
International Journal of Social Sciences (IJSS)    
  Vol.7, No.2, 2017 

 

35 
 

The Impact of Extraversion on Employee Loyalty with Mediating Role of Social and 

Career Adaptability in Saveh Chocolate Factory Mfg. Co. (PJS) 
 

Mohammad Abdulshah1 

Department of Industrial Engineering, Semnan Branch, Islamic Azad University, Semnan, Iran  

Amir Hakaki 2 

Post Graduate Student of MBA, University of Semnan, Semnan, Iran    

Ali Asghar Zarei3 

Post Graduate Student of MBA, University of Semnan, Semnan, Iran  

Mehran Mohammadnia4 

Post Graduate Student of MBA, University of Semnan, Semnan, Iran  

Hossein Saberian5 

Post Graduate Student of MBA, University of Semnan, Semnan, Iran 
 

Received 10 March 2016 

Revised 24 February 2017 

Accepted 19 July 2017 

Abstract: This study is conducted with the aim of explaining the role of extraversion on employee loyalty with 

the mediating role of career and social adaptability among employees in a private organization. The research 

design is descriptive-correlational and the population is the employees of Saveh Chocolate Factory up to 240 

people. According to Cochran's formula, the sample size of eligible people in this study is 172 subjects chosen 

randomly. The research data is collected by questionnaires of extraversion, social adaptability, occupational 

adaptability, and employee loyalty collected each of which has acceptable reliability and validity to study the 

mentioned variables. Pearson correlation and SPSS software are used to analyze the data. According to the 

Pearson correlation coefficient, the obtained results suggest that the relationship between extraversion and 

employee loyalty (ρ= -0.564) is a significant inverse relationship, and the relationship between social and 

occupational adaptability with employee loyalty (ρ =0.431, ρ =0.579) is a direct and meaningful relationship. 

Moreover, according to the results, the direct significant relationship between extraversion and social 

adaptability (ρ=0.453), extraversion and occupational adaptability (ρ=0.297), and occupational adaptability 

with social adaptability (ρ=0.487) are approved. The findings besides confirming the existence of a significant 

relationship between extraversion, social and occupational adaptability with employee loyalty show that each 

of the mentioned behavioral characteristics are associated with each other, and explain the quality of this 

relationship to be used for better analysis of the employee loyalty in organization. 

Keywords: extraversion, social adaptability, occupational adaptability, employee loyalty. 

 

 

Introduction 

 

Due to the competitiveness of businesses and new challenges in the organization, stability and calm, 

especially in private organizations, are constantly overshadowed; of the most important consequences 

of the competitive world is the loss of skilled staff in an organization due to the provision of better 

opportunities in other organizations. On the other hand, over the past two decades, work, the knowledge 

of employees of the environment as well as their understanding of the behavioral characteristics of 

human beings have increased, which sometimes causes conflicts between the organization and 

employees. According to Chris Argyris' growth theory (1957), organizations show resistance with 

mature human regarding human indices or people who move towards evolution. Based on research 
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results, the loyalty of employees in organizations is associated with the quality of the services provided 

whose result is customer satisfaction and loyalty to the organization and this will also lead to profitability 

and improvement in organizational performance (Yee et al, 2010). In compact and competitive markets 

in today's world, retaining worthy employees and development of staff loyalty to the organization have 

become important and a permanent challenge (Lai Wan, 2013). Researchers have proposed different 

views about loyalty. For example, Voyles (1999) in his book entitled "Are satisfied employees loyal?" 

states that employee loyalty is described by employee behaviors. In another view, loyalty is described 

as a process, that if a person with knowledge of the better conditions of a job, higher salaries and 

conditions that are more suitable refuses for accept jobs, it is seen as loyalty to the organization (H. 

Becker, 1960). Thus, although loyalty is a core concept accomplished by the staff, the role of 

organizations in creating, increasing and decreasing it cannot be ignored. 

 

Many factors influence employee loyalty. In general, these factors can be divided into two categories: 

exogenous and endogenous. Exogenous factors are the ones that affect directly and independently from 

the organization, or are related work characteristics, but endogenous factors are related to behavioral 

features of employees. Of the exogenous factors such as spirituality in the organization, salaries, wages 

and bonuses, social contributions (Ineson et al, 2013) and organizational justice can be cited. 

Endogenous factors have received fewer studies than exogenous factors. In general, all factors related 

to personality traits and behavior of staff can be considered as endogenous factors. Endogenous factors 

can be categorized based on models and behavioral and personality studies. The most important and 

most well-known model that expresses the personality dimensions of human beings is the big five 

(Robbins, 2013) that categories various aspects of a character within five major categories. As a result, 

endogenous factors are the set of behavioral and personality characteristics. Organizations that stay 

inattentive in their attitude to these factors over time suffer many losses. Thus, studies related to 

recognition and determining of indicators effective on employee loyalty in an organization are of 

particular importance because assessing of the extent of employee loyalty greatly helps organizations 

planning for the future. Moreover, increased employee loyalty within the organization leads to increase 

in productivity and avoiding wasting costs related to education. 

 

Since few studies have been conducted studying the influence of behavioral indicators on employee 

loyalty, this research tries to evaluate some of these indicators. Behavioral indices intended to be 

examined in this study are extraversion, social and occupational adaptability. Extraversion is considered 

as an important behavioral and personality characteristic that, it can be said, plays important roles in 

many aspects of a person's life, occupational adaptability can be considered as an important factor in job 

productivity of employees, a factor that may be influenced by similar characteristics in the community 

that is social adaptability. It is possible that each of these personality traits in turn has a significant 

impact on employee loyalty. Thus, the study tries to determine the type and extent of the relationship 

(direct reverse) between behavioral characteristics of extraversion, social and occupational adaptability 

with the strategic issue of employee loyalty in the organization. In addition, to complete information 

about these three behavioral characteristics, the influence and relationship of these three characteristics 

with each other have been investigated. 

 

Personality 

The first part of the word personality is persona that means a mask that old time actor wore over their 

faces, regardless of their original character, to play a role related to the mask over their face. Persona is 

the facial expression with which the human appears in society. Society, customs, and traditions of the 

community impose this look to the person. Persona is sometimes dramatic, and the real and private 

character of the individuals is disguised under the mask, called hypocrisy in slang and apparent behavior 

of the individual is not part of the real and original character of the person. Persona is sometimes the 

real personality of the individual true personality and there is a match between the facemasks and inner 

states. To the extent of the concordance between these two components, each person has a certain 

personality type and has a rate of mental-behavioral normality or abnormality. As the social impact is 

greater, the facemask thickness is greater. An overview of definitions of character shows that not all the 

meanings of the character can be found in a particular theory, but in fact, the definition of character 
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depends on the type of theory and idea of every scientist. For example, Carl Rogers sees character as an 

organized permanent self that is the center of all experiences. Allport (1961) calls character as a set of 

internal factors that direct all activities of an individual, and J. B. Watson (1928), father of behaviorism, 

character as an organized collection of habits. George Kelly (1963), one of contemporary cognitive 

psychologists, sees personality as the special individual approach in the search for interpretation of the 

meaning of life. Walter Mischel (1971) defines personality as definite patterns of behavior including 

thoughts and emotions building the compatibility of each person against his living environment. Many 

studies have been done on personality categories. Different categories are offered by different theories, 

for example, Raymond Cattell, in his research model, refers to sixteen kinds of personality traits while 

Hans Eysenck believes that the various features can only be put in three dimensions, calling them 

extroverted, neurotic and psycho (Daniel Nettle, 2007). However, it can surely be said that over the last 

twenty years two approaches have been the dominant framework to identify and classify personality 

traits (Robbins, 2013) that include Myers-Briggs personality type indicator, and Big Five Model of 

personality. However, it should be noted that the most used model is Big Five Model of personality. 

 

Myers - Briggs Type Indicator (MBTI) 

Myers and Briggs divide personality types into 4 categories (Robbins, 2013): 

 

 Extrovert versus introvert: extrovert people are social, sociable and friendly, while introverted 

people are quiet and shy. 

 Intuitive versus sensory: sensory people are pragmatic and prefer order, while intuitive type 

relies on subconscious processes and the overall picture is more at the center of their attention. 

 Thinking versus feeling: The thinking type uses logic and reason to solve problems, while 

feeling relies on personal values and feelings. 

 Judger versus perceiver: judgers want control and want to have a regular and structured world. 

Perceivers are flexible and spontaneous. 

 

Personality model of Big Five Model  

Robert McCrae and Costa divided personality types into five factors in 1999 (Robbins, 2013): 

 

 Extraversion: refers to a person's comfort in creating relationship. 

 Agreeableness: refers to the inner desire of the person to capitulate to others. 

 Conscientiousness: this is a benchmark for reliability and, responsibility, a person who is very 

conscientious is organized, reliable and sustainable. 

 Emotional stability: this refers to one's ability against stress. People who have emotional 

stability are usually quiet, positive, self-confident and confident. 

 Openness Experience: this refers to the interest and fascination of the person to novelty. Very 

open people are creative, curious and have artistic sensitivity facing experience. 

 

Extraversion 

Jung first used extraversion and introversion in the 1921. Jung believes that all people have the ability 

to both trends, but only one becomes dominant person in attitude, and the dominant attitude guides 

behavior and consciousness of the individual. In Jung's idea, an extroverted person is the individual that 

is focused on the outside world. In other words, and extroverted person is someone to whom the outside 

world is important. An extrovert person is an ambitious and easygoing person and his individual 

characteristics are often joy, passion and excitement (Daniel Nettle, 2007). Extraverts are social, 

cheerful, energetic, talkative and sociable, while introverts are reserved, cautious and silent people 

(Ferguson, 2009). Extraversion is a high-level trait identified as one of the aspects of character in biology 

approaches and extroverted people are usually friendly people, calling for gatherings and parties, 

activists and are people of the talks. Many studies have been conducted in connection with extrovert 

personality that mostly refer to traits such as jabber, sociability, being active, assertiveness and following 

the excitement (Costa & McCrae, 1992; Barrick et al, 2001, depue & Collins, 1999; Lucas et al., 2000). 

Robbins (2013) defined extraversion as the level of comfort in creating relationship by the person. The 

meaning of being social is the common thinking among the people, in thinking of the community, the 
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turning point of extraversion is sociability, but extraversion is not the same as sociability. Extraversion 

means one's ability to spend time in social activities and making new friends, but this privilege cannot 

tell you how much a person can keep these friends (Daniel Nettle, 2007). The extent to which a person 

can keep his friends reflects the individual's sociability. Many studies have shown the relationship 

between extraversion and various indices such as studies by Deneve and Cooper (1998), Higgins (1997) 

and Diener et al (1999) who have shown that extraversion is linked to happiness, social dominance, 

subjective well-being, life satisfaction and positive emotions. One important result of these studies is 

that happiness is associated with high levels of extraversion. Moreover, extraversion is related to 

cognitive assessment and interpretation in a pleasant and positive way (Uziel, 2006; Lucas & diener, 

2001). Other studies have shown that extraversion is positively associated with positive emotional data 

processing, interpretation, recognition and judgments (Rusting, 1999; Rusting & Larsen, 1998). As a 

result, as happy people usually pay more attention to positive data, this attention to positive data or 

positive evaluation of data is the connection between extraversion and happiness (Noguchi et al., 2006).  

Foti and Hauenstein (2007) refer to the relationship between extraversion and social dominance. In a 

study, they state that introverted against extrovert people will benefit more social dominance, control of 

others, have the upper hand and are more outspoken. In addition, extraverts have many positive 

emotions, the emotions are called positive that are enabled in the action of following or getting resources 

that are valuable (Daniel Nettle, 2007). On the other hand, Kawamato (1999) in research states that 

extraversion and sociability factors make people prone to create positive affect speed and enthusiasm. 

Thus, according to the theory of Gray (1987) and Wallace et al (1991) the incentive of reward and 

punishment are essential for extraversion. 

Of course, it seems that extraverts are sensitive to signs predicting rewards while introverts are sensitive 

to signs predicting punishment (Derryberry & Reed, 1994). As a result, it can be said that expecting a 

reward associated with positive emotion is of other attributes of extraverted people (Zuckerman et al., 

1999). There are different types among extraverts that can generally be categorized into four types: 

 

1- Thoughtful extravert who lives strictly in accordance with the provisions of society. 

2- Emotional extravert condemns thinking way and is very emotional. 

3- Perceiver extravert focuses on joy, happiness, and the search for new experiences. 

4- Intuitive extravert, because of great ability in taking advantage of opportunities, are success 

in business or in politics. 

Of the negative points of extraverts is their more impulsiveness compared to introverts (acting on 

impulse and without previous thought) the probability of absenteeism higher and carry out more risk 

and emotional behaviors (Spirling & Persaud, 2003). 

 

Compatibility or social adaptability 

The adaptability, as extraversion, focuses on interpersonal communication trends. People with high 

scores in this index have more trust in others or in other words, they are faithful and sincere. However, 

people who earn low grades in the adaptability assessment are distrustful and suspicious of others, 

flattering and sometimes impulsive and less affected by compassion to perform generosity (Huczynski 

& Buchanan, 2000). Behavior of adaptable people is warm, generous and supportive (Migliore, 2011). 

Adaptability relates to the tendency of people to communicate with others. Adaptability attribute 

indicates the individual differences in general concern for social harmony. The value of adaptable people 

is known with others. They are generally considerate, friendly, generous, reliable, entrepreneur, and 

willing to compromise their interests with others (Rothmann & Coetzer, 2003). Compatible people 

accept changes easily (Williamson et al., 2008) and this feature helps to fit more with jobs (Zimmerman, 

2008). Because these people seek a comfortable fit along with others, often avoid controversial issues 

causing differences (George & Jones, 1999). Incompatible or non-confirming people consider their 

personal interests above others (give greater priority to personal interests). They are generally indifferent 

about the welfare of others and rarely bother to put up for others. In some cases, skepticism of 

incompatible people towards others encourages them to be suspicious, lack of friendly relations and 

cooperation with others (Bartneck et al., 2013). Adaptability is dynamic process of growth and 

transformation, including the balance between what people want and what society accepts, in other 

words adaptability is a mutual process, on one hand, is the individual contact with the community 
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effectively, and on the other hand, community provides tools through which the person actualizes his 

potential abilities. In this interaction, the individual and society are subject to change and a relatively 

stable compromise is created (Kapel & Newka, 1997). Among the factors related to coordination at work 

is the occupational adaptability. Adaptable employees can have a significant role in creating trusted 

relationships and contribution to the formation of cohesion in a group (Zimmerman, 2008). Satisfaction 

is the drive for behavior restoring, and dissatisfaction is the drive for adaptable behavior. In some places, 

the mismatch between the needs of a person and environmental benefits is dramatic and the person will 

be forced to go through adaptability (Dawis & Lofquist, 1984). 

 

The occupational adaptability theory 

Occupational adaptability includes explaining behaviors that lead to effective and good implementation 

of the tasks required and a positive attitude towards the role in new business. Occupational adaptability 

theory (OAT) is based on concept of the relationship between the individual and the environment. This 

theory considers job more than stepwise task-oriented processes, in fact, OAT states that work includes 

human interaction and is a source of satisfaction, reward, stress and many other psychological variables. 

The basic assumption of OAT is that people are in an attempt to create and maintain a positive 

relationship with their working environment. Two key elements of this theory are structure and 

adaptability with the work environment. According to Dawis and Lofquist (1984), people take their 

needs to workplace and work environment has some demands from the individual. As a result, to 

continue the work, the environment and the individual needed to achieve an extent of work adaptability 

(Zunker, 2006). Occupational adaptability is in its best state when the environment and individual have 

coordinated work needs with employment skills. Employees' effort to improve their coordination with 

the business environment can be considered as measures to achieve occupational adaptability. Usually 

adaptability is achieved following one of these two states: action and reaction. In action, employees are 

trying only to change their workplace, while in reactive mode, they are trying to adapt themselves better 

with working environment (Dawis & Lofquist, 1984). 

 

Factors affecting occupational adaptability  

In studies, Dawis and Lofquist (1984) stated the factors affecting occupational adaptability as follows: 

 

• Money: In return for activity that labor force does, he should be given money, but this money 

should not lower his character. 

• Job security: workers should have the confidence that what they do will continue for years. Job 

security is sometimes more important than money. In some cases, the person is interested in a 

permanent job even if the salary or wages are not high. 

• Suitable working conditions: people like to work in a clean, decent, interesting and pleasant 

environment. 

• Advancement opportunities: opportunities to progress should mean that the workforce knows 

that by having certain conditions needed he can be promoted to high ranks and earn higher 

compensation. 

• Personal relationships: People like to work with people with whom there is love and mutual 

relationship, in fact human resources are interested in others' being kind and friendly and her 

business promotion's being considered by managers. 

• Coordination with individual talent: when the job is in harmony with his physical and mental 

talent, he enjoys working. 

• Coordination with relish: This indicator refers to the proportion of the work with human 

interests. 

• Skill: this means the skill level that the individual has acquired in successful implementation of 

something in the past. 

• Non-discrimination between human resources 
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The consequences of occupational adaptability versus non-adaptability  

According to adaptability Dawis and Lofquist (1984), it could be understood that occupational 

adaptability leads to the commitment of labor to carry out their duties, and the person will have better 

and healthier mental and physical performance. Moreover, it should be reminded that when a person is 

satisfied with his job tries and puts more effort and increases his skills that leads to increased 

productivity in long run for the organization. In contrast, if there is occupational inadaptability, cases 

such as delay and voluntary absence increase among employees and if this inadaptability is more than 

before, it can lead to early retirement or leaving work. Table 1 describes the consequences of 

occupational adaptability and inadaptability (Dawis & Lofquist, 1984): 

 
Table (1): The consequences of occupational adaptability and inadaptability 

The consequences of 

occupational adaptability 

The consequences of 

occupational inadaptability 

commitment Delay 

Physical and mental health Absence 

Increase in Productivity Early retirement 

Acquiring new skills Leaving job 

Loyalty 

Studying the history of the studies done on loyalty show that the studies that try to define loyalty are a 

considerable amount of research. The most fundamental problem faced by researchers in these studies 

is failure to reach a common definition of loyalty (Pritchard & Howard, 1997). So far, there are so many 

discussions whether loyalty is an attitude or a combination of attitudes and behavior (Akin, 2012). 

Loyalty is a positive mutual word based on cooperation. In most cases, loyalty is attributed to people, 

companies and products. Some say that loyalty is a positive attitude to an entity (brand, product or 

service) and supportive behavior towards it. Loyalty is also defined in terms of commitment to 

something or someone (Morrall, 1999). Another definition of loyalty is devotion and emotional 

attachment to certain things that may be relevant to a person, a group, a task or an objective (Powers, 

2000). 

 

Loyalty to the organization 

First, we should know that organizational commitment and employee loyalty are intimately related. This 

correlation is so much that distinguishing them from each other is not possible. Researchers have offered 

different views about loyalty. For example, Voyles (1999) states that loyalty of employees is defined 

using employee behaviors (when he remains in the organization for a long time, the amount of time that 

employees spend for the organization's goals and objectives, and when a worker grows within the 

organization and creates value for the clients). From another perspective, employee loyalty to the 

organization is the spiritual and emotional sense of belonging to the organization and being sensitive to 

what is considered as the epitome of organization. In this view, loyalty is conceivable and assessable 

from all aspects of functionality, communication, administrative and organizational behavior (Mackay 

& Ian, 1993). Moreover, employee loyalty can also be defined as workers who feel committed to the 

success of organization and believes that his organization is the best choice to work. H. Becker (1960) 

has described loyalty as a process; he believes that if a person with knowledge of the better jobs 

condition, higher salaries and better conditions of employment refuses to accept the job, he is loyal to 

the organization. Based on the studies, basic proposition is proven that the level of their satisfaction 

influences employee loyalty. Considerable numbers of preceding studies show that employees' 

satisfaction has a positive relationship with their loyalty in their companies as well as a negative 

correlation with their intention to leave their service (Brown & Peterson, 1993; Griffeth et al., 2000 

Griffeth et al, 2001; Martense & Gronholdt, 2001). Allen and Meyer (1997) say that loyalty can be 

recognized by three factors: 

 

1. Strong belief in the values of the organization 

2. Great effort to achieve organizational goals 

3. Great desire to stay in the organization 
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In this model, loyalty of the individual to the organization is due to his commitment to the organization 

and its goals (Savareikiene & Daugirdas, 2009). Low level of turnover among satisfied employees comes 

from the fact that, satisfied employees compared with dissatisfied employees believe that interests is 

gained by them by staying in the organization, so they show more willingness to have high level of 

loyalty and commitment to the organization and it is somehow impossible that they leave their job. 

 

Methods 

This study focuses on studying the effect of behavioral indicators of extraversion, social and 

occupational adaptability on employee loyalty in the organization because loyalty of the employee is an 

important factor in today's competitive market in the world. Conceptual model of the research discusses 

the positive results in case of the presence or increase of loyalty of the employee generated by these 

three behavioral characteristics in accordance with the Figure 1. 

 

 

Figure (1): Conceptual model of the research 

 

Assumptions of the research 

Assumptions of the research include: 

 

 Hypothesis 1) there is a significant relationship between extraversion and employee loyalty. 

 Hypothesis 2) there is a significant relationship between social adaptability and loyalty of 

employees. 

 Hypothesis-3) there is a significant relationship between occupational adaptability and 

employee loyalty. 

 Hypothesis 4) there is a significant relationship between extraversion and social adaptability of 

employees. 

 Hypothesis 5) there is a significant relationship between extraversion and adaptability of 

employees. 

 Hypothesis 6) there is a significant relationship between social adaptability and occupational 

adaptability. 

 

Given the variables considered hypothesis, the first, second and third hypotheses are proposed as the 

main hypothesis that examine the existence of the relationship between each of the variables with 

employee loyalty and three hypotheses fourth, fifth and sixth are proposed as sub-hypotheses examining 

the relationship between each of the variables with each other. Operating model shows the relationships 

between variables and assumptions considered in accordance with Figure 2. 

 

 

 

 

 

Desire to serve the organization 

Increase in employee commitment to 

the organization 

Loyalty  
Increase of productivity  

Increase of creativity of the staff 

Increase of positive attitude of the staff 

Preventing waste of education 

capital 
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Figure 2: Operational research model 

 

Research Methodology 

Research can be defined as an organized attempt to assess the specific problem that needs a solution and 

includes steps that are followed to find answers to our question. Research method is set of rules, valid 

(reliable) and organized instruments to check reality, discover unknowns and solve problems. The 

present study is an applied research regarding the objective and in terms of nature, it is descriptive and 

survey. 

 

𝑛 =

𝑧2𝑝𝑞
𝑑2

1 +
1
𝑁 [

𝑧2𝑝𝑞
𝑑2

− 1]
=

(1.96)2 × 0.5 × 0.5
(0.05)2

1 +
1
90 [

(1.96)2 × 0.5 × 0.5
(0.05)2

− 1]
≅ 172 

Formula 1: Calculation of the sample size 

 

The population is the employees of Saveh Chocolate Factory. The total number of plant employees was 

240 people, from which 90 people were eligible to complete the survey questionnaire (those with a 

diploma, bachelor's degree, and master's degree). Based on a formula to determine the sample size 

(Cochran's formula) from a community of 90, sample size is obtained as 172, which in this study were 

selected by simple random sampling. Data collection tools to collect secondary data is combined books, 

theses, articles, and Internet and standard questionnaires.  

 

Validity and reliability of the study 

In this study, the conceptual validity is used. This is because when experimental validity in not available 

or it is difficult to get validity through experiment or practically. In fact, through evidence and criteria 

the researcher tries to show that the concept measured is valid. In this study, to determine the reliability 

of the test, Cronbach's alpha using SPSS software is used. In this method, if the alpha is more than 0.7, 

the reliability of the test is acceptable, if the ratio is between 0.5 to 0.7, the reliability is average, and if 

Cronbach's alpha value is less than 5.0, the reliability will not be acceptable. Table 2 shows the 

Cronbach's alpha obtained for each of the questionnaires. 

 

 

 

 

 
 

Hypothesis 3 

Hypothesis 6 

Hypothesis 1 

Hypothesis 2 

Hypothesis 4 

Hypothesis 5 

Social 

adaptability 

Occupational 

adaptability 

Extraversion Loyalty 
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Table (2): Cronbach's alpha values for each questionnaire 

questionnaire Cronbach's alpha Reliability 

Loyalty 0.95 Acceptable 

Extraversion 0.72 Acceptable 

Social adaptability 0.81 Acceptable 

Occupational adaptability 0.72 Acceptable 

 

Results 

Descriptive statistics of the population studied 

With regards to qualified individuals (with diploma, bachelor's degree and master's degree) of the total 

240 plant employees, 90 people qualified were given questionnaires, of whom 172 were determined on 

the basis of Cochran's formula with 5 percent error were identified for sampling. Of the 172 eligible 

subjects, 41 are males and 32 females that approximately 56 percent are men and 44% are women of the 

total sample size according to Figure 3. 

 

 

 
Figure (3): Frequency of sample size evaluated based on gender 

  

 
Figure (4): The frequency of sample size evaluated based on degree 

 

Also from among 172 people qualified in terms of education level, 6 persons have diploma school 

degree, 45 people have bachelor's degree and 22 have a master's degree and approximately 8% of people 

have diploma, 62 percent have bachelor's degree and 30% have master's degree of the total sample size 

according to Figure 4. 

 

 

56%

44%

Male Famel

8%

62%

30%

Diploma Bachelor master
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Reviewing normality and descriptive information of variables 

Before testing the hypotheses of the study, it is necessary to evaluate the normality of quantitative 

variables using Kolmogorov-Smirnov test. The normal variable is a variable where majority of data are 

concentrated around the mean, the rest is scattered completely symmetrical around the mean, and as we 

move away from the mean, the abundance of data gets less. 

Kolmogorov-Smirnov test is a test to measure quantitative data. In this test, if the level of significance, 

the p-value or criteria for decision (sig) is less than 0.05, data cannot have a normal distribution. Table 

3 examines the normality of the variables and dimensions capable of deciding it.  

 
Table (3): Significance level of variables 

Research variables Significance level (sig) 

Extraversion 0.085 

Loyalty 0.075 

Social adaptability 0.201 

Occupational adaptability 0.064 

 

According to the table above, we can conclude that significance level of quantitative variables is more 

than 0.05. Thus, the quantitative variables above are normal, so normality of the variables justifies using 

parametric tests to infer the hypothesis. To evaluate the descriptive information of variables, mean and 

standard deviation were used, and to determine the relationships between variables, Pearson correlation 

coefficient (ρ) was used as shown in Table 4. 

 
Table (4): Descriptive indices and internal correlation between variables 

Row Variables Mean SD 1 2 3 4 

1 Extraversion 30.45 6.489 1 0.453 0.297 -0.564 

2 Social adaptability 29.66 5.799  1 0.487 0.431 

3 Occupational adaptability 115.80 15.512   1 0.579 

4 Loyalty 104.79 12.352    1 

 

According to Table 4, the first three variables had inter-relations and had a significant relationship with 

dependent variable that is loyalty meaningful and obtained based on the assumption discussed at the 

beginning of the section. In the following, we will have a closer look at each of hypothesis.  

 

Testing the first hypothesis 

In studying the first hypothesis, the relationship between extraversion and loyalty of employees with 

moderate correlation in the negative direction was confirmed as is shown: 

H0: There is no significant relationship between extraversion and employee loyalty.        ρ = 0 

H1: There is a significant relationship between extraversion and employee loyalty.          ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of extraversion and loyalty are 

shown according to Table 5 as follows: 

 
Table (5): Pearson correlation coefficient between variables of the first hypothesis 

Variables 
Loyalty 

Pearson correlation Significance level (sig) 

Extroversion *-0.564 0.000 

 

According to Table 5, there is a moderate correlation in negative direction (-0.564) between extraversion 

and employee loyalty at 95%, which is significant considering sig=0.000, these results confirm our first 

hypothesis that there is a significant relationship between these two variables. This means there is a 

significant inverse relationship between extraversion and employee loyalty (sig<0.05). 

 

Testing the second hypothesis 

In studying the second hypothesis, the relationship between social adaptability and loyalty of employees 

with moderate correlation in positive direction was confirmed as is shown: 
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H0: There is no significant relationship between social adaptability and employee loyalty. ρ= 0 

H1: There is a significant relationship between social adaptability and employee loyalty.   ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of social adaptability and loyalty 

are shown according to Table 6 as follows: 
 

Table (6): Pearson correlation coefficient between variables of the second hypothesis 

Variable 
Loyalty 

Pearson correlation Pearson correlation 

social adaptability 0.431 0.003 

 

According to Table 6, there is a moderate correlation in positive direction (0.431) between social 

adaptability and employee loyalty at 95%, which is significant considering sig=0.003, these results 

confirm our second hypothesis that there is a significant relationship between these two variables. This 

means there is a significant inverse relationship between social adaptability and employee loyalty 

(sig<0.05). 

 

Testing the third hypothesis 

In studying the third hypothesis, the relationship between occupational adaptability and loyalty of 

employees with moderate correlation in positive direction was confirmed as is shown: 

H0: There is no significant relationship between occupational adaptability and employee loyalty.  ρ = 0 

H1: There is a significant relationship between occupational adaptability and employee loyalty.     ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of occupational adaptability and 

loyalty are shown according to Table 7 as follows: 

 
Table (7): Pearson correlation coefficient between variables of the third hypothesis 

Variables 

 

Loyalty 

Pearson correlation Significance level (sig) 

Occupational adaptability *0.579 0.000 

 

According to Table 7, there is a moderate correlation in positive direction (0.579) between social 

adaptability and employee loyalty at 95%, which is significant considering sig=0.000, these results 

confirm our third hypothesis that there is a significant relationship between these two variables. This 

means there is a significant inverse relationship between occupational adaptability and employee loyalty 

(sig<0.05). 

 

Testing the fourth hypothesis 

In studying the fourth hypothesis, the relationship between extraversion and social adaptability with 

moderate correlation in positive direction was confirmed as is shown: 

H0: There is no significant relationship between extraversion and social adaptability.        ρ = 0 

H1: There is a significant relationship between extraversion and social adaptability.           ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of extraversion and social 

adaptability are shown according to Table 8 as follows: 

 
Table (8): The Pearson correlation coefficient between variables of the fourth hypothesis 

Variables 
Social adaptability 

Pearson correlation Significance level (sig) 

Extroversion *0.453 0.000 

 

According to Table 8, there is a moderate correlation in positive direction (0.453) between social 

adaptability and employee loyalty at 95%, which is significant considering sig=0.000, these results 

confirm our fourth hypothesis that there is a significant relationship between these two variables. This 

means there is a significant relationship between social adaptability and extroversion (sig<0.05). 
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Testing the fourth hypothesis 

In studying the fifth hypothesis, the relationship between extraversion and occupational adaptability 

with a weak correlation in positive direction was confirmed as is shown: 

H0: There is no significant relationship between extraversion and occupational adaptability.    ρ = 0 

H1: There is a significant relationship between extraversion and occupational adaptability.      ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of extraversion and occupational 

adaptability are shown according to Table 9 as follows: 

 
Table (9): Pearson correlation coefficient between variables of the fifth hypothesis 

Variables 

 

Occupational adaptability 

Pearson correlation Significance level (sig) 

Extroversion 0.297 0.029 

 

According to Table 9, there is a weak correlation in positive direction (0.297) between occupational 

adaptability and employee loyalty at 95%, which is significant considering sig=0.029, these results 

confirm our fifth hypothesis that there is a significant relationship between these two variables. This 

means there is a significant relationship between occupational adaptability and extroversion (sig<0.05). 

 

Testing the sixth hypothesis 
In studying the sixth hypothesis, the relationship between social adaptability and occupational 

adaptability with a moderate correlation in positive direction was confirmed as is shown: 

H0: There is no significant relationship between social adaptability and occupational adaptability. ρ = 0 

H1: There is a significant relationship between social adaptability and occupational adaptability.  ρ ≠ 0 

 

The correlation coefficient between the variables and significance level of social adaptability and 

occupational adaptability are shown according to Table 10 as follows: 

 
Table (10): Pearson correlation coefficient between variables of the sixth hypothesis 

Variables 
Occupational adaptability 

Pearson correlation Significance level (sig) 

Social adaptability *0.487 0.000 

 

According to Table 10, there is a moderate correlation in positive direction (0.487) between occupational 

adaptability and employee loyalty at 95%, which is significant considering sig=0.028, these results 

confirm our sixth hypothesis that there is a significant relationship between these two variables. This 

means there is a significant relationship between occupational adaptability and social adaptability 

(sig<0.05). 

 

As a result, all the six hypotheses considered were confirmed of which the third hypothesis denoting the 

meaningful relationship between occupational adaptability with loyalty has the highest correlation 

coefficient 0.679. The fifth hypothesis denoting that there is a significant relationship between 

extraversion and occupational adaptability has the lowest coefficient of correlation. Moreover, the first 

hypothesis with a correlation coefficient of -0.564 confirms the inverse relationship between 

extraversion and employee loyalty. Figure 5 shows the general relationship between variables and 

correlation coefficient obtained based on the operational model. 
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Figure (5): The findings based on operational model of the research 

 

Direct and indirect effects of independent variables on the main dependent variable that is the loyalty of 

staff, taking into account different routes are presented in Table 11. In order to estimate the extent of the 

effect, SPSS software, multivariate linear regression analysis and path analysis were used. 

 
Table (11): Direct and indirect effects of variables 

Row Variables 
Mediating 

variable 

Direct 

effect 

Indirect  

effect 

Total 

 effect 

1 Extroversion  loyalty 
Social 

adaptability 
-0.564 0.195 -0.369 

2 Extroversion  loyalty 
Occupational 

adaptability 
-0.564 0.172 -0.392 

3 
Social 

adaptability  loyalty 
Occupational 

adaptability 
0.431 0.282 0.713 

4 
Social 

adaptability  loyalty ---- 0.579 ---- 0.579 

5 Extroversion  
Social 

adaptability 
---- 0.453 ---- 0.453 

6 Extroversion  
Social 

adaptability 

Social 

adaptability 
0.297 0.221 0.518 

7 
Social 

adaptability  
Occupational 

adaptability 
---- 0.587 ---- 0.487 

 

As seen in Table 11, the effects of extraversion on loyalty directly is -0.564 and indirectly with the 

mediating role of social adaptability are 0.195 and the total effect is -0.369. By changing the mediating 

variable and the mediating role of occupational adaptability, the direct and indirect effects of 

extraversion on loyalty are, respectively, -0.564 and 0.172 that in this way the total effect is -0.392. It 

was seen that the effect of extraversion on loyalty in the presence of mediator in both ways reduces.  In 

determining the amount of social adaptability impact on loyalty as seen in the conceptual model, 

occupational adaptability plays a mediator role that causes the indirect effect of 0.282 and increase in 

the overall effect. In determining the effect in three relations that is occupational adaptability and loyalty, 

extraversion and social adaptability and social adaptation and occupational adaptability, there is no 

mediator and the total impact is the same as direct impact. 

 

Conclusions 

This study was conducted to examine the relationship between the three behavioral characteristic 

including extraversion, social adaptability and occupational adaptability with loyalty as well as the 

relationship between these three features. Hence, the bivariate correlation matrix was calculated and 

plotted between variables (Tables 5 to 10). The results of Pearson correlation coefficient test showed 

that all the research hypotheses were confirmed. Research findings have four major findings and 

Hypothesis 3: 0.579 

Hypothesis 6: 0.487 

Hypothesis 1: -0.564 

Hypothesis 2: 0.431 

Hypothesis 4: 0.453 

Hypothesis 5: 0.297 

Social 

adaptability 

Occupational 

adaptability 

Extroversion 
Loyalty  
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conclusions discussed in more depth in the coming lines. The only inverse relationship is between 

introspection and loyalty. Extraversion is associated with social interactions; extroverted people are 

successful in communicating with others. They are essentially talkative, active and hopeful about future. 

Results of correlation analysis showed the more of this feature the people have, they will be less loyal 

to the organization. The relationship between these two variables in this study, with a correlation 

coefficient of -0.564 is negative (inverse) and significant. By increasing social adaptability, the loyalty 

of employees increases, it can be noted that adaptable people get more positive results in cooperative 

behavior rather than competitive behavior and also because there is warmth and optimism in them, 

adaptability is detected as a powerful stimulus to continue a positive relationship with others. They also 

have more flexibility to change the attitude and relationship analysis. Social adaptability in this study, 

with the correlation coefficient of 0.431, has a significant correlation with loyalty. 

 

The highest correlation coefficient was between occupational adaptability and loyalty, which is positive 

and significant; in fact, by increase in the occupational adaptability, employee loyalty to the organization 

increases. It can be said that staff with occupational adaptability have a compatible and suitable 

psychological mood to their jobs and their efforts to improve the business environment can be 

considered as measures to achieve occupational adaptability. Results of correlation coefficient analysis 

showed that as the employees are more successful in achieving occupational adaptability, they would 

be more loyal to the organization. The relationship between these two variables in the study was positive 

and significant 0.579. Of the other results obtained is the positive and significant relationship between 

extraversion and occupational and social adaptability. In fact, with an increase in extraversion, 

occupational and social adaptability increase, so that the relationship between extraversion and 

occupational adaptability with a weak correlation of 0.297 and positive and moderate relationship with 

social adaptability 0.453 were observed. The results also showed that there is a significant positive 

relationship between occupational adaptability with social adaptability. Generally, people try to create 

and maintain a positive relationship with their work environment (occupational adaptability), in fact, 

and the more successful they are in creating this in the society (social adaptability), they will get it 

workplace as well. In this study conducted, there is a significant positive correlation between these two 

adaptabilities with correlation of 0.487. 

 

Among the important suggestions in order to continue the research investigating the relationship 

between the mentioned variables can be proposed at the level of all private organizations, this study can 

obtain beneficial results with respect to these variables. In addition, due to the inverse relationship 

between extraversion and employee loyalty, studying the variable affecting extraversion can be 

proposed as the components factor in enhancing employee loyalty to the organization, so that these 

elements reduce the negative correlation between these two variables and changing extraversion into an 

important factor in increasing employee loyalty. According to the second and third hypotheses tests, 

where the direct relationship between social adaptability and job loyalty has been approved, it can be 

noted that the adaptable people will be more loyal and will have higher productivity leading to lower 

costs of issues such as cost of hiring, training, alternative new force and so on. As a result, studying the 

relationship between the productivity of employees and their behavior indices can be characterized as 

one of the most important issues in the upcoming studies. 

 

 

References 
 

 

1. Akın, E. (2012). “Literature Review and Discussion on Customer Loyalty and 

Consciousness”. European Journal of Economics, Finance and Administrative Sciences 

(51). 

2. Allen, N.J. & J.P. Meyer, (1997),"Commitment in the workplace: Theory, research, and 

application", sage publications, Inc. 

3. Allport, (1961). Pattern and growth in personality. 



| International Journal of Social Sciences, 7(2), 37-51 | 2017 

 

49 
 

4. Barrick, M. R., & Mount, M. K. (1991). ‘The Big Five Personality Dimensions and Job 

Performance: A Meta-analysis, ‘Personnel Psychology, pp. 1-26. 

5. Barrick, M. R., & Mount, M. K. (2004). “Select on Conscientiousness and Emotional 

Stability,” in E. A. Locke (ed.), Handbook of Principles of Organizational Behavior, pp. 

15-28. 

6. Barrick, M. R., & Mount, M. K., & Judge, T. A. (2001). Personality and performance 

at the beginning of the new millennium: What do we know and where do we go next? 

International Journal of election and Assessment, 9, 9–30. 

7. Bartneck, C. Van der Hoek, M.; Mubin, O.; Al Mahmud, A. Dept. of Ind; (2013); 

"Daisy, daisy, give me your answer do!" switching off a robot”; Design, Eindhoven 

Univ. of Technol., Eindhoven, Netherlands. Retrieved 6 February 2013. 

8. Brown, S.P. & Peterson, R.A., (1993). Antecedents and consequences of salesperson 

job satisfaction: meta-analysis and assessment of causal effects. Journal of Marketing 

Research 30 (1) 63–77. 

9. Chris Argyris, (1957). Personality and Organization. 

10. Costa, P.T., Jr., & McCrae, R.R. (1992). Revised NEO Personality Inventory (NEO PI-

R) and NEO Five-Factor Inventory (NEO-FFI): Professional manual. Odessa, FL: 

Psychological Assessment Resources. 

11. Daniel Nettle, (2007). Personality: what makes you the way you are? 

12. Dawis, R. V., & Lofquist, L. H. (1984). A psychological theory of Work. Adjustment. 

Minneapolis, MN: University of Minnesota press. 

13. DeNeve, K. M., & Cooper, H. (1998). The happy personality: A meta-analysis of 137 

personality traits and subjective well-being. Psychological Bulletin, 124, 197–229.  

14. Depue, R. A., & Collins, P. F. (1999). Neurobiology of the structure of personality: 

Dopamine, facilitation of incentive motivation, and extraversion. Behavioral and Brain 

Sciences, 22, 491–569. 

15. Derryberry, D., & Reed, M. A. (1994). Temperament and attention: orienting toward 

and away from positive and negative signals. Journal of Personality and Social 

Psychology, 66, 1128–1139. 

16. Diener, E., Suh, E. M., Lucas, R. E., & Smith, H. L. (1999). Subjective well-being: 

Three decades of progress. Psychological Bulletin, 125, 276–302. 

17. Ferguson, C.J. (2009). Research on the effects of violent video games: A critical 

analysis. Social and Personality Psychology Compass, 3. 

18. Foti R. J. & Hauenstein, M. A. (2007), ‘Pattern and Variable Approaches in Leadership 

Emergence and Effectiveness.” Journal of Applied Psychology, March 2007, pp. 347-

355. 

19. George JM., &Jones GR; (1999); Organizational behavior. London: McGraw-Hill. 

20. George Kelly, (1963). A theory of personality. 

21. Gray, J. A. (1987). The psychology of fear and stress (2nd edn). Cambridge: Cambridge 

University Press negative trait information. Personality and Individual Differences, 18, 

135–147. 

22. Griffeth, R.W., Hom, P.W. & Gaertner, S., (2000). A meta-analysis of antecedents and 

correlates of employee turnover: update, moderator tests, and research implication for 

the next millennium. Journal of Management 26 (3), 463–488. 

23. H Becker. (1960). "Notes on the concept of commitment", The American Journal of 

Sociology, 66, 1, JSTOR. 

24. Higgins, E. T. (1997). Beyond pleasure and pain. American Psychologist, 52, 1280– 

1300. 

https://www.google.com/search?biw=1920&bih=940&q=A+Theory+of+Personality&stick=H4sIAAAAAAAAAONgFuLUz9U3MLIwLM9S4gIxk9MqK0zitQQcS0sy8otC8p3y87P983IqARbAd3ArAAAA&sa=X&sqi=2&ved=0ahUKEwjC3qqgnP3KAhVCAZoKHVHkCvsQxA0IngEwFw


Mohammad Abdulshah; Amir Hakaki; Ali Asghar Zarei; Mehran Mohammadnia; Hossein Saberian 

50 
 

25. Hogan, J., &Holland, B. (2003). “Using Theory to Evaluate Personality and Job-

Performance Relations: A Socioanalytic Perspective,” Journal of Applied Psychology, 

pp.100-112. 

26. Hom, P.W.  &  Kinicki, A.J., (2001). Toward a greater understanding of how 

dissatisfaction drives employee turnover. Academy of Management Journal 44 (5), 

975–987. 

27. Huczynski, A. & Buchanan, D. (2000). Organizational behavior: an introductory text. 

New York: Prentice Hall. 

28. Hurtz, G. M. and Donovan, J. J. (2000). ‘Personality and Job Performance: The Big 

Five Revisited, “Journal of Applied Psychology, pp. 869-879. 

29. Ineson, Elizabeth M, Benke, Eszter & Laszlot Jozsef (2013). Employee Loyalty in 

Hungarian hotels. International Journal of hospitality management. N 32. pp 31-39. 

30. Kapel D. E & Newka, E (1997). American Educator, s Encyclopedia, New York. 

Greeweed Press. 

31. Kawamato, (1999). Happiness and background factor in community dwelling older 

person. Department of Intenet medicince Nomura municipal Hospital.  

32. Lai Wan, hooi, (2013). Employee Loyalty at the Workplace: The Impact of Japanese 

Style of Human Resource Management. International Journal of Applied HRM. Volume 

3, issue 1, pp 1-17. 

33. Lucas, R. E., & Diener, E. (2001). Understanding extraverts’ enjoyment of social 

situations: the importance of pleasantness. Journal of Personality and Social 

Psychology, 81(2), 343–356. 

34. Lucas, R.E., Diener, E., Grob, A., Suh, E.M., Shao, L. (2000). Cross-cultural evidence 

for the fundamental features of extraversion. Journal of Personality and Social 

Psychology, 79, 452–68. 

35. Mackay & Ian, (1993). 35 Checklists for Human Resources Management.  

36. Martensen, A.,   & Gronholdt, L., (2001). Using employee satisfaction measurement to 

improve people management: an adaptation of Kano’s quality types. Total Quality 

Management 12 (7/8), 949–957. 

37. Migliore, L. A. (2011). Relation between big five personality traits and Hofstede's 

cultural dimensions: Samples from the USA and India. Cross Cultural Management: An 

International Journal, 18(1), 38–54. http://dx.doi.org/10.1108/13527601111104287 

38. Morrall, A. (1999). The survivor loyalty factor. Human resource development 

Quarterly, 0(1), 95-99. 

39. Noguchi, K., Gohm, L. C., & Dalsky, J. D. (2006). Cognitive tendencies of focusing on 

positive and negative information. Journal of Research in Personality, 40, 891-910. 

40. Powers, E.L. (2000). Employee loyalty in the new millennium. S.A.M. Advanced 

Management Journal, 65(3), 4-8. 

41. Pritchard, M. P. & Howard, D. (1997) ‘the loyal traveler: Examining a typology of 

service patronage’, Journal of Travel Research, 35, 4, 2–10. 

42. Robbins, P. & Judge, T. A. (2013). Organizational Behavior. 

43. Rothmann, S., & Coetzer, E. P; (24 October 2003); "The big five personality dimensions 

and job performance". SA Journal of Industrial Psychology 29. Doi: 10.4102/sajip. 

V29i1.88. Retrieved 27 June 2013. 

44. Rusting, C. L. (1999). Interactive effects of personality and mood on emotion congruent 

memory and judgment. Personality and Social Psychology, 77, 10172–1086. 

45. Rusting, C. L., & Larsen, R. J. (1998). Personality and cognitive processing of affective 

information. Personality and Social Psychology Bulletin, 24, 200– 213. 



| International Journal of Social Sciences, 7(2), 37-51 | 2017 

 

51 
 

46. Savareikiene, D. & Daugirdas, L., (2009), Forms of Expression of Employee Loyalty, 

available at: http://www.su.lt/old.su/bylos/mokslo_leidiniai/soc_tyrimai/2009_16/savareikiene.pdf. 

89/12/20 
47. Spirling, L. I., & Persaud, R., “Extraversion as a Risk Factor,” Journal of the American 

Academy of Child &Adolescent Psychiatry 42, no.2 (2003), p. 130. 

48. Uziel, L. (2006). The extraverted and the neurotic glasses are of different colors. 

Personality and Individual Differences, 41(4), 745–754.  

49. Voyles, B. (1999). Are satisfied employees loyal employees? Potentials, 32(90), 69–70.  

50. Wallace, J. F., Newman, J. P. & Bachorowski, J. (1991). Failures of response 

modulation: Impulsive behavior in anxious and impulsive individuals. Journal of 

Research in Personality, 25, 23-44. 

51. Walter Mischel, (1971). Introduction to personality. 

52. Watson J.B. (1928). The battle of behaviorism. 

53. Williamson, J. M., Pemberton, A. E., & Lounsbury, J. W. (2008). Personality traits of 

individuals in different specialties of librarianship. Journal of Documentation, 64(2), 

2172–286. http://dx.doi.org/10.1108/00220410810858056 

54. Yee, w.y Rachel, Yeng, cl Andy & Cheng t.c, Edwin (2010). An Empirical study of 

employee loyalty, service quality and firm performance in the service industry. 

International journal production economics. N 124. Pp.109-120. 

55. Zimmerman, R. D. (2008). Understanding the impact of personality traits on individuals' 

turnover decisions: A meta-analytic path model. Personnel Psychology, 61, 309–348. 

http://dx.doi.org/10.1111/j.1744-6570.2008.00115.x 

56. Zuckerman, M., Joireman, J., Kraft, M., & Kuhlman, D. M. (1999). Where do 

motivational and emotional traits fit within three factor models of personality? 

Personality and Individual Differences, 26,487-504. 

57. Zunker, V. G. (2006). Career counseling A Holistic Approach: Thomson. 

 

https://www.google.com/search?biw=1920&bih=940&q=Introduction+to+personality&stick=H4sIAAAAAAAAAONgFuLUz9U3SIovybFU4gIxzQqrkvNKtAQcS0sy8otC8p3y87P983IqAbBss-QrAAAA&sa=X&ved=0ahUKEwiDoNb-nP3KAhURb5oKHax-AKwQxA0IpwEwGA
https://www.google.com/search?biw=1920&bih=940&q=The+battle+of+behaviorism&stick=H4sIAAAAAAAAAONgFuLQz9U3yC00s1DiArHMcuONTCq0BBxLSzLyi0LynfLzs_3zcioBC8iT-CoAAAA&sa=X&ved=0ahUKEwi4_fzWm_3KAhVrJ5oKHVoKCmgQxA0ItQEwGw

