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LOCUS OF CONTROL: AN APPRAISAL OF EMPLOYEES’ JOB
SATISFACTION IN THE NIGERIAN SERVICE INDUSTRY

Understanding what controls an individual’s outcome and balancing an individual’s perception of
locus of control with work-life has been the major concern over the years. Hence, this study examined
the influence of locus of control on the job satisfaction of employees. A survey research design was ad-
opted for this study. A structured questionnaire was administered to collect data from 309 employees of
the selected organization. Inferential statistics was used to analyze the data, while the hypotheses were
tested by correlation and regression. The result revealed a positive significant effect of work enthusiasm
(R? = 0,576; P = 0,000), psychological states (r = 0,805; P < 0,05), personality traits (R> = 0,438; P =
0,000) on job satisfaction. The study concludes that locus of control variables are the major determinant
of employees’ job satisfaction, and if not properly managed and controlled, it could affect the overall
organizational performance. Therefore, managers should ensure the right person with the right emotional
and intellectual capabilities are appointed to various positions to forestall employees’ low morale and
ineffectiveness.

Key words: locus of control, job satisfaction, personality traits, work enthusiasm, reinforcement.
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bakpbiray 6afFbiTbl: HUrepusiAbiK KbI3MeT KOPCeTy CaAaCbIHAAFbI
KbI3METKEPAEPAiH, XXYMbICbIHA KaHaFaTTaHybIH 6aFaray

XKeke HaTVXKeHI BaKbIAAATbIH HOPCEHI TYCiHY XX8HEe MHAMBUATIH >KYMbIC OPHbIMEH XKOHe eMipMeH
GakbiAay 6aFbITbiH KaObIAAAYbIH TEHECTIPY KONTereH Xbiaaap 60ibl 6acTbl MoceAe 60AAbl. COHABIKTaH
OYA 3epTTey XKYMbIC OPHbIHbIH, KaHaFaTTaHyblHa 6akblAQy AOKYCbIHbIH 8cepiH 3epTTeai. bya 3epTTey
YWIiH KeAeci 3epTTey Ke3eHAepi >Xypridiaai. TaHaaaraH yribiMHbIH 309 Kbi3METKepiHEH AepeKkTepAi
JKMHaY YLUIH KYPbIAbBIMABIK, CayaAHama >KYPrisiaai. AepekTepai Taapay YLWiH AOTMKaAbIK, CTaTUCTU-
Ka KOAAQHBIAABI, TMMOTE3aAap KOPPeAsLMsS MEH PErpeccusl apKbiAbl TeKcepiAai. HaTuxke >Kymbicka
AEreH KaHaratTaHyfa biHTaHbIH (R? = 0,576; P = 0,000), NCMXOAOTMAABIK, >KaFaanabiH, (r = 0,805;
P < 0,05), xxeke kacnetTepiHiH (R? = 0,438; P = 0,000) oH acepiH KepceTTi. 3epTTey KOPbITbIHAbICbI
6onblHLLA, GAKbIAQY AMHBIMAABIAAPbBIHbIH, OPHAAACYbI KbI3METKEPAEPAIH SKYMbICbIHA KAHAFATTaHYyAbIH
Heri3ri pakTopbl GOAbIN TabblAaAbl KeHE erep AypbiC 6ackapbliaMaca >kaHe 6GakbiraHb6aca, YIAbIMHbIH
>KaAMbl >KYMbICbIHA 8Cep eTyi MYMKiH. AeMeK, MeHeAXepAep 3MOLIMOHAAAbI XKOHE MHTEAAEKTYaAAbI
KabireTi 6ap AYpbIC aAAMHbIH MOPaAbAbIK, XKOHE THIMCI3 KbI3METKEPAEPAIH aAAbIH aAy YLLIH 8p TYPAI
AayasbIMAAPFa TaFarblHAAAYbIH KAMTaMachi3 eTyi Kepek.

Ty#in ce3aep: 6akbiaay GarbiTbl, XYMbICKA KAQHAFaTTaHy, )XeKe KaCUETTep, KYMbICKA AEreH bIHTa,
KYLLENTY.
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AOKYC KOHTPOASE: OLL€HKA YAOBAETBOPEHHOCTU COTPYAHUKOB paboToi
B HUrepHuicKoi ccpepe ycayr

[MToHMMaHMe TOro, YTO KOHTPOAMPYET I/IHAI/IBI/IAya/\bell;I pe3yAbTaTt, N ypaBHOBelWlMBaHNe NMHAN-

BMAYAAbHOIO BOCMPUATUSE AOKYCA KOHTPOAS C paboOTOM M >KU3HbIO ObIAO FAABHOM 3a60TOM HA MPOTS-
SKEHWMM MHOTUX AeT. Takum 06pa3oM, B 3TOM UCCAEAOBAHMU U3YUYAAOCh BAMSIHME AOKYCA KOHTPOAS Ha
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YAOBAETBOPEHHOCTb PabOTON COTPYAHMKOB. AAS 3TOFO MCCAEAOBaHMS ObIA MPUHST CAEAYIOLLIMIA NAQH
Aencteuin. CTpyKTYpUpOBaHHas aHkeTa OblAa MpoBeAeHa AAs c6opa AaHHbIX 0T 309 COTPYAHMKOB Bbl-
OGpaHHOM OpraHM3aumnm. AASl aHaAM3a AAQHHbIX MCMOAb30BaAACh AOrMYECcKasl CTaTMCTMKA, a TMIMoTe3bl
NPOBEPIAMCb KOppeAgumeinn U perpeccureit. Pe3yAbTat nokasan NMOAOXKMTEAbHOE 3HauMMOe BAMSIHUE
3HTy3Ma3ma (R? = 0,576; P = 0,000), ncuxoaormyeckoro coctognms (r = 0,805; P < 0,05), AnuHocT-
HbIx KavectB (R? = 0,438; P = 0,000) Ha yAOBAETBOPEHHOCTb paboTon. B nccaeposatmmn aeaaetcst
BbIBOA O TOM, YTO AOKYC KOHTPOAbHbIX NMepeMeHHbIX SBASIETCS OCHOBHbIM (DakTOPOM, OMpeAeASioLLIMM
YAOBAETBOPEHHOCTb COTPYAHMKOB PabOTOM, M MPU HEMPaBUABHOM YIPABAEHUN 1 KOHTPOAE OH MOXKET
NMOBAMSTb Ha OOLLYIO MPOM3BOAUTEABHOCTb OpraHm3aumn. CAeAOBaTEAbHO, MEHEAXKEPbI AOAXKHbI 06e-
CMeynTb Ha3HauYeHMe Ha Pa3AMUHbIE AOAXKHOCTU MOAXOASLLErO YEAOBEKA C HY>KHbIMW 3MOLMOHAAbHbI-
MM 1 MHTEAAEKTYaAbHbIMM CMOCOBHOCTSMM, UTOObI MPEAOTBPATUTb HU3KMIA MOPAAbHBIA AYX M HEad-

(heKTMBHOCTb COTPYAHMKOB.

KAtoueBble CAOBa: AOKYC KOHTPOAS, YAOBAETBOPEHHOCTb PaBOTOM, AMMHOCTHbIE KaUeCTBa, SHTY3M-

a3m B paboTe, NoAKperAeHue.

Introduction

Employees in many organizations worldwide
devote the bulk of their working hours at work to
meet set organizational targets. It is imperative to
figure out the various factors that bring about de-
votion to work and job satisfaction for employees.
Employee’s feeling about their job is all about the
differences between reality and aspirations, but it
seems that the problem is much more complex. The
premise that anything happens, be it good or bad,
people’s actions control success or failure, or inac-
tion refers to locus of control (Judge and Church,
2000). Also, the type of locus of control an indi-
vidual carries impacts job satisfaction level (Hans
et al., 2014). Locus of control performs a significant
function in influencing people’s opinions about the
fairness of procedures and how they perceive these
procedures to be the most equitable when they are
evaluated (Konovsky 2000).

Rotter (1954) first suggested the locus of con-
trol, which was initially the locus of reinforcement
control. Various researchers have equally clarified
the locus of control from the internal and external
influence viewpoints. Internal locus of control is
explained as the general assumption that individu-
als’ successes or failures are regulated by the acts
of such individuals (Imran, 2019). However, when
the accomplishments, losses, and consequences of
individuals are influenced by certain factors such
as opportunity, ability, strength, supervisor, des-
tiny, as well as the working environment is known
as the external locus of control (Meier et al., 2008).
Employment satisfaction is a human psychologi-
cal state, which is relative to individual perception.
Nearly everyone often seeks satisfaction in every
sphere of life, and job satisfaction has always been
the focal point for practitioners, managers of hu-
man resources, and academics alike (Ariza-Montes
et al., 2017). This is because job satisfaction has a

significant impact on crucial organizational results,
such as the performance of individuals, productivity
of organizations, employee absenteeism, and em-
ployee engagement. It is also rational to state that
an organization can achieve higher results with an
effective cum dedicated workforce (Nielsen and
Einarsen, 2018).

Organizations, however, are now recognizing
that employees and their welfare are central to their
productivity, competitive edge, and even survival
(Judge and Church, 2000). Employee satisfaction
can be examined from two perspectives: firstly, as
global satisfaction relating to the general feelings
about their job and, secondly, as components of job
satisfaction: feelings about particular job aspects,
such as compensation, competitive incentives, flex-
ibility, work hierarchy (reporting structure), pros-
pects for advancement, working conditions and re-
lationship quality. Despite the growing importance
of locus of control study, how business owners can
manage their workforce is still subject to much de-
bate. The reason is that there are mixed results from
previous studies on the effect of locus of control on
job satisfaction (Coleman et al., 1999). The general
feeling is that adequate attention to (LOC) research
is lacking in developing countries. The existing lit-
erature shows few empirical studies on LOC in Ni-
geria, most of which centered on education, health,
telecommunication industry, e.t.c. (Igbeneghu and
Popoola, 2011; Imran, 2019; Kesavayuth et al.,
2015; Hans et al., 2014; Dhole and Tipmis, 2013;
Chhabra, 2013). Also, some of the problems asso-
ciated with this study indicate that locus of control
variables has a significant negative nexus with job
satisfaction (Igbeneghu and Popoola, 2011).

Therefore, it is evident from the previous stud-
ies that more emphasis has been laid on the impact
of locus of control on other sectors as against the
financial service industry concerning learning per-
formance, job satisfaction, organizational commit-
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ment, and job security, which leaves a gap to be
filled by this study. Against this backdrop, this pres-
ent study attempts to explore further the influence of
the locus of control on whether it improves or wors-
ens employee job satisfaction in the Nigerian ser-
vice industry using Zenith Bank Plc as a study area.
Specifically, the study’s objective is to investigate
the significant relationship between locus of control
variables such as (work enthusiasm, psychological
states, personality traits) and employee job satisfac-
tion. This paper is structured as follows; literature
review, methodology, result and discussion, conclu-
sion with policy recommendations.

Literature Review

Locus of Control Concept

Personality psychologists explained locus of
control as the extent to which people consider that
they have control over the outcome of events in their
lives instead of outside forces beyond their control.
Julian B. Rotter gained an understanding of the con-
cept in 1954 and has since become a component of
personality research. The “locus” of an individual
(plural “loci,” a Latin word for “position” or “lo-
cation”) is conceived as internal (a belief that one
can regulate one’s own life) or external (an idea that
external forces influence existence that the person
cannot manipulate, or that luck or destiny controls
one’s life).

Rotter (1954), as cited by Kutanis et al. (2011),
advised that internality and externality reflect two
ends of a spectrum, not a typology of one. The Inter-
nal locus of control prefers to assign incident results
to their power. They still assume that any action
has its impact, which helps them embrace the idea
that events are happening, and it depends on them
whether or not they can control it. The externals as-
sign the consequences of incidents to conditions be-
yond them. An individual with an external locus of
control prefers to accept that the events that occur
in their lives are beyond their control, and also that
their actions are the result of external forces such
as fate, chance, or a conviction that the universe is
too difficult to foresee or monitor its effects. These
people prefer to blame others for the consequences
of their lives rather than themselves.

Components of Locus of control

In this section, it becomes imperative to ex-
plain the major components related to the subject
of locus of control in detail. Some of the features
as identified by Rai and Agarwal (2018) are as fol-
lows; work enthusiasm, self-efficacy, psychologi-
cal states, personality traits, workplace exhaustion,
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personality style, self-esteem, e.t.c. However, for
this study, conceptual emphasis shall be on work
enthusiasm, psychological states, and personality
traits. The justification for adopting these variables
is that they have explanatory power due to their be-
havioral antecedents. They can as well generate new
hypotheses, therefore expanding the range of poten-
tial knowledge.

1. Work Enthusiasm

The concept of work enthusiasm can be de-
scribed as the process of an individual getting a job
and succeeding in that job. It also involves career
advancement in the same position. Hence, organiza-
tions this day look forward to hiring employees with
a good work enthusiastic attitude, which is a criti-
cal component of a successful business (Chhabra,
2013). However, some of the implications of hir-
ing a worker with a negative attitude to work can
be in the form of lack of can-do spirit, treatment of
customers disrespectfully, and inability to get along
with superiors and co-workers. On the other hand,
an enthusiastic employee provides good customer
service, manages interpersonal conflict effectively,
and works productively with others. Therefore,
work enthusiasm comes with the responsibility and
dedication of an employee always to want to be at
work and ready to do what it takes to get the job
done (Ariza-Montes et al., 2017). Accordingly, the
first part of the hypothesis is proposed:

H : there is no significant effect of work enthusi-
asm on employee job satisfaction;

H : there is a significant effect of work enthusi-
asm on employee job satisfaction.

ii. Psychological States

Previous studies have argued that the state of
mind of an organization’s workforce determines the
performance and control they have vis-a-vis their
job satisfaction (Igbeneghu and Popoola, 2011).
According to Gore et al. (2016), the concept of the
psychological state is explained as a mental condi-
tion wherein the attribute of a state are relatively
constant, although this state sometimes can be dy-
namic. However, five components can be adopted in
explaining the psychological state of mind in human
behavior. These are; learning, psychoanalytic, bio-
logical, cognitive, and socio-cultural. Consequently,
the second part of the hypothesis is formulated:

H  there is no significant relationship between
psychological state and employee job satisfaction;

H,: there is a significant relationship between
psychological state and employee job satisfaction.

ii. Personality Traits

The growing pain in managing people calls for a
better and more precise understanding of people and
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their personalities. However, the concept of person-
ality has been described as the total of an individual.
It is characterized by people’s reactions, behavior,
and how they relate to their immediate environ-
ments (Imran, 2019). Personality traits from a man-
agement perspective provide adequate information
about what an individual is good at, the kind of jobs
and tasks they can be assigned to, and the best meth-
od of communication strategy that can be adopted to
achieve the business goals and objectives. Hsieh et
al. (2011) opined that personality traits might also
be key indicators of other facets of an individual’s
life, including innovativeness and job satisfaction.
McCrae and Costa Jr (1999) developed the ‘big five
personality traits: extraversion, agreeableness, con-
scientiousness, neuroticism, and openness to experi-
ence. Accordingly, the third part of the hypothesis
is proposed:

Ho: Personality traits have no significant effect
on employee job satisfaction;

H,: Personality traits has a significant effect on
employee job satisfaction.

Concept of Job Satisfaction

Job satisfaction is the sum of favorable net re-
sults or emotions people have about their jobs. It is
the amount of enjoyment or contentment associated
with a task and the person’s emotional response to
the job itself. It can also be the mentality one has
towards one career and a person’s final feeling after
completing a task (Sprung and Jex, 2017). The role
should be rewarding to the degree that a person’s
job fulfills his overriding needs and is compatible

with his standards and values (Dhole and Tipnis,
2013). Job satisfaction has been viewed as a crucial
outcome predictor in organizations, sparking several
surveys that revolve around the context of employee
satisfaction (Singh and Dubey, 2011). Several fac-
tors have been related to job satisfaction, including
efficiency, absenteeism, attrition, etc. This is criti-
cal as the state of mind and values of a person will
influence his or her behavior. However, some major
importance of job satisfaction are; low turnover and
improved employee loyalty, higher productivity,
and increased customer satisfaction (Silva, 2006).

i. Social Learning Theory

The basis of the philosophy of social learning
is that the actions of a person are projected based
on the desires of the person for reinforcement and
the circumstance in which the individual consid-
ers himself or herself. Reinforcement “works to
strengthen the belief that in the future, the rein-
forcement will accompany a specific action or
occurrence” (Rotter, 1966). Rotter submitted that
the sum of actual learning experiences produces a
generalized expectation of whether reinforcement
is controlled internally or externally. These gen-
eralized expectations will result in characteristic
behavioral differences in a situation that is cultur-
ally categorized as chance-determined versus skill-
determined and may act to create individual dif-
ferences in a particular condition. In other words,
people establish an internal or external understand-
ing of the effects of their actions, which in nearly
all cases can affect their potential behavior.

Work Enthusiasm
(WS)

Psychological States
{Js) (PT)

Personality Traits

Employee Job Satisfaction

Js)

Figure 1 — Researcher Conceptual Model
Note — compiled by authors
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ii. Expectancy theory

There are two forms of expectations in this the-
ory; “effort will lead to good results and good per-
formance will lead to incentives” (Kesavayuth et al.,
2015). The first expectation is more of a belief in
personal efficacy, i.e., if he/she is making the effort,
such effort should yield a result. This confidence, in
terms of self-perceived ability on the job, is close to
self-esteem. The second expectation is the percep-
tion that there will be an incentive for good perfor-
mance, i.e., good performers should be rewarded.
Therefore, people with an internal locus of control
supposed to have higher expectations in all varieties
than the externals, i.e. internals will be more likely
to assume that their actions can contribute to good
performance, thus, they should have greater confi-
dence in their competence.

Empirical framework

It is effortless to conclude that in a work envi-
ronment, there is a major locus of control effects
on employee job satisfaction. Numbers of studies
suggest correlations and interactions between locus
of control and workplace employee satisfaction in
dissimilar organizational sectors. According to re-
search carried out by Aghaei et al. (2013) which
geared towards identifying the functions of locus of
control concerning work satisfaction and workplace
burnout. The findings showed that: first, the associa-
tion between workplace exhaustion and personality
style is strongly positive. Secondly, the inverse as-
sociation between workplace fatigue and the locus
of control is significant. Third, there is a significant
inverse relationship between occupational exhaus-
tion and job satisfaction.

In Mahajan and Kaur’s (2012) research, a list was
selected from 150 teachers from various Amritsar
City Colleges in Punjab, India. The research shows
an important link between the locus of control and
work satisfaction of college teachers. Between male
and female teachers, highly satisfied male teachers
have a stronger locus of control relative to highly
satisfied female college teachers. On the other hand,
Dhole and Tipnis (2013) research revealed that the
workplace sense of satisfaction, like work-family
tension, sense of inequality, social support, rapid
shifts in personal or professional life, job culture,
and stress have impacts on locus of control. More
important and regular predators of work satisfaction
among those factors are stress and locus of control.
The complete sample is made up of 60 workers from
the Indian manufacturing industry. The finding re-
veals that there is a negative association between
regulation of the locus of control and happiness at
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work. Chhabra (2013) sought to see how the locus
of control mediates the nexus between job satisfac-
tion and commitment to the organization. The study
sample was 449 IT professionals. Multiple regres-
sion analyses from the report found that job satisfac-
tion and the internal locus of control were positively
linked to organizational commitment. Locus of con-
trol was found to regulate the interaction between
job satisfaction and organizational commitment;
hence, the relationship was better for internals than
for externals.

Research by Hans et al. (2014) on the Sultanate
of Oman’s Locus of Control and Job Level Satis-
faction among teachers of private school. The out-
come suggested that private school teachers were
motivated mainly by an internal locus of control and
that their work satisfaction level is high. Male teach-
ers have been shown to have a marginally better in-
ternal locus of control relative to female teachers.
This study will contribute to this ongoing discussion
spectacularly by investigating the influence of locus
of control on employee job satisfaction in the Nige-
rian service industry.

Methodology

The descriptive survey research design was ad-
opted as the study guide to assess the influence of
locus of control on employee job satisfaction. The
reason for adopting this approach was based on na-
ture, purpose, and to ascertain the degree of the rela-
tionships among the various variables hypothesized.
This study was conducted in the financial service in-
dustry. However, Zenith Bank Plc, Lagos, situated
in the Southwestern zone of Nigeria, was adopted
as the study area. The justification for adopting La-
gos was based on the fact that there is a concentra-
tion of various service industries in Lagos, being
the commercial hub and economic centre of Nigeria
(Abioro, 2016). The total working population for the
study is made up of all the workforce at Zenith Bank
Plc, Lagos, which consists of 1,350 employees. The
major source of data for this study is primary data
garnered through a research instrument of a well-
structured questionnaire used to draw information
from various respondents. Also, the choice of using
a questionnaire as a principal focus of data collec-
tion arises since these sources are widely viewed as
reliable sources for getting information from the re-
spondents. The study adopts statistical techniques of
both descriptive and inferential. SPSS package was
used to analyze the data generated from the survey
carried out.
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Result and Discussion

Table 1 — Analysis of Response Rate

Questionnaires Respondent Percentage I (%)
Returned 296 92.4
Not returned 13 7.6
Total distributed 309 100
Note — compiled by authors

A total of 309 structured questionnaires were
distributed among respondents, of which 296 were
appropriately filled and returned. This implies that

92.4% of questions administered were retrieved.
This implies that the returned questionnaires were
sufficient enough to draw logical conclusions.

Table 2 — Summary Statistics of Locus of Control (LOC) variables and Job satisfaction among N=296 participants

Variables N Mean Std. Deviation
Work Enthusiasm and Job Satisfaction
The enthusiastic workforce is devoted and satisfied with their job compared with
296 3.74 1.24
staff who work to get a paycheck.
An enthusiastic employee puts a lot of energy and effort into achieving organiza- 296 321 185
tional goals.
Enthusiastic individuals believe they have the right set of knowledge, skills, and
. . . 296 3.82 1.75
ability to deliver on the job.
Psychological States and Job Satisfaction
The mental state of an employee is essential for organizational growth and develop-
ment 296 3.11 1.39
;&t:tgrgamzatlons work environment has a significant effect on workers’ emotional 296 347 1.62
A sense of psychological control is an important behavioral factor for employees in
. 296 3.61 1.91
their workplace.
Personality Traits and Job Satisfaction
Employees with high self-esteem perceive their success and failures to be a result
- 296 3.58 1.28
of their effort.
An individual personality will always determine their productivity level. 296 341 1.43
People’s achievements, failures, and outcomes are controlled by fate, luck, and 296 384 1.67
chance.
Average 3.53
Note — compiled by authors

Table 2 revealed the descriptive report of the
variables used in the study. However, the mean val-
ues from the table indicated that the respondents
rated averagely on the statements of evaluation cri-
teria as represented by (mean = 3.53). In addition,
respondents believe that an enthusiastic workforce
will be devoted and derive satisfaction with their
job against those who work for the paycheck (3.74).
Also, an enthusiastic employee committed both en-

ergy and efforts towards achieving organizational
goals (3.21) together to believe that they have the
right set of knowledge, skills, and ability to deliver
on the job (3.82). Similarly, they agreed that employ-
ee state of mind is a critical factor for organizational
growth and development (3.11), the work environ-
ment (3.47), and a sense of psychological control
equally play a major role in the workplace (3.61).
Conclusively, the respondents also believe that an
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employee with high self-esteem agreed that their
success and failure are due to their effort (3.58) and
this will always determine their productivity level
(3.41). Also, they agreed that achievements vis-a-
vis failures of individuals are always controlled by
forces such as fate, luck, and chance (3.84).

Table 3 — Regression results

Test of Hypotheses

Hypothesis 1

Ho: There is no significant effect of work enthu-
siasm on job satisfaction.

H: There is a significant effect of work enthusi-
asm on job satisfaction.

Model Unstandardized Coefficients Sctzlégfi?;f: . Sig.

B Std. Error Beta
| (Constant) 1.194 0.472 2.527 0.012
Work Enthusiasm 0.875 0.060 0.759 14.548 0.000

Notes: 1) Dependent Variable — Job Satisfaction
2)r=10.759; R*=0.576; Adjusted R* = 0.573; F stat =211.631
3) compiled by authors

The result in Table 3 showed that work enthusi-
asm has a significant effect on job satisfaction at (R?
=0.576, Adjusted R>=0.573, P = 0.000). These in-
dicate that work enthusiasm accounted for the varia-
tion in job satisfaction (57.6%). Also, the F-values
statistics (211.631) reveal that the overall equation
is significant at (Sig. level = 0.000; P < 0.05). There-
fore, the null hypothesis (H,) that states that there is

Table 4 — Correlations

no significant effect on job satisfaction from work
excitement is hereby rejected and the alternative hy-
pothesis accepted.

Hypothesis 11

Ho: There is no significant relationship between
psychological states and job satisfaction

H : There is a significant relationship between
psychological states and job satisfaction

Psychological States Job Satisfaction
Pearson Correlation 1 0.805™
Psychological States Sig. (2-tailed) 0.000
N 296 296
Pearson Correlation 0.805™ 1
Job Satisfaction Sig. (2-tailed) 0.000
N 296 296

Notes: 1) **Correlation is significant at the 0.01 level (2-tailed)
2) Note: r = correlation, P= probability

P-value is significant at 0.05 level of significance

P-value < 0.01 = Significant, P-value > 0.01 = Not Significant
*S= Significant and NS= Not Significant

3) compiled by authors

Entry in Table 4 is the result of the Pearson correla-
tion value of the hypothesis at 0.805 (80.5%). It means
that there is a relatively strong positive relationship be-
tween the independent and dependent variables with
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r-value of 0.805 more than 0.05(5%). Therefore, the
analysis supports the hypothesis that states, “there is
a significant relationship between psychological states
of mind of an employee and job satisfaction” and re-
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jects the null hypothesis from the test. Therefore, it is
concluded that the relationship between psychologi-
cal conditions and work satisfaction is significant. The
conclusion would then be to reject the null hypothesis
(H,) and accept the alternative hypothesis.

Table 5 — Regression result

Hypothesis 111

Ho: Personality traits has no significant effect on
job satisfaction

H,: Personality traits has a significant effect on
job satisfaction

Modsl Unstandardized Coefficients Sctilé(fig(r;(iiellzlfj T Sig.

B Std. Error Beta
| (Constant) 2.718 0.484 5.611 0.000
Personality Traits 0.578 0.052 0.662 11.030 0.000

Notes: 1) Dependent Variable — Job Satisfaction

3) compiled by authors

2) R=0.662; R?=0.438; Adjusted R? = 0.435; F stat = 121.658

The analysis in Table 5 revealed the effect of
personality traits on job satisfaction (R? = 0.438,
Adjusted R2=0.435, P=0.000) is significant. These
suggest that personality traits accounted for the vari-
ation in work satisfaction (43.8%) Also, the figures
of F-values (121.658) show that the overall equa-
tion is significant at (sig. level = 0.000; p < 0.05).
Therefore, the null hypothesis (H ) which states that
there is no significant effect of personality traits on
job satisfaction is hereby rejected and the alternative
accepted.

Conclusion

The study examines the influence of locus of
control (LOC) on employee job satisfaction. How-
ever, for any organization to be effective, manag-
ers must keenly pay attention to their employee’s
perception about control and how it affects them
individually because control is a major determi-
nant when it comes to shaping people’s percep-
tions about the fairness of procedures and it is also
an important factor for well-being which can only
be derived in an organization through a satisfying
job. Findings from this study also agree with vari-
ous previous studies like those of (Aghaei et al.,
2013; Chhabra, 2013; Hans et al., 2014). The study
of Aghaei et al. (2013) revealed that the association
between workplace exhaustion and personality style
is positive. Chhabra (2013) also opined that locus of
control regulates the interaction between job satis-
faction and organizational commitment. The study
concludes that the locus of control variables adopted

which are (work enthusiasm, psychological states,
and personality traits) have a positive significant
relationship with job satisfaction. It is worthy of
note to state that an organization will benefit when
an employee is satisfied with his/her job in terms
of increased productivity, commitment, a strong
link between organization objectives, and better
performance by individuals. In the same vein, the
benefits accrued to the employees are; job involve-
ment, sustained motivation, sense of belonging,
and job satisfaction. Based on the findings of this
study, the following recommendations were given;
(1) Appropriate measures should be put in place by
the service industries to organize essential and pro-
ductive on-the-job and off-the-job training for their
employees as this helps to motivate them, sharpen
individual’s perceptions as regards control and also
their personality traits, leading to an increase in or-
ganizational productivity. (2) Managers should be
aware and pay cognizance to what is important for
the employee’s happiness in terms of their welfare
and well-being to encourage and keep them moti-
vated psychologically and mentally, which in turn
helps them to see the opportunities and challenges
around them creatively. (3) Managers should ensure
the right persons with the right emotional and in-
tellectual capabilities are appropriately appointed to
the right job and right positions to avoid frustrations
of the employees, which in the long run leads to in-
effectiveness. (4) It is most difficult to achieve am-
biguous goals. Therefore, organizations should be
specific in setting goals to improve the achievement
orientation of their workforce.

65



Locus of control: an appraisal of employees’ job satisfaction in the Nigerian service industry

References

Abioro M.A. (2016) Impact of employees’ motivation on the operations of Deposit Money Banks in Nigeria. Ph.D. Unpublished
research thesis of the Ladoke Akintola University of Technology, Ogbomoso.

Aghaei M., Asadollahi A., Moezzi A.D., Beigi M., Parvinnejad F. (2013) The relation between personality type, locus of con-
trol, occupational satisfaction and occupational exhaustion and determining the effectiveness of stress inoculation training (SIT) on
reducing it among staffers of Saipa Company. Research Journal of Recent Science, vol. 2(12), pp. 6-11.

Ariza-Montes A., Leal-Rodriguez A.L., Rodriguez-Félix L., Albort-Morant G. (2017). Can an internal locus of control and
social support reduce work-related levels of stress and strain? Journal of Occupation Environment, vol. 59(3), pp. 903-912.

Chhabra B. (2013) Locus of control as a moderator in the relationship between job satisfaction and organizational commitment:
A study of Indian it professionals. Organizations and Markets in Emerging Economies, vol. 2(8), pp. 25-41.

Coleman D.F., Irving G.P., Cooper C.L. (1999) Another look at the locus of control- organizational commitment relationship:
it depends on the form of commitment. Journal of Organizational Behavior, vol. 20(6), pp. 995-1001.

Dhole V., Tipnis J. (2013) Role of stress and locus of control on job satisfaction among employees with special reference to
manufacturing industry. International Journal of Social Sciences & Interdisciplinary Research, vol. 2(1), pp. 93-105.

Gore J.S., Griffin D.P., McNierney D. (2016) Does internal or external locus of control have a stronger link to mental and physi-
cal health? Journal of Psychological Studies, vol. 61(2), pp. 181-196.

Hans A., Mubeen S.A., Al-Ghabshi M.A.S. (2014) A study on locus of control and job satisfaction in private international
schools in Sultanate of Oman. International Journal of Application or Innovation in Engineering & Management (IJAIEM), vol.
3(1), pp. 91-98.

Hsieh H.L., Hsieh J.R., Wang L.L. (2011) Linking personality and innovation: The role of knowledge management. World
Transactions on Engineering and Technology Education, vol. 9(1), pp. 38—44.

Igbeneghu B.I., Popoola S.O. (2011) Influence of locus of control and job satisfaction on organizational commitment: A study of
medical records personnel in university teaching hospitals in Nigeria. Journal of organizational work behavior, vol. 23(4), pp. 56-78.

Imran A. (2019) Personality traits, individual innovativeness and satisfaction with life. Journal of Innovation and Knowledge,
vol.4(2), pp. 38-46.

Judge T.A., Church A.H. (2000) Job satisfaction: Linking theory with practice. Journal of Industrial and organizational psy-
chology, vol. 8(2), pp. 166-198.

Kesavayuth D., Rosenman R.E., Zikos V. (2015) Personality and health satisfaction. Journal of Behavioural and Experimental
Economics, vol. 54(5), pp. 64-73.

Konovsky M. (2000) Understanding procedural justice and its impact on business organizations Journal of Management, vol.
26(3), pp. 489-511.

Kutanis R.O., Mesci M., Ovdur Z. (2011) The effects of locus of control on learning performance: A case of an academic orga-
nization. Journal of Economic and Social studies. vol. 1(2), pp. 114-136.

Mahajan N., Kaur J. (2012) Relationship between locus of control of college teachers and their job satisfaction. International
Journal of Applied Psychology, vol. 2(5), pp. 98-103.

McCrae R.R., Costa Jr.P.T. (1999) 4 five-factor theory of personality. Handbook of Personality: Theory and Research, London:
Pitman Publishing.

Meier L., Semmer N., Elfering A., Jacobshagen N. (2008) The double meaning of control: Three-way interactions between
internal resources, job control, and stressors at work. Journal of Occupational Health Psychology, vol. 13(3), pp. 244-258.

Nielsen M.B., Einarsen S.V. (2018) What we know, what we do not know, and what we should and could have known about
workplace bullying: an overview of the literature and agenda for future research. Journal of Aggressive Behaviour, vol. 42(6), pp.
71-83.

Rai A., Agarwal U.A. (2018) A review of literature on mediators and moderators of workplace bullying. Agenda for future
research. Journal of Management Research Review, vol. 41(3), pp. 822-859.

Rotter J.B. (1954) Social learning and clinical psychology. International Journal of Psychology, vol. 56(7), pp. 345-456.

Rotter J.B. (1966) Generalized expectancy for internal versus external control of reinforcement. Psychological monographs:
General and applied, vol. 80(1), pp. 119-205.

Silva P. (2006) Effects of disposition on hospitality employee job satisfaction and commitment. Journal of Contemporary Hos-
pitality Management, vol. 18(4), pp. 317-328.

Singh A.P., Dubey A.K. (2011) Role of stress and locus of control in job satisfaction among middle managers. The IUP Journal
of Organizational Behavior, vol. 10(1), pp. 42-56.

Sprung J.M., Jex S.M. (2017) Work locus of control as a moderator of the relationship between work stressors and counter
productive work behavior. International Journal of Stress Management, vol. 19(6), pp. 272-291.

66



