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Abstract:

This study investigated the predictive value of Adlerian personality attributes related to work attitudes and tur-
nover intentions in a sample of 227 prison officers. The assessment instruments employed in the study included
the Basic Adlerian Scales for Interpersonal Success Adult Form. Spector’s Job Satisfaction questionnaire, Meyer
and Allen's Organizational Commitment scale and four questions designed to assess work motivation and attitu-
des. Employee turnover intentions were assessed with a three item scale. The results revealed significant relationship
with personality attributes, work attitudes and turnover intentions. Intention to leave the job could be predicted
by job satisfaction organizational commitment and personality attributes, but not by work motivation.  

Keywords: Adlerian lifestyle; BASIS-A, job satisfaction, organizational commitment, work motivation, turnover
intention
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Introduction

Researchers have identified a connection
between selected personality attributes,
work attitudes, job satisfaction, organizatio-
nal commitment and work motivation (Lie-
siene and Endriulaitiene, 2008,
Geneviciute-Janoniene and Endriulaitiene,
2008; Bowling, 2007; Tyler and Newcombe,
2006; Latham and Pinder, 2005; Judge and
Ilies, 2002; Jong et al., 2001). In addition re-
searchers have explored the impact of work
attitudes and turnover intentions with a va-
riety of work settings and in particular pri-
son settings (Labatmediene et al., 2007;
Dowden and Tellier, 2004; Byrd et al., 2000;
Wright, 1993).  At this time there are no stu-
dies that specifically address the organiza-
tional variables of work attitudes,
personality, and turnover intentions of cor-
rectional officers in the country of Lithuania.
Officers in correctional institutions in Lit-
huania as well as other countries work in
very stressful and restrictive settings which
contribute to a high incidence of turnover of
staff. Those who focus on research in the
area of correctional settings encourage ot-
hers to conduct research related to the orga-
nizational variables that lead to job
dissatisfaction and turnover in these settings
(Castle, 2008; Dowden and Tellier, 2004;
Lambert et al., 2004). 

The purpose of this study was to explore the
relationship of the Adlerian Psychology li-
festyle personality attributes and the organi-
zational variables of work motivation, job
satisfaction, organizational commitment and
turnover intentions of officers in a correctio-
nal institution in Lithuania.

Personality, work and turnover 

Organizational commitment, job satisfaction
and work motivation are some of the most
popular work attitudes investigated by theo-
rists and practitioners in organizational
psychology. These work- related attitudes
have been found to be associated with job
performance (Wood and Beckmann, 2006;
Barrick and Mount, 2005; Woodardet al.,

1994), intention to quit a job (Labatmediene
et al., 2007; Mynatt et al., 1997) as well as in-
creased job productivity (Baard et al., 2004).
These work attitudes, as it relates to the pre-
sent study, have been found to be associated
with turnover among correctional officers
(Dowden and Tellier, 2004; Byrd et al., 2000;
Wright, 1993). Byrd et al, (2001) found job
dissatisfaction was the strongest predictor of
a detention officer's inclination to leave their
job. 

At the present, there is no agreement on the
sequence of the relations and possible me-
diating effects of personality, work attitudes
and job performance. Bowling (2007) ques-
tioned the predictive value of job satisfacti-
ons to performance, but proposed that
employee personality may be of more bene-
fit to explore related to work performance.
Significant relation between personality and
performance was found in studies conduc-
ted by Tyler and Newcombe (1996) and
Mynatt et al. (1997). However Mynatt et
al.(1997) were not able to find a relationship
between personality and turnover intenti-
ons.  

In relation to the present study with correc-
tional officers there are two models that are
proposed to possibly shed light on the vari-
ables that may account for job satisfaction
and attrition.  One model addresses indivi-
dual and the other organizational factors
(Castle, 2008). The individual model, with a
focus on personality attributes, has been
used to isolate the possible connections of
work attitudes in organizational settings. Ex-
tensive studies have been conducted to as-
sess the connection to the Big Five
personality model with theses attitudes
(Mount et al., 2006; Barrick and Mount, 2005;
Judge and Ilies, 2002). This research has re-
vealed significant relationships with the per-
sonality attributes of conscientiousness,
emotional stability (Mount et al, 2006; Wood
& Beckmann, 2006; Lee et al., 2005; Barrick
and Mount, 2005; Neubert, 2004; Judge and
Ilies, 2002) openness to experience, extraver-
sion and agreeableness with work perfor-
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mance (Wood & Beckmann, 2006, Mount et
al, 2006; Barrick & Mount, 2005; Neubert,
2004; Jong, Velde & Jansen, 2001; George &
Zhou, 2001). Positive relationships have
been found between neuroticism and feeling
of exhaustion and lower job satisfaction
among the police officers (Ortega et al.,
2006). Yali et al. (2004) revealed that perso-
nal-organizational fit and extraversion are
the most significant indicators for job per-
formance among sales people. Mynatt et al.
(1997) detected the expected relationship
between Type A personality and level of job
satisfaction. In the research by Judge et al.
(2000) self-evaluations measured in child-
hood and in early adulthood were linked to
job satisfaction.

However, some question the value of asses-
sing individual characteristics such as per-
sonality attributes and claim that these
variable accounts for a small percentage of
the total variance in relation to professional
importance ratings and in levels of job satis-
faction (Furnham et al., 2002). Some authors
suggest that organizational variables should
be included in future research to assess job
satisfaction (Furnham et al., 2002; Koustelios,
2001).  Other researchers propose climate va-
riables (Griffin, 2001), gender (Blickle et al.,
2006; Hausknecht et al., 2004; Bishay, 1996;
Carlson and Latta, 1980) and age (Kanfer
and Ackerman, 2000, Woodardet al., 1994) as
organizational variable that may clarify
work performance.

Other researchers who investigate persona-
lity structure and measurement are not con-
vinced that results clearly identify the
interrelatedness of the work variables under
consideration (Ones et al., 2005).  Bishay
(1996) argued that the Big Five traits may be
useful for some research on job performance
but may fall short in the measurement of
more concrete and narrow personality traits.
Though there may be some disagreement
the forgoing research does seem to support
that individual personality variables need to
be considered when conducting research on
work attitudes. Still there is not sufficient ag-

reement on which personality traits predict
organizational behavior. Many authors emp-
hasize the importance of the fit between per-
sonality and different job and organizational
factors (Amos and Weathington, 2008;
McCulloch and Turban, 2007; Ehrhart, 2006;
Westerman and Cyr, 2004; Rentsch and
McEwen, 2002; Furnham, 2001). However,
clear answers as to which professions and
which specific personality measures are
most likely to predict performance is mis-
sing (Jenkins and Griffith, 2004). Possibly
though the Big Five research has provided
some answers there is still no clear model of
the way personality attributes impact work
behavior - directly or with the mediating ef-
fect of work attitudes such as organizational
commitment, job satisfaction or work moti-
vation. Possibly other comprehensive theo-
retical models related to personality need to
be explored to extend our knowledge base
related to the connection of personality and
work attitudes variables.  For this study the
researchers have decided to use another
theoretical model to address the interplay of
personality and work attitudes. This model
is based on the principles of Individual
Psychology of Alfred Adler.  

Employing Individual Psychology in or-

ganizational settings 

The rationale to use Individual Psychology
as a theoretical base for the study and in par-
ticular the personality construct of lifestyle
is based on the successful application in
other organizational settings. A second rea-
son is that writers in the field of Individual
Psychology have identified the connection
between the theory and organizational vari-
ables and that there is a psychometric ins-
trument supported by a rich body of
research to assess the personality attributes
related to lifestyle.  

Overview of Individual Psychology appli-

cation in organizations

Individual psychology has proved its value
in many fields: parenting, education, family
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therapy, group therapy, group counseling
and art therapy and to a lesser degree work
related attitudes (Ferguson, 2007). Watkins
(1984) described a method of integrating the
main constructs of Individual Psychology of
lifestyle, social interest and early recollecti-
ons with vocational behavior. Catlin (1984)
used the Adlerian approach to describe a
training model that could be implemented
in organizations. Ferguson (1996) described
the fit of democratic ideas of Individual
Psychology and its’ impact on the behavior,
attitudes and motivations of leaders and fol-
lowers. Kern and Peluso (1999) proposed pa-
rallels of Individual Psychology family
constructs to organizational structures and
organizational behavior. The principles of
Adlerian life goals and other theories which
include either goal setting or life tasks were
addressed in the writing of Ferguson (2003).
She also indicated the importance of the role
lifestyle attributes should play in relation to
dynamics in organizations. Carlson et al.
(2007) emphasized the importance of the In-
dividual Psychology construct of  social in-
terest operationalized in a  technique the
authors referred to as the E group technique
(empathy, equality, encouragement, educa-
tion, and empowerment) as a powerful in-
tervention to increase individual
effectiveness in organizational settings. They
claim that these principles are related to such
work attitudes as higher work motivation,
job satisfaction and productivity. Applica-
tion of principles of Individual Psychology
in organization might improve the commu-
nication between peers, leaders and follo-
wers (Ferguson, 2007). Lemonides (2007)
presented a detailed model of ways the prin-
ciples of Individual Psychology are appli-
cable to organizational settings related to
training programs.  A final study of impor-
tance was a study confirming the connection
of lifestyle personality attributes and trans-
formational leaders. The importance of this
study was that it was the first reported rese-
arch in Individual Psychology to support the
relationship of personality and the organi-
zational variable of leadership (Frey et al.)

This study highlights the potential of using
the theoretical model of Individual Psycho-
logy in organization settings but also add-
resses a need to expand the use of the model
in additional empirical studies related to or-
ganizational behavior. 

Adlerian approach: individual differences

in the work place 

The importance of work was proposed by
Adler, the founder of Individual Psycho-
logy, as one of the three major life tasks.
Adler proposed that all humans through out
their life span are confronted with the chal-
lenges of the three major life task of friends-
hip (social relationships), work (careers) and
love relationships (Ansbacher and Ansbac-
her, 1956). All difficulties and challenges for
humans are related to the problems that
arise from one’s struggles related to these
three tasks.  To address these tasks the indi-
vidual at a very early age in the family of ori-
gin creatively selects a set of behaviors,
beliefs and personality attributes to deal
with the life task. Adler referred to this or-
ganized set of beliefs and behaviors as one’s
style of life or lifestyle (Suprina and Lingle,
2008; Lemonide, 2007; Ferguson, 2003; Ans-
bacher and Ansbacher, 1956). One’s lifestyle
may be viewed as a self imposed organized
set of beliefs and personality attributes that
an individual creates within the family
which he or she uses to solve the problems
that evolve from these three life task ( Esks-
tein and Kern, 2009, Adler, 1969). This
means that each individual regardless of the
life task or problem applies this systematic
model with in the family, love relationship
or work setting. Consequently Stone (2007)
saw work behavior as a solution of work
task in person’s life. White (2005) supports
this idea by claiming that one’s   professional
life can be seen as the continuation of the
childhood expectations and lifestyle develo-
ped within these expectations. Some rese-
arch on the lifestyle and work setting has
been designed to measure these connections.

Early studies by Gentry et al.(1980), Magner-



Harris et al.(1981) have found connections
with lifestyle personality attributes and Hol-
land’s typologies of vocational preference. A
few years later common lifestyle personality
attributes were found among nurses (Biec-
hekas and Neilon, 1983), among priests
(Newlon and Mansager, 1986) and among a
vocational types and lifestyle with the Lit-
huanian adolescents (Kepalaite et al, 2008).
However, there are no research studies that
have been reported in the professional lite-
rature to address the interrelatedness li-
festyle personality attributes, job
satisfaction, organizational commitment,
work motivation and intentions to leave the
job with correctional officers in the country
of Lithuania. 

Reseach questions and purpose

The purpose of this study is to investigate
the interrelatedness of lifestyle, job satisfac-
tion, organizational commitment, work mo-
tivation, and intentions to leave the job with
a sample of correctional officers in a prison
setting in Lithuania. More specifically the re-
search questions to be explored are the fol-
lowing.

1. What is the relationship among Adlerian per-
sonality attributes, work attitudes and turnover
intentions?

2.  What is the predictive value of Adlerian per-
sonality attributes for work attitudes (job satis-
faction, organizational commitment and work
motivation)? 

3. Which work attitudes (job satisfaction, orga-
nizational commitment or work motivation) or
personality attributes are the best predictors for
turnover intention? 

Methodology

Sample and research procedures

227 officers from one correctional institution
participated in the study. Participants were
chosen following a collaboration contract
between the faculty at Vytautas Magnus
University and the organization. After ente-

ring the primary data, it was determined
that 205 participants completed all the in-
ventories and demographic data for analy-
sis purposes. 22 participants were deleted
from the analysis due to incomplete com-
pletion of inventories or biographical data
information. . 

There were 172 (84%) males and 31 (15%) fe-
males. Participants ranged in age from 21 to
57 (M age = 36.16 years, SD = 8.228). The
work tenure among employees ranged from
1 to 40 (M = 14.94 year, SD = 8.51). They have
been working in a current position on ave-
rage for 7.59 years (from 0.09 to 31 year with
a standard deviation 6.20). 

Measures

The Basic Adlerian Scales for Interpersonal
Success for Adults(BASIS-A)  was used to
assess the life style personality attributes of
belonging- social interest a measure of em-
pathy, gregariousness, and comfort with pe-
ople (cronbach’s alpha = 0.81), going along
a measure of rule focused and lack of rule fo-
cused behavior (cronbach’s alpha = 0.81),
wanting recognition a measure of the im-
portance of validation from others and being
successful  (cronbach’s alpha = 0.78), taking
charge a measure of the need to control and
direct others (cronbach’s alpha = 0.72), and
the  being cautious scale which is designed
to assess hypervigilience and trust and mis-
trust related to family of origin (cronbach’s
alpha = 0.84)( Wheeler et al.1993).  The res-
ponses by the participants on the 65 item in-
ventory are organized on a  5-point Likert
scale ranging from 1 (strongly disagree) to 5
(strongly agree). Back-forward translation
from English to Lithuanian language was
completed by students and university per-
sonnel from another major university in Lit-
huania. The Cronbach’s alpha for the full
questionnaire for this study was 0.75.  

Job satisfaction was measured by Spector’s
Job Satisfaction questionnaire (1994). This
questionnaire consists of 36 items related to
work field. Responses were rated on a 6-
point scale ranging from 1 (disagree very) to
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6 (agree very much). High scores on the scale
represent higher job satisfaction. The Cron-
bach’s alpha for this study was 0.92.

Organizational Commitment was measured
using Meyer and Allen's (1990) scale. The
questionnaire consists of 24 items related to
employees’ affective, continuance and nor-
mative aspects of the commitment to orga-
nization. Responses were rated on a 7-point
scale ranging from 1 (strongly disagree) to 7
(strongly agree). The Cronbach’s alpha for
this study was 0.73.

Work motivation was measured by using
four questions related to enthusiasm, chal-
lenges etc. (Storseth, 2006). Responses were
rated on a 5-point scale ranging from 1
(never) to 5 (always). The Cronbach’s alpha
for this study was 0.70.

Employee turnover intentions were tapped
by three item scale developed by H. L. Stall-
worth (2003). Responses were rated on a 7-
point scale ranging from 1 (strongly
disagree) to 7 (strongly agree). The Cron-
bach’s alpha for this study was 0.84.

Results

The first part of the analysis consisted of bi-
variate correlations among personality attri-
butes, work attitudes and turnover
intentions. The results of the analysis yiel-
ded associations with personality and the
work related attitudes under investigation.
(see Table 1). Personality attributes of belon-
ging- social interest and going along were
positively related to work motivation and
negatively to turnover intention (p<0.05).
Wanting recognition was found as signifi-
cantly positively related to job satisfaction
(p<0.01). There was found significant posi-
tive relation between taking charge and job
satisfaction as well as work motivation
(p<0.05). Finally being cautious was negati-
vely correlated with organizational commit-
ment and work motivation but positively to
turnover intention (p<0.01). There were sig-
nificant inter-correlations among all work at-
titudes and turnover intention (p<0.000). 

The results showed that personality attribu-
tes of belonging- social interest, going along,

Table 1

Bivariate correlations between Adlerian personality attributes, work attitudes and
turnover intentions 

  1. 2. 3. 4. 5. 6. 7. 8. 9. 

1. belonging- 
social interest 

1.00         

2. going along 0.277*** 1.00        

3. taking charge 0.136 -0.550*** 1.00       

4. wanting 
recognition  0.426*** 0.074 0.324*** 1.00      

5. 

P
er

so
na

lit
y 

at
tr

ib
ut

es
 

being 
cautious 

-0.514*** -0.597*** 0.200** -0.181* 1.00     

6. job 
satisfaction 0.060 -0.014 0.201* 0.163* -0,093 1.00    

7. organizational 
commitment 0.139 0.124 -0.084 0.065 -0.219** 0.365*** 1.00   

8. W
or

k 
at

tit
ud

es
 

work 
motivation 0.243** 0.155* 0.031 0.240** -0.226** 0.353*** 0.437*** 1.00  

9. 
 turnover 

intention -0.218** -0.277*** 0.031 -0.109 0.257*** -0.343*** -0.492*** -0.269*** 1.00 
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Notes: significant correlations are shown in grey pattern 
* significant at p<0.05
** significant at p<0.01
*** significant at p<0.001



Table 2

β weights and R2 for model predicting turnover intention from work attitudes 

and wanting recognition were positively
and being cautious- negatively related to
work motivation (p<0.05). Taking charge
and wanting recognition were positively re-
lated to organizational commitment
(p<0.05), but only being cautious was nega-
tively related to job satisfaction (p<0.05). Bi-
variate correlation analysis revealed that
some personality attributes were negatively
(belonging- social interest and going along)
and one (being cautious) positively related
to turnover intentions of officers (p<0.05). 

Significant relations between work attitudes
and turnover intentions were found as well.
Results revealed that more satisfied, com-
mitted and motivated employees have low
expressed intention to quit their job (p<0.05). 

A linear regression analysis with enter met-
hod was performed on the data set to deter-
mine the relationship of turnover intentions
to work attitudes and lifestyle personality
attributes. Several models were constructed.
Regression analysis was conducted in order
to check the predictive value of work attitu-
des to turnover intentions (see Table 2). The
significance of the regression model was re-
vealed (R = 0.59, F (3, 126) = 20.578, p<0.000).

The Regression model explained 34% (R2) of
the turnover intention variance. Two of three
investigated work attitudes have the predic-
tive value to turnover intention: lower orga-
nizational commitment (β = -0.205, t = -2.518,
p<0.05) and lower job satisfaction (β = -0.387,
t = -4.55, p<0.000). The predictive value of
work motivation was not significant. 

The predictive value of personality attrib-
utes to each of the work attitudes and
turnover intention was explored. Coeffi-
cients of determination identified the ques-
tionable model – data fits (see Table 3).
Contrary to our expectations Adlerian per-
sonality attributes contributed to the expla-
nation of work attitudes among officers only
with a minor predictive value: few of Adler-
ian personality attributes were identified as
significant predictors for job satisfaction, but
not for work motivation or organizational
commitment. Being cautious was found as a
significant negative predictor for job satis-
faction (β = -0.359, t = -2.936, p<0.001) and
personality attribute of going along had a
negatively tendency to predict job satisfac-
tion (β = -0.257, t = -1.887, p<0.1). There was
detected a tendency, that personality attrib-
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Notes: significant p values are shown in bold 
* significant at p<0.05
** significant at p<0.01
*** significant at p<0.001

Predicting turnover intention Work attitudes  weight t value 

Job satisfaction -0.387 -4.550*** 

Organizational 
commitment -0.205 -2.518* 

Work motivation -0.133 -1.604 

Model fit indexes  
R 0.578 
R2 0,334 
F 20.578 
p 0.000 



utes of belonging- social interest (β = -0.170,
t =-1.698, p<0.1) and going along (β = -0.217,
t = -1.875, p<0.1) could predict turnover in-
tention (R = 0.302, F (5,159) = 3.094, p<0.05). 

One more regression model was created tak-
ing the complex of work attitudes and per-
sonality attributes as independent variables
and turnover intention as the output (see
Table 4). The goodness of fit of this model
was better than previously constructed mod-
els (R = 0.632, F (8, 109) = 8.409, p<0,000).
Current model could explain 40% (R2 =
0,400) variance of the turnover intention. 

Finally the variables of age and work expe-
rience were added to the regression model
in order to predict turnover intention. The
model’s prognostic value increased (see
Table 5). It was the best model with the high-

est prognostic value among the all con-
structed ones (R2 = 0.430, R = 0.656, (F
(10,105) = 7.110, p<0.000). Results revealed
that more satisfied with their job, more com-
mitted to their organization and having
higher expressed personality attribute of
going along officers tend to leave their job
more rarely. 

Discussion 

The purpose of the current study was to fit
the Adlerian lifestyle personality attributes
in relation to work motivation, job satisfac-
tion, organizational commitment, and
turnover intentions among officers. 

Our findings supported some previous re-
search which found the relations between
work attitudes and intention to quit a job
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Table 3

β weights and R2 for model predicting work a�itudes (job satisfaction, organizational
commitment and work motivation) and turnover intention from 

Adlerian personality a�ributes

Notes: significant p values are shown in bold 
(t) tendency at p<0.1
* significant at p<0.05
** significant at p<0.01
*** significant at p<0.001

 Predicting job 
satisfaction 

Predicting 
organizational 
commitment 

Predicting work 
motivation 

Predicting 
turnover 
intention 

Personality 
attributes  weight t value  weight t value  weight t value  weight t value 

belonging- 
social interest 

0.093 0.871 -0.031 -0.292 0.131 1.295 -0.170 -1.689 (t) 

going along -0.257 -1.887 (t) -0.022 -0.167 0.028 0.238 -0.217 -1.875 (t) 

taking charge -0.081 -0.701 0.196 1.646 0.030 0.276 -0.145 -1.351 

wanting 
recognition  

0.067 0.622 -0.004 -0.038 0.107 1.087 0.084 0.865 

being cautious -0.359 -2.936** -0.119 -1.020 -0.115 -1.074 0.063 0.597 

Model fit indexes     
R 0.324 0.198 0.290 0.302 
R2 0.105 0.039 0.084 0.091 
F 2.947 1.082 2.853 3.094 
p 0.015 0.373 0.017 0.011 



(Labatmediene et al., 2007; Dowden and Tel-
lier, 2004; Byrd et al., 2001; Byrd et al., 2000;
Mynatt et al., 1997; Wright, 1993). Still only
job satisfaction and organizational commit-
ment had a predictive value to the officers’
turnover intention, but not work motivation.
Possible explanation is that work motivation
might have a mediating role in between per-
sonality attributes and turnover: the same
personality traits were found as related to
both work motivation and intention to leave
a job. Officers with higher expressed per-
sonality attributes of Belonging-Social Inter-
est and Going Along are more motivated to
their job and more rarely tend to leave their
job. Results of this study supported some of
the previous research related to the connec-
tion between social oriented personality at-

tributes (previous studies- extraversion, cur-
rent study- belonging- social interest) and
work motivation among specific groups of
professionals (Liesiene and Endriulaitiene,
2008; Jong et al. 2001). It shows that collabo-
ration and following the rules is an impor-
tant part in this type of organization, where
the hierarchy levels are defined very clearly
with the abilities to give and obey the in-
struction at the work. 

Taking in consideration the costs of the fre-
quent personnel turnover it would seem to
make sense that any additional information
related to work attitudes would be impor-
tant to the organization. How ever this study
did not shed additional information related
to the dynamics the evolution of these work
attitudes in this group under investigation.
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Table 4

β weights and R2 for model predicting turnover intention from work a�itudes
(job satisfaction, organizational commitment and work motivation) and 

Adlerian personality a�ributes

Notes: significant p values are shown in bold 
(t) tendency at p<0.1
* significant at p<0.05
** significant at p<0.01
*** significant at p<0.001

Predicting turnover intention Variables   weight t value 
job satisfaction -0.420 -4.305*** 
organizational 
commitment 

-0.228 -2.539* W
or

k 
at

tit
ud

es
 

work motivation -0.068 -0.756 

belonging- social 
interest 

-0.075 -0.778 

going along -0.255 -1.972 (t) 

taking charge -0.088 -0.804 

wanting 
recognition  

0.108 1.096 

P
er

so
na

lit
y 

at
tr

ib
ut

es
 

being cautious -0.071 -0.627 

Model fit indexes  
R 0.632 
R2 0.400 
F 8.409 
p 0.000 

 



Many authors agree that person - job and
person - organization fit is of primary im-
portance (Amos and Weathington, 2008; Mc-
Culloch and Turban, 2007; Ehrhart, 2006;
Westerman and Cyr, 2004; Rentsch and
McEwen, 2002; Furnham, 2001).

Our study showed that the most important
personality attributes for predicting lower
job satisfaction among officers were the
lifestyle personality attributes of Being Cau-
tious and Going Along. It would make sense
that employees with an elevated Being Cau-

tious personality attribute would have diffi-
culty in a setting that requires a person to
work under such stressful and at times emo-
tionally charged setting. Still it is not so easy
to explain why officers with more expressed
personality attribute of Going Along tend to
be less satisfied with their job. The possible
rationale for such a result might be the two
sides of the organizations: very clear rules
and requirements from one side (higher of-
ficers) of the organization and always
unique situations from other side (prison-
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Table 5

β weights and R2 for model predicting turnover intention from work a�itudes 
(job satisfaction, organizational commitment and work motivation), 
Adlerian personality a�ributes and few demographic characteristics 

(age, work experience and work experience in a current position)

Notes: significant p values are shown in bold 
(t) tendency at p<0.1
* significant at p<0.05
** significant at p<0.01
*** significant at p<0.001

Predicting turnover intention Variables   weight t value 
job satisfaction 
 

-0.422 -4.038*** 

organizational 
commitment 

-0.195 -1.943 (t) W
or

k 
at

tit
ud

es
 

work motivation 
 

-0.092 -0.974 

belonging- social 
interest 

-0.043 -0.412 

going along 
 

-0.277 -2.028* 

taking charge 
 

-0.117 -1.013 

wanting 
recognition  

0.089 0.863 

P
er

so
na

lit
y 

at
tr

ib
ut

es
 

being cautious 
 

-0.078 -0.630 

age 
 

-0.299 -1.485 

work experience 
 

0.169 0.797 

D
em

og
ra

ph
ic

 
ch

ar
ac

te
ris

tic
s 

work experience in a 
current position 

0.111 1.033 

Model fit indexes  
R 0.656 
R2 0.430 
F 6.105 
p 0.000 
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ers). This second side might lead to the fact
that the possibility to work with low stress
comes from flexibility and intention to find
different ways of behavior and not from try-
ing to fit the rules. These results might be of
a value in selection process or better under-
standing of the work conditions and its’ pos-
sible impact on the work attitudes among
officers trying to decrease turnover. 

Concerning organizational commitment
only one of the investigated personality at-
tributes- Being Cautious- was related to this
work attitude. Importance of Being Cautious
showed that sensitivity towards others is im-
portant when we deal with the officers’ com-
mitment to the organization. However a
predictive value of Being Cautious for orga-
nizational commitment was not found. Such
a result supported some previous ideas
(Furnham et al., 2002; Koustelios, 2001; Grif-
fin, 2001) that some organizational and situ-
ational factors (not personality) might be of
the primary importance in the investigation
of employees’ work attitudes. 

Contrary to some previous studies (Mynatt
et al., 1997; Tett and Meyer, 1993; Mueller et
al., 1992; Huselid and Day, 1991), however,
we found that not only work attitudes but
personality attributes were also directly re-
lated to turnover intentions. Our finding
seem to support other researchers who be-
lieve that personality is in fact an important
variable to address when assessing the work
attitudes investigated in this study (Bowling,
2007; Tyler and Newcombe, 1996). On the
other hand job satisfaction was found to be a
good predictor of turnover intention in our
study as well. Our results show that research
that takes in consideration personality at-
tributes, job satisfaction and turnover is still
of a great value. Our research showed that
there are different personality attributes re-
lated to job satisfaction and turnover inten-
tions. Some of the personality traits might be
linked to the more expressed intention to
leave the job without exploring the level of
job satisfaction: employees with higher ex-
pressed personality attributes of Belonging-
Social interest and Going Along less tend to

leave current work position. Other specific
personality traits are related to the job satis-
faction: officers with higher expressed at-
tributes of Taking Charge and Wanting
Recognition tend to be more satisfied with
their job. 

Finally our study seems to support research
models that include a variety of variables
such as personality, work attitudes, demo-
graphics, when attempting to explain
turnover intentions. In fact such demo-
graphic characteristics of age and work ex-
perience were additive in predicting
turnover intentions in the sample of correc-
tional officers under investigation. Results of
this study revealed that it is important to in-
vestigate demographic characteristics such
as age and work experience, which might
not have the direct predictive value to
turnover intentions but usually are related
to work attitudes (Kanfer and Ackerman,
2000, Woodard et al., 1994). More satisfied
and committed officers with a higher ex-
pressed personality attribute of Going Along
tend to leave their job more rarely. It means
that personality attribute of Going Along is
necessary for this type of organization where
rules are strict and not flexible, the hierarchy
is clearly described and employees don’t
have a lot of place for their own suggestions
and decisions upon their work behavior. Still
the fact that Going Along has a negative pre-
dictive value for both job satisfaction and
turnover intention shows that there might be
some related factors which were not investi-
gated in this study but could have an im-
portant role in either job satisfaction or
turnover. One of the possible factors related
to the level of job satisfaction which we
haven’t investigated may be connected to
the present economic conditions in Lithua-
nia. Possibly though a employee is not satis-
fied with their job the fact that they have
fewer options to move to another job may
explain some of the contradictions in our
findings. Turnover has decreased during the
last months while the unemployment has in-
creased which might have changed and pos-
sible is still changing the usual relations
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between personality attributes, work atti-
tudes and turnover intentions. Investigation
of these economical factors and how they
might be related to the psychological aspects
of employees work situation could be of a
great value and give more clear view of the
today’s employees in the organization. 

In retrospect, however, we believe that this
research has the possibility of providing the
next aspiring researcher to consider another
theoretical model such as Individual Psy-
chology to explain the interplay of personal-
ity, work attitudes and intentions to leave
the job. In that this was the first study of it’s
kind one can and should consider some of
the limitations of the study. We are acutely
aware that instruments that are adapted for
use in this study lack appropriate norms for
Lithuania. We are also aware that the time
required and the sequencing of the assess-
ment instruments could have impacted re-
sults. We do hope that the study can
encourage other researchers from Lithuania,
Turkey, and other countries to continue the
research begun in this study with the at-
tempt to clarify more specifically the inter-
relatedness of lifestyle personality attributes,
job satisfaction, biographical variables, work
motivation, commitment and work force sta-
bility as it related to turnover and attrition. 
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