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The relationship between self-selected personality characteristics and preferences 

for job features, organisational features and career goals 

By Stacey-Leigh Titus, Prof Anton Schlechter and Prof Mark Bussin 

 

INTRODUCTION 

The twenty-first century, which has been classified as the knowledge economy is characterised by globalisation and 

continuous technological innovation (Athey, 2004; Stukalina, 2008). Globalisation has resulted in the economies of 

different countries becoming more interdependent (Athey, 2004; Stukalina, 2008). Technological innovation has led to 

the development of new products, services, markets and knowledge globally. These have led to the rapid exchange of 

new ideas locally and internationally, resulting in the expansion of the job market and the globalisation of many jobs 

(Athey, 2004; Stukalina, 2008). Globalisation and technological advancements have led to new ways in which people 

organise their professional lives and ways of working (Lamb & Sutherland, 2010; Mayrhofer et al., 2005; Tucker, Kao & 

Verma, n.d.). 

 

The untapped potential of graduates has become a key reason for organisations’ drives to attract the graduate segment of 

the labour market. One method that organisations use to attract them is through graduate recruitment programmes. These 

programmes are meant to fast track graduates’ contribution to and development within the organisation. Graduate 

recruitment programmes serve as a feeder into the organisation’s talent pipeline for important positions within the 

organisation (Connor & Shaw, 2008, Mafini & Dlodlo, 2014). Recruiting graduates is therefore crucial to many 

organisations. The hopes of many organisations’ futures are pinned, to a large extent, on these graduates. Organisations 

hoping to attract members of the graduate labour market need to consider how graduates perceive them (Mayrhofer et al, 

2005). This is especially important as companies compete for graduate talent.  

 

The Problem Statement 

The competition among organisations for graduate talent means that in order to be effective at recruiting graduates, 

organisations need to ensure that they are attractive to graduates (Mayrhofer et al, 2005; Vermeulen, 2008). In order for 

organisations to have the widest pool of good graduates to choose from, graduates need to be attracted to applying the 

organisation. This means that the organisation needs to be perceived as being the best to work for or an employer of 

choice. Attraction to an organisation depends on what they are able to offer graduates as employees. Organisations 
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therefore need to understand what they need to offer graduate students in order to positively influence their decision to 

apply. 

 

Knowing what attracts graduates can serve as input in creating an effective Employee Value Proposition (EVPs). An 

EVP consists of the attributes that the labour market and employees perceive as the value they could gain through being 

employed in a particular organisation (Corporate Leadership Council, 2007; Vermeulen, 2008). According to research 

conducted by the Corporate Leadership Council (2007), an effective EVP can allow an organisation access to better 

quality talent consisting of more high-performing candidates in the labour market. Creating and delivering an effective 

EVP allows an organisation to increase its access to candidates in the labour market by more than fifty percent 

(Corporate Leadership Council, 2007). This is the kind of return on investment that the development of an effective EVP 

can result in. 

 

Organisations are investing considerable amounts of money each year in graduate recruitment and selection drives. The 

South African Graduate Recruiters Association conducted a study in 2008 with sixty-three South African companies. 

These companies were actively involved with graduate recruitment. One of the areas investigated was the costs 

associated with graduate recruitment and selection. The activities involved in graduate recruitment as well as costs vary 

by organisation. Generally however, graduate recruitment activities consist of graduate marketing, recruitment and 

selection activities and remuneration and benefits (SAGRA, 2008). All these activities have significant costs associated 

with it (SAGRA, 2008). 

 

The amount of time and costs associated with graduate recruitment is evidence that organisations consider this an 

important activity worthy of investment. If organisations are investing large amounts of money as well as time on 

graduate recruitment, it would be in their best interest to ensure a good return on their investment. This means that the 

time and money spent on graduate recruitment activities need to result in the selection and placement of the best 

graduates that will add to the quality of the talent within the organisations.  

 

Aim of the Study 

The purpose of this study is therefore to explore the extent of the relationship between graduates’ self-selected 

personality characteristics and preferences for specific job features, organisational features and career goals. The current 
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study focuses on these variables because findings in the literature suggest that there may be a relationship between an 

individual’s personality type and their preference for particular jobs, organisations and career goals.  

 

In order to investigate the extent of these proposed relationships, an exploratory research approach was adopted, with the 

focus on answering the following three research questions: 

1. Do self-selected personality characteristics explain graduates’ job preferences? 

2. Do self-selected personality characteristics explain graduates’ organisational preferences? 

3. Do self-selected personality characteristics explain graduates’ choices of career goals? 

 

In order to address these research questions, the following research objectives were identified for this study: 

 To identify whether or not graduates with similar self-selected personality characteristics are attracted to similar 

job features 

 To identify whether or not graduates with similar self-selected personality characteristics are attracted to similar 

organisational features 

 To identify whether or not graduates’ with similar self-selected personality characteristics align to similar career 

goals 

 

Contributions to Research and Practice 

Academically, this study adds to the existing body of knowledge relating to the relationship between personality 

characteristics and its influence on career goals and preferences. This study focuses specifically on South African 

graduates’ perceptions of their career preferences, goals and personality characteristics. This study’s uniqueness lies in 

the fact that a study of this nature has not been conducted before on such a large scale within the South African context. 

 

An understanding of what attracts graduates will aid organisations in customising its employee value propositions to 

make it more attractive to graduates. This will increase the chances of attracting its desired calibre of graduates to the 

business. Organisations which are successful at attracting and recruiting the right kind of talent are more likely to sustain 

competitive advantage in the current economy. This study can also provide organisations with an idea of the kinds of 

organisational features that graduates with certain personality types are attracted to. Organisations can therefore position 

themselves to graduates as possessing their desired organisational attributes. This study can also enable organisations to 

consider whether or not the organisation’s current attributes are desirable to graduates with their preferred personality 
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characteristics. Organisations can also consider whether or not they need to change some of their attributes to ensure that 

they remain attractive to the younger generation of workers (Mayrhofer et al, 2005; Vermeulen, 2008). This is 

particularly important in organisations where knowledge workers are essential to its sustainability. Graduates are seen to 

be knowledge workers and therefore being in a position to continually attract them is important in order to sustain 

competitive advantage. 

 

What will follow 

In the subsequent section of this paper, the researchers outline the research design, followed by a presentation of the 

results. Finally they discuss the results, highlight the implications of the study, outline limitations and future suggestion is 

made. 

 

Literature review 

Personality has generally been defined as a set of an individual’s psychological traits that are relatively stable over time 

(Barrick & Ryan, 2003; Cascio, 2006; Guthrie, Coate & Schwoerer, 1998; Mayrhofer et al., 2005; Semeijn, Boone, van 

der Velden & van Witteloostuijn, 2005). An individual’s personality reflects who they are and determines their 

behavioural and cognitive style (Mount et al, 2005). Personality has been referred to as factors that explain the way an 

individual thinks, feels and acts (Hogan, Hogan & Roberts, 1996). Personality, usually learnt in early socialisation, 

displays modest continuity from childhood to adulthood (Guthrie et al, 1998; Hogan et al, 1996; Mount et al, 2005; 

Semeijin et al., 2005).  

 

Personality is a broad field comprising many theories. This literature review focuses primarily on personality trait 

theories as traits explain much of human behaviour (Hersen & Thomas, 2006). Longitudinal studies have shown the 

importance of personality traits in predicting important life outcomes (Roberts, Kuncel, Shiner, Caspi & Goldberg, 

2007). These studies have shown the validity of considering personality traits above other factors in explaining human 

behaviour. 

 

Personality Traits 

Personality traits have been defined as psychological traits or internal factors that influence the way individuals behave 

(Foxcroft & Roodt, 2001). Traits predispose individuals to behave in particular ways (Foxcroft & Roodt, 2001). Traits 

have distinctive qualities that reliably characterises an individual (Pervin, Cervone & John, 2005).). The two common 
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features of personality traits that have been identified are that they influence an individual’s behaviour and tend to be 

stable over time and across situations (Epstein, 1994; Foxcroft & Roodt, 2001; Pervin et al, 2005). With respect to the 

enduring nature of traits over time, various studies have confirmed that traits are relatively stable in adulthood (Hogan et 

al, 1996). This has been seen even with changes in roles, relationships, life circumstances and experiences (Hersen & 

Thomas, 2006).  

 

Personality Trait Theory 

There have been a vast number of personality trait theories and scales identified in related literature. Personality trait-

based scales measure how much of a characteristic or trait an individual possesses (Schaubhut, Herk & Thompson, 

2009). For the purposes of this study, only four personality scales based on their related theories will be discussed. These 

scales are: the Five Factor model of personality (aka the Big Five Personality dimensions); the Myers-Briggs Type 

Indicator (MBTI); the Sixteen Personality Factors (16 PF); and Holland’s Vocational Interests Scale (RIASEC). These 

scales have been selected based on their relatively widespread use in both literature and practice. It has also been found 

by researchers to be sufficiently valid and reliable. In addition, each of these scales has at some point been linked to 

career related studies. 

 

The four personality scales discussed have been based on trait theory. The traits have been summarised below in Table 1.  

Table 1 

Personality trait theories 

Big Five personality 

types 

MBTI RIASEC 

Occupational 

Personality Types 

16 PF (Second order) 

Extraversion Extraversion / Introversion Realistic Extraversion 

Conscientiousness Feeling  / Thinking Investigative Self-control 

Neuroticism Judging / Perceiving Artistic Anxiety 

Agreeableness Sensing  / Intuitive Social Accommodation 

Openness to Experience  Enterprising Tough-mindedness 

  Conventional  
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Each scale will be briefly described as well as the traits it measures. There has been a degree of commonality among the 

traits measured in the different personality scales. Traits are considered common if its definitions are generally similar. 

The different personality traits in the four scales have been grouped. This grouping has been based on similarities in 

definitions as well as groupings in literature. These traits are then discussed in terms of organisational preferences, job 

preferences and career goals.  

    

The Link between Personality Characteristics, Job Preferences, Organisational Preferences and Career Goals 

Personality traits have been related to achievement in educational and occupational domains (Roberts et al., 2007). It has 

been suggested that personality has a direct effect on labour market outcomes (Semeijn, Boone, van der Velden & van 

Witteloostuijn, 2005; Li, Frese, Gao, Fay, Harms, 2014). Semeijn et al. (2005) emphasised the importance of personality 

characteristics for labour market outcomes. Terjesen, Vinnicombe and Freeman (2007) found that the five most common 

factors that attracted final year university students to organisations in the UK were investing heavily in training and 

development of employees, caring about employees, opportunities for long-term career progression, work variety and 

dynamic, forward-looking work environments. The following sections will discuss studies that have explored the links 

between personality characteristics and job preferences, organisational preferences and career goals. 

 

The link between personality traits and job preferences 

Personality traits have been closely related to occupational interests (De Fruyt & Mervieldeas, 1996, Mucha, 2004). 

Psychologists have suggested that individuals with certain personality traits will select jobs or occupations that suit their 

personalities (Pervin, Cervone & John, 2005). Personality traits have played a role in the kinds of jobs individuals choose 

(Pervin, Cervone & John, 2005). People have had a tendency to gravitate towards jobs that suit their personality 

characteristics (Hersen & Thomas, 2006).  

 

The link between personality traits and organisational preferences 

The terms work environment and organisations or organisational environment will be used interchangeably here. Work 

environments or organisational features have played an important role in applicant attraction (Terjesen et al., 2007; 

Potgieter & Coetzee, 2013). If an applicant has a positive first impression of an organisation, it increases the likelihood of 

job acceptance. Individuals seek environments that correspond with their personality traits (Foxcroft & Roodt, 2001). 

 

The link between organisational and job preferences and the four personality traits 
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Individuals have different needs that they seek to fulfil (Foxcroft & Roodt, 2001). Organisations and jobs have 

reinforcers to offer individuals to meet their needs (Foxcroft & Roodt, 2001). Organisations also have needs and 

individuals have skills, abilities and experiences to offer organisations to meet its requirements. There should be a match 

between the individual’s preferences for particular job features and what the organisation and job offers. If the needs and 

offerings between the individual and the work environment correspond, ideal work adjustment will occur (Foxcroft & 

Roodt, 2001). 

 

Career anchors 

Edgar Schein’s concept of career anchors (Schein, 1977) is similar to the concept of career goals. According to Schein 

(1996), a career anchor refers to an individual’s self-concept. The self-concept consists of self-perceived talents, abilities, 

basic values and the developed sense of motives and needs applicable to one’s career. Once an individual’s self-concept 

has been formed, it serves as a stabilising force or an anchor (Van Rensburg, Rothmann & Rothmann, 2003). This means 

that should individuals be forced to make choice between two career moves, their career anchors would dictate the choice 

they make (Schein, 1978, Oosthuizen, Coetzee, & Mntonintshi, 2014). 

 

Career anchors and personality. 

In general personality traits are reflected in preferences for career anchors and previous research has provided some 

support for this (Igbaria, Kassicieh & Silver, 1999; Warr & Pearce, 2004). The results of an empirical study conducted by 

van Rensburg, Rothmann and Rothmann (2001) has found that employees’ personality characteristics were found to be 

related to their career anchors. In order understand the career anchors of employees, employers need to understand the 

relationship between career anchors and personality characteristics. The link between the personality traits and anchors 

are described  

RESEARCH DESIGN 

Research approach 

An exploratory research design was employed to investigate the relationship between the personality characteristics, job 

preferences, organisational preferences and career goals of students graduating at South African universities and 

Universities of Technology. This included first time graduates, as well as graduating post-graduate students.  

 

Research method 

Sampling 
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Convenience sampling was used in this study. Final year university students or potential graduates were targeted because 

of their perceived potential to grow within and contribute towards organisations (Tomlinson, 2007; Mayrhofer et al, 

2005; Lamb, 2010). A survey was made available to final year students at South African tertiary institutions and 

participation in the study was voluntary. The criteria for informed consent were complied with.  

 

Of all the students to whom the survey was made available, 15 066 students participated in the study. Of these students 

who participated, 87 percent (87%) of them were due to graduate with their first degrees, while 13 percent (13%) were 

due to graduate with their postgraduate degrees. Approximately 16 universities and seven Universities of Technology 

were represented in the sample. Forty-eight and a half percent of the participants indicated that they wanted to take up 

full-time employment. Their salary expectations ranged between R10 000 to R15 000 per month. 

 

Data Collection Procedure 

Secondary data was used for this study. The data of an annual graduate survey was utilised. The survey comprised of 28 

questions. Hard copies of the survey were made available at South African university campuses and were distributed to 

students registered at various South African universities and universities of Technology. Electronic surveys were also 

made available. Sixty percent (60%) of responses to the survey were paper-based and 40 percent (40%) were web-based. 

The survey was completed anonymously. Permission to use the raw data of this survey for the purpose of this study was 

obtained from Magnet Communications. 

 

Measuring instruments 

The questionnaire used for the purposes of the present study was the Magnet Graduate Survey. This survey, developed 

independently, was conducted by Magnet Communications which is a joint venture between Universum Communications 

and South African entrepreneurs. The Magnet Graduate Survey is conducted annually in cooperation with the South 

African Graduate Recruiters Association (SAGRA).  

 

The original purpose of this survey was to gather information regarding work and career aspirations of final year South 

African students in various fields of study. The survey contained twenty-eight questions. These questions related to the 

following aspects: 

 Demographics 

 Personality characteristics 
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 Most attractive offerings by an ideal future employer 

 Most desirable attributes of an ideal future employer 

 Career goals hoped to attain within three years of graduation 

 Benefits most preferred in compensation package (apart from basic salary) 

 Preferences in gathering information about potential employers 

 Preferred companies to work for 

 

The data from each of the questions of the survey was originally collected to try and describe preferences for particular 

organisations (i.e. employer brands), organisational attributes, industries, jobs features and career goals. For this study, a 

selection of the data was used to find associations between personality characteristics and the chosen dependent 

variables.  

 

For most of the questions in the survey, a number of options were provided. From the options provided as potential 

responses, the participants were requested to select a maximum of three options that represented their most preferred 

options. For the purposes of this study, only the data obtained from four questions from the survey were utilised. The 

questions included were based on their relevance to the research questions and assumptions. The data selected for 

inclusion in this study related to: participants’ self-selected personality characteristics, their most desirable job features 

offered by a future employer, the most attractive organisational attributes of a future employer and career goals hoped to 

attain within three years of graduation.  

 

Data analysis 

The data obtained from the responses to the four items presented above were analysed using various statistical 

procedures. Because the data was categorical or nominal, descriptive statistics were limited to frequency counts, i.e. of 

the number of responses in each category and the calculation of the mode for each question (Hair, Babin, Money & 

Samouel, 2003). The second step on the data analysis was the use of correspondence analysis (CA), principal component 

analysis (PCA) and classification trees. These techniques were appropriate to use for this data mainly because of the 

exploratory nature of this study and the level of measurement available (i.e. nominal). These techniques allowed for the 

identification of associations between job features, organisational features, career goals and personality characteristics. 

These techniques are also appropriate to use with large sample sizes, as was the case in this study (n = 15 066). Their use 

allows for ease of identification of patterns within large amounts of data (Hair, Black, Babin & Anderson, 2010). 
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RESULTS  

The results for each analysis are presented in tables which indicate the strength of association between the personality 

characteristic elements and the dependent variable elements. The strength of association between the elements is colour 

coded and is described as being strong (green), moderate (amber) or weak (red). The colour codes have been included for 

ease of identifying the strength of association. 

 

Personality characteristics and job features 

For the purpose of this article, only the moderate to strong strength of association was reported on.  

 

Table 2 

Personality characteristics and job features on dimension 1 

Personality characteristic Job feature Strength of association 

P1 (Accurate) J11 (Secure employment) Moderate 

P1 (Accurate) J12 (Trainee programme) Moderate 

P1 (Accurate) J6 (Inspiring colleagues) Moderate 

P2 (Ambitious) J14 (Rapid career advancement) Moderate 

P3 (Analytical) J14 (Rapid career advancement) Moderate 

P4 (Creative) J6 (Inspiring colleagues) Moderate 

P4 (Creative) J11 (Secure employment) Moderate 

P4 (Creative) J3 (Flexible working hours) Moderate 

P4 (Creative) J12 (Trainee programme) Moderate 

P5 (Curious) J3 (Flexible working hours) Strong 

P5 (Curious) J4 (Good career reference) Strong 

P5 (Curious) J12 (Trainee programme) Moderate 

P5 (Curious) J11 (Secure employment) Moderate 

P5 (Curious) J7 (Internal education) Moderate 

P5 (Curious) J6 (Inspiring colleagues) Strong 

P7 (Enthusiastic) J7 (Internal education) Moderate 

P7 (Enthusiastic) J6 (Inspiring colleagues) Moderate 

P7 (Enthusiastic) J12 (Trainee programme) Moderate 

P7 (Enthusiastic) J11 (Secure employment) Moderate 

P7 (Enthusiastic) J2 (Variety of assignments) Moderate 

P7 (Enthusiastic) J3 (Flexible working hours) Moderate 

P8 (Entrepreneurial) J9 (Managerial responsibility) Strong 

P8 (Entrepreneurial) J14 (Rapid career advancement) Moderate 

P9 (Flexible) J4 (Good career reference) Strong 

P9 (Flexible) J3 (Flexible working hours) Strong 

P9 (Flexible) J11 (Secure employment) Moderate 

P9 (Flexible) J12 (Trainee programme) Moderate 
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P9 (Flexible) J6 (Inspiring colleagues) Moderate 

P10 (Goal-oriented) J5 (Increasingly challenging tasks) Moderate 

P10 (Goal-oriented) J14 (Rapid career advancement) Moderate 

P12 (Hard working) J6 (Inspiring colleagues) Moderate 

P12 (Hard working) J11(Secure employment) Moderate 

P12 (Hard working) J12 (Trainee programme) Moderate 

P13 (Leadership qualities) J9 (Managerial responsibility) Strong 

P13 (Leadership qualities) J14 (Rapid career advancement) Moderate 

P14 (Responsible) J6 (Inspiring colleagues) Moderate 

P14 (Responsible) J11(Secure employment) Moderate 

P14 (Responsible) J12 (Trainee programme) Moderate 

P14 (Responsible) J7 (Internal education) Moderate 

P14 (Responsible) J3 (Flexible working hours) Moderate 

P14 (Responsible) J2 (Variety of assignments) Moderate 

P15 (Social) J3 (Flexible working hours) Strong 

P15 (Social) J4 (Good career reference) Strong 

P15 (Social) J6 (Inspiring colleagues) Moderate 

P15 (Social) J11(Secure employment) Moderate 

P15 (Social) J12 (Trainee programme) Moderate 

P15 (Social) J7 (Internal education) Moderate 

P17 (Verbal) J3 (Flexible working hours) Moderate 

P17 (Verbal) J11(Secure employment) Moderate 

P17 (Verbal) J12 (Trainee programme) Moderate 

 

Table 2 

Personality characteristics and job features on dimension 2 

Personality characteristic Job feature Strength of association 

P3 (Analytical) J2 (Variety of assignments) Moderate 

P5 (Curious) J2 (Variety of assignments) Moderate  

P12 (Hard working) J12 (Trainee programme) Moderate 

 

It is important to note that dimensions are not all equally important to the interpretation of associations (Dorbach, 2011). 

Dimension 1 always explains more variation than any subsequent dimensions (Dorbach, 2011). 

 

Table 3 

Personality characteristics and job features on both dimensions 

Personality characteristic Job feature Strength of association 

P12 (Hard working) J12 (Trainee programme) Moderate 

P15 (Social) J3 (Flexible working hours) Strong 
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Personality characteristics and organisational features 

 

Table 4 

Personality characteristics and organisational features on dimension 1 

Personality characteristic Organisational feature Strength of association 

P3 (Analytical) O8 (Innovation) Strong 

P3 (Analytical) O4 (Financial strength) Strong 

P4 (Creative) O3 (Exciting products / services) Moderate 

P4 (Creative) O1 (Dynamic organisation) Moderate 

P6 (Efficient) O1 (Dynamic organisation) Moderate 

P8 (Entrepreneurial) O8 (Innovation) Strong 

P12 (Hardworking) O5 (Good reputation at my institution) Moderate 

P13 (Leadership qualities) O1 (Dynamic organisation) Moderate 

P14 (Responsible) O5 (Good reputation at my institution) Moderate 

P14 (Responsible) O2 (Diverse / multicultural employees) Moderate 

P15 (Social) O2 (Diverse / multicultural employees) Moderate 

P15 (Social) O5 (Good reputation at my institution) Moderate 

P17 (Verbal) O2 (Diverse / multicultural employees) Moderate 

P17 (Verbal) O5 (Good reputation at my institution) Moderate 

 

Table 5 

Personality characteristics and organisational features on dimension 2 

Personality characteristic Organisational feature Strength of association 

P1 (Accurate) O10 (Recruiting only the best students) Strong 

P1 (Accurate) O7 (High ethical standards) Moderate 

P3 (Analytical) O7 (High ethical standards) Moderate 

P4 (Creative) O3 (Exciting products / services) Moderate 

P4 (Creative) O8 (Innovation) Moderate 

P4 (Creative) O13 (Corporate social responsibility) Moderate 

P4 (Creative) O12 (Diverse / multicultural employees) Moderate 

P4 (Creative) O6 (Equality between the sexes) Moderate 

P5 (Curious) O8 (Innovation) Moderate 

P5 (Curious) O13 (Corporate social responsibility) Moderate 

P5 (Curious) O12 (Diverse / multicultural employees) Moderate 

P5 (Curious) O6 (Equality between the sexes) Moderate 

P6 (Inspiring colleagues) O7 (High ethical standards) Moderate 

P6 (Inspiring colleagues) O10 (Recruiting only the best students) Moderate 

P7 (Enthusiastic) O3 (Exciting products / services) Moderate 

P7 (Enthusiastic) O13 (Corporate social responsibility) Strong 

P7 (Enthusiastic) O12 (Diverse / multicultural employees) Moderate 
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P7 (Enthusiastic) O6 (Equality between the sexes) Moderate 

P7 (Enthusiastic) O8 (Innovation) Strong 

P8 (Entrepreneurial) O8 (Innovation) Moderate 

P8 (Entrepreneurial) O3 (Exciting products / services) Moderate 

P8 (Entrepreneurial) O6 (Equality between the sexes) Moderate 

P9 (Flexible) O13 (Corporate social responsibility) Strong 

P9 (Flexible) O12 (Diverse / multicultural employees) Strong 

P9 (Flexible) O6 (Equality between the sexes) Moderate 

P9 (Flexible) O8 (Innovation) Moderate 

P15 (Social) O12 (Diverse / multicultural employees) Strong 

P15 (Social) O13 (Corporate social responsibility) Strong 

P15 (Social) O6 (Equality between the sexes) Moderate 

P15 (Social) O8 (Innovation) Moderate 

 

Table 6 

Personality characteristics and organisational features on both dimensions 

Personality characteristic Organisational feature Strength of association 

P4 (Creative) O3 (Exciting products / services) Moderate 

 

          Personality characteristics and career goals 

Table 7 

Personality characteristics and career goals on dimension 1 

Personality characteristic Career goals Strength of association 

P2 (Ambitious) C3 (Reach a managerial level) Moderate 

P4 (Creative) C3 (Reach a managerial level) Moderate 

P5 (Curious) C10 (Balance personal life and career) Moderate 

P6 (Efficient) C8 (Become a specialist) Moderate 

P8 (Entrepreneurial) C7 (Start a business) Moderate 

P10 (Goal-oriented) C11 (Manage projects) Moderate 

P10 (Goal-oriented) C3 (Reach a managerial level) Moderate 

P11 (Handles stress well) C12 (Rotate jobs within a company) Moderate 

P11 (Handles stress well) C8 (Become a specialist) Moderate 

P13 (Leadership qualities) C3 (Reach a managerial level) Moderate 

P14 (Responsible) C10 (Balance personal life and career) Strong 

P14 (Responsible) C8 (Become a specialist) Moderate 
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Table 8 

Personality characteristics and career goals on dimension 2 

Personality characteristic Career goal Strength of association 

P3 (Analytical) C5 (Influence corporate strategies) Strong 

P3 (Analytical) C3 (Reach a managerial level) Strong 

P3 (Analytical) C8 (Become a specialist) Strong 

P4 (Creative) C4 (Develop new products) Strong 

P4 (Creative) C9 (Contribute to society) Moderate 

P5 (Curious) C4 (Develop new products) Strong 

P5 (Curious) C7 (Start a business) Moderate 

P5 (Curious) C9 (Contribute to society) Moderate 

P6 (Efficient) C5 (Influence corporate strategies) Strong 

P6 (Efficient) C3 (Reach a managerial level) Moderate 

P6 (Efficient) C8 (Become a specialist) Moderate 

P8 (Entrepreneurial) C7 (Start a business) Strong 

P8 (Entrepreneurial) C4 (Develop new products) Strong 

P9 (Flexible) C9 (Contribute to society) Moderate 

P9 (Flexible) C7 (Start a business) Moderate 

P10 (Goal-oriented) C3 (Reach a managerial level) Strong 

P10 (Goal-oriented) C8 (Become a specialist) Strong 

P10 (Goal-oriented) C2 (Work with increasingly challenging 

tasks) 

Moderate 

P10 (Goal-oriented) C6 (Build a sound financial base) Moderate 

P13 (Leadership qualities) C3 (Reach a managerial level) Strong 

P13 (Leadership qualities) C8 (Become a specialist) Strong  

P13 (Leadership qualities) C6 (Build a sound financial base) Moderate 

P13 (Leadership qualities) C2 (Work with increasingly challenging 

tasks) 

Moderate 

P15 (Social) C9 (Contribute to society) Strong 

P16 (Team player) C8 (Become a specialist) Strong 

 

Table 9 

Personality characteristics and career goals both dimensions  

Personality characteristic Career goal Strength of association 

P13 (Leadership qualities) C3 (Reach a managerial level) Moderate 

P10 (Goal oriented) C3 (Reach a managerial level) Moderate  
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DISCUSSION 

The purpose of this study was to gain a better understanding of factors that influence South African graduates’ choices. 

Specifically this study explored whether or not there were relationships between self-selected personality characteristics 

and preferences for job features, organisational features and career goals.  

 

Patterns or trends were identified where a personality characteristic was found to be associated with an element of the 

three dependent variables in both the CA and CT. It is beyond the scope of this study to discuss all possible associations 

or relationships between the elements of the variables separately on both techniques, i.e. CA and CT. This is because the 

amounts of elements of the variables available are too many to explore in this section. Associations on both techniques 

indicate a stronger chance of a relationship between the two than if there were an association on only one technique.  

 

Patterns Identified between Elements of Personality Characteristics and Job Features 

The results of this study indicate that there is some relationship between graduates’ self-selected personality 

characteristics and the job features that they are attracted to. Not all the personality characteristics and job features in the 

survey are included as part of the interpretation. Only those elements found to be associated with the job feature elements 

on both the CA and CT were included. It is also important to bear in mind that some personality characteristics and job 

features have been selected more than others which is why some of the elements have been excluded from the 

interpretation. 

 

The patterns of the results indicate that social graduates prefer flexible working hours, a job that will provide them with a 

good career reference and inspiring colleagues. Enthusiastic, creative and verbal graduates are attracted to jobs with 

variety of assignments and inspiring colleagues. In addition to these, enthusiastic graduates as well as those identifying 

themselves as team players prefer jobs where they are able to be up-skilled as indicated by their preference for jobs with 

internal education and trainee programmes respectively. Verbal graduates also prefer jobs where they are offered flexible 

working hours as do those who consider themselves to be entrepreneurial. Graduates identifying themselves as creative 

prefer jobs with inspiring colleagues. Graduates who see themselves as ambitious are attracted to jobs where they 

perceive that they could advance rapidly in their careers and work on increasingly challenging tasks. Rapid career 

advancement is also preferred by graduates identifying themselves as possessing leadership qualities whereas graduates 

identifying themselves as accurate prefer secure employment. Those who selected efficient would prefer jobs where the 

opportunity to receive mentorship is available. 
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As associations have been identified on both techniques, it can be inferred that there is a relationship between the 

personality characteristics that graduates identify with and the jobs features they may gravitate towards. This is supported 

by research conducted by Pervin, Cervone and John (2005) who found that personality characteristics play a role in 

determining the jobs or occupations that graduates gravitate towards. Mucha (2004) also found that graduates prefer 

working in roles that best suit their personality. 

The implications of these results reveal that if organisations are interested in attracting graduates who are efficient, 

entrepreneurial, accurate, enthusiastic, social, verbal, ambitious, creative, and have leadership qualities and are team 

players need to ensure that their job offerings include those features mentioned above. They need to tailor their EVPs to 

ensure that it reflects that they offer these job features to improve their chance that they will attract these kinds of 

graduates. 

 

CTs revealed that high proportion of responses for these personality characteristics on the various leafs which 

represented the job and organisational features mentioned above. 

 

Patterns Identified between Elements of Personality Characteristics and Organisational Features 

The results of this study indicate that there is some relationship between graduates’ self-selected personality 

characteristics and the organisational features that they are attracted to. Not all the personality characteristics and 

organisational features in the survey are included as part of the interpretation. Only those elements found to be associated 

with the organisational feature elements on both the CA and CT were included. 

 

According to Foxcroft and Roodt (2001), individuals seek environments that correspond with their personality traits. The 

patterns in the results indicate that creative graduates prefer working for innovative organisations that offer exciting 

products and services and who enjoy market success. Entrepreneurial and enthusiastic graduates are also attracted to 

innovative organisations with enthusiastic graduates also preferring organisations who prioritise corporate social 

responsibility. Accurate individuals are attracted to organisations that recruit only the best students. They are also 

attracted to organisations with high ethical standards as do efficient individuals. Graduates identifying themselves as 

verbal prefer organisations that have a good reputation at their tertiary institutions and who have a diverse and 

multicultural employee profile. Graduates identifying themselves as having leadership qualities prefer organisations with 

strong corporate cultures.  
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In order to attract these types of personalities, organisations need to find ways to position themselves as employers who 

possess these features mentioned above. The study conducted by Terjesen, Vinnicombe and Freeman (2007) found that 

organisational features is important role in attracting applicants. In this study, it seems that innovation is one of the most 

important features that most of these personality types mentioned above are attracted to. Organisations need to therefore 

ensure that they are perceived in the market as being innovative if they wish to attract their desired calibre of graduates. 

If the attributes desired by graduates are offered by employers, ideal work adjustment will occur (Foxcroft & Roodt, 

2001) which will ensure a good return on investment for both the graduate and the organisation. 

 

This study proposed that graduates with similar self-selected personality characteristics will display similar job and 

organisational preferences. The results provide support for these proposition as association was found between the 

personality characteristics mentioned above and job and organisational features as indicated by the correspondence maps. 

The CTs revealed that high proportion of responses for these personality characteristics on the various leafs which 

represented the job and organisational features mentioned above. 

 

These findings support Schneider’s (1987) suggestion that individuals are differentially attracted to different kinds of  

organisational attributes on the basis of their personality characteristics. Schneider (1987) also suggested that during the 

organisation’s recruitment process applicants are selected to match and sustain that culture on the basis of possessing 

similar characteristics. 

 

Patterns Identified between Elements of Personality Characteristics and Career Goals 

The results of this study indicate that there is some relationship between graduates’ self-selected personality 

characteristics and the career goals that they are attracted to pursuing. As with the previous interpretations, only those 

elements found to be associated with the career goal elements on both the CA and CT were included.  

 

The results of this study revealed that ambitious individuals and those who see themselves as team players set career 

goals such as managing projects and working on increasingly challenging tasks. In addition, ambitious individuals would 

like to reach a managerial level in their organisation.  

Graduates who are social would prefer organisations that enable them to contribute to society. Social graduates also see 

themselves as starting their own business. The goal of starting a business is also pursued by graduates who selected 

entrepreneurial as one of their personality characteristics. Flexible individuals also have starting a business as a career 
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goal. Creative individuals see themselves as being in a job and organisation where they are able to developing new 

products. 

 

These results provide some support for the third proposition as there does seem to be some association between the 

personality characteristics and career goals selected. The link between career goals and personality characteristics has 

also been established in literature. Individuals set career goals based on their career anchors (Van Rensburg, Rothmann & 

Rothmann, 2003). According to Warr and Pearce (2004), individuals’ personality traits are reflected in their preferences 

for career anchors. The career goals indicated as important for graduates to pursue is influenced by what anchors them, 

which in turn is influenced by their personality traits.  

 

Organisations wanting to attract these kinds of individuals need to ensure that they offer the opportunity for these kinds 

of graduates to achieve these career goals. Importantly, they also need to ensure that the possibility of achieving these 

goals is explicitly marketed to graduates to improve the chances of the graduates applying. The increasing competition 

among organisations for graduate talent means that they need be attractive to graduates (Mayrhofer et al, 2005; 

Vermeulen, 2008). Understanding their personality and how it is associated with their career goals is one step toward 

helping them tailor their offerings, thus making them more attractive (Guthridge, Komm & Lawson, 2008). 

 

Limitations of this Study and Recommendations  

One of the limitations of this study was the scale of measurement that was used. No reliability or validity studies could be 

conducted for the scale given the level of data that was available. The information used in this study is secondary data 

which has been collected for a different purpose (Hair, Babin, Money & Samouel, 2003). There were only four items in 

this scale which were relevant to the present study’s objectives and these were the only items that were therefore 

included in this study.  

 

The actual elements in the items were seemingly not based on any academically-related theories. This study also relied 

on participants’ self-selected personality traits. The selections of traits are thus only the participants’ perception of their 

personality characteristics. It may not be an accurate reflection of their personality traits.. As the scale lacked theoretical 

grounding, a recommendation for future research would be to extend this study by using empirically-tested scales, i.e. 

which are based on academic theories of personality traits and the rest of the dependent variables.  Another limitation to 

this study is the inability to generalize of these findings due to the fact that a non-probability sample was used to collect 
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data from. Classification trees and correspondence analysis are exploratory techniques. These techniques are not intended 

to establish formal relationships. This study lacked the traditional statistical methods which usually accompany these two 

techniques. For future research, if a descriptive research approach is adopted, it is recommended that more traditional 

statistical techniques are used. 

 

CONCLUSION 

It is acknowledged that personality characteristics are not the only variables that influence participants’ responses. 

Responses may also be influenced by variables, such as demographics, early life experiences, life circumstances, beliefs, 

cultures and many more (Scholarios, Lockyear & Johnson, 2003). These factors have not been discussed in this report as 

it is beyond the scope of this study. This cross-sectional study demonstrates that personality characteristics have a 

relationship with graduates’ preferences in terms of the job, organisational and career goals. It indicates the relevance of 

considering the role of personality characteristics in graduates’ preferences in terms of the job, organisational and career 

goals. Like many of the studies referred to in the literature review, the presents study was able to provide evidence of 

relationships between personality traits, preferences for job features, organisational features and career goals (Judge et 

al., 1999). This study does not establish any causal relationships between the independent and dependent variables. It 

does however provide a contribution which can be used future more theoretically based studies. 
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