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Abstract

Drawing on Holland’s (1985, 1996) vocational theory anddasea sample of 9,011 IT

professionals, two research questions were investig@advhat personality traits do IT professionals differ

~
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|

from other occupations and which of these are alscecktattheir career

satisfaction? Five traits met both these criteria—Bonal Resilience, = ﬁ {
\;;
‘l |

Openness, Tough-Mindedness, and Customer Service--foh Whic 1
professionals had higher scores, and Conscientiousoesgich they had ‘ J:]
lower scores. IT career satisfaction was alsctipelt related to Extraversion‘ -

Agreeableness/Teamwork, Assertiveness, Optimism, Tougtdedimess, Work Drive, and Visionary Style.

Results are discussed in terms of the fittingneskesfe traits for IT work as well organizational fuons

such as selection, training, professional developmedtcareer planning.
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Personality Traits and Career Satisfaction of
Information Technology Professionals

The purpose of this chapter is to apply Holland’s (1985; 1996 {tiened theory to the occupational
field of Information Technology (IT) using a large, engal sample of IT professionals. Original findings
are presented on key personality traits of IT professdgand implications of these results are discussed.

John L. Holland is, arguably, one of the most eminedtiafiuential vocational theorists of our times
and is famous for his psychological theory of cardacdding career choice, vocational preference, and a
taxonomy of personality types for occupations. He catdd that all occupations can be understood in
terms of six main vocational interest themes: Raalilnvestigative, Artistic, Social, Enterprising, and
Conventional (see The Career Key, 2008). Holland sumndaitieekey features of his vocational theory as
follows:

“Studies show that people flourish in their work environment when thargaod fit

between their personality type and the characteristics of the enwrdnrhack of congruence

between personality and environment leads to dissatisfaction, unstable gatfe® and
lowered performance.(Holland, 1996, p. 397).

There are two logical corollaries of Holland’s fibael which have been generally verified by
subsequent research and are germane to the present stiitgrelaire differences in average scores on
personality characteristics associated with occupatidmsh help determine fit; and 2) higher scores on
these personality characteristics are related to highels of satisfaction. Thus, for example, under the
Holland model artists tend to have higher mean scarélseoArtistic vocational interest scale and higher
artistic scores are associated with greater jobfaatisn of artists (Holland, 1976; 1996). Using the
Holland taxonomy, computer programmers and IT workers hgically (e.g., O*NET, 2008) been

considered as exemplifying three of the Holland dimensions—stigative, Realistic, and Conventional—
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reflecting, respectively, its scientific-researcleatation, its emphasis on practical concerns including
working with machinery and equipment, and typically workimg structured office setting.

An alternative approach to the study of careers and ocoupativolves the use of personality traits
(which are relatively enduring characteristics of individuaht are relatively consistent over time and

across situations). In recent years a broad-bases#osums has emerged that all

normal personality traits can be parsimoniously desctilyetle traits, termed the

‘mmmm J

e Big Fivemodel of personality (Agreeableness, Conscientiousnesstjdral

Stability, Extraversion, and Openness). The Big Fivequerigy traits have been

replicated across a wide range of settings (e.g., @d,R®00), and they have been validated against many
different criteria, including job performance (Salgado, 19b) satisfaction (Judge, Heller, & Mount,
2002), career success (Judge, Higgins, Thoresen, & Barrick, 1899gtisfaction (DeNeve & Cooper,
1998), and academic performance (Lounsbury, Sundstrom, Gi&damveland, 2003).

More recently, some researchers have argued thaigHen® taxonomy is too broad and that more
narrow-scope personality constructs may augment théiryabi predict behavior. These arguments have
received verification in work and academic domains (€aunsbury, Sundstrom et al., 2003; Paunonen &
Ashton, 2001). As a case in point, Lounsbury, Loveland, $tordsGibson, Drost, and Hamrick (2003)
found that six narrow traits (Assertiveness, Customeri@=Orientation, Optimism, Image Management,
Intrinsic Motivation, and Work Drive) were positively a&d to career satisfaction for individuals in various
occupational fields.

There has been some work attempting to logically magopatity traits onto various occupational
classes (see, for example, O*NET, 2008), but an empyrgalidated personality trait profile for IT
professionals has not, as yet, been developed. Uslggents provided by subject matter experts, O*NET
links the following personality traits to computer prognaens: attention to detail, dependability, initiative,
achievement, flexibility, independence, integrity, persisteand cooperation. However, there is currently

no empirical evidence showing that any of these traltsbly differentiate IT professionals from members
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of other occupational groups nor is there evidence thaepsiss of these traits by IT professionals results i
enhanced career satisfaction.
Returning to the goals of the present study, the foligwesearch questions were examined:

RQ1: On which personality traits do IT professionalsetiffom other occupationsPhis research

guestion is based directly on Holland’s vocational thed&cores on traits important for an occupation
should differ in magnitude from scores on the samestoditained from other occupations. The personality
traits assessed were the Big Five personality trattsaeset of narrow-scope traits studied previously by
Lounsbury, Loveland et al. (2003).

RQ2: Which personality traits are related to career feati®n for IT professionals?This question

is also derived from Holland’s vocational theory, whindicates that salient traits for an occupation ball
related to satisfaction with that occupation.

Under Holland’s vocational theory, personality tralitat differentiate IT professionals from other
occupational groups and relate to career satisfaction prawiteoretical perspective for understanding the
psychological makeup of IT professionals. This knowledgg a0 assist organizational decision makers
performing such functions as career planning, selectionseting, and succession planning for IT
professionals. It may also help to inform intervemsiadlesigned to optimize person-environment fit for IT

professionals.

=]
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Method

Overview

Data for this study were extracted from an archivadlokde generated e areerfit.coman
organization which offers online, personality-based caasgessments to companies for transition services
outplacement, career development, succession planninghiogamentoring, and leadership development.
Data were collected over the period March of 2003 to Jsgmf£2008.
Participants

The sample was comprised of a total of 9011 IT profeals@mployed in a large number of
different jobs with many different companies in the Whi8tates. Respondents provided their job titles
which resulted in the following breakdown: Analyst—4%, Apgtion Developer—2%, Computer
Programmer—7%, Computer Analyst—6%, Computer Engineer—5%JpBs¢ Administrator—3%,
Developer—2%, IT—7%, IT Consultant—1%, IT Project Manager—PPManager 3%, LAN
Administrator—1%, Network Administrator—1%, Network Engineer—Xacle DBA—1%,
Programmer—3%, Programmer Analyst 6%, Project Manager—B®, S
Consultant—1%, Senior Analyst—2%, Software Analyst—1%,\&uof
Engineer—5%, Solutions Consultant—1%, Systems Admindstrad%,
Systems Analyst 4%, Tech. Support—2%, Test Engineer—1%, UNIX
System Administrator—1%, and Web Developer—2%. All told, th
database included over 2,000 unique job titles. Of the tatallea 69% were male and 31% were female.
Participation rates by age group were as follows: uB@er8%; 30-39—31%; 40-49—36%, 50 and over—
25%. Race/ethnic data were not available. Respondentsfoam many different industries and
organizational sectors, including technology services (38@@cial services (11%), telecommunications

(11%), manufacturing (7%), professional services (5%),ipgr(B8%), communications (3%), retail (3%),
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health care (2%), consumer products (2%), science anaotedly (1%), non-profit organizations and
charities (1%), entertainment (1%), automotive (1%linas (1%), education (1%), and “other” (14%).

Personality Factors

The personality instrument used in the current studytixaBersonal Style Inventory (P$H work-
based personality measure. The PSI has been usedriety of organizational settings, mainly for career
development and pre-employment screening purposes, for whighishextensive evidence of criterion-
related and construct validity (Lounsbury, Gibson, & Hakyr2004; Lounsbury, Gibson, Sundstrom,
Wilburn, & Loveland, 2003; Lounsbury, Loveland, et al., 2003; lstuny, Park, Sundstrom, Williamson, &
Pemberton, 2004; Williamson, Pemberton, & Lounsbury, 2088)of the PSI items had five-point

response scales with bipolar verbal anchors. Bel@asample item from the Optimism scale.

When the future is uncertain, | tend— > 5 7 When the future is uncertain, |
to anticipate positive outcomes. ! 4 Sltendto anticipate problems.

A brief description of each of the pefddy and managerial style measures used in the preseiyt s
are presented below along with the number of itemadh scale and the coefficient alpha for the total
sample. For each scale, an average score was abbgiriaking the mean of the scores on the individual
items, so that the minimum possible score in eash wams 1.0 and the maximum possible score was 5.0.

Big Five Personality Traits

Agreeableness/Teamwork-propensity for working as part of a team and functionir@peoatively
on work group efforts (6 items; coefficient alpha = .82).

Conscientiousness-dependability, reliability, trustworthiness, and inclinatio adhere to company
norms, rules, and values (8 items; coefficient alpha55.

Emotional Resilience—overall level of adjustment and emotional resiliencth@nface of job stress
and pressure (6 items; coefficient alpha = .85).

Extraversion—tendency to be sociable, outgoing, gregarious, expressara)hvearted, and talkative
(7 tems; coefficient alpha = .84).
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Openness—receptivity/openness to change, innovation, novel experiandenew learning (9 items;

coefficient alpha = .79).

Narrow Personality Traits

Assertiveness—a person’s disposition to speak up on matters of impataxpressing ideas and
opinions confidently, defending personal beliefs, seiziegrhiative, and exerting influence in a forthright,
but not aggressive manner (8 items; coefficient alpha ) .81

Customer Service Orientation—striving to provide highly responsive, personalized, quality servics
to (internal and external) customers; putting the custdins¢rand trying to make the customer satisfied,
even if it means going above and beyond the normal jstrigéion or policy (7 items; coefficient alpha =
71).

Intrinsic Motivation —a disposition to be motivated by intrinsic work factotshsas challenge,
meaning, autonomy, variety and significance (6 itemsfictexit alpha = .84).

Image Management—reflects a person’s disposition to monitor, observglege, and control the
self—-presentation and image s/he projects during interaatidh other people (6 items; coefficient alpha =
.80).

Optimism—having an upbeat, hopeful outlook concerning situations, pgmolspects, and the
future, even in the face of difficulty and adversityeadency to minimize problems and persist in the face
setbacks (8 items; coefficient alpha = .88).

Tough-Mindedness—appraising information, drawing conclusions, and making dewdiased on
logic, facts, and data rather than feelings, valuesrgndion; disposition to be analytical, realistic,
objective, and unsentimental (7 items; coefficienhalp .79).

Visionary Style—focusing on long-term planning, strategy, and envisioning fygassibilities and

contingencies (8 items; coefficient alpha = .84).

D

Df
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Work Drive —disposition to work for long hours (including overtime) amdirregular schedule;
investing high levels of time and energy into job an@egrand being motivated to extend oneself, if
necessary, to finish projects, meet deadlines, be produetin achieve job success (8 items; coefficient
alpha = .82).

Career Satisfaction

A five-item scale was used to measure career satigfigttamunsbury, Moffitt, Gibson, Drost, &
Stevenson, 2007), with items tapping satisfaction withergmeogress and trajectory, career advancement,
future career prospects, and career as a whole. Gatedaction items were framed on a five-point
response scale with verbally opposing anchors at eatfeey., “| am very satisfied with the way my career
has progressed so far” versus “I am very dissatisfiell tvé way my career has progressed so far”.
Coefficient alpha for the career satisfaction seal82. The career satisfaction was added three ygar®a
the inventory on which the database was derived; thusatigle size for statistics involving career
satisfaction was smaller (n = 1059) than the sampéefsizthe personality traits.

Results

Our first research question focused on personality fatti@rences between IT professionals and

individuals in other occupations, for which we used a @mepdet test to compare the mean scores of IT

professional managers against normative mean scoresd daseer 200,000 individuals from all

occupations in the database collected over an eightppgemd. The
mean scores for the IT professionals are presented in Table 1
grouped by whether they were found to be significantihérglower, or
undifferentiated from the normative mean scores.

Compared to all other occupations, the IT professionasigmificantly higher mean scores on five
personality traits—Customer Service Orientation, Tougheldness, Intrinsic Motivation, Openness, and
Emotional Resilience. The mean scores were belam far three traits—Conscientiousness, Visionary

Style, and Image Management. The mean scores foofégsionals were not significantly different from
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the norm group on five traits— Optimism, Agreeableness/Teak) Assertiveness, Extraversion, and Work
Drive.

The second research question examined the relationsipedn career satisfaction and the
personality traits of IT professionals. Pearsonaiation coefficients were computed to examine
relationships between career satisfaction and the 'stpdysonality measures. Results are displayed in
Table 2. Career satisfaction was positively and sicpnifily related to all of the Big Five traits—with
correlations ranging from= .46 (p <.01) for Emotional Resiliencerte .12 (p <.01) for
Conscientiousness. Career satisfaction was significeelated to all but two (Image Management and
Intrinsic Motivation) of eight narrow-scope traits, wiignificant correlations ranging from= .38 (p < .01)

for Optimism tor = .05 (p < .05) for Visionary Style.
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Discussion

Using Holland’s (1985, 1996) theory of vocational choica asnceptual point-of-departure, we
attempted to determine whether scores on Big Five and nacope personality traits could differentiate IT
professionals from other occupational groups. We alsesasd whether these traits were related to the
career satisfaction of IT professionals. Based emdbults of over 9,000 IT employees in a wide variéty o
job titles from a broad range of organizations, fivetdraiet both of these criteria. Specifically, IT waske
had above-norm average scores on four traits which alsoepositively related to career satisfaction—
Emotional Resilience, Tough-Mindedness, Openness, andr@eisBervice Orientation. They had below-
norm scores on Conscientiousness, which was alstvedgrelated to career satisfaction.

Considering each of these traits individually, we ab@sfirst those traits which met two criteria
drawn from Holland’s vocational theory: They haveamscores which are significantly different (either
higher or lower) from the norm for all occupations amelytare significantly correlated with career
satisfaction. First, Emotional Resilience is higaetong IT professionals than other occupations and was

the trait most highly correlated with career satiséarcin our sample. One possible explanation for the

importance of Emotional Resilience is that high Is\alstress are inherent in many IT jobs (Jepson, 2004).

Most individuals who work in IT face schedule pressure,adet®s from multiple constituencies in their
employing organizations, and a typically “impossible wortfogavvas, 2004). As consumer electronics
continue to exponentially mature, non-IT employeepagssuring IT employees to improve enterprise
services at a similar rate. Meanwhile informatiorueessce and computer security place IT staff in the
situation of having to limit the use of consumer techgglo These two contradictory forces (consumer
electronics and enterprise security) often place Iff istéhe difficult situation of having to limit the desd
pace of change in the non-IT lines of business. IT ps@gals with higher levels of Emotional Resilience
are better able to handle the chronic stress asedasath their work.  As Weinberg (1972) concludes in hig

landmark book offhe Psychology of Computer Programmifig. we can probably say with assurance that

\°44
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someone without the ability to tolerate stressfulagibns for a period of a week or more is not good
programmer material-given the realities of programmiogktoday.” The importance of Emotional
Resilience is likely to increase in the future forpibfessionals given current trends toward consumer
electronics, greater outsourcing of work, limitations edusy enterprise IT security, increased competition
from programmers in other countries, and continual telolgreal innovation (for a review of extra-job
factors influencing the career environment, see Storey, 2000).
Openness was also higher for IT professionals in oupleammnd it was positively correlated with
career satisfaction. Higher levels of Openness enatiividuals to adapt to change and facilitate personal
discovery, new learning, and professional developmditite field of IT is
continually changing due to new technology and innovatiossftware,
information systems, and arrangements for integratingilfi other
organizational units and functions. IT staff need to beta and
flexible. Technology launches in the last 2-3 year®doubled the complexity when compared against all
prior technology combined. IT staff that enjoy openlyn@ay and sharing information flourish in this type
of environment. IT staff often drive the business adwoptif collaboration technologies such as instant
messenger and virtual web meetings. Most enterprisepastantly assessing the need to retrain or replag
the IT workforce. The IT workers that openly stay abteof new technologies and openly share them with
their peers tend to flourish. In fact, the Associabd Information Technology Professionals lists the
following conduct standards for all members:
“In recognition of my obligation to management | shddkep my personal knowledge up-to-date
and insure that proper expertise is available when neég@d@P, 2006, para. 2).
“In recognition of my obligation to my employer | shatiake every effort to ensure that | have the
most current knowledge and that the proper expertise ilsbleawhen needed.” (AITP, 2006,

para. 5).
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The IT field should continue to expand and become morerdiitiated with respect to areas of
specialization and expertise. Thus, Openness will aoatio be critical to the success and psychological
well-being of IT professionals. In fact, it is diffitwo imagine an IT employee who is closed to new ideas
and resists change being effective in any IT job or deriaigfaction from this work.

Two other traits were also of higher magnitude and wer¢iyelgicorrelated with career satisfaction
for IT professionals--Tough-Mindedness and Customer Se@rentation. Qualities like tough-
mindedness have often been seen as an important qataifidor working in the IT profession. For
example, Exforsys (2008) states that “The first traitotvldgomputer programmers should possess is an
analytical mind” and CareerOverview.Com (2008) avers thhé ‘most qualified applicants for
programming jobs will have analytical and logical thimkskills...”. Also, the Myers-Briggs Thinking
dimension (which involves using a logical thinking stytel dasing decisions on facts and data rather than
feelings) has been described as characteristic of conoigrammers, systems analysts and computer
specialists (BSM Consulting, 2008). In addition, “beingdafjand factual” has been associated with
computer programmers (careerpath.com, 2008). Givenl#ieedy limitless options in technology and
the rapid pace of change, IT staff need to be willingpédke a decision and stick with it. Their decisions
need to be grounded in a rigorous analysis of integratidmother information systems, but reviews must
be done quickly. IT staff need to be tough-minded enoughidio with a grounded decision.

The results for Customer Service Orientation areistarg with studies showing a positive
relationship between the career satisfaction of I'plegees and the IT service orientation (Jiang et al.,
2001). Most IT departments in organizations have servied dgveements to provide timely quality service
to internal customers. Then, too, more effective Iffgpenance has been found to have a positive impact g
the satisfaction of external customers within the comgarimi, Somers, & Gupta, 2001)The
importance of customer service for IT workers is atdtwerstone of their drive to expand services to
additional internal customer groups (e.g. marketing and def@stments) and integrate IT with other

organizational functional units (Lee et al., 1995). Thisteamer service drive to standardize IT services
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often results in cost savings as services becomestemsacross the enterprise. If the IT organizatem
align with external facing lines of business (salesketarg, etc), the IT staff's alignment with Customer
Service Orientation can be used to directly benefibtleness by supporting technologies such as new
marketing and service activities (e.g., personalized magketelf-service sales, podcasts, instant product
presentation, real-time customer intelligence incre@Segan, 1998).

One personality trait which was positively related teeasatisfaction but for which IT professionals
had, on average, below-norm scores was Conscienticusiés latter result is not surprising given the
generally unstructured nature of IT work and the freedodndascretion IT professionals have in how they
solve problems and perform their work (see O*NET, 2008). clineent findings of below-norm
Conscientiousness for IT professionals are consistiéhta comparative investigation by Ash, Rosenbloom
Coder, and Dupont (2008). They found that non-IT professdrad higher Conscientiousness scores than
IT professionals. Similarly, a study by Mastor anddsl (2004) observed slightly below-norm
Conscientiousness scores for IT majors. Interestitglwever, Witt and Burke (2008) found that
Conscientiousness is positively related to the job pexdoce of IT professionals. Considered as a whole,
the above findings for Conscientiousness and IT workamngplex and do not lend themselves to simple
interpretations. While higher levels of Conscientiousmaay be desirable from the standpoint of career
satisfaction and job performance of IT professionalgrifessionals generally score lower on
Conscientiousness than individuals in other occupati®hss may be to due to a self-selection bias in that
individuals lower on Conscientiousness gravitate towanddrk for any number of reasons. Like all of the
Big Five traits, Conscientousness is a broadband conhsttwsubsumes personal qualities like attention to
detail and quality consciousness in the same waytthatbraces qualities like conformity and rule-
boundedness. The conformity and rule-boundedness agp&ascientousness may be antithetical to
some of the more noncomformist, unconventional pedpiecéed to IT work. Such individuals prefer more
informal and less structured work environments; relaxesisdredes and personal appearance requirement

greater discretion and less standardization in howvth is accomplished; and, in some cases, more
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schedule freedom. From the organization’s standpasgdon the above results, it would be desirable to

recruit and hire IT candidates with higher levels oh§&wnentiousness and to emphasize Conscientiousness

enhancing training and development programs (such as timagewent, safety and security issues, and
organizational citizenship).

Two other traits on which IT professionals had below-nscores, but which were not significantly
related to career satisfaction were Visionary Sayléd Image Management. The former finding is
understandable given that IT work, with its emphagisletails and many small, interlocking steps in task
completion, typically involves the opposite of visionéninking style. As summarized by Walling (2008):
“I have never, ever, eveseen a great software developer who does not haverapatention to detail.”

As for a relative under-emphasis on Image Management,little IT work requires careful monitoring of
one’s own image and trying to project a smooth, poliskelfpresentation in interpersonal settings. As an
anonymous blogger put it, “In my experience, computer prograsnduoa'tcare that much about being
popular or good looking - they are skilled craftsmen wisloled work ethic” (Half Sigma, 2008).

Although each was positively related to career satisiacthere were no significant differences in
mean scores between IT and other occupations on fite trassertiveness, Extraversion, Optimism,
Agreeableness/Teamwork, and Work Drive. Regarding the teopoe of Assertiveness, while it might not
be listed in most inventories of key attributes of IT &wpees, Schneider (2008) lists it as one of the key
personality attributes for IT consultants, noting thgbu need to be assertive...You need to make sure
people don't walk over you. You also need to be ablei¢k 8p for yourself without coming across as too
aggressive.” Similarly, Weinberg (2008) contends that aalipersonality trait for programmers is
“...assertiveness, or force of character. A progranmjel is to get things done, and getting things done
sometimes requires moving around obstacles, jumping beer, tor simply knocking them down.” The
field of Information Technology changes at such an inbtedate that staff who find themselves without the
ability to drive a solution quickly often find themsedviacking current skills and unable to perform

effectively.

D
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Optimismis another trait which is unlikely to appear in anydb pgescription. However, it is the
second most highly correlated trait with career satigfa for IT professionals. This is similar to
Lounsbury, Loveland, et al.’s (2003) finding that Optimisnswae of the top two correlates of Career
Satisfaction for occupations in general. The impogarfdOptimism for IT work may be due to the benefits
for problem-solving associated with having a positive mindsepersisting
toward solutions despite setbacks, and the attendasfaséiin that comes
from successful task completion. Nearly all importdnvork is fraught with
difficulties and challenges for which an optimistiarfre of mind would be an
advantage (cf. Seligman, 1990). Perhaps that is why W#H#B@B) concludes that in the case of software
development, “...all great developers are optimistic...” mBmy cases software programmers must embark
on programming efforts without a complete understandirfgpof the programming will be done. For
Optimistic IT staff this can be an exciting time thahtributes to career satisfaction.

As for the importance of Work Drive, having a strong wdtkceis frequently listed as a requisite
factor for success in computer programming or other typeswork (e.g., Liberty, 1999). Given the
multiple, continual demands placed on IT workers andftan high-stakes, consequential nature of
successful IT project completion which also meets deagll it is understandable that those with a higher
level of Work Drive would not only be better suited forlsueork, but they would be more likely than their
less hard-working peers to receive the organizational rev@actisecognition that, over the long term, lead
to higher levels of career satisfaction. The fielshédrmation technology changes so frequently that most
IT staff have a healthy sense of “Retool’, “Retrain“RBeplace”. Those with a consistent Work Drive tend
to provide value to the organization by constantly retrairegiselves with little effort from management.

IT work is widely regarded as being mainly the domain obiwerts with two-thirds of computer
professionals estimated as being introverted, (e.gitutesfor Management Excellence, 2006). However, in
the present study there were no significant differencegdam our sample of IT professionals and other

occupations as a whole; moreover, their average sepresented about an equal emphasis on Introversiorn

N
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and Extraversion. Also, Extraversion was positivagrelated with IT career satisfaction in the present
study. How can such observations be reconciled?aim&@er may be that Extraversion leads to more
satisfying experiences over the course of a careerapgitecause it results in more acquaintanceships an(
friendships, greater personal communication with cowsrked bosses, or even a more positive reception
by others at work. Such dynamics would produce a positivelation between Extraversion and career
satisfaction. Regardless, the present results sheudnsidered by those individuals engaged in career
planning, vocational development, job counseling, and othleoshelp individuals choose an occupation an
might be inclined to not recommend IT for extravefsom the standpoint of career satisfaction, one would
encourage more extraverted individuals to go into IT w@k.the other hand, the current findings are
consistent with recommendations that interpersonbsé slknd communication should be emphasized in IT
professional training and development (Lee et al., 1995addiition, since Extraversion is related to higher
levels of career satisfaction, organizations may waobnsider offering IT employees more opportunities tq
socialize, fraternize, and interact either with othapleyees, through, for example, company-sponsored
luncheons, picnics, recreation programs, outings, aret atttivities that promote extraversion-related
behaviors.

Regarding teamwork, in the present sample IT profealsialid not differ from other occupations,
which is at variance with the traditional view of Ifngloyees working independently (cf. U. S. Dept. of
Labor, 1991). Teamwork was, however, positively coreelatith career satisfaction in the current study.
One reason for this is that IT departments usually tmeeordinate and collaborate with other
organizational units to achieve successful informatictesys. In addition to cross-organizational teaming,
internal IT teaming has become more the norm wittathent of team-based or agile programming (Beck
1999). As noted by Schneider (2002) in his research on faxntgbuting to the success of IT projects,
“...teamworking and motivation are more important thatecal competence or formal training.” In
terms of practical implications, based on the preselts, individuals who are more teamwork-oriented

would be more likely to enjoy careers in IT. Howevee, @ccupational Information Network (O*NET),

=
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which is one of the premiere sources of occupational pignnformation, lists the opposite of Teamwork—
Independence—as a key Work Style and Work Value for IT ociousaO*NET, 2008). Further research
is needed to clarify which of these attributes is mongoirtant for successful and satisfying IT careers.

As previously noted, an empirically-based personalityilerof IT professionals has yet to be
developed. The current study is an important first stépandirection. Holland’s theoretical framework
characterizes IT professionals as having mainly invaisig, realistic, and conventional interests. While
consistent with Holland’s vocational theory, thereuat study goes beyond such an interest-based depictio
by showing that, compared to other occupations, IT profesls are more: tough-minded and analytic,
more open to new experiences and learning, emotionailigrnéscustomer-oriented, and intrinsically
motivated. They are also less: conscientious, cordenith image management, and less visionary in their
thinking style. Moreover, we found higher magnitude and pesirrelations with career satisfaction for
the traits of Emotional Resilience, Optimism, Assertag&s, Work Drive, Extraversion, and Openness. In

summary, there appear to be multiple personality pagbwo career satisfaction for IT professionals.

-
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Table 1
Mean Scores on Personality Traits for IT Professionals Grouped by Compsts All Other Occupations

Dimensions on which IT Professionals éleNgherMean Scores than the Norm for all Occupations

Dimension Mean Score
Customer Service 4.65
Tough-Mindedness 3.73
Intrinsic Motivation 3.61
Openness 3.57
Emotional Resilience 3.33

Dimensions on which IT Professionals Haweil&r Mean Scores than the Norm for all Occupations

Dimension Mean Score
Optimism 3.23
Agreeableness/Teamwork 3.22
Assertiveness 3.12
Extraversion 3.09
Work Drive 2.98

Dimensions on which IT Professionals Haegér Mean Scores than the Norm for all Occupations

Dimension Mean Score
Conscientiousness 2.77
Visionary Style 2.36
Image Management 2.26

Note: For IT Professionais= 9,011.




Table 2

Correlations of Personality Traits with Career Satisfaction

Correlation with Career

Trait
Big Five-Related Traits

Conscientiousness
Emotional Resilience
Extraversion

Openness
Agreeableness/Teamwork
Narrow Traits
Assertiveness

Customer Service Orientation
Image Management
Intrinsic Motivation
Optimism
Tough-Mindedness

Work Drive

Visionary

n = 1059

*p<.05; *p<.01

Satisfaction

2%

46+
27+
26+
21

31
22%*
-.01
.04
.38*
.18**
29%*
.05
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