 .375 

Pay_144 <--- CRewards_121 6.883 .127 

Pay_144 <--- CRewards_139 5.405 .111 

Pay_144 <--- Comun_142 26.121 -.255 

Pay_144 <--- OperCond_140 7.116 -.132 

Pay_144 <--- OperCond_147 23.516 -.239 

Pay_144 <--- Coworkers_141 7.245 .147 

Pay_144 <--- NOfWork_133 7.599 .138 

Pay_144 <--- FBenefit_120 5.695 .106 

Pay_144 <--- FBenefits_129 7.402 .129 

Pay_144 <--- FBenefits_138 6.229 .120 

Pay_144 <--- Super_128 5.425 .119 

Pay_144 <--- Super_146 8.648 .148 

Pay_144 <--- Promo_118 13.044 .158 

Pay_144 <--- Prom_127 24.462 .223 

Pay_144 <--- Prom_136 25.775 .239 

Promo_118 <--- CRewards_130 4.074 .109 

Promo_118 <--- OperCond_138 5.949 .122 

Promo_118 <--- Coworkers_123 6.286 -.126 

Promo_118 <--- Coworkers_141 4.637 -.118 

Promo_118 <--- Super_119 14.442 -.172 

Promo_118 <--- Super_128 4.798 .113 

Prom_127 <--- COMUNICATION 17.085 -.439 

Prom_127 <--- COWORKERS 5.855 .287 

Prom_127 <--- NATURWORK 6.966 .283 

Prom_127 <--- SUPERVISION 6.335 .232 

Prom_127 <--- PAY 8.742 .357 

Prom_127 <--- CRewards_130 4.587 .117 

Prom_127 <--- CRewards_139 7.660 -.136 

Prom_127 <--- Comun_134 7.012 -.142 
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M.I. Par Change 

Prom_127 <--- Comun_152 16.896 -.206 

Prom_127 <--- OperCond_140 12.208 -.177 

Prom_127 <--- Coworkers_141 14.656 .214 

Prom_127 <--- FBenefits_138 6.531 .126 

Prom_127 <--- Super_119 7.097 .122 

Prom_127 <--- Super_146 11.650 .176 

Prom_127 <--- Pay_126 4.727 .111 

Prom_127 <--- Pay_135 7.570 .132 

Prom_127 <--- Pay__144 13.943 .188 

Prom_136 <--- CRewards_130 10.735 -.150 

Prom_136 <--- Comun_152 5.436 .098 

Prom_136 <--- Pay_135 16.679 -.164 

Prom_146 <--- NOfWork_151 7.139 .136 

Prom_146 <--- Coworker_150 8.319 -.149 

Prom_146 <--- Super_137 10.511 -.163 

Prom_146 <--- Super_146 7.721 .146 

Prom_146 <--- Pay_144 10.319 .165 

 

 

Table 8: Regression Weights for Job satisfaction modified model 1 

   
Estimate S.E. C.R. P Label 

Pay_144 <--- PAY 1.000 
    

Pay_135 <--- PAY .792 .159 4.969 *** par_1 

Pay_126 <--- PAY .705 .148 4.766 *** par_2 

Pay_117 <--- PAY .431 .136 3.179 .001 par_3 

Super_146 <--- SUPERVISION 1.000 
    

Super_137 <--- SUPERVISION .505 .106 4.780 *** par_4 

Super_128 <--- SUPERVISION .410 .099 4.156 *** par_5 

Super_119 <--- SUPERVISION .543 .114 4.771 *** par_6 

FBenefits_145 <--- FRINGBENEFITS 1.000 
    

FBenefits_138 <--- FRINGBENEFITS .726 .137 5.315 *** par_7 

FBenefits_129 <--- FRINGBENEFITS 1.281 .170 7.549 *** par_8 

FBenefit_120 <--- FRINGBENEFITS 1.452 .188 7.738 *** par_9 

NOfWork_143 <--- NATURWORK 1.000 
    

NOfWork_133 <--- NATURWORK -.271 .114 -2.368 .018 par_10 

NOfWork_124 <--- NATURWORK -1.375 .175 -7.874 *** par_11 

Coworker_150 <--- COWORKERS 1.000 
    

Coworkers_141 <--- COWORKERS 1.031 .154 6.693 *** par_12 

Coworkers_123 <--- COWORKERS .581 .138 4.204 *** par_13 

OperCond_147 <--- OPERACONDITION 1.000 
    

OperCond_140 <--- OPERACONDITION .698 .114 6.126 *** par_14 
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Estimate S.E. C.R. P Label 

OperCond_131 <--- OPERACONDITION -.822 .128 -6.412 *** par_15 

OperCond_122 <--- OPERACONDITION -.812 .123 -6.588 *** par_16 

Comun_151 <--- COMUNICATION 1.000 
    

Comun_142 <--- COMUNICATION -.643 .126 -5.118 *** par_17 

Comun_134 <--- COMUNICATION .842 .131 6.446 *** par_18 

Comun_125 <--- COMUNICATION -.976 .153 -6.375 *** par_19 

Promo_118 <--- PROMOTION -1.571 .225 -6.998 *** par_20 

Prom_127 <--- PROMOTION -1.375 .206 -6.678 *** par_21 

Prom_136 <--- PROMOTION -1.696 .229 -7.404 *** par_22 

Prom_149 <--- PROMOTION 1.000 
    

CRewards_139 <--- Rewards 1.884 .358 5.260 *** par_51 

CRewards_130 <--- Rewards 1.000 
    

CRewards_121 <--- Rewards 1.683 .330 5.092 *** par_52 

Coworkers_130 <--- COWORKERS -.314 .134 -2.347 .019 par_61 

NOfWork_151 <--- NATURWORK -.714 .130 -5.501 *** par_62 

CRewards_148 <--- Rewards -.129 .188 -.683 .494 par_63 

 

 

Table 9: Regression Weights of leadership styles scales factors 

   
Estimate S.E. C.R. P Label 

CONSIDERATION <--- TSFL 1.000 
    

STIMULATION <--- TSCL 1.014 .091 11.166 *** par_1 

MOTIVATION <--- TSCL .916 .084 10.918 *** par_2 

BEHAVIOR <--- TSFL .664 .076 8.749 *** par_3 

ATTRIBUTION <--- TSFL .810 .085 9.531 *** par_4 

CR <--- TSCL 1.000 
    

MBE_PASSIVE <--- TSCL .778 .110 7.041 *** par_5 

MBE_ACTIVE <--- TSCL 1.015 .120 8.479 *** par_6 

 

 

Table 10: Standardized Regression Weights for leadership scales factors 

   
Estimate 

CONSIDERATION <--- TSFL .731 

STIMULATION <--- TSFL .680 

MOTIVATION <--- TSFL .663 

BEHAVIOR <--- TSFL .525 

ATTRIBUTION <--- TSFL .574 
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Estimate 

CR <--- TSCL .534 

MBE_PASSIVE <--- TSCL .513 

MBE_ACTIVE <--- TSCL .708 

 

Table 11: Covariances between leadership styles factors 

   
Estimate S.E. C.R. P Label 

TSFL <--> TSCL .190 .027 7.126 *** par_7 

TSFL <--> LSFL/AVOL .041 .017 2.387 .017 par_8 

TSCL <--> LSFL/ AVOL .075 .020 3.742 *** par_9 

 

Table 12: Regression Weights turnover intention 

   
Estimate S.E. C.R. P Label 

IT_112 <--- IL 24.000 241.014    .185   .853 
 

IT_113 <--- IL -44.542 321.145 -.185 .853 
 

IT_114 <--- IL 45.201 243.826 .185 .853 
 

IT_115 <--- IL 53.335 287.678 .185 .853 
 

IT_116 <--- IL -80.985 280.406 -.185   .853 
 

 

Table 13: Variances between turnover intention factors 

   
Estimate S.E. C.R. P Label 

IL 
  

.000 .002 .093 .926 
 

e1 
  

1.354 .104 13.076 *** 
 

e2 
  

.726 .104 6.976 *** 
 

e3 
  

1.281 .115 11.101 *** 
 

e4 
  

1.126 .115 9.828 *** 
 

e5 
  

1.280 .123 10.408 *** 
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                                                              Appendix B: 

Regression Tables 
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Table 1: Regression Weights between big five personality model and job satisfaction 

 

   
Estimate S.E. C.R. P Label 

JS <--- N -.002 .037 -.043 .965 par_1 

JS <--- A .120 .056 2.132 .033 par_2 

JS <--- O .011 .026 .414 .679 par_3 

JS <--- E -.021 .052 -.399 .690 par_4 

JS <--- C .166 .061 2.743 .006 par_5 

 

Table 2: Standardized Regression Weights between big five personality model and job 

satisfaction 

   
Estimate 

JS <--- N -.002 

JS <--- A .146 

JS <--- O .022 

JS <--- E -.027 

JS <--- C .203 

 

Table 3: Regression Weights between leadership styles and big five personality model 

   
Estimate S.E. C.R. P Label 

TSFL <--- N -.110 .038 -2.892 .004 
 

TSCL <--- N -.100 .043 -2.328 .020 
 

TSFL <--- C .056 .062 .895 .003 
 

LSFL/ AVOL <--- N .047 .050 .930 .352 
 

TSCL <--- C .174 .070 2.498 .012 
 

LSFL/ AVOL <--- C -.035 .081 -.436 .663 
 

TSFL <--- A .083 .057 1.439 .150 
 

TSCL <--- A .029 .064 .448 .654 
 

LSFL/ AVOL <--- A .036 .075 .473 .636 
 

TSFL <--- E .036 .053 .673 .501 
 

TSCL <--- E .059 .060 .991 .322 
 

LSFL/ AVOL <--- E .021 .070 .295 .768 
 

TSFL <--- O .035 .027 1.306 .192 
 

TSCL <--- O -.007 .030 -.235 .814 
 

LSFL/ AVOL <--- O -.069 .035 -1.983 .047 
 

Table 4: Standardized Regression Weights between leadership styles and big five 

personality model 
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Estimate 

TSFL <--- N -.161 

TSCL <--- N -.128 

TSFL <--- C .067 

LSFL/ AVOL <--- N .053 

TSCL <--- C .184 

LSFL/ AVOL <--- C -.033 

TSFL <--- A .099 

TSCL <--- A .031 

LSFL/ AVOL <--- A .034 

TSFL <--- E .046 

TSCL <--- E .067 

LSFL/ AVOL <--- E .021 

TSFL <--- O .070 

TSCL <--- O -.013 

LSFL/ AVOL <--- O -.110 

 

Table 5: Regression Weights between big five personality model with intention to leave 

   
Estimate S.E. C.R. P Label 

IT <--- N -.094 .039 2.382 .017 par_6 

IT <--- A     .078 .059 1.317 .188    par_7 

IT <--- O -.036 .027 -1.321 .186 par_8 

IT <--- E .000 .055 -.007 .004 par_9 

IT <--- C .009 .064 .137 .034 par_10 

 

 

Table 6: Standardized Regression Weights between big five personality model and 

intention to leave 

   
Estimate 

IT <--- N .135 

IT <--- O -.073 

IT <--- C .123 

IT <--- A .093 

IT <--- E -.001 

 

 

Table 7: Regression Weights big five personality model with job satisfaction 9 factors 

   
Estimate S.E. C.R. P Label 
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Estimate S.E. C.R. P Label 

Pay <--- N -.017 .119 -.141 .888 
 

Pay <--- A -.134 .179 -.751 .452 
 

Pay <--- O -.064 .082 -.780 .436 
 

Pay <--- E .569 .165 3.439 *** 
 

Pay <--- C .078 .193 -.406 .035 
 

Promotion <--- N .180 .070 2.559 .011 
 

Promotion <--- A -.025 .106 -.239 .811 
 

Promotion <--- O -.048 .049 -.992 .321 
 

Promotion <--- E -.043 .098 -.435 .663 
 

Promotion <--- C .071 .114 .618 .016 
 

Supervision <--- N .027 .133 .206 .837 
 

Supervision <--- A .490 .200 2.450 .014 
 

Supervision <--- O .193 .092 2.092 .036 
 

Supervision <--- E -.261 .185 -1.409 .159 
 

Supervision <--- C .177 .216 .816 .415 
 

Coworkers <--- N .212 .122 1.732 .083 
 

Coworkers <--- A .112 .184 .609 .543 
 

Coworkers <--- O .068 .085 .804 .421 
 

Coworkers <--- E -.140 .170 -.822 .411 
 

Coworkers <--- C .137 .199 .689 .491 
 

Rewards <--- N .201 .095 2.113 .035 
 

Rewards <--- A .205 .143 1.432 .152 
 

Rewards <--- O .086 .066 1.308 .191 
 

Rewards <--- E -.146 .133 -1.103 .270 
 

Rewards <--- C .111 .155 .719 .472 
 

Benefits <--- N .190 .106 1.787 .074 
 

Benefits <--- A -.185 .160 -1.158 .247 
 

Benefits <--- O .045 .074 .606 .545 
 

Benefits <--- E -.161 .148 -1.088 .277 
 

Benefits <--- C -.027 .173 -.159 .874 
 

NaturOfWork <--- N -.048 .070 -.693 .488 
 

NaturOfWork <--- A -.034 .105 -.321 .748 
 

NaturOfWork <--- O .041 .048 .836 .403 
 

NaturOfWork <--- E .003 .097 .034 .973 
 

NaturOfWork <--- C -.177 .114 -1.561 .119 
 

Operationcondition <--- N -.213 .120 -1.765 .077 
 

Operationcondition <--- A -.038 .181 -.207 .836 
 

Operationcondition <--- O -.073 .084 -.871 .384 
 

Operationcondition <--- E .063 .168 .377 .706 
 

Operationcondition <--- C -.513 .196 -2.615 .009 
 

Comunication <--- N .190 .095 1.995 .046 
 

Comunication <--- A .160 .144 1.114 .005 
 

Comunication <--- O .076 .066 1.141 .254 
 

Comunication <--- E -.056 .133 -.420 .674 
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Estimate S.E. C.R. P Label 

Comunication <--- C -.406 .155 -2.617 .009 
 

 

 

Table 8: Correlation  

Correlations between study variables (N=343) 
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Pearson Correlation 

1 
              

Sig. (2-tailed)               
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Pearson Correlation .309** 
1 

             

Sig. (2-tailed) .000              

A
g

e Pearson Correlation -.124* -.397** 
1 

            

Sig. (2-tailed) .022 .000             

Y
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Pearson Correlation -.241** -.387** .545** 
1 

           

Sig. (2-tailed) .000 .000 .000            

Y
ea

rs
 O

f 

E
x
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 I

n
 

T
h

e 

B
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Pearson Correlation -.158** -.261** .314** .590** 
1 

          

Sig. (2-tailed) .003 .000 .000 .000           

N 
Pearson Correlation .186** .180** -.261** -.270** -.160** 

1 
         

Sig. (2-tailed) .001 .001 .000 .000 .003          

A 
Pearson Correlation -.062 .027 -.132* .034 .007 .019 

1 
        

Sig. (2-tailed) .255 .620 .014 .528 .900 .731         

O 
Pearson Correlation .030 .072 .081 .056 .002 -.176** -.024 

1 
       

Sig. (2-tailed) .580 .185 .135 .304 .965 .001 .654        

E 
Pearson Correlation -.101 -.156** .004 .108* .100 -.166** .526** .126* 

1 
      

Sig. (2-tailed) .060 .004 .942 .045 .064 .002 .000 .020       

C 
Pearson Correlation -.055 -.111* -.013 .105 .063 -.224** .604** -.020 .602** 

1 
     

Sig. (2-tailed) .310 .040 .814 .051 .243 .000 .000 .712 .000      

TSFL 
Pearson Correlation -.006 -.107* .020 .070 .043 -.194** .159** .100 .174** .189** 

1 
    

Sig. (2-tailed) .910 .047 .707 .194 .423 .000 .003 .063 .001 .000     

TSCL 
Pearson Correlation .020 -.048 .019 .044 .007 -.175** .173** .014 .211** .268** .654** 

1 
   

Sig. (2-tailed) .705 .372 .722 .419 .896 .001 .001 .799 .000 .000 .000    

AVOL 
Pearson Correlation -.054 -.056 -.014 .006 .007 .077 .028 -.117* -.004 -.010 .142** .228** 

1 
  

Sig. (2-tailed) .322 .304 .792 .907 .897 .154 .603 .031 .939 .850 .008 .000   

JS 
Pearson Correlation -.107* -.052 -.049 .081 .065 -.044 .254** .011 .175** .275** .130* .239** .193** 

1 
 

Sig. (2-tailed) .048 .341 .367 .134 .231 .413 .000 .833 .001 .000 .016 .000 .000  

TI Pearson Correlation -.007 -.028 -.010 .002 -.049 .123* .098 -.051 .068 .127* .177** .311** .137* -.201* 1 
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Sig. (2-tailed) .899 .610 .849 .966 .363 .023 .069 .342 .209 .070 .001 .000 .011 .014 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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                                                           Appendix C: 

Job satisfaction and Turnover Tables 
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Table 1: Regression Weights between big five personality model with job satisfaction 

and turnover intention without mediation effect 

   
Estimate S.E. C.R. P Label 

JS <--- N -.002 .037 -.043 .965 par_1 

JS <--- A .120 .056 2.132 .033 par_2 

JS <--- O .011 .026 .414 .679 par_3 

JS <--- E -.021 .052 -.399 .690 par_4 

JS <--- C .166 .061 2.743 .006 par_5 

IT <--- N -.094 .039 2.382 .017 par_6 

IT <--- A .078 .059 1.317 .188 par_7 

IT <--- O -.036 .027 -1.321 .186 par_8 

IT   <---  E .000 .055 -.007 .004 par_9 

IT <--- C .009 .064 .137 .034 par_10 

 

 

Table 2: Standardized Regression Weights between big five personality model with job 

satisfaction and turnover intention without mediation effect 

   
Estimate 

JS <--- N -.002 

JS <--- A .146 

JS <--- O .022 

JS <--- E -.027 

JS <--- C .203 

IT <--- N .135 

IT <--- A .093 

IT <--- O -.073 

IT <--- E -.001 

IT <--- C .123 

 

Table 3: Regression Weights between research variables after adding mediator 

   
Estimate S.E. C.R. P Label 

TSFL <--- N -.115 .042 -2.730 .006 par_17 

TSCL <--- N -.105 .046 -2.294 .022 par_18 

LSFL/ AVOL <--- N .047 .050 .930 .352 par_19 

TSFL <--- O .032 .029 1.097 .273 par_28 

TSCL <--- O -.011 .031 -.358 .720 par_29 

LSFL/ AVOL <--- O -.069 .035 -1.983 .047 par_30 

TSFL <--- C .043 .068 .637 .524 par_31 

TSCL <--- C .170 .074 2.300 .021 par_32 
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Estimate S.E. C.R. P Label 

LSFL/ AVOL <--- C -.035 .081 -.436 .663 par_33 

TSFL <--- A .091 .063 1.457 .145 par_34 

TSCL <--- A .040 .067 .595 .552 par_35 

LSFL/ AVOL <--- A .036 .075 .473 .636 par_36 

TSFL <--- E .023 .058 .396 .692 par_37 

TSCL <--- E .066 .062 1.066 .287 par_38 

LSFL/ AVOL <--- E .021 .070 .295 .768 par_39 

CONSIDERATION <--- TSFL 1.000 
    

STIMULATION <--- TSFL 1.015 .090 11.288 *** par_1 

MOTIVATION <--- TSFL .910 .086 10.595 *** par_2 

BEHAVIOR <--- TSFL .660 .078 8.462 *** par_3 

ATTRIBUTION <--- TSFL .810 .085 9.535 *** par_4 

CR <--- TSCL 1.000 
    

MBE_PASSIVE <--- TSCL .842 .116 7.267 *** par_5 

MBE_ACTIVE <--- TSCL 1.022 .117 8.748 *** par_6 

JS <--- N .005 .047 .104 .917 par_20 

IT <--- N -.058 .060 -.976 .329 par_21 

JS <--- TSFL -.785 .293 -2.679 .007 par_22 

JS <--- TSCL .941 .331 2.842 .004 par_23 

JS <--- LSFL/ AVOL .044 .063 .692 .489 par_24 

IT <--- TSFL -1.112 .479 -2.321 .020 par_25 

IT <--- TSCL -1.522 .555 2.741 .006 par_26 

IT <--- LSFL/ AVOL -.085 .090 -.953 .341 par_27 

JS <--- O .049 .034 1.454 .146 par_40 

JS <--- C .041 .087 .475 .635 par_41 

JS <--- A .152 .071 2.150 .032 par_42 

JS <--- E -.066 .066 -1.002 .316 par_43 

IT <--- O .010 .044 .228 .820 par_44 

IT <--- C -.206 .120 -1.720 .085 par_45 

IT <--- A .122 .091 1.344 .179 par_46 

IT <--- E -.074 .084 -.874 .382 par_47 

 

 

Table 4: Standardized Regression Weights between reasrch variables after adding 

mediator 

   
Estimate 

TSFL <--- N -.175 

TSCL <--- N -.162 

LSFL/AVOL <--- N .053 

TSFL <--- O .067 

TSCL <--- O -.024 

LSFL/AVOL <--- O -.110 
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Estimate 

TSFL <--- C .054 

 TSCL  <--- C .217 

LSFL/AVOL <--- C -.033 

TSFL <--- A .115 

TSCL <--- A .051 

LSFL/AVOL <--- A .034 

TSFL <--- E .031 

TSCL <--- E .090 

LSFL/AVOL <--- E .021 

CONSIDERATION <--- TSFL .734 

STIMULATION <--- TSFL .683 

MOTIVATION <--- TSFL .662 

BEHAVIOR <--- TSFL .525 

ATTRIBUTION <--- TSFL .576 

CR <--- TSCL .530 

MBE_PASSIVE <--- TSCL .551 

MBE_ACTIVE <--- TSCL .707 

JS <--- N .007 

IT <--- N .084 

JS <--- TSFL .762 

JS <--- TSCL  .901 

JS <--- LSFL/AVOL .056 

IT <--- TSFL -1.053 

IT <--- TSCL -1.421 

IT <--- LSFL/AVOL -.108 

JS <--- O .101 

JS <--- C .050 

JS <--- A .186 

JS <--- E -.086 

IT <--- O .020 

IT <--- C -.245 

IT <--- A .145 

IT <--- E -.094 
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Table 5: CMIN 

 

Model NPAR CMIN DF P CMIN/DF 

Default model 69 197.166 67 .000 2.943 

Saturated model 136 .000 0 
  

Independence model 16 1454.150 120 .000 12.118 

 

Tabel 6: RMR, GFI 

Model RMR GFI AGFI PGFI 

Default model .024 .932 .862 .459 

Saturated model .000 1.000 
  

Independence model .092 .540 .478 .476 

 

 

Tabel 7: Baseline Comparisons 

Model 
NFI 

Delta1 

RFI 

rho1 

IFI 

Delta2 

TLI 

rho2 
CFI 

Default model .864 .757 .906 .825 .902 

Saturated model 1.000 
 

1.000 
 

1.000 

Independence model .000 .000 .000 .000 .000 

 

 

Tabel 8: RMSEA 

Model RMSEA LO 90 HI 90 PCLOSE 

Default model .075 .063 .088 .000 

Independence model .180 .172 .189 .000 

 

 

 

 

 

 

 



 

321 
 

Appendix: Figure 1: The structural (Hypothesised) model 
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Appendix E: 

Questionnaires, Permissions and Ethics 
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CONSENT TO PARTICIPATE IN RESEARCH 

 

The impact of employees’ personality traits in perceiving leadership styles and organizational attitude 

in Saudi Banking context 

Dear Participant, 

You are being asked to participate in a study investigating the role of personality triatsin perceiving 

leadership styles and in the level of job satisfaction and intention to leave the bank. This study is 

being carried out by Seita Almandeel PhD student in the Department of Human Resource 

Management at the University of Portsmouth. The study is supervised by Prof.  Charlotte Rayner (E-

mail: charlotte.rayner@port.ac.uk) and Dr. Emma Brown ( E-mail: emma.brown@port.ac.uk ). 

Your participation is voluntary, and you are free to withdraw from the study at any point in time. You 

will encounter no personal risk from participating in this study. The information you provide will be 

anonymous and kept strictly confidential. If you have any questions about the study, please do not 

hesitate to contact me, either by email or phone. 

 

Seita Almandeel 

07522211222 

E-mail: seta_smm@yahoo.com 

 

Please tick the boxe below: 

 

 I have read and agreed consented to these conditions. I have had the opportunity 

to consider the information, ask questions and have had these answered satisfactorily. 
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Questionnaires English version 

Part one: General information: 

 

Please tick the appropriate answer for you: 

 

 

1. Level of education: 

 
o Less than bachelor‟s degree 

o Bachelor‟s degree 

o Master degree 

o PhD degree 

o Other degree 
 

 

2. Gender: 
o Female 

o Male 

o  

3. Marital status: 
o Married 

o Single 

o Divorced or widow 

 

4. Age: 

 
o 20- less than30 

o 30- less than40 

o 40- less than50 

o 50- less than60 

o More than 60 

 

5. Years of experience in the Banking sector: 

 

 

 

6. Years of experience in the current Bank: 
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Part two: Personality traits: 

 

 PLEASE CIRCLE THE ONE NUMBER FOR 

EACH QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINIONABOUT 

YOURSELF 

D
isa

g
re

e
 str

o
n

g
ly

 

D
isag

ree 

N
eu

tral 

A
g

ree 

A
g

ree S
tro

n
g

ly
 

7 I consider myself a tense person. 1 2 3 4 5 

8 I like people get around me. 1 2 3 4 5 

9 I like to dive in daydreaming. 1 2 3 4 5 

10 I try to be nice with everyone I meet. 1 2 3 4 5 

11 I keep my properties clean and tidy. 1 2 3 4 5 

12 I feel that I am less than others. 1 2 3 4 5 

13 Funny situation excite me and I cannot control myself. 1 2 3 4 5 

14 
When I get a true way to do something, I continue on the way 

through. 
1 2 3 4 5 

15 I make a lot of debate with my family and at work. 1 2 3 4 5 

16 I am keen on achieving my tasks on time. 1 2 3 4 5 

17 Sometimes I feel depressed if I am in stressful conditions. 1 2 3 4 5 

18 I consider myself annoying. 1 2 3 4 5 

19 I tend to appreciate artistic works and landscapes. 1 2 3 4 5 

20 Some people think that I am selfish and conceited. 1 2 3 4 5 

21 I think I do not keep discipline well. 1 2 3 4 5 

22 I rarely feel lonely or depressed. 1 2 3 4 5 

23 I enjoy talking to others. 1 2 3 4 5 

24 
I think that listening to debate has no benefit except 

confusing and misleading ideas. 
1 2 3 4 5 

25 I prefer cooperating with other to competing them. 1 2 3 4 5 

26 I take care in achieving my work accurately. 1 2 3 4 5 

27 I feel nervous and worry a lot. 1 2 3 4 5 

28 
I tend to active places (i.e. shopping centre, entertainment 

cities, etc).  
1 2 3 4 5 

29 Reading poetry do not attract me. 1 2 3 4 5 
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30 I tend to doubt others‟ intentions. 1 2 3 4 5 

31 I tend to plan my aims to achieve my ambitions.  1 2 3 4 5 

32 I feel sometimes valueless. 1 2 3 4 5 

33 I often seek a lot to experience new dishes.  1 2 3 4 5 

34 It is easy to take agvantage on me with my awarnces. 1 2 3 4 5 

35 I waste much time before performing any work. 1 2 3 4 5 

36 I rarely feel afraid or worry. 1 2 3 4 5 

37 I prefer to do things alone. 1 2 3 4 5 

38 
I rarely notice that environmental changes could impact on 

my mode. 
1 2 3 4 5 

39 Almost everyone knows me likes me. 1 2 3 4 5 

40 I work hardly to achieve my aims. 1 2 3 4 5 

41 
I sometimes get angry about the way in which others deal 

with me. 
1 2 3 4 5 

42 I usually feel energetic and active. 1 2 3 4 5 

43 I usually described as a cold yet and responsible person. 1 2 3 4 5 

44 
If I committed with a work, I preserves until the task is 

finished. 
1 2 3 4 5 

45 I may feel low energetic when matters get worse. 1 2 3 4 5 

46 I am pessimistic in general. 1 2 3 4 5 

47 I have few artistic interests. 1 2 3 4 5 

48 I adhere to my opinions strictly. 1 2 3 4 5 

49 I may let others‟ trust down. 1 2 3 4 5 

50 I rarely feel depressed or sad. 1 2 3 4 5 

51 My life runs very quickly. 1 2 3 4 5 

52 I think religion is important to guide our manners. 1 2 3 4 5 

53 I take care of others‟ feelings and pains. 1 2 3 4 5 

54 I am productive and finish my work well. 1 2 3 4 5 

55 I need help from others to solve my personal problems. 1 2 3 4 5 

56 I am full of energy person. 1 2 3 4 5 
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57 I like reading a lot. 1 2 3 4 5 

58 I express my feeling to others even if negative ones. 1 2 3 4 5 

59 I am organized. 1 2 3 4 5 

60 Sometimes I feel shy, and inhibited. 1 2 3 4 5 

61 I prefer to do my work by myself, instead of leading others. 1 2 3 4 5 

62 I enjoy contemplating abstract theories and ideas. 1 2 3 4 5 

63 I am a deep thinker. 1 2 3 4 5 

64 
I will use circumventing techniques to achieve what I want 

when necessary. 
1 2 3 4 5 

65 I prefer to do things efficiently. 1 2 3 4 5 

66 It is easily to make me laugh. 1 2 3 4 5 

 

 

 

Part three: leadership: 

 

 

 

  

PLEASE CIRCLE THE ONE NUMBER FOR 

EACH QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINIONABOUT YOUR 

BANK LEADER 

N
o

t at all 

O
n

c
e
 in

 a w
h

ile 

S
o

m
etim

es 

F
airly

 o
ften

 

F
r
e
q

u
e
n

tly
, 

if n
o

t alw
ay

s 

67 Provides me with assistance in exchange for my efforts 1 2 3 4 5 

68 
Re-examines critical assumptions to question whether 

they are appropriate 
1 2 3 4 5 

69 Fails to interfere until problems become serious 1 2 3 4 5 

70 
Focuses attention on irregularities, mistakes, 

exceptions, and deviations from standards 
1 2 3 4 5 

71 Avoids getting involved when important issues arise 1 2 3 4 5 

72 Talks about their most important values and beliefs 1 2 3 4 5 

73 Is absent when needed 1 2 3 4 5 

74 
Seeks differing perspectives when solving problems 

arise. 
1 2 3 4 5 
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75 Talks optimistically about the future 1 2 3 4 5 

76 Instills pride in me for being associated with him/her 1 2 3 4 5 

77 
Discusses in specific terms who is responsible for 

achieving performance targets 
1 2 3 4 5 

78 Waits for things to go wrong before taking action 1 2 3 4 5 

79 
Talks enthusiastically about what needs to be 

accomplished 
1 2 3 4 5 

80 
Specifies the importance of having a strong sense of 

purpose 
1 2 3 4 5 

81 Spends time teaching and coaching 1 2 3 4 5 

82 
Makes clear what one can expect to receive when 

performance goals are achieved 
1 2 3 4 5 

83 
Shows that he/she is a firm believer in “If it ain‟t broke, 

don‟t fix it.” 
1 2 3 4 5 

84 Goes beyond self-interest for the good of the group 1 2 3 4 5 

85 
Treats me as an individual rather than just as a member 

of a group 
1 2 3 4 5 

86 
Demonstrates that problems must become chronic 

before taking action 
1 2 3 4 5 

87 Acts in ways that builds my respect 1 2 3 4 5 

88 
Concentrates his/her full attention on dealing with 

mistakes, complaints, and failures 
1 2 3 4 5 

89 
Considers the moral and ethical consequences of 

decisions 
1 2 3 4 5 

90 Keeps track of all mistakes 1 2 3 4 5 

91 Displays a sense of power and confidence 1 2 3 4 5 

92 Articulates a compelling vision of the future 1 2 3 4 5 

93 Directs my attention toward failures to meet standards 1 2 3 4 5 

94 Avoids making decisions 1 2 3 4 5 

95 
Considers me as having different needs, abilities, and 

aspirations from others 
1 2 3 4 5 

96 Gets me to look at problems from many different angles 1 2 3 4 5 

97 Helps me to develop my strengths 1 2 3 4 5 
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98 
Suggests new ways of looking at how to complete 

assignments 
1 2 3 4 5 

99 Delays responding to urgent questions 1 2 3 4 5 

100 Emphasizes the importance of having a collective sense 

of mission 
1 2 3 4 5 

101 Expresses satisfaction when I meet expectations 1 2 3 4 5 

102 Expresses confidence that goals will be achieved 1 2 3 4 5 

103 Is effective in meeting my job-related needs 1 2 3 4 5 

104 Uses methods of leadership that are satisfying 1 2 3 4 5 

105 Gets me to do more than I expected to do 1 2 3 4 5 

106 Is effective in representing me to higher authority 1 2 3 4 5 

107 Works with me in a satisfactory way 1 2 3 4 5 

108 Heightens my desire to succeed 1 2 3 4 5 

109 Is effective in meeting organizational requirements 1 2 3 4 5 

110 Increases my willingness to try harder 1 2 3 4 5 

111 Leads a group that is effective 1 2 3 4 5 

 

 

 

Part four: Turnover Intention: 

 

 PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINIONABOUT YOR 

FEELING 

S
tro

n
g
ly

 

d
isag

ree
 

D
isag

ree
 

N
eu

tral 

A
g
ree

 

S
tro

n
g
ly

 

ag
ree

 

112 At the present time, I am actively searching for another 

job in a different organisation 

1 2 3 4 5 

113 I do not intend to quit my job 1 2 3 4 5 

114 I am not thinking about quitting my job at the present time 1 2 3 4 5 

115 All things considered, I would like to find a comparable 

job in a different organisation 

1 2 3 4 5 

116 I will probably look for a new job in the near future 1 2 3 4 5 
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Part five: Job Satisfaction 

 

 

  

PLEASE CIRCLE THE ONE NUMBER FOR EACH 

QUESTION THAT COMES CLOSEST TO REFLECTING 

YOUR OPINION 

ABOUT IT.  D
is

ag
re

e 
v
er

y
 m

u
ch

 

D
is

ag
re

e 
m

o
d
er

at
el

y
 

D
is

ag
re

e 
sl

ig
h
tl

y
 

A
g
re

e 
sl

ig
h
tl

y
 

A
g
re

e 
m

o
d
er

at
el

y
 

A
g
re

e 
v
er

y
 m

u
ch

 

117 I feel I am being paid a fair amount for the work I do. 
           1     2     3     4     5     6 

 118 There is really too little chance for promotion on my job. 
           1     2     3     4     5     6 

119 My supervisor is quite competent in doing his/her job. 
           1     2     3     4     5     6 

 120 I am not satisfied with the benefits I receive. 
           1     2     3     4     5     6 

 121 When I do a good job, I receive the recognition for it that I should receive. 
           1     2     3     4     5     6 

122 Many of our rules and procedures make doing a good job difficult. 
           1     2     3     4     5     6 

 123 I like the people I work with. 
           1     2     3     4     5     6 

124 I sometimes feel my job is meaningless. 
           1     2     3     4     5     6 

 125 Communications seem good within this organization. 
           1     2     3     4     5     6 

126 Raises are too few and far between. 
           1     2     3     4     5     6 

127 Those who do well on the job stand a fair chance of being promoted. 
           1     2     3     4     5     6 

128 My supervisor is unfair to me. 
           1     2     3     4     5     6 

129 The benefits we receive are as good as most other organisations offer. 
           1     2     3     4     5     6 

130 I do not feel that the work I do is appreciated. 
           1     2     3     4     5     6 

131 My efforts to do a good job are seldom blocked by red tape. 
           1     2     3     4     5     6 

132 I find I have to work harder at my job because of the incompetence of 

people I work with. 

           1     2     3     4     5     6 

133 I like doing the things I do at work. 
           1     2     3     4     5     6 

134 The goals of this organization are not clear to me. 
           1     2     3     4     5     6 

135 I feel unappreciated by the organization when I think about what they 

pay me. 

           1     2     3     4     5     6 

136 People get ahead as fast here as they do in other places.  
           1     2     3     4     5     6 

137 My supervisor shows too little interest in the feelings of subordinates. 
           1     2     3     4     5     6 

138 The benefit package we have is equitable. 
           1     2     3     4     5     6 

139 There are few rewards for those who work here. 
           1     2     3     4     5     6 

140 I have too much to do at work. 
           1     2     3     4     5     6 

141 I enjoy being with my coworkers. 
           1     2     3     4     5     6 

142 I often feel that I do not know what is going on with the organization. 
           1     2     3     4     5     6 
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143 I feel a sense of pride in doing my job. 
           1     2     3     4     5     6 

144 I feel satisfied with my chances for salary increases. 
           1     2     3     4     5     6 

145 There are benefits we do not have which we should have. 
           1     2     3     4     5     6 

146 I like my supervisor. 
           1     2     3     4     5     6 

147 I have too much paperwork. 
           1     2     3     4     5     6 

148 I don't feel my efforts are rewarded the way they should be. 
           1     2     3     4     5     6 

149 I am satisfied with my chances for promotion.  
           1     2     3     4     5     6 

150 There is too much bickering and fighting at work. 
           1     2     3     4     5     6 

151 My job is enjoyable. 
           1     2     3     4     5     6 

152 Work assignments are not fully explained. 
           1     2     3     4     5     6 
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اٌفبضٍٗ أخزٟ/  اٌفبضً أخٟ  

 

 

 اٌغالَ ػ١ٍىُ ٚسحّخ هللا ٚثشوبرٗ

 

 

ث١ٓ ٠ذ٠ه اعزجبٔٗ ٌذساعخ " أصش اٌم١بدٖ ػٍٝ اٌشضب اٌٛظ١فٟ ٚلشاس رشن اٌؼًّ فٟ اٌجٕٛن اٌغؼٛد٠ٗ" وجضء رطج١مٟ خبص 

خ ثٛسرغّٛس ، رششف ػٍٝ اٌشعبٌٗ اٌجشٚف١غٛسٖ شبسٌٛد س١ٕ٠ش ٚ اٌذوزٛسٖ ثشعبٌخ اٌذوزٛساٖ اٌزٟ ألَٛ ثئػذاد٘ب فٟ جبِؼ

إ٠ّب ثشاْٚ، ِشبسوزىُ ٟ٘ رطٛػ١ٗ ٌٚىُ وبًِ اٌحش٠ٗ ثبإلٔغحبة ِٓ اإلجبثٗ ػٍٝ أٞ عؤاي فٟ أٞ ٚلذ، وّب إٟٔٔ أظّٓ 

بٌجٗ ثىزبثخ اعّه، وّب ٌىُ ػذَ رؼشضىُ ألٞ ِخبطش شخص١ٗ ِٓ اٌّشبسوٗ فٟ ٘زٖ اٌذساعٗ. أٔذ / أٔزٟ غ١ش ِطبٌت / ِط

ٔؤوذ ٌه ثأْ إجبثزه اٌزٟ عزمذِٙب عٛف رحبط ثغش٠خ ربِٗ ٌٚٓ رغزخذِٙب اٌجبحضٗ إال فٟ أغشاض اٌذساعٗ ٚإٌشش فٟ 

 اٌّجالد اٌؼ١ٍّٗ فمظ .

 

 

 

 اٌجبحضٗ

 ص١زٗ إٌّذ٠ً

 لغُ إداسح اٌّٛاسد اٌجشش٠ٗ ثجبِؼخ ثٛسرغّٛس ثبٌٍّّىٗ اٌّزحذٖ

E-mail: seeta_smm@yahoo.com 

E-mail: charlotte.rayner@port.ac.uk 

E-mail: emma.brown@port.ac.uk 

 

 

 

 

mailto:seeta_smm@yahoo.com
mailto:charlotte.rayner@port.ac.uk
mailto:emma.brown@port.ac.uk
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التعلٌمات   

 

 

االوضش. ٝرغزغشق االجبثٗ ػ١ٍٗ خّظ ػششح دل١مٗ ػٍ ٠زىْٛ االعزج١بْ ِٓ خّظ اجضاء ،  

 ال ٠ٛجذ ٕ٘بن اجبثٗ صح١حٗ أٚ خبطئٗ، اخزش االجبثٗ اٌزٟ رٕبعجه .

ج١ّغ االعئٍٗ فٙٛ ِٛافمٗ ض١ّٕٗ ِٕه ثبٌّشبسوٗ فٟ اٌذساعٗ.ٝ ثّجشد أزٙبئه ِٓ االجبثٗ ػٍ  

خض٠ٕٙب اٌىزش١ٔٚب.رغزط١غ اٌشجٛع ٌالعزج١بْ فٟ أٞ ٚلذ ٠ٕبعجه ، ح١ش إجبثبره ع١زُ ر  

 .(Next) ٠ّىٕه االٔزمبي ٌٍصفحٗ اٌزب١ٌٗ ثبٌضغظ ػٍٝ اٌضس     

.(Preview)   ٗاٌضغظ ػ٠ٍّٝىٕه ٌالٔزمبي ٌٍصفحٗ اٌغبثم  

اٌشجبء االجبثخ ػٍٝ وبفخ اعئٍٗ االعزج١بْ ٚػذَ رشن أٞ فمشح دْٚ إجبثخ ألْ رٌه ع١فمذ ٘زٖ االعزجبٔٗ ل١ّزٙب وأداح ٌجّغ 

 اٌج١بٔبد.
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Questionnaires Arabic version 

 

 الجزء األول :  اختر االجابه المناسبه 

 أوالً : المعلوماث الشخصيت:

 : ( في الخانت المناسبت لكأرجو التكرم بوضع عالمت )

 

 : المستوى التعليمي .1

  ألً ِٓ ثىبٌٛس٠ظ

  ثىبٌٛس٠ظ

  ِبجغز١ش

      دوزٛساٖ

 .....................................................: ......... أخشٜ اروش٘ب

 . الجنس :2

  روش

  أٔضٝ
 

 

 الحالت االجتماعيت :.3

    ِزضٚط /ِزضٚجخ

  أػضة /ػضثبء

  ِطٍك أٚ أسًِ /ِطٍمخ أٚ أسٍِٗ

  

 .العمر :4

  30ألً ِٓ 

30- 40   

41 - 50   

51-60 
 

 

                   60أوضش ِٓ 

 

 :.عذد سنواث الخبرة في القطاع البنكي5

 
 :في البنك الحالي عذد سنواث الخبرة.6
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 الجزء الثانً :  اختبار الشخصٌه :

 اختر العباره المناسبه لشخصٌتك

ق 
ر مواف

غٌ

جدا   
 

ق
ر مواف

غٌ
 

حاٌد
 م

ق
 مواف

جدا  
ق 
 مواف

 السإال

ل
س
سل
 الت

 7 أنا شخصٌه قلقه 1 2 3 4 5
أن ٌلتف الناس من حولًأحب  1 2 3 4 5  8 
 9 أحب أن استغرق فً أحالم الٌقظه 1 2 3 4 5
 11 أحاول أن أكون لطٌفا  مع كل من أقابله 1 2 3 4 5
 11 أحتفظ بممتلكاتً نظٌفه ومرتبه 1 2 3 4 5
 12 ٌغلب علً الشعور بؤنً أقل من اآلخرٌن 1 2 3 4 5
نفسً تثٌرٌنً المواقف المضحكه وال أتمالك 1 2 3 4 5  13 
 14 عندما أصل إلى طرٌقه صحٌحه لعمل شًء ما فؤنا أستمر علٌها  1 2 3 4 5

 15 أدخل فً نقاشات كثٌره مع أسرتً وفً العمل 1 2 3 4 5

 16 أحرص على إنجاز أعمالً فً وقتها المحدد 1 2 3 4 5

 17 أشعر فً بعض االحٌان باالنهٌار إذا وضعت تحت ظروف ضاغطه 1 2 3 4 5

 18 أعتبر نفسً شخصٌه مزعجه 1 2 3 4 5

 19 أمٌل إلى تذوق االعمال الفنٌه والمناظر الطبٌعٌه 1 2 3 4 5

 21 ٌعتقد البعض أنً أنانً ومغرور 1 2 3 4 5

 21 أعتبر نفسً شخصٌه ال تحافظ على النظام بالشكل الجٌد 1 2 3 4 5

 22 نادرا  ما أشعر بالوحده أو الكآبة 1 2 3 4 5

 23 أستمتع بالحدٌث مع اآلخرٌن 1 2 3 4 5

 24 أعتقد أن االستماع إلى مجادلة ما ال فائدة منها إال تشوٌش االفكار وتضلٌلها 1 2 3 4 5

 25 أفضل التعاون مع اآلخرٌن على التنافس معهم 1 2 3 4 5

 26 أهتم بإنجاز أعمالً بدقة وضمٌر 1 2 3 4 5

النرفزهكثٌرا  ما أشعر بالتوتر أو  1 2 3 4 5  27 

 28 أمٌل إلى االماكن الحٌوٌه النشطة مثل مراكز التسوق والمدن الترفٌهٌه 1 2 3 4 5

 29 قرأة الشعر وتذوقه أمر ال ٌهمنً 1 2 3 4 5

 31 أمٌل الى الشك فً نواٌا اآلخرٌن 1 2 3 4 5

 31 أمٌل الى وضع تخطٌط لتحقٌق أمالً وطموحاتً 1 2 3 4 5

عض االحٌان أن ال قٌمة لًأشعر فً ب 1 2 3 4 5  32 

 33 أسعى كثٌرا  إلى تجربة الماكوالت الجدٌده 1 2 3 4 5

 34 ٌسهل استغاللً ان سمحت بذلك 1 2 3 4 5

 35 اضٌع الكثٌر من الوقت قبل ادائً ألي عمل 1 2 3 4 5

 36 نادرا  ما أشعر بالخوف أو القلق 1 2 3 4 5

قوة  ونشاط كثٌرا  ما أشعر بانً أفٌض 1 2 3 4 5  37 

 38 نادرا  ما االحظ تاثٌر التغٌرات البٌئٌه على حالتً المزاجٌه 1 2 3 4 5

 39 ٌحبنً معظم من ٌعرفنً 1 2 3 4 5

 41 أعمل باجتهاد فً سبٌل تحقٌق أهدافً 1 2 3 4 5

 41 كثٌرا  ما أغضب من الطرٌقه التً ٌعاملنً بها اآلخرون 1 2 3 4 5

ً بالمرح والحٌوٌه والنشاطتتسم شخصٌت 1 2 3 4 5  42 
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 43 قد أوصف بالبرود والحذر 1 2 3 4 5

 44 إذا التزمت بعمل ما فإنً إإدٌه واتابعه حتى النهاٌة 1 2 3 4 5

 45 ٌنتابنً فً الغالب شعور بانخفاض همتً إذا ساءت االمور 1 2 3 4 5

 46 أنا شخصٌه متشائمه بشكل تام 1 2 3 4 5

فً بعض االحٌان قراءة النصوص االدبٌه تستهوٌنً 1 2 3 4 5  47 

 48 أتمسك بؤرائً بشدة 1 2 3 4 5

 49 قد أخذل ثقة من حولً فً بعض االحٌان 1 2 3 4 5

 51 نادرا  ما أشعر بالحزن او االكتئاب 1 2 3 4 5

 51 تجري حٌاتً بشكل سرٌع 1 2 3 4 5

نسانٌه قلٌلة نوعا مااهتماماتً بتؤمل طبٌعة الكون أو الظروف اال 1 2 3 4 5  52 

 53 أحرص على مراعاة مشاعر االخرٌن واآلمهم 1 2 3 4 5

 54 أنا شخصٌة منتجه وأنهً عملً بصورة جٌدة 1 2 3 4 5

 55 ٌغلب علً الشعور بالعجز والحاجه إلى من ٌحل مشاكلً 1 2 3 4 5

 56 أنا شخصٌه نشٌطة جدا   1 2 3 4 5

ع كثٌرا  أحب القراءة واالطال 1 2 3 4 5  57 

 58 أحرص على اظهار مشاعري لالخرٌن حتى وإن كانت سلبٌه 1 2 3 4 5

 59 أنا شخصٌه منظمه 1 2 3 4 5

 61 شعوري بالخجل قد ٌدفعنً فً بعض االحٌان الى محاولة االختباء 1 2 3 4 5

 61 أفضل اداء أعمالً بنفسً عوضا  عن قٌادة اآلخرٌن 1 2 3 4 5

التامل فً النظرٌات واالفكار المجردهاستمتع ب 1 2 3 4 5  62 

 63 افضل التفكٌر بعمق 1 2 3 4 5

االمر لزم إن أرٌده ما لتحقٌق التحاٌل أسلوب استخدم 1 2 3 4 5  64 

وممٌزا   متقنا   عملً ٌكون أن احرص 1 2 3 4 5  65 

 66 اضحك بسهوله 1 2 3 4 5

  

 

 الجزء الثالث: القٌاده :

مثلك رأٌك تجاه مدٌر البنك الذي تعمل فٌه اختر العباره التً ت  

طلقا  
 م

را  
 ناد

حٌانا  
 أ

غالبا  
 

 التسلسل االسئله دائما  

 67 ٌوفر لً المساعده مقابل جهودي 1 2 3 4 5

 68 ٌعٌد مراجعة االفتراضات المهمة لكً ٌتاكد من مدى مناسبتها للعمل 1 2 3 4 5

بٌرةال ٌتدخل إال عندما تصبح المشاكل ك 1 2 3 4 5  69 

ٌركز انتباهه على الشذوذ واالخطاء واالستثناءات  1 2 3 4 5
 واالنحرافات عن المعاٌٌر

71 

 71 ٌتجنب التدخل عند ظهور قضاٌا مهمة 1 2 3 4 5

 72 ٌتكلم عن أهم قٌمه ومعتقداته 1 2 3 4 5

 73 ٌكون غائبا  وقت الحاجة إلٌه 1 2 3 4 5

فه حٌن القٌام بحل المشكالتٌبحث عن وجهات نظر مختل 1 2 3 4 5  74 

 75 ٌتكلم بتفاإل عن المستقبل 1 2 3 4 5

 76 ٌبعث فً نفسً الفخر بؤننً أعمل معه 1 2 3 4 5
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 77 ٌناقش بدقه كل فرد مسئول عن تحقٌق أهداف العمل 1 2 3 4 5

لتصحٌحها التحرك فً ٌبادر ثم االخطاء تحدث حتى ٌنتظر 1 2 3 4 5  78 

تحقٌقه ٌجب عما بحماس مٌتكل 1 2 3 4 5  79 

تحقٌقها ٌجب االتً االهداف معرفة أهمٌة ٌوضح 1 2 3 4 5  81 

والتدرٌب التعلٌم فً وقتا   ٌقضً 1 2 3 4 5  81 

ٌوضح المردود المتوقع الذي ٌحصل علٌه أي فرد عند  1 2 3 4 5
 تحقٌق االهداف

82 

تصلحه" أي ال تغٌر اي  ٌبٌن أنه ٌإمن بفكرة " أن لم ٌكن مكسورا  ال 1 2 3 4 5
 شًء

83 

 84 ٌعطً مصلحة الجماعه أولوٌه على مصالحه الشخصٌه 1 2 3 4 5

ٌعامل كل فرد كشخص متمٌز ولٌس مجرد فرد فً  1 2 3 4 5
 المجموعه

85 

ٌظهر بؤن المشكل ٌجب ان تصبح مزمنه قبل اتخاذ أي  1 2 3 4 5
 إجراء

86 

 87 ٌتصرف بطرٌقة تزٌد من احترامً له 1 2 3 4 5

ٌكرس كل اهتمامه للتعامل مع االخطاء والشكاوي  1 2 3 4 5
 واالخفاقات

88 

 89 ٌفكر فً العواقب االخالقٌه والمعنوٌه عند اتخاذ القرارت 1 2 3 4 5

 91 ٌتابع بدقه كل االخطاء 1 2 3 4 5

فسٌظهر أن لدٌه احساسا  بالقوة وثقة بالن 1 2 3 4 5  91 

 92 ٌتكلم عن تصوره للمستقبل بصوره مقنعه 1 2 3 4 5

 93 ٌوجهه انتباهه لالخطاء من أجل المحافظة على المستوى المطلوب 1 2 3 4 5

 94 ٌتجنب اتخاذ القرارت 1 2 3 4 5

ٌؤخذ بعٌن االعتبار اختالف احتٌاجاتً وقدراتً وطموحاتً عن  1 2 3 4 5
 اآلخرٌن

95 

ً انظر الى المشاكل من زواٌا كثٌرةٌجعلن 1 2 3 4 5  96 

 97 ٌساعدنً على تطوٌر نقاط قوتً 1 2 3 4 5

 98 ٌقترح طرق جدٌده للنظر فً كٌفٌة إكمال المهام 1 2 3 4 5

 99 ٌتاخر فً اإلجابه على األسئلة العاجلة 1 2 3 4 5

 111 ٌإكد على أهمٌة وجود احساس مشترك برسالة البنك 1 2 3 4 5

 111 ٌعبر عن رضاه عندما أنجز ما هو مطلوب و متوقع منً انجازه 1 2 3 4 5

 112 ٌظهر الثقة بؤن االهداف سوف تتحقق 1 2 3 4 5

 113 هو فعال فً تلبٌة احتٌاجاتً المتعلقة بالعمل 1 2 3 4 5

 114 ٌستخدم أسالٌب قٌادٌه مرضٌه 1 2 3 4 5

بهٌجعلنً أعمل أكثر مما توقعت أن اقوم  1 2 3 4 5  115 

 116 هو فعال عندما ٌمثلنً أمام إدارات أعلى 1 2 3 4 5

 117 ٌعمل معً بطرٌقه مرضٌه 1 2 3 4 5

 118 ٌزٌد رغبتً فً النجاح 1 2 3 4 5

 119 هو فعال فً تحقٌق متطلبات البنك 1 2 3 4 5

 111 ٌزٌد من استعدادي لبذل مجهود أكبر 1 2 3 4 5

 111 ٌقود مجموعه فعاله 1 2 3 4 5
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 الجزء الرابع : الرغبه فً ترك العمل:

 

شده
ق ب

ال أواف
 

 ال
ق
أواف

 
ال  
قلٌ

 

ر
غٌ

 
متؤكد

 

ال  
ق قلٌ

 أواف

شده
ق ب

 أواف

 التسلسل السإال

 112 ربما أقوم بالبحث عن وظٌفه جدٌده فً المستقبل القرٌب 1 2 3 4 5
 113 فً الوقت الحالً أبحث بجد عن وظٌفة أخرى فً مإسسة اخرى 1 2 3 4 5
 114 ال انوي ترك العمل 1 2 3 4 5
 115 من غٌر المحتمل ان أبحث عن مإسسة اخرى للعمل بها خالل العام التالً 1 2 3 4 5
 116 ال افكر فً ترك العمل فً الوقت الحالً 1 2 3 4 5

 

 

 الجزء الخامس : الرضا الوظٌفً:

الا 
ك ل١ٍ

الأٚاف
 

سٖ 
صٛ

ك ث
ال أٚاف

طٗ
ع

 ِزٛ

ك
ال أٚاف

 

ك ل١ٍ
أٚاف

الا 
 

سٖ 
صٛ

ك ث
أٚاف

طٗ
ع

 ِزٛ

شذح
ك ث

 أٚاف
 اٌغؤاي

ً
غ

غٍ
 اٌز

 117 اشؼش أٟ ارمبضٝ اجشاَ ػبدالَ ػٍٝ اٌؼًّ اٌزٞ ألَٛ ثٗ 1 2 3 4 5 6

 118 حم١مخ ٕ٘بن فشص ل١ٍٍٗ جذاا ٌٍزشل١ٗ فٟ ػٍّٟ 1 2 3 4 5 6

 119 إْ ِغؤٌٟٚ اٌّجبشش وفؤ جذاا فٟ أدائٗ / ادائٙب ٌٍؼًّ 1 2 3 4 5 6

 120 أٔب غ١ش ساٍض ػٓ االِز١بصاد اٌزٟ أحصً ػ١ٍٙب 1 2 3 4 5 6

 121 ػٕذِب ألَٛ ثؼًّ ج١ذ أحصً ػٍٝ اٌزمذ٠ش اٌزٞ ٠جت أْ أحصً ػ١ٍٗ ػٓ رٌه اٌؼًّ 1 2 3 4 5 6

 122 ٕ٘بن ػذح أٔظّٗ ٚإجشاءاد رجؼً اٌم١بَ ثبٌؼًّ اٌج١ذ أِشاا صؼجبا  1 2 3 4 5 6

ٓ أػًّ ِؼُٙأٔب) أسربح ( أحت إٌبط اٌز٠ 1 2 3 4 5 6  123 

 124 أشؼش أح١بٔبا أْ ػٍّٟ ثال ِؼٕٝ 1 2 3 4 5 6

 125 االرصبالد رجذٚ ج١ذح ضّٓ إطبس ٘زٖ اٌّؤعغٗ 1 2 3 4 5 6

 126 اٌؼالٚاد ل١ٍٍٗ جذاا ِٚزجبػذح ص١ِٕبا  1 2 3 4 5 6

 127 اٌز٠ٓ ٠ؤدْٚ ػٍُّٙ ثصٛسح ج١ذح ٠حظْٛ ثفشص ج١ذح ٌٍزشل١ٗ 1 2 3 4 5 6

 128 اٌّغؤٚي اٌّجبشش ػٍٟ فٟ اٌؼًّ غ١ش ػبدي ِؼٟ 1 2 3 4 5 6

 129 االِز١بصاد اٌزٟ احصً ػ١ٍٙب ٟ٘ ٔفظ االِز١بصاد فٟ اٌجٕٛن االخشٜ 1 2 3 4 5 6

 130 ال اشؼش ثأْ اٌؼًّ اٌزٞ ألَٛ ثٗ ٠ٍمٝ اٌزمذ٠ش 1 2 3 4 5 6

أٚ رز٘ت عذٜ جٙٛدٞ اٌّجزٌٚخ ٌىٟ ألَٛ ثؼًّ ج١ذ ٔبدساا ِب رىْٛ دْٚ جذٜٚ 1 2 3 4 5 6  131 

ِؼُٙٚجذد ثأٔٗ ػٍٟ اْ اػًّ ثجذ اوجش فٟ ػٍّٟ ٚرٌه ٌؼذَ وفبءح االشخبص اٌز٠ٓ اػًّ  1 2 3 4 5 6  132 

 133 أحت االػّبي اٌزٟ الَٛ ثٙب فٟ ػٍّٟ 1 2 3 4 5 6

 134 غب٠بد ٘زا اٌجٕه غ١ش ٚاضحٗ ثبٌٕغجخ ٌٟ 1 2 3 4 5 6

ه ػٕذِب افىش ثبألجش اٌزٞ أرمبضبٖ ِٕٗأشؼش ثؼذَ اٌزمذ٠ش فٟ اٌجٕ 1 2 3 4 5 6  135 

 136 ٠زمذَ إٌبط ٚظ١ف١با فٟ ٘زا اٌجٕه ثبٌغشػخ اٌزٟ ٠زمذِْٛ ثٙب فٟ االِبوٓ أٚ اٌجٕٛن االخشٜ 1 2 3 4 5 6

 137 اٌّششف ػٍٝ اٌؼًّ ٠ؼطٟ ا٘زّبِبا ل١ٍالا ٌّشبػش اٌؼب١ٍِٓ اٌّششف ػ١ٍُٙ 1 2 3 4 5 6

حصً ػ١ٍٙب ػبدٌخاصاد اٌزٟ أْ حضِخ االِز١ب 1 2 3 4 5 6  138 

 139 اٌّىبفأد ل١ٍٍخ ٌٍؼب١ٍِٓ ٕ٘ب 1 2 3 4 5 6

 140 ٕ٘بن ٚاججبد وض١شٖ فٟ اٌؼًّ 1 2 3 4 5 6

 141 أٔب ِغزّزغ ثؼٍّٟ ِغ اٌضِالء 1 2 3 4 5 6

 142 غبٌجبا ِب اشؼش ثأٟٔ ال اػشف ِبرا ٠حذس فٟ اٌجٕه 1 2 3 4 5 6
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ػٕذِب أٚدٞ ػٍّٟ أٔب اشؼش ثبٌفخش 1 2 3 4 5 6  143 

 144 اشؼش ثبٌشضب ػٓ اٌفشص اٌّزبحٗ فٟ ص٠بدح األجٛس 1 2 3 4 5 6

 145 ٕ٘بن فٛائذ ِٓ اٌّفزشض أْ رحصً ػ١ٍٙب ٌٚىٕٙب غ١ش ِٛجٛدح 1 2 3 4 5 6

 146 أٔب احت اٌّششف ػٍٟ فٟ اٌؼًّ 1 2 3 4 5 6

 147 ػٕذٞ اٌىض١ش ِٓ االػّبي اٌىزبث١خ فٟ اٌؼًّ 1 2 3 4 5 6

 148 أٔب اشؼش ثأْ جٙٛدٞ ال رىبفٟء ثبٌطش٠مخ اٌصح١حٗ اٌزٟ ٠جت اْ رىبفٟء ثٙب 1 2 3 4 5 6

 149 أب ساٍض ػٓ فشصٟ فٟ اٌزشل١ٗ فٟ اٌؼًّ 1 2 3 4 5 6

 150 ٕ٘بن اٌىض١ش ِٓ اٌّشبحٕبد ٚاٌشجبس فٟ اٌؼًّ 1 2 3 4 5 6

 151 ػٍّٟ ِّزغ 1 2 3 4 5 6

ً غ١ش ِٛضحٗ ثصٛسح ِفصٍخاٌٛاججبد فٟ اٌؼّ 1 2 3 4 5 6  152 
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