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Abstract

The presenstudyexaminel how the Five Factor Model (FFM)ersonalitytraitsinfluencethe
stress proces=xperiencedby manufacturingvorkers(N=439) inthePe op |l eds Republ i c
(PRC) More specificallythe mediating effects from perceived stressors (interpersonal conflict,
guantitative workload, and role conflict, and role ambiguity) on the relatiosisatpreerthree
FFEM traits (neuroticism, extraversion, and conscientiousn@#sstrains (depression, emotional
exhaustion, and job satisfactiomg¢re examinedl'he moderating effects of three FFM traits on the
relationships between perceived stressodssarains were also examinddierarchi@al multiple
regression analysesd multiple mediation bootstrap analyses were conducted to examin
hypothesesThe results indicated that FFM trardated tchow individuals perceive stressors.

Perceived role cohtt mediated the relationships between neuroticism, with job satisfaction.



Personality and stress 3

Occupationalgsessi s bel i eved to have det r-beimpand al ef
on organizational outcomes, such as performance and turnover (Lu, Sagper, 2005). Iis
alsobelievedto reduce productivity anshcrease healthcare costs, rates of absenteeism and
turnover, and oithe-job accidents (Jex, 2002, p79).Additionally, it is estimated thaitillions of
dollars hae been extracted froitihhe U.S. economylue tooccupational streselatedissuege.g.,

Aldred, 1994; Mulcahy, 1991More and more statdgverecognized the legitimacy of
psychologicaktrainscaused by stressful work environmetitatare not onlyphysicalin nature
(i.e., not just due to high workloads owverly demanding supervisoiherefore, it is clear that
working under stressful working conditiohasan important and real impact on employees,
organizations, and society (Jex,180).

In occupationattress researcfrom a stimulugresponse definitiorstresgeferstoii t h e
overall process by whichtbeor Kk envi ronment may negatively ir
182).Stressos and strais are involved in the stress proceAsst r essor i s defined ¢
of work environment that may require some ada
182).Role stressors (i.e., role ambiguity and role conflict), workload, interpersonal conflict,
organizational constraints, job autonomy, and participativesid&cmaking are commonly studied
job-related stressorgé€x,p. 189).Strainsrepresentia mul t i tude of mal adapt
may r eact Jexp. 182). straisssare typcally ¢ategorized into three types:
psychologicali.e., frustration and depressiophysical(i.e., headachepand behaviordi.e., job
performance, absenteeism, and turno(@ax,p. 183).

Historically, the causalityn the stressestrain modelivas believed to flow from stressors
as stimuli to sa@ins as outcome¥¢llrath, 200). However, sme researchers also suggest that

stress does not always result directly from the source of pressure (a stressor) itself, but also from
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i ndi v pedception ef thastressofLu et al., 2005)Thereforejt is commornin stress research
touseself eport measures of perceived stress when

More and more studiegeexaminng how personality affestthe stress process
experienced by workers and people in gen®atsonality isnow commonlyiewed asan
important determinant of health and psychological outcdB@ger & Zuckerman, 199%4aslam,
Whelan, & Bastian, 20Q09Type A/B behavior pattern&anster, Schaubroeck, SindéeMayes,
1991 Jamal, 1999 ee, Ashfod, & Jamieson, 1993ndother personalityraits such akcus of
control(Cauce Hannan & Sargeant, 199Parkes, 198 Srivastava, 20Q7and hardiness
(Callahan, 2000; Pengilly & Dowd, 2000; Vogt, Rizvi, Shipherd & Resick, phage all been
shown tainfluence how a person is affected by str&ecently,Five Factor ModelKFM) traits
have also been studied in the stress proeegs Bolger & Zuckermar€onard & Matthews, 20Q8
Grant & LangarFox, 2007; Miller, Griffin, & Hart, 1999 Building on ths literature, he present
studyexaminedhow FFM traits influence the stress process.
FFM Traits and the SressProcess

The concept ofheFFM traits( e . g . , -F t hie mdstBomgnonly associated with
McCrae and Costél986). This multifactormodelincorporates the five tragharacteristics of
openness to experience, conscientiousredsaversion, agreeableness and neuroti¢idoCrae
& John, 1992Penley& Tomaka, 2002)Opennesss related to curiosity, and willingness to try
new things McCrae& John;Penley & Tomaka). Conscientiousness is related to persistence,
carefulness, responsibility, and hardwavicCrae & JohnBarrick & Mount, 1991). Extraversion
is related to hieg energetic and talkativéicCrae & JohnPenley & Tomaka)Agreeablenesis
related to bimg kind, generous, and forgiving/icCrae & JohnPenley & Tomaka). Neuroticism

is related to hostility, anxiety, and depressibltCrae & JohnPenley & Tomaka).
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Past research has shosgveral of thesEFM traits to be impdant individual
characteristisin the stressr-strain procesg~or exampleBolger and Zuckerman (1995)ggest
there are two stagestinestress processtressr exposureand reactivityfiExposure is the extent
to which a person is likely to experierestressful event. Reactivity is the extent to which a person
is likely to show emotional or physicadactions to a stressful everiBolger & Zuckermanp.
890).Stressr exposure may mediate the relationship between FFM traits and reactivity. FFM
traits may moderate thefluence ofreactivityon strain At present, at leastvo FFM traits,
neuroticism(Bolger & Zuckerman, 1995) and conscientiousness (Miller, Griffin & H99)
appear to play a role in both of these stages.

BolgerandZuckerman(1995)examinedhe relationship ofieuroticismwith interpersonal
conflicts as the stressor, apslychological distresacluding anger, anxiety, and depressasithe
outcoms. Ther result foundthatneuroticisminfluenced botlstressor exposure and reactivity
More specifically, Buroticismwas associated with higher levelsimterpersonal conflicte/hich
led to higher levels of anger and depression. Neurotiaisoomoderted the relationship between
interpersonal conflicts and anger and depression. The nature of this moderation was such that the
relationship between conflicts and the negative outcomes was more pronounced for those with
higher levels of neuroticisniHence the FFM trait of neuroticisehoweda mediatng and
moderatingeffect in the stress-strainprocess r om Bol ger and. Zucker manodo

BolgerandZuckerman (1995howeverponly examinedhe influence of one FFM trait,
neuroticism, and ongtressor, interpersonal conflidiheremainingtraits in the FFM framework
and many other types obmmonstressors (e.g., workload, ratenflicts, role ambiguityneed to
be considereds we attempt to more fully understand the linkage betwessopaly traitsand

occupational strest addition, aher outcomes need to be studied, such as physical hidadtbs
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and job satisfactiarMi | | er et al . 6s (1999) study provided
traits on both stressor exposure andtigay stages. Miller et al. examined tb&ect influenceof
conscientiousness guerceived workload and role clarity. The moderating effect of
conscientiousness on the relationship between perceived stressors and both psychological distress
and job sasifaction was also examined. Miller etfalundthat conscientiousness$feced
indi vidual s0 e x @oossientioasndsowas atsd feundomdeaateithe gffect of
reactivity toward role clarity on both psychological distress and job satisfaction.

A recent study done b@rant and Langafox (2007)furtherexpaned theknowledge
base in this are&xaminng both mediabn and moderabn, they found that gtraversiondirectly
affected physical health and job satisfactwoml that Buroticismdi r ect |l y i nfl uenced
perceptions ofuturejob ambiguityand reportedubstance use, rot@nflict, job underutilization,
behavioral disengageme and physical healtliGrant and LangafRoxd s anal ysi s al so
demonstrated thahé relationshippetweemeuroticism and physit&ealth was mediated by
reportedrole conflict and substance usgonscientiousness watsofound to moderate the
relationshipbetween perceivele ambiguity and confli¢wvith job satisfactior{detail will be
discussed imlater sectioh Grant and LangafRoxd s  sptovidédyfurtheevidence that FFM
traits may be involved at various pointgie stress process as diredtuancers, mediators, and
moderator®f other process variables.
The Present Study

Although empirical support exists for the importance of personality characteristics in the
stress procedg.g., Bolger & Zuckermari,995; Grant & Langai#frox, 2007) most of this support
comes from studies with samples from Western populations (Berg & Piatariu, 2ZA8%)roblem

of occupational stress especiallyrelevant for countriethatare undergoing enormous economic
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and social changes, such asfhe o pRepublis of ChinaRRC Lu et al., 2005; Siu, Spector,
Cooper, Lu, & Yy2002).Data suggedhat accupational health researchers, managerial
executives, and government policy makierthe PRChavenoticed the importance of
occupational stresShanfa, Sarks, & Cooper, 1998However few studies havextended the
existing literature on western population, @xdminedow personality characteristics such as the
FFM traits play a role in the stressstrain process i€hinesgoopulationssuch as the PRC
Therefore, there ialack ofexisting theoretical or empirical evidence to draw from in this regard.
The purpose othie present studyhereforejs toinvestigate the relationships between FFM traits
and stressor and strain constrdotsnd inexisting Westersbased findings in a sample from the
PRC.

Based on the previously discussed research which suggests that FFM traits may play both
mediating and moderating roles in the perceived siredgin processHigure 1lpresentshe
hypothesizedole of FFM traitsin theperceived stress-strainprocessin general, and pulling
from existing theory-FM traitsare expected timfluence the perception of stressors aratlerate
the relationship betwegrerceivedstressrsandstrainrelatedoutcomes includingtatudes and
healthrelated symptomsThese expected mediating amdderating influencearebased on
previous research that has shasemeF FM tr ai t s t o iexpodurew®thee i ndi vi
stressors which will lead to tlmitcomeswhile other FFM traits have been shown to buffer or

exacerbate the effect of stressors on strains
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Figure 1

General Model of the FFM Traits in the Str&tsain Process.

Strains/
Outcomes

PerceivedStressors

. PerceivedNorkload Depression
., PerceivedRole ambiguity " Emotional
. PerceivedRole conflict " exhaustion
, Perceivednterpersonal . Job

conflict satisfaction

Note.N = neuroticism; E = extraversion; C = conscientiousness.

Building onprevious work in thisrea, the present study most closely exd@ualger and
Zuckermanodés (1995) sfodypysafi@O0Gi7andestelnd wiL &a hg an
sample of participants by hypothesizing and testing a more complete model that incorporates both
moderation and méation components and three of the five FFM traits (neuroticism, exgiawn,
and conscientiousness). The personality traitpehoess to experience and agreeableness were
not included in the present research because few existing studies have shewetbasality
traits to play any consistent role in the stressmain process.

Specifically, the prceved stressors of interest in the presgatly included interpersonal
conflict, workload, role ambiguity, and role conflict. Outcomes included depressinotional
exhaustion, and job satisfaction. The following sections provide support for the generally

hypothesized paths summarized in Figure 1.
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Neuroticism

According to McCrae and John (1998guroticism firepresents individual differences in
the tendency to experience distressid in the cognitive and behavioséyles that follow from this
t e n d e nl®5) Neurptjism is related to negative emotionality, and is in contrast with
emotional stability. Individuals with higheuroticism are more Iy to havenegativefeelings
including anxety, nervousessworry, sachess and ten®n (McCrae & JohnPervin & John,
1999).Individuals with low neuroticism do not necessarily hbettermental health, but are more
likely to be calm, relaxed, evaempered, andenerallyunflappable (McCrae & John)

Previous research has shomauroticismto benegativelyrelatedwith job satisfaction€.g.,
Judge, Heller, & Mount, 2002/an denBerg& Piatariy 2005 Watson & Slack, 1993and life
satisfaction (Hayes & Joseph, 2008uroticismhas also been shown to bpawerful predictor
of depressionGonard & Matthews, 200&Enns & Cox, 1997GolderKreutz & Anderson, 2004,
Hayes & Josephan denBergé& Pitariu Vearing & Mak, 2007, and significantly angosiively
related tassomatic complaintévan denBerg& Piatariy. Researclalsosuggests that individuals
with higherlevels ofneuroticismwill perceive or be willing to complain more aboutdiy
sensationsWatson & Pennebaker, 198% is clear thanheuroticismis negatively related to job
satisfaction and positively related to heaikthated symptoms, such as depression and somatic
complaints.

Conard and Matthew2008) found additional support foa direct and positive relationship
betweemeuroticismandreportedstressMiller et al.(1999)alsofound thatheuroticismwas
positively related tperceivedvork oveloadandnegatively related to role claritrant and
LanganFox (2007) found that neuroticism was positively related to role coniloth in turn led

to higher physical symptomatolodyinally, as already mentioneBlplger and Zuckerman (1995)
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foundthatindividuals with higheneuroticismshowed greater expoguto interpersonal conflict
andgreater angeand depressiowhen reaahg to the interpersonal conflicthese studies showed
a consistent result thhtgh neuroticism leasito greater perceived stressworsich in turn lead to
greater strains.

Based on tese existing findingdt appears that neuroticism has potentially direct effects
on important healtnelated outcomesind on perceived stressarhich will lead to strainslt also
may function as a moderator of the relationship betyeeceivedstressos and strais. As such,
the present studyas designed ttest the hypothesis thedividuals with higheneuroticism will
report higher levels of perceived str@sthan individuals with lower neuroticisrandthatthe
perceived stress will lead togher levels of straindut lower levels of job satisfactioRigure 2
summarizes th effect of neuroticism in the stressirain process. Hypotheses westated more
formally below

Figure 2

ProposedModel of the Effect of Neuroticism (N) on Stré3socess.

, Depression
, Emotional
exhaustion

Perceivedstressors

, PerceivedNorkload
. Perceivedrole ambiguity
, PerceivedRole conflict
, Perceivednterpersonal
conflict

, Job
satisfaction

Hypothesisla: The relatioship betweemeuroticism angbsychologicaktrainsis at least

partially mediatd bya p e rperceined stresss Higherlevels ofneuroticismare
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associated with higher levels of perceigtassrs a perceptionvhich leadto higher
levels of depression and emotional exhaustion
Hypothesislb: The relatioship between neuroticism and job satisfaction is at least
partially mediated by a personds perceive
associated with higher levels of perceived stressgpsrceptionwhich lead to lower

levels of job satisfaatn.

Additionally, Penley and Tomaka (2000) found that neuroticismmvegstively associated
with perceived coping ability. According to Folkman and Lazarus (1980), copingd ef i ned as
cognitive and behavioral efforts made to master, tolerate, ocesgkternal and internal demands
and conf |l i c (ps223aPnablengfociusédeopiagttempts to directlymanage the
source of stres@.e., the stressor), whilevotionfocused coping isypically targeted &
management of o n eraldistess fi.earfarneaf strand sueh msodepressjon

Research has shown that neuroticism is positively associated with erfumtised and
avoidance coping @amnegatively associated with problefiocused copinggd . g. , OO0 Bri en &
Delongis, 1996Vollrath, Torgersen, & Alnaes, 1995; Watson & Hubihat99§. Given that
neuroticism is linked with a negative general appraisal tendency and ineffective coping,
neuroticism is likely tancreasehe positiveeffect of perceived stress on strains regardiésise
types of perceived stress.

Severabtudies haveentified a stresgxacerbating effect from neuroticism. For example,
Hudiburg, Pashaj, and Wolfe (1999) found that the effect of computer stress on anxiety and
somatic symptomatologyas differenon individuals with different levels of neuroticisiore

specifically, the positive relationship between computer stress and anxiety and somatic
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symptomatology wasiore positiveon individuals with higher levels of neuroticisBolger and
Zuckerman (2005hound that neuroticism moderated the relationship between interpersonal
conflicts and distress including anger and depres3iba positive relationship between
interpersonal conflict and distress was more positiiadividuals with higher levels of
neuwoticism. Therefore neuroticismwas expected to enhance the positive effect from perceived
stressors on straird negativeféect on satisfaction

Hypothesia: Neuroticism moderagghe relationship betwegrerceivedstressrsand
psychologicaktrains such thaperceivedstressrshave a mor@ositiveeffect on
psychologicaktrainsfor those with high levels of neuroticism than for those with low
levels of neuroticism.

Hypothesi2b: Neuroticism moderagghe relationship betwegrerceivedstres®rsand
job satisfactionsuch thathe perceived stressors have a more negative effect on job
satisfactiorfor those withhigh levels of neuroticism than for those with low levels of
neuroticism.

Extraversion

Extraversion is related t n ep6sgive emotions (Pervin & John, 1999) and interactional

orientation {.e., the way in which people relate to oth&aucier, 1994). Therefore, individuals
with high extraversionaremore likely to be talkativandoutspokenseek excitemeninteract
with people, and enjoy social interactiodMcCrae & John, 1992Pervin & John). Researdtas
foundextraversiorto benegatively related to depression and somatic compl@/iais denBerg&
Piatariy 2005. Additionally, research found thaxtraversiorwas positivelyrelated tgob

satisfaction Judge et al., 2002/an denBerg & Piatariy Watson & Slack, 1993he previous
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findingssuggestethat extraversion would be negatively associated with psychological strains and
positively associated with job satisfaction.

Hemenover (2001) found that extraversion was associated with a positive [igptess
which led togreater reliancen the posive features showed in the stressémsother word, the
positive processing bias would I|Iikely direct
from negative contentherefore, individuals with higher levels of extraversion may report lower
level of perceived stressors because their attention is on more positive conterd plogitive
processing bias.

Vollrath, Knoch, and Cassaii©999) found that extraversion was associated with lower
appraisal of daily hassles and lower levels of pgetkhealth risks. Howevefonard and
Matthews (2008) found thaixtraversion was positively correlated with worklo@tde workload
variable contained number of work hours per week, current number of academic credits, number
of hours spent per week in spgrand time spent in student activiiesmmunity service oother
activities Further examination indicated that extraversion was only positively related to hours
spent in sportsTherefore, ConardndMat t hews és finding was not <cor
positive processing biakdividuals with higher levels of extraversioanstill beexpected to
report fewer levels of perceived stressors.

Accordingly,the present studgsedthe hypotheses #tindividuals with higher level of
extraversiorwould reportlower levels ofperceived stressotBanindividuals with lower level of
extraversion.The lower levels of perceived stresseas then expected tead tolower levels of
psychological straindyut higher levels of job satisfaction. Figl@eummarizeshe effect of

extraversion in the stresssirain procesHypotheses were stated formally below.
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Figure 3

Model of the Effect of Extraversion (E) on Stress Process.

, Depression
, Emotional
exhaustion

Perceivedstressors

, PerceivedNorkload
, PerceivedRole ambiguity
, PerceivedRole conflict
, Perceivednterpersonal
conflict

, Job
satisfaction

Hypothesis3a: The relatioship betweerextraversion anghsychologicaktrainsis at least
partiallymediated bya p e r s 0 n GstessoseHigleeelavealsefdextraversioare
associated withower levels of perceivedtressorsa perceptiorwhich lead to lower
levels of depression and emotional exhaustion

Hypothesis3b: The relatioship between extraversion ajab satisfactions at least
partially mediated by ighepevalsofextiraversignare cei v e
associated with lower levels of perceived stressopgrceptiorwhich lead to higher

levels of job satisfaction.

Additionally, individuals with highelevels of &traversionwere expected to have more
social supportesourceshan individuals with loweextraversion More specifically, some
research on personality and coping found that extraversion is positively related to emotional and
instrumental social support seekirgygd(.,Vollrath et al., 1995; Watson & Hubligr1996.)Social
support is associated with psychological benefits which can decrease the effect dbaitlesan|

Shrout, & Bolger, 2006).



Personality and stress 15

Research found that extraversion was positively related to preblaimsed and
emotionrfocused copingg.g.,0 6 Bm & Delongis, 1996; Penley & Tomaka, 200R2gnley and
Tomaka found that extraversion was positively related to perceived coping &ifityer, Penley
andTomaka found that individuals with higher level of extraversion reported higher satisfaction
with how they handled the stressdvieCrae and Costa (1986) found that individuals who used
more effective ways of coping reported higher level of happiness and life satisfaction.

Thereforethe existing literature suggests teatraversion caserve tanfluencethe
negativeeffect of perceived stresss on both strainsand satisfactionGiven that extraversionas
been found to be related agpositive general appraisal tendency, it is likelyettucethe positive
effect of perceived stressson strains andegative effect osatisfactiordespitethe types of
perceivedstressors.

Hypothesigta: Extraversion moderasehe relationship between perceived stoesand
psychologicaktrairs, such thaperceived stressors have a less positiveetie
psychologicaktrains forthose with higher levels of extraversion than for those with
lower levels of extraversion.

Hypothesis 4bExtraversion moderagehe relationship betwegrerceived stresssand
job satisfactionsuch thaperceived stressors have a less negative effect on job
satisfaction fothose with high extraversion than for those with low extraversion.

Conscientiousness

Conscientiousness isp@rsonalitycharacteristic related to socially prescribed impulse
control (Pervin & John, 1999), persistence, carefulness, responsibilitierasehcy to be
hardworking (Barrick & Mount, 1991). This characteristic enhancesdskted and

goaldirected behaviors.herefore, individuals with higbonscientiousness are more likely to
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think before aghg, perform behaviors gilanningand organizing tasks, delay pleasure, and
follow norms and rulesMcCrae & John, 199Zervin & John).

Conscientiousness was found ®riegatively associated with depressive symptoms
(Hayes & Joseph, 200%earing& Mak, 2007). Research has also found tmaiscientiousness
was positively related to the job satisfaction (elgdge et al., 200%/an denBerg& Piatariy
2005 and life satisfaction (e.g., Hayes & JosepBpsed on the previous findings,
conscientiousness may have a direct negatively effect on frekdtad strains and a direct
positively effect on job satisfaction.

Individuals with higher conscientiousness are beli¢gezkperience fewer disruptions and
less stress (Friedmaat al, 1995).Vollrath (2000) found that conscientiousness was associated
with fewer daily hassleMiller et al. (1999) found thatanscientiousnedsas beerfiound to be
significantly and positivig related to role clarityExtending from these findings) the present
studyit washypothesizd thatindividuals with higher level ofonscientiousnessauld report
lower levels of perceived stressdfsirther, he lowerperceived stressovgere expedd tolead to
lowerlevels ofpsychologicaktrains but higher levels of job satisfactidfigure4 summarizes th

effect of conscientiousness in the streain procesdHypotheses were stated formally below.
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Figure 4

Model of the Effect ofConscientiousness (C) on Stress Process.

, Depression
, Emotional
exhaustion

Perceivedstressors

, PerceivedNorkload
., Perceivedrole ambiguity
, PerceivedRole conflict
., Perceivednterpersonal
conflict

, Job
satisfaction

Hypothesisha: The relationship betweaonscientiousness apdychologicaktrainsis at
least partiallynediated bya  p e rperaeinedssessorsHigher levels of
conscientiousnesgeassociated with lower levels of perceived stressdangh lead to
lower levels of depression and emotional exhaustion

Hypothesisbh: The relationship between conscientiousness and job satisfaction is at least
partially medi at e dtressors. Highgriewvelsan6s percei ve
conscientiousness are associated with lower levels of perceived stressors, which lead to

higher levels of job satisfaction.

Additionally, Penley and Tomaka (2002) found that conscientiousness was positively
associated with perted coping ability. Research has shown that conscientiousness was
positively associated with problefacus coping and negatively associated with avoidance coping
(e. g. , =lBngis, £996; Renley & Tomakd&/atson & Hubbard, 1996Given that the
naure of conscientiousness (achievement striving, orderdssipline, and responsibility),

positive appraisal tendency, and the probfecused coping strateggonscientiousness is likely
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to redwethe effect of perceived stress on psychological stragardless of the types of perceived
stress

Several studies indicated the moderating effect of conscientiousness on the perceived
stressorsstrains process. For exampBrant and Langafox (2007) found that conscientiousness
changedhe effect of roleambiguity on job satisfactioMore specifically, he negative
relationship between role ambiguity and job satisfaction was less negative among individuals with
higher level of conscientiousneddiller et al. (1999) found that the effect of role clarmty both
psychological distress and job satisfaction was changed by the level of conscientiousness. More
specifically, the negative relationship between role clarity and psychological distress was less
negative among individuals with high level of consdmugness. The positive relationship
between role clarity and job satisfaction was less positive among individuals with high level of
conscientiousness.

However, Grant and Langdfox (2007) foundhatconscientiousnesgorsenedhe effect
of role conflict o job satisfactionvhich was contrary to their hypothesis axgbectedo be a less
negative relationshimentioned aboveThe negative relationship between role conflict and job
satisfaction was more negative among individuals with higher level of catiecienessGrant
and Langarfox suggestedhat individuals with high conscientiousness might be unable to retain
their rigorousness and high standard of performance under the existing of role conflict, and in turn
led to poorer job satisfaction.

Previousstudies showed a both negative and positive moderating effect from
conscientiousness on the relationdb@weerperceived stressors and straifise present study
reexamind Grantand Langak o x 6 s (2007) original hypotheses

of conscientiousness on the relationship between perceived stressors anBsisaitien the
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nature and the coping strategfyconscientiousand the previous finding®aut conscientiousness
it was expected irhe present study thabnscientiousvould reduce theositiveeffect from
perceived stressors on straargl the negative effect on satisfaction

Hypothesis 6aConscientiousness modersitke relationship betvem perceivedtressors
and psychological strasnsuch thaperceived stressors havéeaspositiveeffect on
psychological stainfr thosewith higher levels of conscientiousness than for those
with lower levels of conscientiousness.

Hypothesish: Conscientiousness modersthe relationship between perceiv&dessors
and job satisfaction, such thagrceived stressors have a less negative effect on job
satisfaction fothose with higher conscientiousness than those with lower
conscientiousness.

Method
Participants and Procedure

Oneexistingdata set collected fromrganizationsn the PRC wasused to testhe
hypothesef the present studyhe data setvascollectedas part of a larger project duriag
consulting project inhe PRC Prior to analyses, approval was obtained fromathet h or 6 s
university Institutional Review Board (see Appendix B)

Participants were 449 manufacturing employees at an organization in the PRC.
Participantsd age ranged df30@D-6126). Sixtgfivepprcente ar s
(n=293) of participants were maleducation participants received ranged from O to 19 years,
with a mean education of 11 yeaB)=2.66).Par t i ci pant s dangedfiork 1te38per i e
years, with a mean of grs §D=5.99).P ar t i cenysednrthe srganization ranged from 1 to

30 years, with a mean of 7 yea8D(= 4.43). Tenure on the current position ranged from 0 to 21
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years, with a mean of 5 yeaSd= 3.78).Eighty percent of participants wesagle (= 358).
Participantso working hours per week SDanged f
13.40). Most participants worked for either 40 hours per weekld8; 33%) or 64 hours per week

(n = 96; 21%).

All measures were translatedo Simplified Chinese charactand backiranslated to
check for content accuradpemographics and perceived stresgwhkidinginterpersonal conflict,
workload, role conflict, and role ambiguity were collectéggroximatelythreemonths before the
collection of outcomes including job satisfaction, emotional exhaustion, and depré&ssasores
involved in the present studye described belaw
Measures

All items for the followingscales are presented in Appendix A.

FFM traits. Three eightitem subscales ahe Mini-MarkersFFM traitscale(Saucier,

199%) were used for measuring the traits of conscientiousness, extraversion, and neufdtgism.
Mini-Markersscaleisas hor t er v er si on 106ifemssadodabseassgFéM (199 2)
traits. The Mini-Markersscalecontains 40 adjectives for assesdimg five FFM traits. In the

present study participants responded to 24 adjectives that described the three traits of, neuroticism
(unenvious, moody, and enviousktraversion (i.etalkative,quiet, and shy and

conscientiousnegse., organized, efficient, and disorganized)

Respondents were asked to fadev accurately th4 unipolaradjectivesdescribe the
respondents at the present tioreanine-point scale ranging from Extremely iaccuratg to 9
(extremely accura)eTheestablished internal consisterrgjiabilitiesfor the conscientiousness,
extraversion, and neuroticism subscales.83, .83, and 78respectively (Saucier].he best

rel i abil ity es dphapabtaieedn tlie Gresem diudyere.@3$or neuroticism
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afterremovingitem 5(Relaxedland item §Unenviou$, .63 for extraversion after removing item
5 (Quied, and .81for conscientiousness

Interpersonalconflict. Thefour-item Interpersonal Conflict Work Scale (IBWS) from
Spector and Jex (1998) was used to meashis construcilThis scaleassessesow well the
respondent gets along with others at wamkts initial validat on st u d y estalilisheds s c al ¢
internd consistencyeliability was .74in its initial validation studySpector & Jex)Respondents
were asked to indicate how often getting into arguments with others occurs aHewrkften
othersfiact nastgis also included in the scalearticipants responded each item dive-point
scale ranging from Ineve) to 5 {very often. The internal consistency reliability for this scale in
the present study wai8.

Roleconflict. Five adaptedtemsfrom Rizzo, House, and Kirtzmangl970)original Role
Conflict and Ambiguity Scale wengsed to measure this construstcording to Rizzo et al.
(1970), role conflicivasdefinedfii n t er ms of t he dncangruercyoons of
compatibility-incompatibilityin the requirements of the role, where congruency or compatibility is
judlged relative to a set of standers or conditi c
Role conflict is related to the existence of competing and inconsistent expectations of a particular
role. The internal consistency reliability for this subscaesviound to range from .70 to .85
(GonzalexRoma & Lloret, 1998; Kelloway & Barling, 199(Participants were asked to answer
each statement on a sevaoint scale ranging from V/éry falsg, 2 (false, 3 (somewhat falge4
(neither true nor falsg 5 (somewhat trug 6 (rue), to 7 {ery trug. The higher score represents
higher level of role conflictThe internal consistency reliability for this scale in the present study

was.79.
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Roleambiguity. Fi ve adapted items fr oRoleRonticand et al
Ambiguity Scale were used to measure this constAadording to Rizzo et al. (1970jole
ambiguity wa defined as the extent to which an individual is unclear about theesplensibility
and requirement&ndthe predictability of theole performanceTlhe internal consistency
reliability for this subscale was found to range from .78 to @ihgalexRoma & Lloret, 1998;
Kelloway & Barling, 1990)Participants were asked to answer each statement on agssaen
scale ranging from véry false, 2 (falsg, 3 somewhat falge4 (heither true nor falsg 5
(somewhat trug 6 {rue), to 7 (ery trug. The higher score represents lower level of role
ambiguity.Therefore, the scores of all five items were revershd.internal consistency
reliability for this scale in the present study wés.

Workload. Thefive-item Quantitative Workload Inventory (QWI) from &por and Jex
(1998) was used to measure thisconsfructa s sessi ng oneds perception
have to doTheestablishednternal consistencseliability for this scales .82 (Spector & Jex).
Respondents were asked to indicate how adtarh item occur$articipants responded each item
on afive-point scale ranging from leiss than once per month or never5 (several times per
day). Higher scores represent a higher level of workl@dwet internal consistency reliability for
this scale in the present study wa&

DepressionA shortered eightitem version of theull 20-item Center for Epidemiologic
StudiesDepressioi{CESD) Scaledeveloped byradloff (1977) vasused to measure this
constructCESD scale is designed to measure-sefforted depressive symptomatology in the
general populatiorin a previous study, ehinternal consistency reliabilitf this brief measure
ranged from .86 to .92 (Wang, 200If) the preseistudy, espondents were asked to rate the

frequency of experienced depressive symptdorgg the pasiveek on a 4ont scale ranging
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from 1 (Rarely or none of the timé&ess than Hay), 2 (Some or a little of the timel-2 days, 3
(Occasionally or a moderate amount of the tii3& day$ to 4 (Most or all of the time5-7 days3.
The internal consistency reliability for this scale in the present studyARasdter removingwo
reversecoded itemsitem 4( Yiou enjoyed lifé and item § Yiou were happy.)

Emotional exhaustion The nne-item Emotional Exhaustio(EE) sulscale from Maslach
Burnout InventoryMBI) (Maslach & Jacksorl98l) wereused to measure this construct.
According to Maslacland JacksarEE subscale is designeditneasure feelings of being
emotionally over ext end edtens wate weitieinas statements by one
associated with i ndi Vheidterrmlcensistehcylieility forghéss or at t i
subscalevas foundtobe 85 i n Pl atsi dou and Agaliotisods (2
Tomi c0s ( Parxipants veete astked to response items on gbuds scale ranging
from 1 (strongly disagreg 2 (moderately tagree), 3 (slightly disagreg 4 (neutral), 5 (slightly
agreeg, 6 (moderately agreeto 7 (strongly agreg The higher scores represent higher degrees of
experienced burnouthe internal consistency reliability for this scale in the present studyd@as

Job satisfaction The eightitem versionof the Abridged Job in General (AJIG) scale
developed byrussellet al, (2004) was used to measure this constivt. AJIG scale is a shorter
version of Job in General (JIG) scale. The alpha coefficient didle scale is .87, and
correlation between AJIG and JIG is .97 (Russell etE19AJIG scale is designed to measure
indi vidual so6 f eachitemg AdGscalketcontaihsean adjecfive Whichased,
Undesirable, Better than most, Disageble, Makes me content, Excellent, EnjoyadoiePoor
respectivelyFive of the items are positiweordedand three of them are negative worded.
Respondents were asked to answer each item by

theydisagre wi t h the statement, and AN?@&nisftwetrhdéyoat
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~

a positive item or ANO to a negative item is
answer ANO to a positive it €mrawscores MrigeffomOta ne g e
24. Higher scores represent higher job satisfaclibe.internal consistency reliability for this
scale in the present study wa@® after removing item ;ood
Results

Means, standard deviations, and intercorrelationalf@study variables are reported in
Table 1.0f particular interest in the zearder correlations were the (a) significant positive
relationships between neuroticism and interpersonal conflict, role conflict, and role ambiguity; (b)
significant negativealationships between extraversion and interpersonal conflict, role ambiguity,
and job satisfaction; and (c) sigi&nt negative relationships between conscientiousness and
interpersonal conflict, role conflict, role ambiguity, and job satisfaction.

A series of multiple mediaion analysegPreacher & Hayes, 2008)asconducted tdest
thehypothesizedanediating effec of severaperceived stressors on the relationship betveaeh
of three FFM traits (neuroticism, extraversion, and conscientiousaedd)ethree outcomes
(depression, emotional exhaustion, and job satisfacfid®e) multiple mediationechnique usesa
bootstrapresampling methotb generate more stable statistical estimates than would be possible
with standard approaches to testing medratvith ordinary least squares regressiorthe
present study 5,000 resamples wggaerated within thanalysesln each model,r t i ci pant s 0
sex maiital status working hours per weeland the other two personality transre entered as
covariates

Three hierarchical multiple regression analyses @k@conducted tded the
hypothesizednoderating effectsf neuroticism, extraversion, and conscientiousness on the

perceived stressatrain process; the same covariates were includedths imultiple mediation



Personality and stress 25

analysesAll variables were first standardized prior to calculation of cpssluct terms and entry
into the regression modefs]lowing the guidelines of Cohen, Cohen, West and Aiken (2003) for
testing moderatiarThe tests of ezh moderation hypothesis involved enteringtbeariatest
step 1 At step2, the focal personality traénd four perceived stressors were entered into the
regression analyseghe crossproduct terms for significant stressors frei@p 2 x focal
personality trait werentered astep 3.
Neuroticism

Hypothesisla and listatedhatthe relationshipbetween neuroticiswith psychological
strainsand job satisfactiowould beat least partially mediated by perceived stresSdree
multiple mediatiormodels were conducted for depression, emotional exhaustion, and job
satisfactionrespectivelyFigures 5 to 7showpath modelsummarizingeach of these analyses

Figure 5

Summary of Multiple Mediation Test for Neuroticish Depression
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Figure 6

Summary of Multiple Mediation Test for Neuroticisgn Emotional Exhaustion
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Figure 7

Summary of Multiple Mediation Test for Neuroticisi Job Satisfaction
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Table 2summaizestheindirect effect estimates foné series of mediation analyses
involving this personality traifThe results indicated no support for the mediational hypotheses
when predicting depression and emotional exhausTioerefore Hypothesis 1a was unsupported.

However,neuroticism showesdignificantrelationshig with interpersonal conflictlf = .05), and
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role conflict p = .19). Additionally, quantitative workload had a direct effect on emotional
exhaustionl§ = .35). With respect to the outcome of job satisfaction (Hahgsignificant indirect
effect waddentified, throughrole conflict {ndirect effect =.014, SE = .@8, BC 95% CI:-.034,
-.002) while the direct effect of neuroticism on job satisfaction was nonsignifi€arg finding
partially supportedHypothesis 1b.

Hypothesi2astated that neuroticism wouldotierate the relationship between perceived
stressas with depressiomndemotional exhaustiomable3 summarizegheresults of the
hierarchical multiple regressi@nalysesvith neuroticism as the focal personality characteristic.
The results indicate thaeitherneuroticism nor perceived stressors predicted depressior. Th
adjusted?? of the whole model for depression wamnsignificantWhen predicting the outcome of
emotional exhaustion, onbuantitative workloadvasa significantpredictor(b = .12). However,
no significant interactions between neuroticism and any of the four stressors were identified
predicting these two outcomddypothesi2a wasunsupported

Hypothesi2b stated that neuroticism would moderate the relationship between perceived
stressors with job satisfactioNo interaction combinations of neuroticism and any of the four
stressors emerged as significant predictors of job satisfaction, indicatingnactiote However,
main effects were observed for role confliot«-.11), and two covariates, conscientiousness and
hours worked per weeb € -.23 and .25, respectively). Despite these interesting main effects,
Hypothesi2b was unsupported
Extraversion

Hypothesis3a and 3lwerethatthe relationshipbetween extraversionith psychological
strainsand job satisfactiowould be at least partially mediated by perceived stres3oree

multiple mediatiormodels were conducted for depression, emotional exhaustion, and job



Personality and stress 28
satisfactionrespectively. Figur®8 to 10show the path modgfor these analyses, while Taldle
summarizea the indirect effects involving this personality characteri$tie resultglid not
supportthe mediational hypotheses/olving extraversionAlthoughHypothesis 3and 3bwere
unsupportedspecific direceffectswere observed, includingigntitative workloagredicting
emotional exhaustiorb(=.35) and role conflicpredictingjob satisfactionlf = -.08).

Figure 8

Summary of Multiple Mediation Test for ExtraversignDepression
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Figure 9

Summary of Multiple Mediation Test for Extraversi@nEmotional Exhaustion
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Figure 10

Summary of Multiple Mediation Test for ExtraversignJob Satisfaction
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Hypothesigla stated that extraversion would moderate the relationship betweeiveerc
stressors, andepression and emotional exhaustibable 5 summarizes the results of the
hierarchical regression analyses involving extraverdtas clear thaheitherextraversionnor
any of theperceived stressors predicted depresdiinen predictingemotional exhaustioranly
guantitative workload waasignificantpredictor(b = .12). However, none of the interaction terms
were significan therefore Hypothesista was unsupporteHypothesistb stated that extraversion
would moderate the relationship between perceived stressors with job satisfdctinteraction
between extraversion and any of the four stressors was observed. As with the results involving
neuroticism, the only significant effects identified were main effects of role conflict,
conscientiousness, and hours worked per wEels,Hypothesis4b was unsupported
Conscientiousness

Hypothesisba and 5twas thathe relationship between conscientiousnessl
psychologicaktrainsand job satisfaction would be at least partially mediajegdoceived

stressorsThreemultiple mediatiormodek were conducted for depression, emotional exhaustion,
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and job satisfactigmespectively. Figurell to 13 summarize the relationships identified in these
models and able6 summarizethe statistical output of these analysEse results indicated no
support for the mediational hypotheg®golving conscientiousnessiypothesis 5and 5b were
unsupporteddowever,conscientiousness had significant and negative effedismperceived
stressorsinterpersonal conflictt=-.04), and role ambiguity(= -.26). Additionally, quantitative
workload had a significant and positive effect on emotional exhausteBg). When predicting
job satisfactionrole conflict had a direct and negative effect on job satisfadben.08). In
addition,conscientiousnessgnificantly and negatively predictgab satisfactionlf=-.09) before
and after the inclusion of mediators into the model.

Figure 11

Summary of Multiple Mediation Test for ConscientiousngsBepression
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Figure 12

Summary of Multiple Mediation Test for ConscientiousrgsEmotional Exhaustion
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Figure 13

Summary of Multiple Mediation Test for Conscientiousrgsdob Satisfaction
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Hypothesisa stated thatonscientiousnessould moderate the relationship between
perceived stressors with depression and emotional exhaustion.7lclvtenarizes the results of
thehierarchicaimultiple regression analyses involvingnscientiousnes$heseresultsindicated

the same resulsswere observed faneuroticism and extraversion when predicting depression
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and emotional exhaustion; ordgyantitative workloagredictedemotional exhaustiomherefore,
Hypothesista was unsupportetlypothesissb stated that conscientiousness would metdehe
relationship between perceived stressors with job satisfa&ionlar to the findinggrom the
analyses involvingxtraversion and neuroticismo significant interaction effects were identified.
However, role conflict, conscientiousness, and work hours continued to significantly predict
satisfaction. Kpothesissb wasnot supported
Discussion

The purpose of the present study was to exaimmeFFM personality traits influence the
perceived stressatrain procesamong Chinese workerseuroticism, extraversion, and
conscientiousness were includedasal FFM traits. Perceived interpersonal conflict, quantitative
workload, role conflict, ad role ambiguity were included as the perceived stressors. Depression,
emotional exhaustion, and job satisfaction were included as the strains. Multiple mediation
analysesusing bootstrap estimati@nd hierarchical multiple regression were condutded
examinethe hypotheses of the present stuldye perceived stressors were expected to mediate the
relationship between FFM traits and strains. FFM traits were expected to moderate the relationship
between the perceived stressors arairst.
Neuroticism

Neuroticism is associated with negative emotionality. Individuals with high neuroticism
are more likely to have negative feelings including anxious, nervous, worrying, sad, and tense
(McCrae & John, 1992; Pervin & John, 199Bhe present study found thatumeticism was
positively associated with perceived stressSpecifically, individuals with higher level of
neuroticism reported higher level of interpersonal confiictrole conflict than individuals with

lower level of neuroticism. In other words, neuroticism showed an influence on the exposure stage
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addresse@ithinBo |l ger and Zuc k einthepnreserg stydAddittoda)ly, tleet u d y
results of the present studsere similar to the previous research (e.g., Bolger & Zuckerman; Grant
& LanganFox, 2007 Miller et al., 1999. Neuroticism was found to be positively associated with
i ndividual s0 ex pos u(Bager&fZuckermajeandoote confict{@Gdnt& on f | |
LanganFox)

With regard tahe tests of the hypothesizegdiation modelsone significant indirect
effect linking neuroticism to the target outcomes was observed. Specifically, role conflict
mediated thealationship between neuroticism and jalbisfaction.Similar mediating effect of
stressors on the relationship between neuroticism and saraifisundn past research (e.g.,
Bolger & Zuckerman, 1995; Grant & Lang&ox, 2007). However, the mediation relationship
werefound whereitherprediding mental distress (Bolger & Zuckerman) or predicting physical
symptoms (Grant & LangaRox).

Also identified in the present study was thatividuals with higher level of neuroticism
reported higher level of role conflict than individuals with loweardl of neuroticism. The higher
level of perceived role conflict lad turnto lower level of job satisfactior similar result was
also mirrored in the moderation analyses, where higher levels of role conflict were associated with
lower levels of job d#sfaction High levek of role conflictrepresent ndi vi dual s& per ce
theyneed to work under vague directivasorders, under incompatible policies and guidelines, or
receive incompatible requests from two or more people. Individuals méeradtie to perform
their job well under the above situations, which in turn l@déneir job satisfaction.

In themoderation modefor this hypothesisthe higher level of perceived role ambiguity
interestingly resulted in higher legaf job satisfactn. It was expected thiigher levels of role

ambiguity would be associated with lower job satisfactinrother words, higher levebf role
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ambiguity led to higher levebf job satisfactionThe present sample consisted of individuadi®w
workedin manufactumng. In this type of work environment, they may have loadrole ambiguity
because their jobs were less complicdbeh in some other industridsor example, they know
their responsibility is to produce a certain amount of products. The camainnt of production is
what other people expect them. Additionally, thee individuals maknow they do not have
authority since their duty is to finish the production required by the supervisor or by the ptsition.
the job for these individuals wagteemely simplified and boring, it is possible that some
ambiguity may have actually improved the work experience. This may explain why those with
higher levels of role ambiguity in the present sample also reported higher levels of job satisfaction.

Although thehypothesizednoderating effect of neuroticism on strains was not found in
the present studperceived stressovgere identified as predictors of strains, as would be expected
from theory and previous resear8pecifically, higher level of quantitative workload led to higher
level of emotional exhaustion. In other words, feelings of emotional exhaustion happened more
frequently on individuals when the perceived workload incredsedn the regression analys#s,
was observed thablp satisfaction decreased when role coniticteased, but increased when role
ambiguity increaseddowever, theesultsfrom correlationndicated that role ambiguity was
negatively associated with job satisfaction. In other wqotssatisfaction decreased when
perceived role ambiguity increasddis inconsistencyf the influence of role ambiguity on job
satisfaction will require additional research, but may have something to do with the covariates
used in the regression analysend the small sample in general
Extraversion

Extraversion is related to oneb6s pomstive

beenassociated with a positive processing bias which led to rely more on the positive features
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showed in the stresss (Hemenover, 2001Althoughthe hypothesizethediating ananoderating
effects of extraversion on the stresssirain process @renot found in the present stuggrceived
stressors found to have direct effects on straittse models of neuroticismese also found in the
models of extraversion. Specifically, individuals reported higher levels of quantitative workload
also reported higher levels of emotional exhaustion. In other words, quantitative workload showed
its i nfluence o hexhausuon agaird Additiosaldy, irgimduals withnhagher
levels of role conflict reported lower levels of job satisfactladividuals would have higher
levels of job satisfaction when the role conflict is low.
Conscientiousness

Individuals with highconscientiousness are more likely to think beforengcperform
behaviors of planning and organizing tasks, delay pleasure, and follow norms and rules (McCrae
& John, 1992; Pervin & John, 199M).the present studypascientiousness was found to be
negatively associated with perceived interpersonal cordiict role ambiguity. In other words,
individuals with higher levelof conscientiousness reported lower Ieadlinterpersonal conflict
and role ambiguity than individuals with lower levef conscentiousnesslheseresults were
consistent with past research (e.g., Miller et al., 1%@firath, 2000. Miller et al. (1999) found
that individuals with higher level of conscientiousness reported lower levels of role ambiguity.
Additionally, individualswith higher level of conscientiousness were found to rdparer daily
hasslegVollrath, 200Q. Overall, individuals with higher conscientiousness showed less exposure
or perception of stressors than individuals with lower conscientiousness in tha pteds.

Although none of mediation relationshias foundor conscientiousness,
conscientiousness had a direct effect on job satisfaction. However, the direction of the direct effect

from conscientiousness on job satisfaction was contrary to thetakipadn the present study
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Conscientiousness was expected to be positively related to job satisfatemhon past research
(e.g., Judge et al., 2002; Van dgerg& Piatariy 20095. However, individuals with higher lewel
of conscientiousness reported lower lewdljob satisfaction than individuals with lower lesef
conscientiousnesa this mediation modelt is possible thatanscientious individuals maynfl
that the actual performance or outcomes of their efednegork fail to achieve their high standard
of expected performance whiohaylead to lower leved of job satisfactior{Grant & LangarFox,
2007).

An alternative possible explanation is again the nature of the manufacturing work
environmentManufactuimg often involves assigning workersdiferent departmestor grous
to complete different pasof products. Employees may receive paftproducts completed by
another department or group. Employees with higher conscientiousness may have highdsstandar
regarding with the quality of sedinished productsompleted by other department or groups.
Indeed, employees with high conscientiousness may feel those imperfedinsgmd products
could stop them from producing products with high qualkiighly conscientious workers may
also seek to see projects through from start to fifieerefore, employees with high
conscientiousness may be dissatisfied with the working conslitiathis type of environmerand
in turnreportlower job satisfaction than employees with lower conscientioushiksse
possibilities will require further study.

Although the moderating effect of conscientiousr@sthe stressestrain proceswas not
found,conscientiousness and perceived stressers found to have direct effects on strains.
Specifically, individuals with higher level of conscientiousness reported lower level of job
satisfaction which was also found in the mediation model discussed &mvether interesting

finding in the presat studyisthati di vi dual s6 job satisfaction

n (
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per week increasetost manufacturingobsinvolve pay for labor. In the PRC, the pay for labor

is low, but the longer employees work, the more money they can make.dsiblpon this sample

that those working more were making more money, which in turn may have provided them with
heightened satisfaction because of a better chance to make a decent living.

Limitations and Future Research

There were a few limitations exisg in the present study. First, all of the participants in the
present study worked in the samanufacturindacility, within the sameity in the PRC
Generalization of the current findings in the present stadyher areas of the PRC and world may
therefore be questione&uture study should collect data from different industry and other cities in
PRC A broader range of Chinese participants should be used in the future SSedmsdihe
data set was collected by questionnaires -i®gibrted informatiorould result in common
method variancel o overcome this potential limitatiorytlire studies caimcorporateobjectiveor
otherreportedoutcomes, such as the symptoms of physical illoesgtual productivityThird,
the measures ad in the present study weakt well-designed in Englishbut were translated to
Chinese for the present research. Although proper translation procedures were follewed, th
constructvalidity of Chinesetranslation versions of the measuiesot as weHestablished as the
English versions and may need further refinement.

Fourth, the present study only examinleel effect othreeFFM traits in the stressatrain
process among Chinese workéreuroticism, extraversion, and conscientiouspndsserefore,
future studiesanexamine the influence @igreeableness, openness, aiir personality traits
(i.e., Type A/B behavior patterns, locus of contagtimism,and hardiness) on the stress process

within Chinese workers
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Fifth, manystressrelated variles werenot considereth the present study.t@er
stressors and stains are neegefditure investigations within Chinese samplésally, only one
mediation relationship was identified in the present study, and the effemhscientiousness on
job satisfaction \asfound to be contrary to theitial expectatiorthat were based on existing
researchTheinconsisteng will require future research, but also raise the possibility that more
refined theoretical stress modete aeeded that consider crasdtural differences
Conclusion

Personalitydoesappear tglay a role in the stressetrain procesamong Chinese
manufacturing workersSeveral findings from Westesample weremirroredin thecurrent
Chinesesamplebased on the previous discussidior example, differerfEFM traits led to the
different perception or exposure of stressors. Neuroticism eesalperceiving higher levslof
stressorswhile conscientiousnegsedicted lower levels of stressoPerceivedstressorsin turn,
predicted straind~or examplehigher leves$ of quantitative workload led to higher experienced
emotional exhaustion. Higher legelf role conflict resulted in lower leveof job satisfaction.
Additionally, mediationwas observedvolving FFM traits, perceived stressors, and strains

The present study can enhance the understanding of occapatiess anthealth in
Chinese societyfemployers can develop programs to assist employees with higher level of
neuroticism developing eftéive coping strategie3.o increas€Chinesee mpl oyees 6 j ob
satisfaction, imay beimportant to reduc€hinesee mp|l oyees 6 perceived rol e
environment . It is also i mportant to reduce e
creating a healthy working environment in Chinese sod&bgnitive behavioral therapy could be
used to reduce the perception of role conflict and quantitative worldéaty with the increasing

awareness of human rigrtand occupational health in PRC estsrelated issues and research are
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more and more importamt this area of the world'he present study preseiai initial
examination ohow personality playarole inthe stress processnong Chinesworkers Further
studiesshouldcontinue this line of work to build the knowledge base across Western and Eastern

cultures.
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Table 2.Summary of Indirect Effects for Neuroticistn Stressorgy Strain Outcomes

BC CI estimates

Point estimate SE  Lower Upper
Predicting Job satisfaction
Interpersonal conflict .004 .005 -.004 .016
Quantitative workload -.000 .002 -.006 .005
Role conflict -.014 .008 -.034 -.003
Role ambiguity .000 .002 -.003 .005
TOTAL -.011 .008 -.030 .003
Adj. R? = .13,F(11, 385) = 6.44p = .000
Predicting Emotional exhaustion
Interpersonal conflict .003 .019 -.034 .045
Quantitative workload .014 .016 -.007 .059
Role conflict -.033 .026 -.095 011
Role ambiguity -.001 .010 -.026 .018
TOTAL -.017 .031 -.080 041
Adj. R? = .003,F(11, 388) = 1.11p = .349
PredictingDepression
Interpersonal conflict .001 .004 -.008 .010
Quantitative workload .001 .002 -.002 .009
Role conflict -.001 .006 -.012 .013
Role ambiguity -.000 .002 -.005 .004
TOTAL .001 .007 -.012 .016

Adj. R? = .00,F(11, 388) = 0.956p = .487
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Table 3 Hierarchical Regression Results for Neuroticism as the Focal Personality Trait

Job Satisfaction Emotional exhaustion Depression
) b b
Predictors Stepl Step2 Step3 Stepl Step2 Step3 Stepl Step2 Step3
Age 0.07 0.06 0.06 0.04 0.06 0.06 -0.01 0.00 0.00
Sex -0.08 -0.08 -0.08 0.02 0.03 0.03 -0.10 -0.09 -0.09
Marital status 0.01 0.02 0.03 0.02 0.04 0.03 -0.07 -0.06 -0.06
Work hours 0.26** 0.25** 0.26** -0.02 -0.04 -0.05 -0.06 -0.05 -0.06
Extraversion 0.00 0.01 0.01 -0.06 -0.05 -0.06 -0.02 -0.02 -0.02
Conscientiousness -0.17** -0.23* -0.22** 0.10 0.15 0.16 0.10 0.14 0.15
Neuroticism (N) -0.09 -0.09 0.03 0.04 0.01 0.01
Interpersonal conflict 0.04 0.03 0.01 0.01 0.01 0.01
Quantitative workload 0.00 0.00 0.12* 0.12* 0.03 0.03
Role confiict -0.11* -0.12* -0.08 -0.08 -0.01 0.00
Role ambiguity 0.03 0.04 0.08 0.09 0.07 0.07
N x Interpersonal confiict 0.03 0.01 0.00
N x Quantitative workload 0.03 -0.04 -0.03
N x Role conflict 0.04 -0.02 -0.04
N x Role ambiguity 0.00 -0.02 0.01
qr®> 0.14 0.02 0.01 0.01 0.02 0.00 0.02 0.01 0.00
oF 10.18** 1.83 0.65 0.63 1.69 0.27 1.40 0.44 0.28
AdjustedR? 0.12 0.13 0.13 0.00 0.00 0.00 0.01 0.00 0.00
F 10.18** 6.44* A4.87* 0.63 1.11 0.88 1.40 0.96 0.77

Note. N=400, * p< .05, * p<.01; Sex coded 1 = Female, 0 = Male; Marital status coded 1 =
Married/living as married, O = Single, widowed, divorced
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Table 4 Summary of Indirect Effects for ExtraversignStressorgy Strain Outcomes

BC CI estimate

Point estimate SE Lower Upper
Predicting Job satisfaction
Interpersonal conflict .001 .00z -.01€ .00¢
Quantitative workload .00C .00z -.001 .011
Role conflict -.00C .004 -.00t .004
Role ambiguity -.002 .004 -.011 .007
TOTAL -.001 .00€ -.01z .004
Adj. R = .13,F(11, 385) = 6.44p = .000
Predicting Emotional exhaustion
Interpersonal conflict .001 .01C -.01% .031
Quantitativeworkload .00¢ .017 -.01€ .054
Role conflict -.002 .01z -.03¢ .01z
Role ambiguity -.017 .01t -.06% .00:
TOTAL -.00¢€ .02¢ -.06z .04C
Adj. R? = .003,F(11, 388) = 1.11p = .349
Predicting Depression
Interpersonal conflict .00C .00z -.002 .007
Quantitative workload .001 .00z -.00z .00¢
Role conflict -.00C .00z -.004 .00:
Role ambiguity -.002 .004 -.014 .00¢
TOTAL -.002 .00t -.014 .00€

Adj. R? = .00,F(11, 388) = 0.956) = .487
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Table 5 Hierarchical Regression Results for Extraversiernthe Focal Personality Trait

Job Satisfaction Emotional exhaustion Depression
b b b
Predictors Stepl Step2 Step3 Stepl Step2 Step3 Stepl Step2 Step3
Age 0.07 0.06 0.07 0.04 0.06 0.07 -0.01 0.00 0.02
Sex -0.08 -0.08 -0.08 0.02 0.03 0.02 -0.09 -0.09 -0.09
Marital status 0.02 0.02 0.03 0.02 0.04 0.04 -0.07 -0.06 -0.05
Work hours 0.26* 0.25** 0.25* -0.02 -0.04 -0.05 -0.05 -0.05 -0.05
Neuroticism -0.11  -0.09 -0.10 0.01 0.03 0.01 0.01 0.01 0.00
Conscientiousness -0.23** -0.23** -0.23** 0.07 0.15 0.13 0.09 0.14 0.14
Extraversion (E) 0.01 0.01 -0.05 -0.05 -0.02 -0.01
Interpersonal confiict 0.04 0.04 0.01 0.01 0.01 0.02
Quantitative workload 0.00 -0.01 0.12* 0.11* 0.03 0.03
Role confiict -0.11* -0.12* -0.08 -0.09 -0.01 -0.01
Role ambiguity 0.03 0.04 0.08 0.11 0.07 0.08
E x Interpersonal confiict -0.03 -0.04 0.00
E x Quantitative workload -0.05 -0.08 -0.04
E x Role confiict 0.06 0.02 0.05
E x Role ambiguity 0.06 0.10 0.06
qRr? 0.14 0.01 0.01 0.01 0.02 0.01 0.02 0.01 0.01
gF 10.97* 1.00 0.77 0.51 1.84 1.44 1.38 0.45 0.53
AdjustedR? 0.13 0.13 0.13 0.00 0.00 0.01 0.01 0.00 0.00
F 10.97* 6.44* 4.92** 0.51 1.11 1.21 1.38 0.96 0.84

Note. N=400, * p< .05, * p<.01; Sex coded 1 = Female, 0 = Male; Marital status coded 1 =
Married/living as married, O = Single, widowed, divorced
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Table 6 Summary of Indirect Effects for ConscientiousngsStressorgy Strain Outcomes

BC Cl estimates
Point estimate SE  Lower Upper

Predicting Job satisfaction

Interpersonal conflict -.003 .004 -.013 .002
Quantitative workload .000 .002 -.004 .004
Role conflict .002 .004 -.003 .014
Roleambiguity -.005 .010 -.026 .014
TOTAL -.006 .012 -.030 .017

Adj. R = .13,F(11, 385) = 6.44p = .000

Predicting Emotional exhaustion

Interpersonal conflict -.003 .015 -.036 .025
Quantitative workload .000 .015 -.028 .034
Role conflict .007 .012 -.006 .043
Role ambiguity -.053 .039 -.140 .016
TOTAL -.050 .046  -.151 .033

Adj. R* = .003,F(11, 388) = 1.11p = .349

Predicting Depression

Interpersonal conflict -.001 .003 -.008 .006
Quantitative workload .000 .002 -.004 .004
Role conflict .000 .002 -.003 .006
Role ambiguity -.011 .009 -.031 .006
TOTAL -.012 .010 -.034 .006

Adj. R? = .00,F(11, 388) = 0.956p = .487
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Table 7 Hierarchical Regression Results for Extraversion as the Focal Personality Trait

Job Satisfaction Emotional exhaustion Depression
) b b
Predictors Stepl Step2 Step3 Stepl Step2 Step3 Stepl Step2 Step3
Age 0.06 0.06 0.06 0.04 0.06 0.06 -0.01 0.00 0.01
Sex -0.10 -0.08 -0.08 0.02 0.03 0.03 -0.09 -0.09 -0.08
Marital status 0.03 0.02 0.02 0.01 0.04 0.04 -0.07 -0.06 -0.06
Work hours 0.27* 0.25** 0.25** -0.03 -0.04 -0.04 -0.06 -0.05 -0.04
Neuroticism -0.03 -0.09 -0.10 -0.03 0.03 0.02 -0.03 0.01 0.00
Extraversion -0.12* 0.01 0.01 0.00 -0.05 -0.06 0.04 -0.02 -0.02
Conscientiousness (C) -0.23** -0.22** 0.15 0.15 0.14 0.15
Interpersonal conflict 0.04 0.04 0.01 0.01 0.01 0.02
Quantitative workload 0.00 -0.01 0.12* 0.11* 0.03 0.02
Role confiict -0.11* -0.12* -0.08 -0.09 -0.01 -0.02
Role ambiguity 0.03 0.05 0.08 0.10 0.07 0.08
C x Interpersonal conflict -0.02 -0.01 0.02
C x Quantitative workload 0.00 -0.01 -0.04
C x Role conflict -0.01 0.06 0.08
C x Role ambiguity 0.06 0.07 0.06
qr®> 0.12 0.04 0.00 0.00 0.03 0.01 0.02 0.01 0.01
qF 8.81** 3.28* 0.44 0.28 2.11 0.85 1.05 0.85 1.24
AdjustedR? 0.11 0.13 0.13 0.00 0.00 0.00 0.00 0.00 0.00
F 8.81* 6.44* 481* 0.28 1.11 1.04 1.05 0.96 1.03

Note. N=400, * p< .05, * p<.01; Sex coded 1 = Female, 0 = Male; Marital status coded 1 =
Married/living as married, O = Single, widowed, divorced
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APPENDIX A: Translated/Untranslated Measures

DEMOGRAPHIC INFORMATION

Date of Birth:

Gender : Male Female

Year of education: ( )

How many years and months of total work experience do you have?

How many years and months for you to work in this organization?

How many years and months for you to work on the current position?

Marital status (Circle the appropriate answer):

Single Married Widowed Divorced Partnered

How many hours do you work per week?

INTERPERSONAL CONFLICT

Please indicate how often you do each of tliellowing

activities while at work by circling one of the four Quite Often

alternatives next to each statement.

0 6

1. How often do you get into arguments with others at work?

0 i

2. How often do other people yell at you at work?

3. How often are people rude to you at work? i

4. How often do other people do nasty things to gowork?
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QUANTITATIVE WORKLOAD

Please indicate how often you do each of the Once or twice per day
following activities while at work by circling one
of the four alternatives next to each statement. Once or twice per

month

1. How often does your job require you to work very fast?

2. How often does your job require you to work very hard?

3. How often does your job leave you with little time to get things done?

4. How often is there a great deal to be done?

How often doyou have to do more work than you can do well?

FFM TRAITS (EXTRAVERSION, CONSCIENTIOUSNESS, NEUROTICISM i 8 ITEMS EACH)

Please use this list of common
characteristics to describe yourself as Very accurate
accurately as possible. When making
your ratings, describe yourself as you are Slightly accurate

at the present time, not as you wish to be i

the future. Next to each characteristic, Slightly inaccurate
please circle one of the nine alternatives ta
indicate how accurately each

characteristic describes you. Very inaccurate

1. Bashful ER
2. Bold E
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3. Careless CR n
4. Disorganized CR H
5. Efficient C n
6. Energetic E H
7. Envious N n
8. Extraverted E n
9. Fretful N n
10. Inefficient CR n
11. Jealous N H
12. Moody N n
13. Organized C E
14. Practical C n
15. Quiet ER ﬂ
16. Relaxed NR H
17. Shy ER 7775
18. Sloppy CR 7775
19. Systematic c 77“
20. Talkative E 777“
21. Temperamental N 777“
22. Touchy N n
23. Unenvious NR H
24. Withdrawn ER H
E = Extraversion / C = Conscientiousness / N = Neuroticism
R = Reversed Score
ROLE CONFLICT

Please evaluate how true each statement
below describe you, and circle one number o

the seven alternatives: ;
Neither True nor False

1. I have to do things that should be done differently.
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2. | work under incompatible policies and guidelines.

3. | have to work under vague directives or orders.

4. | receive an assignment without the manpower to complete it

5. | receive incompatible requests from two or more people.

ROLE AMBIGUITY

Please evaluate howrue each statement

the seven alternatives:

1. Iknow that | have divided my time properly.
R

2. 1 know what my responsibilities are. R

3. | know exactly what is expected of me.
R

4. | feel certain about how muguthority | have.
R

5. | have clear, planned goals and objectives for my job.
R

JOB SATISFACTION

Neither True nor False

Think of your job in general. All in all, what is it like most of the time?
For each of the following words or phrases, circle: 1 for "Yes" if it
describes your job, 2 for "No" if it does not describe it, or 3 for "?" if you

cannot decide.

1. Good

below describe you, and circle one number o

R = Reversed Score
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Undesirable

Better than Most

Disagreeable R

Makes me content

Excellent

Enjoyable

NINININIDNIDN

© N gk W DN

Poor R

2

DEPRESSION

R = Reversed Score

Please tell me how often you have experienced the following

feelingsduring the past week:

All or almost all of the

time

Some of the time

1. You felt depressed

2. You felt everything you did was an effort
3. You experienced restless sleep

4. You enjoyed life R

5. You could not get going

6. You felt lonely

7. You felt sad

8. You were happy R

R = Reversed Score
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EMOTIONAL EXHAUSTION

The following are statements of joblated

feelings. Please read each statement A few times a week
carefully and decide if you ever feel this wa
about your job. If you have never had this A few times a month
feeling, circle a #
If you hawe had this feeling, indicate how

often you feel it by circling the number (2 to A few times a

7) that best describes how frequently you fe year or less

that way.

1. | feel emotionally drained from my work.

2. |feel used up at the end of the work day.

3. |feel fatiguedwhen | get up in the morning and have to face ano

day on the job.

4. Working with people all day is really a strain for me.

5. | feel burned out from my work.

6. | feel frustrated by my job.

7.1 feel 1 68m working too hard

8. Working with people directly puts too much stress on me.

9. | feel l'i ke I 6m at the end of




