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Summary
In an explorative study, the value of four personality constructs in predicting success in the
labour market entry has been analysed with a sample of graduates in economics from
Maastricht University. The research question is: do personality characteristics predict labour
market entry success and how much weight do these ‘soft’ factors have compared to the
traditional ‘hard’ human capital factors like study results? Two out of the four constructs, i.e.
(internal) Locus of control and Type A behaviour appear to have a positive effect on labour
market success. The effects are independent of the effects of study results and other
traditional human capital variables. Locus of control affects getting a job soon after graduation and having tenure, whereas Type A behaviour affects having tenure and wages.
Study results merely affect job quality indicators. For obtaining an academic job, the human
capital factors have a positive effect while personality has no effect at all. The findings
underline the relevance of further labour market research with respect to the importance and
role of the so called ‘soft’ factors like personality characteristics. At the same time, the role of
‘hard’ human capital factors is not to be neglected. Both types of factors seem to have their
own and independent effects. Future research directions are given and implications of the
study are discussed.
JEL-code: j24
Keywords: personality, labour market success.
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Introduction

Due to technological developments and the expanding international orientation of many
organizations, labour market demands have changed. Traditional ‘hard’ selection devices
like educational background still count, but are not sufficient anymore. Many argue that
individual, ‘soft’ personality characteristics have become more and more important, because
working environments need to be more flexible to keep up with the continuous changes and
developments. This leads to changes in the personnel selection process where more and
more emphasis is put on so-called soft factors like communication skills and certain
personality traits (Spencer & Spencer, 1993). Work settings are less structured and productivity is more dependent on individuals’ contributions e.g. interpersonal communication
and teamwork. This dependency requires different skills and competencies from people,
which are not automatically learnt in the traditional educational context (Boyatzis e.a., 1995).
The question what kind of personality characteristics are important for labour market
success is addressed by different research fields:
Many studies in personnel selection research have been conducted to investigate the
relationships between personality and job performance (Tett et al., 1991). In these studies
the personality characteristics are mainly defined in terms of the so called Big Five
personality constructs. Factor analytic research revealed that these constructs (agreeableness, conscientiousness, emotional stability, extraversion and openness to experience)
cover the broad domain of personality to a large extent (Barrick & Mount, 1991; Robbins,
1996). However, others do argue that these broad personality constructs will not bring as
much insight in the relationship between personality and job performance as other, more
specific personality constructs will do (Van den Berg, 1992).
In labour market research, only recently the importance of more individually related
characteristics for labour market functioning has been recognized. Traditionally, there are
mainly two theoretical views on people’s productivity on the labour market. The human
capital theory (Becker, 1964) emphasizes that an individual’s productivity is mainly the result
of the education followed. The screening hypothesis on the other hand (Thurow, 1975)
states that productivity is developed mainly during ‘working on the job’. Education, in the
latter view, merely reflects the trainability of an employee. However, both theories
emphasize the importance of ‘hard’ factors, like education, but the more ‘soft’ factors, e.g.
personal characteristics remain out of scope. Recent research attempts have been aimed at
exploring the importance of these characteristics of people and point out the importance of
cognitive abilities, learning skills and personality (Nijhof, 1997). However, it remains to be
elaborated what kind of specific constructs are relevant for explaining labour market
success.
Since personality characteristics have become an important selection device in personnel
selection, the predictive efficacy of personality measures for labour market success should
be evident. However, most of the empirical work is done on the relation between personality
characteristics and job performance, mainly in the field of organisational studies. Only few
studies address the role of personality characteristics during the transition from school to
1

work. This paper is aimed at exploring the predictive efficacy of several personality
characteristics on success during labour market entry. It will explore the importance of
personality for labour market success in the context of more traditional hard human capital
variables like study results and study field. The analyses will be conducted with a sample of
graduates in Economics of Maastricht University. For these graduates data were available
on four possibly relevant personality traits: Locus of control, Type A behaviour, Selfmonitoring and Sensation seeking. These traits can be considered specific personality
constructs. They all have considerable validity and reliability in former research and will be
addressed later on. In this paper the constructs will be used to address the following
research questions: To what extent do personality characteristics predict successful labour
market entry of graduates in Economics? How much weight do these effects have compared
to the more traditional ‘hard’ factors like study results and type of education?
For defining ‘successful’ labour market entry, Van der Velden en Wieling (1994) have argued
both chances of work and quality of the job should be considered. Several indicators are
therefore used to reflect these dimensions; having a job soon after graduation, having a
tenure position, having an academic job, and the wages. The predictive value of personality
and other variables will be explored by logistic and linear regressions on these labour market
indicators. This will be further explained in section 3, the methodology section. However, in
section 2, relevant theoretical views and research will be discussed first, in order to be able
to formulate some hypotheses about the predictive value of the personality constructs used.
In section 4, the results of the logistic and linear regression models will be presented, and
finally, in section 5, conclusions and implications of the study will be discussed.
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Theoretical background

In exploring the predictive value of personality characteristics on labour market entry
success, mainly two research fields are involved; labour market research with respect to the
allocation of different jobs among different people and personnel selection research with
respect to work related characteristics of individuals which are desirable for employers.
In personnel selection research concern has been expressed with respect to the validity of
personality measures used in personnel selection practices. Many personality measures are
not work related, but are nevertheless widely used in selection processes. It has, however,
been shown that a more fundamented choice of personality measures for the prediction of
well-defined outcomes, increases the predictive validity of personality measures to a large
extent (Van den Berg, 1992). Earlier, some extensive meta-analyses have reviewed the
validity of personality measures for personnel selection and pointed out acceptable values
(Barrick & Mount, 1991; Tett, Jackson & Rothstein, 1991). These meta-analyses reviewed all
kinds of personality measures. These measures have been mainly interpreted in terms of the
Big Five personality constructs (Barrick & Mount, 1991) but include more specific constructs
like Locus of control and Type A behaviour as well (Tett, Jackson & Rothstein, 1991).
Thus, the validity of personality measures in personnel selection as such does no longer
seem to be the issue, although the specific theoretical constructs to be used are still subject
2

for discussion. However, the question rises to what extent personality measures display
validity with respect to the prediction of success in labour market entry as well. In labour
market research, very few empirical studies have been conducted so far with respect to the
possible effect of personality on a successful transition from school to work. Education is
traditionally seen as the most important selection device in labour market theories. The
human capital theory states that the selection of a certain employee is based on the
employee’s productive skills (Becker, 1964). Education and training can in this view improve
the worker’s productivity. Personality characteristics only come in focus as reflecting innate
productive characteristics, but do not have a role in predictive models. In the screening
hypothesis on the other hand (Thurow, 1975), education is considered not to improve
people’s productivity in itself, but rather to reflect the desired characteristics for employers
that people already possess when they enter the educational system, for example trainability
and adaptability. However, existing labour market theories only provide some general ideas
on why firms select certain employees (Van Beek, 1993). Personality is not considered of
explicit importance in the screening hypothesis models neither.
Recent changes in labour market demand have confronted the research field with the fact
that the desired characteristics of employees on today’s labour market are not sufficiently
covered or reflected by the ‘hard’ factor educational background anymore. The more ‘soft’
factors like communication skills and personality are of explicit importance now. These
demands are already reflected in personnel selection practice, but labour market research is
lagging behind.
How do these ‘new’ requirements relate to the traditional explanatory factors normally used
in research? The purpose of this study is to answer this question by exploring the predictive
value of personality constructs with respect to labour market entry indicators, next to the
more traditional factors like study results. For a sample of graduates from Maastricht
University, four personality traits were measured during their study and after graduation.
These characteristics are: Locus of control, Type A behaviour, Self-monitoring and Sensation seeking. These traits are selected because 1) the traits are more specific than general
descriptions of personality e.g. based on the Big Five, and 2) previous research has shown
that these traits are relevant and predictive for behaviour in the context of work. In the
following subsections (2.1 to 2.4) we briefly elaborate on these constructs and discuss their
relevance for labour market success.
2.1

Locus of control

Locus of control refers to the individual’s generalized belief in internal versus external control
of reinforcements. The concept has been first introduced by Rotter (1966) in his social
learning theory. He distinguished people who believe that events are uncontrollable and
achievements are merely based on luck or the influence of other people, or institutions
(externals) and people who believe they can influence their environment and who believe
achievements do depend to a large extent on their own efforts (internals). Research
conducted with this concept in relation to job functioning has concentrated on several
different features, such as job satisfaction, absenteeism, job involvement and turnover
3

(Spector, 1982; Blau, 1987). Generally speaking, internals seem to perform better in their
jobs. However, differences between different kinds of jobs should be taken into account;
internals seem to do well in complex tasks and in jobs which require initiative and
independence, whereas externals seem to be better performers in structured, routine tasks
and in jobs which require compliance (Robbins, 1996).
In predicting the labour market success of graduates in Economics, the general findings that
internals seem to function and perform better in complex functions seems most important.
On average, graduates with an academic level are expected to obtain jobs with rather
complex tasks. Thus, in our view, students scoring high on internal Locus of control are
expected to have a larger chance for success in labour market entry, for all labour market
indicators.
2.2

Type A behaviour

Type A behaviour refers to a behavioural pattern characterized by being in a hurry and trying
to achieve more in less time. People with Type A behaviour are characterized by impatience,
hostility, a high level of competitiveness and a constant time urgency. In fact this behaviour
pattern has been recognized as coronary hart disease prone behaviour and Type A
behaviour measures were therefore used to screen people in the context of health research
(Appels, 1985; Friedman & Rosenman, 1974). Research conducted with this concept related
to job functioning has revealed that Type A’s are fast workers, they emphasize quantity over
quality, they make poor decisions because they make them too fast and in managerial
positions these characteristics are rarely desirable to reach the top positions (Friedman &
Rosenman, 1974). However, great salespersons are often Type A’s. The continuous urge for
achieving more in less time seems useful in particular labour market segments. So far, for
our analyses we expect a positive effect of scoring higher on Type A behaviour on the labour
market indicators referring to chances, rather than for the quality of the job (academic level).
2.3

Self-monitoring

Self-monitoring refers to the ability of people to adapt their self-presentation to the
requirements of the environment or situation. It is therefore related to the sensibility for what
is considered appropriate or desirable expressive behaviour in different situations and the
ability to control and alter this behaviour (Snyder, 1974). People scoring high on this trait can
alter their expressive behaviour according to the social requirements while feeling quite
different inside. People scoring low on this trait do behave more according to their own inner
state of mind and their expressive behaviour is more in line with their own feelings and
thoughts, without concerning much about what would be appropriate in a social sense. High
Self-monitoring could be very useful in jobs which require different roles like managerial jobs,
or which require public appearance, like sales jobs. More in general it seems that Selfmonitoring can enhance an individual’s chances to obtain career success in organizations
(Kilduff & Krackhardt, 1994). Research with respect to the effect of Self-monitoring on
managerial career success reveals that high self-monitors achieve more cross-company
promotions and obtain more internal promotions than low scorers when they stay with the
4

same employer (Kilduff & Day, 1994). Furthermore, high self-monitors appeared to be more
active in searching for information about potential employers than low self-monitors (Snyder
& Copeland, 1989). However, Blustein (1987) argued that low self-monitors do not need to
gather much information to find out what kind of career they value, because they already
have more self-knowledge at this point. For the purpose of this study, we expect scoring
higher on Self-monitoring will have a positive effect on job chances. We don’t have any
specific hypothesis referring to the quality of the job since we only consider the labour
market entry phase.
2.4

Sensation seeking

Sensation seeking refers to the motivation to experience sensation (Zuckerman, 1979a and
1991, Feij & Van Zuilen, 1984). People scoring high on this trait are characterized by a
continuous need to experience new and varied events. They therefore like the unpredictable
and risky situations, whereas people scoring low on this trait prefer the more predictable and
stable environments. High scorers seem to have a high level of arousal tolerance, low
scorers a low level. This difference seems to have a biological base (Zuckerman, 1979a).
Research with respect to this personality characteristic and job functioning has focused on
job preference and job fit, but also on job performance and satisfaction. Even the job search
process has been point of focus (Van den Berg, 1992). That is, Sensation seeking has been
related to the ease and fastness of finding a job, indicating that high sensation seekers
found a fulltime job faster than low sensation seekers (Cellini & Lorenz, 1983). There are
also signs that high sensation seeking is associated with success in higher management
jobs (Franken, 1988). In this study, we therefore expect a positive effect of scoring higher on
Sensation seeking on finding a job soon and no effect, or even a reversed effect on getting a
tenure position.

3

Methodology

This study will be conducted with a sample of graduates in Economics of Maastricht
University. For 137 persons we gathered personality data before graduation in the period
1993-1995 in the context of skills and training courses as part of the study programme
(Boone et al., 1994). To enlarge the sample, additional personality data have been gathered
after graduation for 200 graduates as well. In total, personality data were collected for 337
persons. For 42 persons personality data were available twice or even three times. This
group has been used to conduct a test-retest reliability analysis with respect to the
personality measures used.
Locus of control has been measured with a Dutch translation of the Rotter Locus of control
scale (Rotter, 1966). Whereas the original scale contains 29 forced-choice items, the
translated version contains 37 items. The difference pertains to the amount of filler-items,
which are present to obscure the purpose of the test. In the Dutch translation, there are 8
filler items more. We obtained a total Locus of control score by counting the internal
alternatives chosen from the forced-choice Locus of control items (0-23). Thus, high scores
5

imply an internal orientation. The reliability (Cronbach’s alpha) and validity of the Dutch
translated version has been demonstrated with acceptable values in several studies (Boone
et al., 1994; 1990; Boone, 1992; De Brabander et al., 1992). The test-retest reliability in our
sub-sample is only 0.61 (n = 42), which is acceptable.
Type A behaviour has been measured by a Dutch adaption of the original Jenkins Activity
Survey (JAS) (Appels, 1985). The adapted version contains 24 items with some response
categories being indicative of Type A behaviour, and others not. The indicative responses
are valued with score 1, the others with score 0, implying a total score ranging from 0-24.
The Dutch JAS reveals satisfactory reliability (Cronbach’s alpha) and validity (Appels, 1985).
The test-restest reliability in our sub-sample is 0.65 (n = 42).
Self-monitoring has been measured by a Dutch translation of the 18-item Self-monitoring
scale (Snyder & Gangestad, 1986). Respondents are asked to consider the 18 statements
as true or false (forced choice) in their opinion. In fact, there are no true or false answers.
The total score can be obtained by counting the high Self-monitoring answers (0-18). Validity
has been demonstrated to be sufficient (Boone et al., 1994; Snyder & Gangestad, 1986).
Test-retest reliabilty within our sub-sample is however low (0.57, n = 42). Taking into account the small number of cases in the sub-sample we decided nevertheless to accept this
instrument.
Sensation seeking has been measured with the so-called ‘Spanningsbehoeftelijst’ (SBL),
developed by Feij and Van Zuilen (1984). This is a Dutch translation of the American
Sensation Seeking Scale (Zuckerman, 1979). The SBL consists of 51 Sensation seeking
items and 16 filler items, for which respondents have to indicate on a five-point scale to what
extent they (dis)agree with the statements. The composite total Sensation seeking score can
be obtained by counting the scores for the individual items. Reliability (Cronbach’s alpha)
and validity of the scale have been demonstrated to be satisfactory (Boone et al., 1994; Feij
& Van Zuilen, 1984). Test-retest reliability within our sub-sample appeared to be 0.82 (n =
41) which is even high.
We obtained labour market entry data from a survey sent to all graduates a year and a half
after graduation. In this survey all kinds of information with respect to the search process,
the labour market position and other activities are asked. This research activity takes place
on a regular base by the Research Centre for Education and the Labour Market (Dutch
shortcut: ROA) and studies are reported every year on the subsequent cohorts of Maastricht
University (see Ramaekers and Ramaekers & Welters, 1996-1998). For the purpose of our
study the 1994-1996 waves are used. These waves contain most of the graduates for whom
personality data are available. The sample for this study hereby amounted to a maximum of
204 persons for whom analyses can be applied. Four indicators of successful labour market
entry are used as dependent variables. These indicators pertain to job chances and quality
of work. They have been found to be reliable indicators for labour market success (Van der
Velden & Wieling, 1994).
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The dependents are:
• having a job within three months after graduation;
• having a tenure position;
• having a job for which an academic degree is required;
• gross monthly wages.
Next to the personality measures, relevant covariates were considered for their effect on
labour market entry. By using administrative data for all graduates, the following covariates
have been taken on board:
•
•
•
•
•
•
•

gender male (dummy);
age;
study field: Organization/Marketing versus Accounting/Finance versus other study fields
(dummy’s);
mean study results during the last two years of the study programme;
final thesis result;
managerial experience;
working experience.

For the purpose of this study the personality data gathered during the study programme are
most valuable (n= 137), because in predicting labour market success during the entry phase,
the personality data should be gathered in advance to be sure that the direction of any
association goes from personality to labour market success. However, to increase the
sample size, we decided to supplement the sample of ‘old’ personality data with additional
data gathered after graduation when pre-graduation personality data were not available.
Subsequently, the analyses with respect to the effects on labour market success have been
controlled for old and new cases by using dummy variables indicating old and new cases for
all variables in the analysis. No significant differences were found in the estimated effects of
personality for old cases and new cases for the outcome variables used in this study.
Therefore, only the results of the analyses with the complemented sample will be reported
(n=204).
The conceptual relationship between personality and labour market outcomes for this study
is displayed in figure 1.
As can be seen from figure 1, personality can have both a direct and an indirect effect on
labour market outcomes. The direct effect of personality on labour market outcomes
represents the effect after controlling for other relevant variables like schooling. This is the
sort of effect which was addressed in the previous section. However, the importance of
personality may well be underestimated if we only look at the direct effects. Personality traits
may also have a significant effect on learning outcomes, which in turn affect the labour
market outcomes. Therefore we would also like to consider the total effect of personality,
7

that is the sum of direct and indirect effects.
Figure 1: Conceptual relationship between personality and labour market outcomes

Personality

Learning/educational outcomes

Labour market outcomes

The analyses with the complemented sample will therefore be conducted within a two-step
model: in the first step only the personality data and the covariates gender and age are
included. In this way, the first-step model analyses the total effect of personality. In the
second step, the educational variables are introduced into the model. These refer to study
field, study results and study length, as well as to managerial experience and working
experience. In this way, the second-step model analyses the direct effect of personality
controlled for study results and other traditional human capital variables.
In the next section the results of the two-step logistic and normal linear regression analyses
will be presented.

4

Results

First of all, descriptives and plots were analysed for outliers and normality. All interval
variables show a near normal distribution. Descriptive data and Pearson’s correlations of the
data are presented in the appendix.
In table 1 the results of the logistic regression analyses with respect to the first labour market
indicator are presented; the effects of personality characteristics on the chance of having a
job within three months after graduation.
As can be seen from table 1, only the second model differs significantly from the base
model. Scoring high on the (internal) Locus of control scale has a positive effect on the
chance of having a job within three months. No effects are found for other personality
characteristics. For the traditional human capital covariates, only study field, especially the
finance or accounting specialization, is found to have a strong positive effect on the chance
of having a job within three months.
8

Table 1
Regression estimates of the effects of personality on having a job within three months

first model
B

s.e.

B

second model
s.e

Constant

10.347***

3.788

1.811

5.750

Personality Measures
Type A behaviour
Locus of control
Sensation seeking
Self-monitoring

0.132
0.184
0.118
-0.006

0.206
0.207
0.225
0.192

0.226
0.415*
-0.010
-0.012

0.232
0.236
0.258
0.207

-0.334
-0.338**

0.420
0.147

-0.549
-0.275
1.028**
2.295***
0.565
0.346
-0.185
-0.276

0.483
0.183
0.473
0.680
0.460
0.312
0.463
0.443

Covariates
Male
Age
Study field spec.org./mark.
Study field spec.acc./fin.
Mean study results
Final thesis result
Working experience
Managerial experience

Model statistics
Number of cases (n)
Model chi-square
df
p
R2L

183
9.612
6
0.142
0.051

168
27.461
12
0.006
0.157

* significant at 0.10, ** significant at 0.05 and *** significant at 0.01

In the next analysis, the chance of having tenure is explored. Table 2 presents the results.
None of the models differs significantly from the base model. The R2L statistic indicates poor
predictive efficacy as well for both of them. Nevertheless, both Type A behaviour and
(internal) Locus of control have a positive effect on the chance of having tenure. The effect
of Locus of control is only present in the second model, in which mean study results show a
positive effect on the chance of having tenure as well. Type A behaviour shows a stable
positive effect in both models. The effects of personality and mean study results thus appear
to be independent. For all other variables, no effects are found.
The next indicator for success in labour market entry that will be considered is having an
academic job. Table 3 presents the results of the analyses.
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Table 2
Regression estimates of the effects of personality on having a tenure position

first model

Constant
Personality Measures
Type A behaviour
Locus of control
Sensation seeking
Self-monitoring
Covariates
Male
Age
Study field spec.org./mark.
Study field spec.acc./fin.
Mean study results
Final thesis result
Working experience
Managerial experience

Model Statistics
Number of cases (n)
Model chi-square
df
p
R2L

second model
B
s.e

B

s.e.

1.102

3.329

-2.336

5.023

0.382**
0.246
-0.071
0.038

0.190
0.186
0.196
0.171

0.507**
0.379*
-0.213
-0.037

0.206
0.214
0.220
0.185

0.077
-0.024

0.353
0.130

0.136
-0.077
0.120
0.792
0.788**
-0.138
0.277
0.058

0.396
0.153
0.454
0.534
0.397
0.270
0.374
0.374

172
6.664
6
0.353
0.029

157
17.086
12
0.146
0.083

* significant at 0.10, ** significant at 0.05 and *** significant at 0.01

As can be seen from table 3, none of the two models tested differs significantly from the
base model, just as in the analyses with respect to having tenure. The results show there are
no effects of personality characteristics. Study results do matter though; the final thesis
result has a positive effect on the odds of having an academic job. Managerial experience
appears to have a positive effect as well. Thus, for this labour market indicator, only the
traditional ‘hard’ human capital variables have predictive value.
In the last analyses the effects of personality characteristics are considered on gross
monthly wages. Table 4 presents the results. People who are working on a Ph.D. thesis are
left out of the analysis because of their regulated small wages.
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Table 3
Regression estimates of the effects of personality on having an academic job

first model
B

Constant
Personality Measures
Type A behaviour
Locus of control
Sensation seeking
Self-monitoring
Covariates
Male
Age
Study field spec.org./mark.
Study field spec.acc./fin.
Mean study results
Final thesis result
Working experience
Managerial experience

Model Statistics
Number of cases (n)
Model chi-square
df
p
R2L

second model
s.e.

B

s.e

4.398

3.263

-2.214

4.835

0.175
0.199
0.198
-0.093

0.179
0.180
0.192
0.167

0.126
0.220
0.065
-0.061

0.193
0.204
0.212
0.182

0.117
-0.177

0.341
0.128

0.134
-0.113
0.408
0.405
0.100
0.494*
-0.189
0.632*

0.382
0.147
0.453
0.514
0.375
0.267
0.359
0.362

172
6.650
6
0.354
0.028

156
14.384
12
0.277
0.067

* significant at 0.10, ** significant at 0.05 and *** significant at 0.01

As can be seen from table 4, both models differ significantly from the base model. With
respect to the effects of personality characteristics, only Type A behaviour appears to make
a difference; a positive effect is present in both models. For the other personality
characteristics no effects are found. Study field organization/marketing negatively affects
wages, when introduced into the model. Mean study results appear to have a positive effect
on wages. The effect of Type A behaviour remains rather stable, when the traditional human
capital variables are introduced into the analysis, meaning that the effect of this ‘soft’ factor
is independent from the other ‘hard’ human capital factors.
In the following and last section, the results of this explorative study will be discussed and
interpreted.

11

Table 4
Regression estimates of the effects of personality on gross monthly wages

first model
B

Constant
Personality Measures
Type A behaviour
Locus of control
Sensation seeking
Self-monitoring
Covariates
Male
Age
Study Field spec.org./mark.
Study Field spec.acc./fin.
Mean Study Results
Final Thesis Result
Working Experience
Managerial Experience

Model Statistics
Number of cases (n)
Adj. R
F
p

second model
s.e.

B

s.e

8.108***

0.355

7.431***

0.500

0.084***
0.031
0.001
-0.007

0.020
0.020
0.022
0.018

0.079***
0.025
-0.002
-0.003

0.020
0.021
0.023
0.018

0.038
0.014

-0.009
0.017
-0.076*
-0.034
0.072*
0.010
0.006
0.037

0.039
0.015
0.045
0.051
0.040
0.026
0.036
0.037

0.007
0.005

164
0.101
4.040
0.001

150
0.109
2.517
0.005

Note 1: one case, representing an individual who is working at a dissertation, is excluded from
analysis
Note 2: * significant at 0.10, ** significant at 0.05 and *** significant at 0.01

5

Conclusions and considerations

In this study the value of personality characteristics has been explored for predicting success
in labour market entry. For two out of the four personality constructs used in the analyses,
e.g. the (internal) Locus of control construct and Type A behaviour, positive effects have
been found for several indicators of successful labour market entry. These are interesting
findings because the effects of personality appear to be independent from the effects of
study results and other traditional human capital factors. This means personality has a right
of its own, and is not merely reflected by other ‘hard’ factors. Both kinds of human capital
variables seem to lead to returns on the labour market.
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Study results and other human capital factors are traditionally widely considered to be used
as a selection device by employers. The results of this study underline the explicit
importance of personality characteristics for a successful labour market entry as well. This is
in line with nowadays job selection practices, where personality characteristics already are
an important topic.
In this study, the Locus of control construct affects the fastness of finding a job and having
tenure, while Type A behaviour affects having tenure and wage level. Traditional human
capital factors seem to affect chances of getting a job and the quality of the job as well. For
one specific quality indicator, i.e. obtaining an academic job, the traditional human capital
factors ‘final thesis result’ and ‘managerial experience’ are of predictive value, while
personality has no effect at all. Since in our sample approximately (only) half of the
graduates obtained an academic job, the human capital factors show their own important
selection value.
Although the study is explorative in nature, it shows the importance of integrating
psychological concepts into labour market studies. The theoretical link between the
personality constructs used in this study and labour market success deserves some critical
consideration, however. The personality constructs under consideration have been used to
predict rather general indicators of labour market success. It may be useful to consider
(other) personality characteristics and job characteristics from a matching point of view, and
to take more organizational related characteristics into account. Furthermore, only short term
labour market success has been explored in this study. It would be interesting to know more
about the effects of replication of the study on long term labour market success as well.
Finally, this study is conducted with a sample of graduates in economics of Maastricht
University. The findings can therefore not be simply generalized to other graduates.
Replication of the study with other samples of graduates would be appropriate.
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Appendix
As can be seen from table A, a large majority of the sample found a job within three months
after graduation (78%). Of all graduates in our sample 63% has a tenure position at the date
of the survey, whereas 49% has an academic job. The gross monthly wages are 3.847
Dutch guilders on average. There are more males than females in this study (males 58%)
and the average age is about 26 years at the time of the labour market survey. Of all
graduates 47.6% have studied the organizational or marketing specialization within the
Business Administration or International Management study and 27.4% the finance or
accounting specialization. The remaining about 26% have studied a different subject within
these economical studies. During study 47% have gained working experience and 61%
some managerial experience. In table B, the correlations between the covariates are
displayed apart from the correlations between the independents and the dependents with
the covariates in table A.
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Table A
Descriptive statistics and Pearson's correlations

Variables

Correlations
(4)
(5)

(6)

-

-

-

-

-

-

0.780
0.630

0.420
0.480

199
185

0.189**

0.490
8.255

0.500
0.237

186
177

0.187** -0.028
0.274*** 0.375***

0.229***

score range
0-24
13.840
0-23
12.603
0-51
12.185
0-18
9.323

4.100
3.720
1.656
3.082

194
194
195
198

0.073
0.072
0.023
0.001

0.109
0.096
0.107
0.033

Covariates
Male
0.580
Age
25.860
Mean study results
6.759
Final thesis result
7.347
Study field spec.org./mark.
0.467
Study field spec.fin./acc.
0.274
Study field otherwise (reference group) 0.259
Working experience
0.470
Managerial experience
0.610

0.500
1.260
0.515
0.756
0.500
0.447
0.439
0.500
0.490

204
204
202
199
197
197
197
197
197

Personality Measures
(5) Type A behaviour
(6) Locus of control
(7) Sensation seeking
(8) Self-monitoring

(1)

(3)

SD

Indicators of Labour Market Success
(1) Being unemployed less than three
months
(2) Having a tenure position
(3) Having a job requiring an academic
degree
(4) Gross monthly wages (log)

N

(2)

Mean

-0.147**
-0.209***
0.173**
0.119*
0.048
0.192***
-0.251***
0.009
-0.008

0.161**
0.122
0.087
0.058

-0.018
-0.005
0.117
0.026
-0.037
0.093
-0.056
0.071
0.022

0.014
-0.087
0.135*
0.169**
0.024
-0.010
-0.017
0.045
0.182**

0.335***
0.135*
0.148*
0.049

-0.021
0.044
0.121
0.040
-0.087
-0.005
0.106
0.049
0.144*

0.084
0.269***
0.299**

-0.138*
-0.023
-0.014
0.076
0.057
0.011
-0.077
0.116
0.141*

(7)

(8)

-

-

-

-

-

-

0.370***
0.108

0.115
0.042
0.175**
0.086
0.027
-0.156**
0.132*
0.120
0.135*

Note 1: * correlation significant at the 0.1 level, ** correlation significant at the 0.05 level and *** correlation significant at the 0.01 level

0.299***

-

0.194*** 0.118*
0.114
-0.037
0.038
-0.034
0.113
0.060
0.075
0.031
-0.106
-0.057
0.024
0.024
0.090
0.040
0.246*** 0.094

Table B
Descriptive statistics and Pearson's correlations of covariates

Variables

Covariates
(1) Male
(2) Age
(3) Study field spec.org./mark.
(4) Study field spec.fin./acc.
(5) Study field otherwise (reference
group)
(6) Working experience
(7) Managerial experience
(8) Mean study results
(9) Final thesis result

Mean

SD

N

(1)

(2)

0.580
25.860
0.467
0.274

0.500
1.260
0.500
0.447

204
204
197
197

0.282***
-0.097
0.086
0.034
-0.191***

-0.575***

0.259
0.470
0.610
6.759
7.347

0.439
0.500
0.490
0.515
0.756

197
197
197
202
199

0.076
-0.068
0.025
-0.040
0.019

-0.553***
0.005
0.024
0.082
0.019

0.096
0.174**
-0.039
-0.112
-0.120*

(3)

Correlations
(4)
(5)

-0.363***
-0.006
0.001
-0.026
-0.001
-0.058
-0.034
-0.046
0.025

(6)

0.157**
0.114
0.032

Note: * correlation significant at the 0.1 level, ** correlation significant at the 0.05 level and *** correlation significant at the 0.01 level

(7)

0.080
0.076

(8)

0.383***

