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				Problem Situation and Purpose of the Study

				The field of personnel selection is subject to major changes. In the pre financial crisis era until approximately the year 2008, it was commonplace to hire future employees for a specific job description. The main focus those days was to match the candidate with the tasks to be done and the corresponding responsibilities to be taken. However, since the economic recovery that started around the year 2012, many companies have rigorously organised themselves differently. Ever since, issues like adaptability and technological developments have been emerging. This resulted in a renewed approach on recruiting 

				and hiring, in which both the initial fit between the job profile and the candidate as well as his future development opportunities or potential are assessed. Christensen and Schneider (2010), McDowell (2013) and Dos Santos and Russi De Domenico (2015) showed that today’s constantly changing workplace requires from the employee the condition to be an authentic talent that is able to collaborate with other talents through shared values, seen as the stable factor within a less secure working environment. With this in mind, many companies try these days to select those types of employees who are able to disseminate the organisation’s values beyond matching with a specific job profile.
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				abstract

				Personality traits and work values are important characteristics in personnel selection. Studies on their associations show limited agreement. In order to clarify, this paper investigates their association on a personality facet level. Work values are differentiated in intrinsic and extrinsic factors. This paper adds the role of age to the association. Earlier studies on traits and values about the influence of age on their development and associations are reviewed. Then the moderating influence of age in the association between facets of the Five-Factor Model and work values of the Universal Values Model of 465 Dutch bankers is studied. The results elucidate the association between personality facets and work values and the role of age in their associations. Considering this in personnel selection might contribute to sustainable employability of both the young as well as the older worker. Therewith, the study contributes to the debate of ageing in recruitment and selection. 

				Cómo afecta la edad a la relación entre las facetas de personalidad y los valores del trabajo de empleados de banca comercial y privada

				resumen

				Los rasgos de personalidad y los valores laborales son características importantes en la selección de personal. Los estudios sobre sus asociaciones muestran un acuerdo limitado. Para clarificarlo, este artículo investiga su asociación en el nivel de facetas de la personalidad. Los valores laborales se diferencian en factores intrínsecos y extrínsecos. Además este trabajo añade el papel de la edad en esta asociación. Se revisan estudios previos de rasgos y valores sobre la influencia de la edad en su desarrollo y asociación. También se estudia la influencia moderadora de la edad en la asociación entre las facetas del modelo de los cinco factores y los valores laborales del modelo de valores universal en una muestra de 465 empleados de banca holandeses. Los resultados elucidan la asociación entre aspectos de personalidad y valores laborales, y el papel de la edad en dicha asociación. La consideración de esta asociación en selección de personal podría contribuir a la emplea-bilidad sostenible de los empleados jóvenes y de los de más edad. Por lo tanto, el estudio contribuye al debate de la edad en el reclutamiento y la selección.
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				This renewed approach has great and tangible consequences for the way organisations fit their employees with the new and continuous changing business requirements. Next to selecting employees on their personal characteristics and skills, the match with the organisation’s values is more and more becoming a critical success factor. This pleads for a joint approach on personality traits and work values that, in conjunction, give meaning to one’s abilities and fit with the specific organisation’s characteristics. This holistic way of studying individual characteristics aims to contribute to value congruence, defined as minimising the distance between individual and organisational characteristics and motives (Cable & Edwards, 2004; Uçanok, 2010). In studying the value congruence, Roberts et al. (2006) elaborated personal characteristics in personality traits and work values, following the historic segregation of attributes from value judgments (Allport, 1937). This way of elucidating a person’s characteristics is said to contribute to a more long-term tenable fit between the employee and the constantly changing organisation, transcending the fit with a specific job profile. However, the association between personality traits and work values has rarely been studied (Parks & Guay, 2009).

				All the few studies that have been conducted on this subject (e.g., Berings, De Fruyt, & Bouwen, 2004; Furnham, Petrides, Tsaousis, Pappas, & Garrod, 2005; Parks, 2007; Parks-Leduc et al., 2015) assume an association between them. However there is little agreement yet on which personality traits and work values relate stronger (Parks, 2007; Parks-Leduc, Feldman, & Bardi, 2015). A possible explanation might be that all previous studies were constructed on the five major clusters of personality traits, known as the Five Factor Model (Costa and McCrae, 1985). In the present study it is expected that elaborating these personality factors into their underlying facets will contribute to further elucidating their assumed relations. With this, the study follows the suggestion of Ones & Viswesvaran (1996) that the identification of employee characteristics in personnel selection from a developmental perspective pleads for the use of narrower personality traits instead of the use of broader traits. Work values, in the present study, are dealt with as the ten values of the universal values model, or UVM (Schwartz, 1992). In studying their associations with personality facets, the paper follows the differentiation of these work values in two clusters of intrinsic and extrinsic motivation factors, found in the studies of Daehlen (2008), Bruyninckx and Valkeneers (2010), and Bipp (2010). This way of ordering work values is expected to contribute to further clarifying the associations between personality facets and work values in a work-related context.

				Next to the increasing attention for a long-term tenable fit between the employee and the organisation, the labour market is confronted with the issue of ageing. The reduced social security ensures that people continue to work longer and longer. This observation emphasizes the importance of an age-dependent match next to the long-term tenable fit between the employee and the organisation. Combining both is expected to result in a more sustainable match. 

				Earlier research suggested that both personality traits and work values evolve over time (Costa & McCrae, 2006; Johnson, 2001; Schwartz, 2006). Therewith, to further increase the insight into the personality facets and work values in a work-related context, this present study examines the role of age in its mutual association. This is expected to contribute to establishing both a long-term tenable and an age-dependent fit between an individual’s characteristics and the constantly changing organisation. With this, the central research question of this study is: “What is the role of age in the association between personality facets and work values?”

				One of the sectors in which this long-term tenable and age-specific association between facets and values is a current topic is the banking sector. Following the financial crisis, banking employees were confronted with major changes in the way they were used to exert their jobs. The sector faced an ascending tension between the liability for a lack of duty of care and a growing distrust of clients. In order to adjust this downward spiral, the sector responded with newly defined company values. Within this change process, both the young and older employees were addressed for a quick adaptation of both their skills and their attitudes. The effects of these changing circumstances were the strongest for the front office employees, since they maintained direct contact with their clients. Besides, characteristic for the banking sector was the presence of both young professionals and senior staff. Therefore, in order to study the role of age in the association between personality facets and work values in an appealing environment, this study is conducted under a sample of Dutch commercial business or private bankers.

				Theoretical Framework

				Personality Facets

				Personality theory is about the systematic study of the similarities and differences in personality between people, in which personality means how the individual acts (1) in his social environment, (2) with other people, and (3) in different situations (Ekkel & Ranty, 2006). Personality itself is conceptualised as a stable system of tendencies to act, think, and feel in a certain way (Digman, 1990; Guilford, 1959). Today, the most popular model of personality used for investigating employee personality is the five factor model, or FFM (Costa & McCrae, 1985). This model suggests that personality, viewed from a trait approach, consists of five major clusters of personality characteristics: openness, conscientiousness, extraversion, agreeableness, and neuroticism, also known as the OCEAN-model (Digman, 1996). Each of the five factors of the FFM contains six subscales, known as personality facets (Costa & McCrae, 1991). These 30 facets, as presented in Table 1, jointly give a detailed view on the composition of the five main factors. When the 30 facets are factor-analysed, the five factors emerge, each defined by high loadings from six facets of the same scale (Costa & McCrae, 1991). The FFM underlies 

			

		

		
			
				
					
						I. Openness

						1. Fantasy

						2. Aesthetics

						3. Feelings

						4. Actions

						5. Ideas

						6. Values

					

					
						II. Conscientiousness

						1. Competence

						2. Order

						3. Dutifulness

						4. Achievement striving

						5. Self-discipline

						6. Deliberation

					

					
						III. Extraversion	

						1. Warmth

						2. Gregariousness

						3. Assertiveness

						4. Activity

						5. Excitement seeking

						6. Positive emotion

					

					
						IV. Agreeableness	

						1. Trust	

						2. Straightforwardness

						3. Altruism	

						4. Compliance	

						5. Modesty	

						6. Tender mindedness	

					

					
						V. Neuroticism	

						1. Anxiety

						2. Angry hostility

						3. Depression

						4. Self-consciousness

						5. Impulsiveness

						6. Vulnerability

					

				

			

			
				
					Table 1. The Five Factors and their Underlying 30 Facets (Costa & McCrae, 1991)
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				different personality tests, like the NEO-PI-R (Costa & McCrae, 1985), the NEO-FFI (Costa & McCrae, 1991), and the FFPI (Hendriks, Hofstee, & De Raad, 1999). In investigating the intrapersonal fit between personality facets and work values, the present study uses these 30 personality facets behind the five clusters of the FFM in order to further elucidate which personality traits and work values relate the strongest (Parks, 2007; Parks-Leduc et al., 2015). With this, the study follows Ones & Viswesvaran (1996) in their view on the bandwidth-fidelity dilemma in personality measurement for personnel selection purposes.

				The five factors differ from values, defined as the criteria people use to evaluate actions, people, and events (Rokeach, 1973), in three ways that support their separate conceptual treatment (Bilsky & Schwartz, 1994): (a) traits are seen as descriptions of the unique attributes beyond observed behaviour, whereas values are criteria used to judge or appreciate the desirability of performed behaviour, (b) traits vary in terms of how much of a characteristic individuals exhibit, whereas values vary in terms of the importance that individuals attribute to particular goals, and (c) personality traits describe actions presumed to emerge from ‘what persons are like’ regardless of their intentions, whereas values refer to the individual’s intentional goals that are available to consciousness. In order to investigate the intrapersonal fit between personality facets and work values, the next section further elaborates the latter.

				Work Values

				Schwartz (1992) defines values as desirable, trans-situational goals, varying in importance, that serve as guiding principles in people’s lives. The crucial content aspect that distinguishes among values is the type of motivational goal they express (Schwartz, 2006). Work values are seen as the expressions of basic values in the work setting. Schwartz (1992) introduced his universal values theory, in which he presented four value factors: self-transcendence, conservatism, self-enhancement, and openness to change, jointly consisting of ten value types. Each of the ten basic values can be characterised by describing its central motivational goal. Even though the types of human motivation that values express and the structure of relations among them are universal, individuals differ substantially in the relative importance they attribute to their values, that is, individuals have different value priorities that derive from adaptation to life experiences (Schwartz, 2006). 

				Daehlen (2008) subsequently differentiated work values in intrinsic and extrinsic values. This distinction identifies work values as being either developmental or reward-driven. According to this classification, typical intrinsic values included interesting and challenging work, matching with the two factors: openness to change and self-enhancement of Schwartz (1992). High income, job security, and helping others are typical extrinsic values that correspond with conservatism and self-transcendence factors. In spite of the distinctions between personality traits and work values, it can be difficult to disentangle the two constructs in practice (Parks & Guay, 2009), because the mutual interaction both confer to human abilities. Therefore, to work on an improved insight in the interplay between these two personal characteristics, the next section will focus on the interrelatedness of facets and values.

				The Association between Personality Facets and Work Values

				In line with the assumed direction of causality (Furnham et al., 2005), this study investigates the association between personality facets and intrinsic and extrinsic work values, studying the impact of facets on values rather than vice versa. This direction follow the conceptualisation and joint interactions of Bilsky and Schwartz (1994). Studies conducted on this subject, however, do not agree on 

				which associations are stronger or the strongest.

				Different researchers have studied the association between personality traits and work values. Some of them included demographic variables like gender, age, and education as part of their joint explanatory relation with a declared work-related aspect. Berings et al. (2004), in their study on the incremental validity of work values to predict vocational interests over and above personality traits, found that especially conscientiousness and extraversion factors positively explained work values in general. Furnham et al. (2005), in their two-study investigation into the relationships between the personality factors and an individual’s work values for both British and Greek employees, found that agreeableness, extraversion, and openness were robust predictors of work values in general. In her subsequent meta-analysis of eleven studies on the relation between personality traits and work values, Parks (2007) concluded that mainly agreeableness and openness had the strongest relations with work values in general. She emphasised the lack of agreement on which relations are stronger or the strongest. Bruyninckx & Valkeneers (2010) found, as part of their study on the influence of personality on work motivation, that extraversion and openness had a stronger, positive relationship and agreeableness had a stronger negative link to intrinsic values. Bipp (2010) studied the relationship between personality traits and the valuation of intrinsic and extrinsic motivation factors. She found that extraversion and conscientiousness related positively and agreeableness related negatively to intrinsic motivation factors. Parks-Leduc et al. (2015), in a meta-analysis of 60 papers, studying relationships between personality traits and Schwartz’s values, demonstrated that traits and values are distinct constructs. Support was found for the premise that openness is more strongly related to values, neuroticism is least related to values and agreeableness, conscientiousness and extraversion are moderately related to values.

				Because of the differences in the outcomes of the above mentioned studies, the conclusion of Parks (2007) and Parks-Leduc et al. (2015) on the lack of agreement remains up-to-date and relevant. However, based on the similarities within the different studies, there seems to be a tentative indication that mainly the extraversion, conscientiousness, and openness factors have a stronger positive relation with intrinsic work values than with extrinsic work values. The agreeableness and neuroticism factors seem to have a stronger positive relation with extrinsic than with intrinsic work values. Possibly the intrinsic values are, just like traits, part of the more enduring aspects of people’s essential orientations towards employment (Cook, Hepworth, Wall, & Warr, 1981, p. 132). Following the suggestion of Ones and Viswesvaran (1996) in further elucidating which personality traits and work values relate stronger, the present study investigates its relationships on a personality facet level. Next to this, work values are differentiated in two clusters of intrinsic and extrinsic motivation factors (Bipp, 2010; Bruyninckx & Valkeneers, 2010; Daehlen, 2008). It is hypothesized to find stronger positive relations between the personality facets behind the extraversion, conscientiousness, and opennes factors and intrinsic work values and stronger positive relations between the personality facets behind the agreeableness and neuroticism factors and extrinsic work values.

				H1a: Personality facets behind the extraversion, conscientiousness, and openness factors show a stronger positive relation with intrinsic than with extrinsic work values.

				H1b: Personality facets behind the agreeableness and neuroticism factors show a stronger positive relation with extrinsic than with intrinsic work values.

				In line with the indication of Johnson (2001), Costa and McCrae (2006), and Schwartz (2006) that age influences the development of both personality traits and work values, this paper continues with studying the question to what amount age influences personality on a facet level. Therefore, the next section will focus on earlier studies about the effect of age on the development of employee personality, 
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				viewed from a trait approach. 

				The Influence of Age on the Development of Personality

				Until around 1994, the generally accepted view on personality was that it stopped changing in adulthood (McCrae & Costa, 1994). For example, Caspi and Roberts (1990) confirmed, through a longitudinal study amongst 1,000 children, the conceptualisation of an inborn and immutable set of personality traits. Ever since, cross-sectional and longitudinal studies of personality trait change in adulthood have forced a re-evaluation of this assumption (Roberts et al., 2006). Research now shows that personality continues to change in adulthood often into old age, and that these changes may be quite substantial and consequential. 

				Costa and McCrae (2006) found a modest change from the age of 45 years and older. They concluded that extraversion and neuroticism decline, whereas agreeableness and conscientiousness increase with age while openness first increases and then decreases. In their study, Costa and McCrae (2006) used the three age-arrays of Rabinowitz and Hall (1981): (1) early career with age 21-35, (2) midcareer with age 36-49, and (3) late career with age 50 and over, building on the three career stages of Super (1957): (1) trial stage, (2) stabilization stage, and (3) maintenance stage. In subsequent research, Roberts, Wood, and Caspi (2008) found that personality traits increase in rank-order consistency throughout lifespan. Specht et al. (2014) confirmed these findings, noting that mainly the differences between people in their younger years until around 35 years and people of around 45 years and older appeared to be the most obvious. These studies seem to suggest that personality change is, in part, predictable, because it follows age development, whereas the most notable change seems to take place in the late midcareer age. Therefore, it is hypothesized to find a higher rating for extraversion, neuroticism and openness in a group of people until the age of 35 years. It is hypothesized to find a higher rating for agreeableness and conscientiousness in the group of people of 45 years and older.

				H2a: People until the age of 35 years give a higher rating to the personality facets behind the extraversion, neuroticism, and openness factors than people of 45 years and older.

				H2b: People of 45 years and older give a higher rating to the per-sonality facets behind the agreeableness and conscientiousness factors than people until the age of 35 years old.

				The Influence of Age on the Development of Work Values

				Next to the assumed effect of age on the development of personality traits, different researchers have indicated an effect of age on the maturation of work values as well. Cherrington, Condie, and England (1979) found that the individual development of work values, just like personality, is significantly influenced by age, even when the effects of income, education, gender, seniority, and occupational level are being controlled for. This seems to be confirmed by Schwartz (2006), who concludes that individuals own different value priorities that develop from the adaption to life experience and therefore derive from an increasing age. Rhodes (1983), through a review of more than 185 studies, examined age-related differences in attitudes, behaviours, and values. She found that each of the three age-arrays of Rabinowitz & Hall (1981) has its own set of strongly appreciated values. Noticeable in her study is that she found that the importance of needs for extrinsic factors increases with the development in career stage, whereas the importance of intrinsic factors decreases. Inglehart (1997) confirmed the outcomes of Rhodes (1983) by demonstrating that, linearly measured, older people give, as a result of a cohort effect, higher priority to economic security and stability, whereas younger people give preference to self-expression and quality of life. Johnson (2001) concludes that, on average, young people in their 

				early career, attach lesser importance to materialist job rewards than older workers, reaffirming Cherrington et al.’s (1979), Rhodes’ (1983) and Inglehart’s (1997) views. Vecchionea, Schwartz, Alessandria, Döringe, and Castellania (2016) examined four types of stability and change in values during young adulthood. The study showed that the mean importance of conservation, self-transcendence, and power values increased over time, the mean importance of achievement values decreased, and openness to change values remained stable.

				These findings seem to indicate a strong difference in appreciated work values between people in their early career and those in their mid- or late career stage. More specific, these studies seem to indicate that the change in values follows age development, in a sense that people give higher priority to intrinsic values until their midcareer, whereas people later in their career seem to appreciate extrinsic values more. Therefore, it is hypothesized to find a higher rating for intrinsic work values in the group of people until the age of 35 years. And it is hypothesized to find a higher rating for extrinsic work values in the group of people of 45 years and older.

				H3a: People until the age of 35 years give a higher rating to intrinsic work values than people of 45 years and older.

				H3b: People of 45 years and older give a higher rating to extrinsic work values than people until the age of 35 years old.

				The Influence of Age in the Association between Traits and Values

				The above mentioned studies on the separate development of both traits and values seem to indicate a transition point at the end of the midcareer age, which begins at the age of around 45 (Rabinowitz & Hall, 1981). People until their midcareer seem to target on the so-called myself-oriented characteristics (extraversion, neuroticism, openness, intrinsic values), whereas people from the end of the midcareer appear to focus on the fellow human-oriented characteristics (agreeableness, conscientiousness, extrinsic values). Therewith, traits and values seem to affect one another, whereas the type of significant positive associations evolve over time. More specific, it is hypothesized to find a significant positive relation between the facets behind extraversion, neuroticism, and openness and intrinsic values for people in their early career until the age of 35 years. Next to this, it is hypothesized to find a significant positive relation between the facets behind agreeableness and conscientiousness and extrinsic values for people in their late midcareer starting at the age of 45 years.

				H4a: Age influences the association between the personality facets behind extraversion, neuroticism, and openness and intrinsic work values in the sense that this association is stronger for people until the age of 35 compared to people of 45 years and older.

				H4b: Age influences the association between the personality facets behind agreeableness and conscientiousness and extrinsic work values in the sense that this association is stronger for people of 45 years and older compared to people until the age of 35.

				Method

				Participants and Procedures

				This study investigates the moderating influence of age in the association between facets behind the personality factors and work values of Dutch commercial business or private bankers. In this respect, the effects of the changing environment are expected to be strongest for the front office employees whereas the role of a commercial business or private banker is seen as a typical front office job profile. Participants (N = 465) completed an assessment procedure as part of their personal development program during the period 2008-2013. Afterwards, permission for the use of their results was asked in order to prevent any bias of social desirability aspects. The 
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				participants completed both the 300-item Dutch personality test, or NPT (Van Thiel, 2008a) and the 140-item Dutch work values test, or NWT (Van Thiel, 2008b) online. Gender, age, and educational level were reported. All items (300 NPT and 140 NWT) were measured on a 5-point Likert scale. Item scores were summarised as sum scores for each personality facet and work value. Sum scores were converted to standardised Z-scores, to precisely compare the scores on the different variables. After an explanation of the testing procedure by a certified test psychologist, questionnaires were completed in approximately 45 minutes, with a small coffee break in between the two tests. All participants completed the entire questionnaires. The average of the 465 respondents (182 female, 282 male) was 37.12 years (SD = 9.16), with 44.5% until the age of 35 years, 33.8% with an age between 36 and 44 years and 21.7% of 45 years and older; 21.7% of the respondents held a vocational degree and 78.3% owned a university degree.

				Measures

				Measurement of personality facets. For the measurement of personality facets, the NPT (Van Thiel, 2008a) was used. This measure is a Dutch translation, adaptation, and extension of those parts of the International personality item pool, or IPIP (Goldberg et al., 2006), measuring dimensions highly similar to those of the NEO PI-R (Costa & McCrae, 1985). The questionnaire measures the five personality factors and its 30 underlying facets. Analyses of the 300 items on a 5-point Likert scale, Cronbach’s alpha and factor analyses were carried out on a sample of 577 respondents in the Netherlands (Van Thiel, 2008a). The domain scales show internal reliabilities which range from .70 to .92. 

				Measurement of work values. Work values are measured with the NWT (Van Thiel, 2008b). This test measures scales highly similar to the 12 values of the Super’s work values inventory, revised, or SWVI-R (Robinson & Betz, 2008) plus two extra values, both derived from the 1970 version of the SWVI (‘aesthetics/management’ and ‘altruism’). The SWVI is based on the universal values theory (Schwartz, 1992) and revealed good reliability results which range from .72 to .88. Analysis of the 140 items of the NWT (Van Thiel, 2008b) on a 5-point Likert scale, Cronbach’s alpha and factor analyses were carried out on a sample of 510 respondents in the Netherlands. The domain scales show internal reliabilities which range from .74 to .92. 

				Following Schwartz (1992), Ros, Schwartz, and Surkiss (1999), and Daehlen (2008), this study categorises the 14 NWT work values into seven intrinsic work values:

				1. Independence: work of which one determines the content himself and that can be carried out in one’s own way.

				2. Creativity: work in which there is room for inventing innovative ideas.

				3. Variety: work that offers variety and varying assignments.

				4. Mental challenge: work in which there is room for the ambition to further develop oneself.

				5. Supervision: work in which one determines what others have to do and in which one can influence decisions.

				6. Prestige: work from which one can derive status and prestige.

				7. Achievement: work in which ambition and individual performance are valued and rewarded.

				and seven extrinsic work values:

				8. Aesthetics/management: work that consists of fixed activities and routines.

				9. Security: work with certainty about one’s job and future.

				10. Income: work with which one earns a lot of money.

				11. Lifestyle: work that goes well with one’s private life and connects with one’s free time.

				12. Work environment: work that is carried out in a nice building in a pleasant workspace under favourable working conditions.

				13. Co-workers: work in which there is pleasant social interaction 

				with nice colleagues.

				14. Altruism: work in which one is committed to others.

				Data Analysis

				This study used SPSS version 23 (IBM Corp., 2015) to conduct a quantitative analysis of a set of (1) 14 dependent work values, (2) 30 independent personality facets behind the five personality factors, (3) two background variables, i.e., gender and educational level, and (4) one moderating variable, i.e., age. Age was measured on a linear scale and reversed to two age groups. There were no outliers in the dataset. A correlation matrix was created to test the coherence between the variables. Next, an independent samples t-test was conducted to estimate the effect of the gender and educational level background variables on the personality facets and on the work values. After that, multicollinearity was assessed on the basis of the significant correlations between the explanatory variables. The criterion in this respect was that correlations should not exceed the value of .80 (Ten Hacken, 2009).

				A stepwise multiple linear regression analysis of the dependent NWT work values, the independent NPT personality facets, and the background variables was conducted. The regression models were estimated with the F-value at a significance level of 5% where the values were explained based on the personality facets and the sig-nificant background variables. In order to determine the modera-ting influence of age, interaction terms with age were calculated for each of the independent NPT personality facets and the two bac-kground variables, gender and educational level. Then a stepwise moderation analysis with multiple linear regression analyses was conducted on the NWT work values, the NPT personality facets, and the interaction terms with age. Since the study aimed to measure the strength of the relationships, a moderation analysis instead of a mediation analysis was conducted.

				Results

				Table 2 reports the descriptive statistics of means, standard deviations, Cronbach’s alpha, and inter-correlations for the intrinsic work values and the personality facets behind the five factors. The facets behind extraversion related positively to six of the seven intrinsic work values. Five of the six facets behind neuroticism related negatively to six of the seven intrinsic work values. The facets behind conscientiousness related positively to mental challenge as the intrinsic value. Its facet achievement striving showed a positive relation to six of the seven intrinsic work values. The facets behind agreeableness showed a somewhat contradictory picture. The altruism facet related positively to six of the seven intrinsic values, whereas the modesty facet related negatively to all of the intrinsic values. The majority of the facets behind the openness factor related positively to five of the seven intrinsic work values.

				Table 3 reports the descriptive statistics of means, standard deviations, Cronbach’s alpha, and inter-correlations for the extrinsic work values and the personality facets behind the five factors of the NPT. The facets behind extraversion showed a somewhat contradictory picture. All its facets related negatively to the aesthetics/management extrinsic work value, whereas the majority of its facets related positively to co-workers and altruism. Five of the six facets of neuroticism related positively to aesthetics/management and negatively to co-workers and altruism. The facets behind conscientiousness related positively to co-workers and altruism, whereas three of its facets related negatively to aesthetics/management and lifestyle. Most of the facets behind agreeableness related positively to co-workers and altruism, while the same facets related negatively to income. The facets behind openness related negatively to aesthetics/management, whereas the majority of its 
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				facets related positively to altruism.

				Studying the inter-correlations between the personality facets behind the five factors of the NPT and gender, age, and educational level background variables show that five of the six facets of the extraversion factor (warmth, gregariousness, activity, excitement seeking, and positive emotion) correlate negatively to age within a range of r = -.278 to r = -.130. The compliance facet of the agreeableness factor correlates positively to age (r = .268). Investigating the inter-correlations between the different work values and the gender, age, and educational level background variables show that two of the seven intrinsic work values and one of the seven extrinsic values correlate negatively to age (mental challenge, r = -.218, achievement r = -.161, and co-workers, r = -.157).

				Table 4 gives the results of the model summary of the stepwise multiple linear regression analyses, predicting both the seven dependent intrinsic work values and the seven dependent extrinsic work values with the independent personality facets and the gender, educational level, and age background variables. The personality facets and the gender, educational level, and age background variables explained 14% to 70% with an average of 47% of the variance in intrinsic work values and 8% to 52% with an average of 28% of the variance in extrinsic work values.

				Table 5 gives the results of the stepwise multiple linear regression analyses, predicting the seven dependent intrinsic work values with the independent personality facets and the gender, educational level, and age background variables. The variance in the intrinsic work value independence was explained by the facets of the agreeableness, openness, and extraversion factors. The variance in creativity was explained by the facets of the extraversion and 

				openness factors. The variance in variety was mainly described by the facets of conscientiousness and extraversion. The variance in mental challenge was mainly explicated by the facets of openness. The variance in supervision was primarily explained by the facets of conscientiousness and extraversion. The variance in prestige was explicated by the facets of agreeableness. And achievement was primarily described by the facets of agreeableness and conscientiousness.

				Table 6 gives the results of the stepwise multiple linear regression analyses, predicting the seven dependent extrinsic work values with the independent personality facets and the gender, educational level, and age background variables. The variance in the extrinsic aesthetics/management work value was mainly explained by the facets of the conscientiousness, extraversion, and openness factors. The variance in security was mainly explained by the facets of neuroticism and openness. The variance in income and altruism both were mainly explained by the facets of the agreeableness factor. The variance in lifestyle was described by the facets of neuroticism. The variance in work environment was primarily explicated by the facets of conscientiousness. And co-workers was mainly explained by the facets of conscientiousness and extraversion.

				Table 7 gives the results of the model summary of the stepwise moderation analyses with multiple regression analysis, predicting the influence of age in the association between both the seven dependent intrinsic work values and the seven dependent extrinsic work values, the independent personality facets and two background variables, gender and educational level. For four of the seven intrinsic work values, the study found a moderating influence of age, explaining 2% to 12% of the variance. For four of the seven extrinsic work values, a 

			

		

		
			
				
					Table 2. Means, Standard Deviations, Cronbach’s Alpha and Inter-correlations for the Intrinsic Work Values

					
						M

					

					
						SD

					

					
						a

					

					
						Independence

					

					
						Creativity

					

					
						Variety

					

					
						Mental challenge

					

					
						Supervision

					

					
						Prestige

					

					
						Achievement

					

				

			

			
				
					
						M

						SD

						a

						Extraversion

						Warmth

						Gregariousness

						Assertiveness

						Activity

						Excitement seeking

						Positive emotion

						Neuroticism

						Anxiety

						Angry hostility

						Depression

						Self-consciousness

						Impulsiveness

						Vulnerability

						Conscientiousness

						Competence

						Order

						Dutifulness

						Achievement striving

						Self-discipline

						Deliberation

						Agreeableness

						Trust

						Straighforwardness

						Altruism

						Compliance

						Modesty

						Tender midedness

						Openness

						Fantasy

						Aesthetics

						Feelings

						Actions

						Ideas

						Values

					

					
						0.783

						0.716

						0.395

						0.563

						0.052

						0.317

						-0.542

						-0.337

						-0.653

						-0.472

						-0.544

						-0.473

						0.620

						0.534

						0.723

						0.684

						0.849

						0.648

						0.602

						0.313

						0.345

						0.306

						-0.084

						0.135

						-0.600

						-0.067

						-0.327

						0.463

						0.133

						-0.157

					

					
						0.942

						0.882

						0.841

						0.916

						0.803

						0.848

						0.797

						0.835

						0.757

						0.744

						0.750

						0.789

						0.851

						0.868

						0.959

						0.968

						0.833

						1.146

						0.921

						0.918

						0.964

						0.786

						0.920

						0.812

						0.890

						0.910

						0.802

						0.941

						0.914

						0.780

					

					
						.88

						.86

						.88

						.81

						.90

						.86

						.92

						.84

						.91

						.89

						.74

						.89

						.81

						.84

						.72

						.78

						.89

						.80

						.82

						.80

						.75

						.72

						.78

						.70

						.83

						.81

						.86

						.81

						.79

						.75

					

					
						.214

						.979

						.84

						.189

						.453

						.342

						.299

						.223

						-.314

						-.151

						-.308

						-.383

						-.337

						.452

						-.158

						.257

						.225

						-.184

						.156

						-.308

						.242

						.192

						.240

						.498

						.332

						.281

					

					
						.040

						.975

						.92 

						.194

						.150

						.343

						.381

						.423

						.323

						-.189

						-.161

						-.266

						-.329

						-.274

						.408

						.365

						.202

						.149

						.264

						-.206

						.192

						.347

						.343

						.320

						.467

						.456

						.198

					

					
						.237

						.950

						.85

						.426

						.413

						.547

						.565

						.528

						.502

						-.398

						-.266

						-.453

						-.504

						-.443

						.612

						.264

						.534

						.341

						.322

						.429

						-.312

						.188

						.192

						.318

						.301

						.632

						.503

						.143

					

					
						.535

						1.094

						.88

						.454

						.422

						.529

						.566

						.313

						.464

						-.453

						-.355

						-.466

						-.525

						-.202

						-.512

						.631

						.160

						.413

						.658

						.442

						.165

						.320

						.519

						-.214

						.213

						.314

						.295

						.535

						.558

						.138

					

					
						.156

						.907

						.89

						.255

						.318

						.644

						.391

						.350

						.299

						-.303

						-.164

						-.342

						-.425

						-.356

						.513

						.436

						.259

						-.239

						.161

						-.160

						-.418

						.127

						.366

						.349

					

					
						-.031

						.917

						.90

						.121

						.212

						.124

						.207

						.174

						-.243

						-.226

						-.337

						.166

					

					
						.413

						.894

						.81

						.379

						.386

						.515

						.391

						.388

						.424

						-.355

						-.213

						-.411

						-.432

						-.383

						.518

						.206

						.469

						.273

						.216

						-.139

						.233

						-.221

						-.465

						.159

						.198

						.342

						.379

					

					
						Note. All correlations are significant at the p < .01 level (2-tailed).
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				moderating influence of age, explaining 1% to 8% of the variance, was found.

				Table 4. Model Summary of the Multiple Linear Regression Analyses of Work Values

				
					Intrinsic work value

				

				
					R2

				

				
					F (df)

				

				
					Sig.

				

				
					Independence

				

				
					.47

				

				
					45.303(9)

				

				
					p < 0.000

				

				
					Creativity

				

				
					.47

				

				
					44.203(9)

				

				
					p < 0.000

				

				
					Variety

				

				
					.58

				

				
					88.699(7)

				

				
					p < 0.000

				

				
					Mental challenge

				

				
					.70

				

				
					149.959(7)

				

				
					p < 0.000

				

				
					Supervision

				

				
					.49

				

				
					71.928(6)

				

				
					p < 0.000

				

				
					Prestige

				

				
					.14

				

				
					25.402(3)

				

				
					p < 0.000

				

				
					Achievement

				

				
					.42

				

				
					65.244(5)

				

				
					p < 0.000

				

				
					Extrinsic work value

				

				
					R2

				

				
					F (df)

				

				
					Sig.

				

				
					Aesthetics, management

				

				
					.46

				

				
					48.506(8)

				

				
					p < 0.000

				

				
					Security

				

				
					.24

				

				
					29.113(5)

				

				
					p < 0.000

				

				
					Income

				

				
					.14

				

				
					14.458(5)

				

				
					p < 0.000

				

				
					Lifestyle

				

				
					.08

				

				
					13.436(3)

				

				
					p < 0.000

				

				
					Work environment

				

				
					.15

				

				
					16.361(5)

				

				
					p < 0.000

				

				
					Co-workers

				

				
					.24

				

				
					24.264(6)

				

				
					p < 0.000

				

				
					Altruism

				

				
					.52

				

				
					98.914(5)

				

				
					p < 0.000

				

				Table 8 gives the results of the model fit of the stepwise moderation analyses with multiple regression analyses, predicting the influence of age in the association between the seven dependent intrinsic work values, the independent personality facets and two background variables, gender and educational level. This study found for the intrinsic work value independence a negative interaction 

				between age and tender mindedness (agreeableness), a positive interaction between age and assertiveness (extraversion), a negative interaction between age and aesthetics (openness) and a positive interaction between age and feelings and values (openness). For the variety intrinsic work value, this study found positive interactions between age and ideas (openness), between age and achievement striving (conscientiousness). A negative interaction was found between age and positive emotion (extraversion) and a positive interaction was found between age and aesthetics (openness). For the intrinsic work value mental challenge, this study found a negative interaction between age and actions (openness), and positive interactions between age and fantasy (openness), age and deliberation (conscientiousness), and age and trust (agreeableness). For the achievement intrinsic work value a positive interaction between age and aesthetics (openness), and a negative interaction between age and tender mindedness (agreeableness) was found.

				Table 9 gives the results of the stepwise moderation analyses with multiple regression analyses, predicting the influence of age in the association between the seven dependent extrinsic work values, the independent personality facets and two background variables, gender and educational level. For the aesthetics/mana-gement extrinsic work value this study found a positive interaction between age and aesthetics (openness) and negative interactions between age and fantasy (openness) and between age and activi-ty (extraversion). For the security extrinsic value, this study found positive interactions between age and anxiety (neuroticism) and between age and aesthetics (openness). Negative interactions were found between age and fantasy (openness) and between age and depression (neuroticism). Positive interactions were found be-

			

		

		
			
				Table 3. Means, Standard Deviations, Cronbach’s Alpha and Inter-correlations for the Extrinsic Work Values

				
					M

				

				
					SD

				

				
					a

				

				
					Aesthetics, management

				

				
					Security

				

				
					Income

				

				
					Lifestyle

				

				
					Work enviroment

				

				
					Co-workers

				

				
					Altruism

				

			

		

		
			
				
					M

					SD

					a

					Extraversion

					Warmth

					Gregariousness

					Assertiveness

					Activity

					Excitement seeking

					Positive emotion

					Neuroticism

					Anxiety

					Angry hostility

					Depression

					Self-consciousness

					Impulsiveness

					Vulnerability

					Conscientiousness

					Competence

					Order

					Dutifulness

					Achievement striving

					Self-discipline

					Deliberation

					Agreeableness

					Trust

					Straighforwardness

					Altruism

					Compliance

					Modesty

					Tender midedness

					Openness

					Fantasy

					Aesthetics

					Feelings

					Actions

					Ideas

					Values

				

				
					0.783

					0.716

					0.395

					0.563

					0.052

					0.317

					-0.542

					-0.337

					-0.653

					-0.472

					-0.544

					-0.473

					0.620

					0.534

					0.723

					0.684

					0.849

					0.648

					0.602

					0.313

					0.345

					0.306

					-0.084

					0.135

					-0.600

					-0.067

					-0.327

					0.463

					0.133

					-0.157

				

				
					0.942

					0.882

					0.841

					0.916

					0.803

					0.848

					0.797

					0.835

					0.757

					0.744

					0.750

					0.789

					0.851

					0.868

					0.959

					0.968

					0.833

					1.146

					0.921

					0.918

					0.964

					0.786

					0.920

					0.812

					0.890

					0.910

					0.802

					0.941

					0.914

					0.780

				

				
					.88

					.86

					.88

					.81

					.90

					.86

					.92

					.84

					.91

					.89

					.74

					.89

					.81

					.84

					.72

					.78

					.89

					.80

					.82

					.80

					.75

					.72

					.78

					.70

					.83

					.81

					.86

					.81

					.79

					.75

				

				
					-.238

					.918

					.91

					-.245

					-.227

					-.432

					-.339

					-.328

					-.281

					.373

					.237

					.329

					.441

					.392

					-.412

					.240

					-.233

					-.135

					-.216

					.177

					-.166

					.273

					-.152

					-.151

					-.616

					-.320

					-.312

				

				
					-.155

					.905

					.88

					-.214

					-.128

					-.222

					.202

					.202

					.178

					.231

					.248

					.151

					-.131

					.276

					.198

					-.144

					-.306

					-.292

				

				
					-.158

					.925

					.89

					-.154

					-.182

					-.205

					-.161

				

				
					-.351

					.963

					.74

					-.160

					-.175

					-.155

					.187

					.125

					.204

					.225

					-.139

					-.172

					-.135

					-.196

				

				
					-.204

					.949

					.80

					-.147

					.154

					.143

					.194

					.120

					-.124

				

				
					.389

					.919

					.84

					.341

					.308

					.122

					.216

					.385

					-.154

					-.206

					-.241

					-.130

					-.163

					.232

					.161

					.326

					.258

					.160

					.233

					.137

					.365

					.222

					.165

					.140

				

				
					.279

					.866

					.77

					.366

					.214

					.154

					.313

					.329

					-.183

					-.284

					-.249

					-.216

					-.226

					-.240

					.294

					.233

					.488

					.407

					.391

					.274

					.346

					.399

					.616

					.239

					.477

					.284

					.279

					.135

					.262

				

				
					Note. All correlations are significant at the p < 0.01 level (2-tailed).
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				tween age and impulsiveness (neuroticism) and between age and straightforwardness (agreeableness). A negative interaction was found between age and achievement striving (conscientiousness). For the income intrinsic value a positive interaction between age and straightforwardness (agreeableness) was found. For the work environment extrinsic value, a negative interaction between age and assertiveness (extraversion), and a positive interaction be-tween age and aesthetics (openness) was found. For the co-workers extrinsic work value a positive interaction was found between age and order (conscientiousness). The study demonstrated a signifi-cant moderating influence of age in the association between perso-nality facets and nine of the 14 work values. 

				Conclusion

				This study examined the role of age in the association between personality on a facet level and work values, differentiated in two clusters of intrinsic and extrinsic motivation factors. This study was conducted in the banking sector, that, following the financial crisis, was confronted with major changes in the way its employees were used to exert their jobs. The sector experienced directly the importance of selecting and bringing into action authentic and versatile employees from a long-term tenable and age-dependent approach.

				Hypothesis 1a suggests that personality facets behind the 

				extraversion, conscientiousness, and openness factors show stronger positive relations with intrinsic than with extrinsic work values factors. Hypothesis 1b suggests that personality facets behind the agreeableness and neuroticism show stronger positive relations with extrinsic than with intrinsic work values. The study found that the facets behind extraversion related positively to six of the seven intrinsic work values towards two of the seven extrinsic work values. The facets behind conscientiousness related positive to three of the intrinsic work values versus two of the extrinsic work values. The majority of the facets behind openness related positively to five of the seven intrinsic work values compared to one of the extrinsic work values. The facets of agreeableness related positively to three of the seven intrinsic as well as three of the seven extrinsic work values. The facets of neuroticism related positively to four of the seven extrinsic and none of the intrinsic work values. The personality facets and the gender, educational level, and age background variables explained on average 47% within a range of 14% to 70% of the variance of intrinsic work values. The personality facets and the gender, educational level, and age background variables explained on average 28% within a range of 8% to 52% of the variance in extrinsic work values. Therefore, hypothesis 1a is supported. With the exception of agreeableness, hypothesis 1b is supported as well.

				Hypothesis 2a suggests that people until the age of 35 years score higher on the personality facets of the extraversion, neuroticism, and openness factors than people of 45 years and older. This study shows an effect for six of the seven facets of the extraversion factor. Therefore, 

			

		

		
			
				Table 5. Stepwise Multiple Linear Regression Analyses, Predicting the Intrinsic Work Values with the Background Variables and the Personality Facets

				
					Independence

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Creativity

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					(O) Actions

				

				
					0.319

				

				
					0.046

				

				
					.334

				

				
					6.966

				

				
					.000

				

				
					(O) Ideas

				

				
					0.210

				

				
					0.044

				

				
					.199

				

				
					4.804

				

				
					.000

				

				
					(E) Assertiveness

				

				
					0.355

				

				
					0.055

				

				
					.329

				

				
					6.504

				

				
					.000

				

				
					(E) Excitement seeking

				

				
					0.176

				

				
					0.053

				

				
					.145

				

				
					3.314

				

				
					.001

				

				
					(O) Fantasy

				

				
					0.244

				

				
					0.039

				

				
					.261

				

				
					6.327

				

				
					.000

				

				
					(O) Fantasy

				

				
					0.258

				

				
					0.041

				

				
					.283

				

				
					6.254

				

				
					.000

				

				
					(E) Gregariousness

				

				
					-0.265

				

				
					0.046

				

				
					-.300

				

				
					-5.766

				

				
					.000

				

				
					(E) Actions

				

				
					0.228

				

				
					0.046

				

				
					.245

				

				
					4.978

				

				
					.000

				

				
					Educational level

				

				
					0.220

				

				
					0.052

				

				
					.195

				

				
					4.247

				

				
					.000

				

				
					(E) Activity

				

				
					0.250

				

				
					0.045

				

				
					.276

				

				
					5.532

				

				
					.000

				

				
					(E) Activity

				

				
					0.178

				

				
					0.046

				

				
					.201

				

				
					4.039

				

				
					.000

				

				
					(E) Gregariousness

				

				
					-0.146

				

				
					0.045

				

				
					-.170

				

				
					-3.235

				

				
					.001

				

				
					(A) Tender mindedness

				

				
					-0.187

				

				
					0.048

				

				
					-.146

				

				
					-3.687

				

				
					.000

				

				
					Gender

				

				
					0.349

				

				
					0.065

				

				
					.279

				

				
					5.377

				

				
					.000

				

				
					(A) Compliance

				

				
					0.237

				

				
					0.051

				

				
					.200

				

				
					4.672

				

				
					.000

				

				
					 Educational level

				

				
					-0.255

				

				
					0.060

				

				
					-.232

				

				
					-4.244

				

				
					.000

				

				
					(A) Straightforwardeness

				

				
					-0.113

				

				
					0.044

				

				
					-.109

				

				
					-2.562

				

				
					.011

				

				
					(O) Aesthetics

				

				
					0.142

				

				
					0.045

				

				
					.133

				

				
					3.188

				

				
					.002

				

				
					Variety

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Mental challenge

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					-0.210

				

				
					0.041

				

				
					-5.159

				

				
					.000

				

				
					(C) Achievement striving

				

				
					0.354

				

				
					0.044

				

				
					.345

				

				
					7.985

				

				
					.000

				

				
					(C) Competence

				

				
					0.237

				

				
					0.053

				

				
					.212

				

				
					4.478

				

				
					.000

				

				
					(O) Actions

				

				
					0.219

				

				
					0.041

				

				
					.188

				

				
					5.306

				

				
					.000

				

				
					(E) Excitement seeking

				

				
					0.326

				

				
					0.046

				

				
					.276

				

				
					7.164

				

				
					.000

				

				
					(O) Ideas

				

				
					0.234

				

				
					0.040

				

				
					.178

				

				
					5.802

				

				
					.000

				

				
					(E) Activity

				

				
					0.188

				

				
					0.043

				

				
					.182

				

				
					4.351

				

				
					.000

				

				
					(A) Altruism

				

				
					0.166

				

				
					0.039

				

				
					.140

				

				
					4.233

				

				
					.000

				

				
					(A) Tender mindedness

				

				
					0.127

				

				
					0.040

				

				
					.109

				

				
					3.185

				

				
					.002

				

				
					(N) Anxiety

				

				
					-0.192

				

				
					0.045

				

				
					-.152

				

				
					-4.321

				

				
					.000

				

				
					(E) Positive emotion

				

				
					0.111

				

				
					0.043

				

				
					.099

				

				
					2.611

				

				
					.009

				

				
					 Age

				

				
					-0.130

				

				
					0.033

				

				
					-.117

				

				
					-3.984

				

				
					.000

				

				
					(E) Assertiveness

				

				
					0.127

				

				
					0.049

				

				
					.113

				

				
					2.585

				

				
					.010

				

				
					(E) Activity

				

				
					0.133

				

				
					0.046

				

				
					.117

				

				
					2.905

				

				
					.004

				

				
					(A) Compliance

				

				
					0.112

				

				
					0.043

				

				
					.092

				

				
					2.618

				

				
					.009

				

				
					(C) Achievement striving

				

				
					0.127

				

				
					0.046

				

				
					.130

				

				
					2.762

				

				
					.006

				

				
					(C) Order

				

				
					-0.087

				

				
					0.037

				

				
					-.080

				

				
					-2.346

				

				
					.019

				

				
					Supervision

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Prestige

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					-0.212

				

				
					0.061

				

				
					-3.470

				

				
					.001

				

				
					 Intercept

				

				
					-0.182

				

				
					0.088

				

				
					-2.053

				

				
					.041

				

				
					(E) Assertiveness

				

				
					0.558

				

				
					0.055

				

				
					.517

				

				
					10.141

				

				
					.000

				

				
					(A) Modesty

				

				
					-0.278

				

				
					0.046

				

				
					-.279

				

				
					-6.096

				

				
					.000

				

				
					(C) Competence

				

				
					0.140

				

				
					0.053

				

				
					.131

				

				
					2.645

				

				
					.008

				

				
					(A) Compliance

				

				
					-0.157

				

				
					0.053

				

				
					-.134

				

				
					-2.981

				

				
					.003

				

				
					(A) Straighforwardness

				

				
					-0.138

				

				
					0.037

				

				
					-.140

				

				
					-3.772

				

				
					.000

				

				
					 Educational level

				

				
					0.224

				

				
					0.098

				

				
					.101

				

				
					2.279

				

				
					.023

				

				
					(E) Warmth

				

				
					-0.134

				

				
					0.040

				

				
					-.139

				

				
					-3.330

				

				
					.001

				

				
					(C) Achievement striving

				

				
					0.154

				

				
					0.044

				

				
					.164

				

				
					3.476

				

				
					.001

				

				
					 Gender

				

				
					0.172

				

				
					0.065

				

				
					.092

				

				
					2.661

				

				
					.008

				

				
					Achievement

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					0.116

				

				
					0.043

				

				
					2.709

				

				
					.007

				

				
					(C) Competence

				

				
					0.239

				

				
					0.056

				

				
					.228

				

				
					4.315

				

				
					.000

				

				
					(A) Modesty

				

				
					-0.237

				

				
					0.056

				

				
					.228

				

				
					-5.735

				

				
					.000

				

				
					(C) Achievement striving

				

				
					0.188

				

				
					0.045

				

				
					.293

				

				
					4.196

				

				
					.000

				

				
					(A) Compliance

				

				
					-0.150

				

				
					0.044

				

				
					-.132

				

				
					-3.438

				

				
					.001

				

				
					(E) Positive emotion

				

				
					0.147

				

				
					0.044

				

				
					.139

				

				
					3.335

				

				
					.001
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				hypothesis 2a is supported for the facets of the extraversion factor. Hypothesis 2b suggests that people of 45 years and older score higher on the personality facets of the agreeableness and conscientiousness factors than people until the age of 35 years. This study only shows an effect for one of the six facets of the agreeableness factor. Therefore, hypothesis 2b is slightly supported for the facets of the agreeableness factor.

				Hypothesis 3a suggests that people until the age of 35 years score higher on intrinsic work values than people of 45 years and older. This study presents a higher score for people until the age of 35 years on the mental challenge and achievement intrinsic values. Therefore, hypothesis 3a is supported for two of the seven intrinsic work values. Hypothesis 3b suggests that people of 45 years and older score higher 

				on the extrinsic work values than people until the age of 35 years. This study does not present significant higher scores for people of 45 years and older on extrinsic values. Contrary to what was expected, the study shows that people until the age of 35 years score higher on the co-workers extrinsic work value than people of 45 years and older. Therefore, hypothesis 3b is not supported.

				Hypothesis 4a suggests that age influences the association be-tween the personality facets of the extraversion, neuroticism, and openness factors and intrinsic work values in the sense that this association is stronger for people until the age of 35. This study shows that for this age group the concerning association is stronger for four of the seven intrinsic values (independence, variety, mental challenge, and achievement). Therefore, for four of the seven in-trinsic work values, hypothesis 4a is supported. Hypothesis 4b su-ggests that age influences the association between the facets of the agreeableness and conscientiousness factors and extrinsic work values in the sense that this association is stronger for people of 45 years and older. For the income, co-workers, and security values, this study shows a positive interaction between an increasing age and facets of the agreeableness and conscientiousness factors. The-refore, for three of the seven extrinsic work values, hypothesis 4b is supported. Concluding, this study found a significant contribu-tion of age to the association between personality facets and work values, differentiated in intrinsic and extrinsic motivation factors. 

				Discussion

				Earlier studies on the relationship between personality traits and work values mentioned the lack of agreement on which associations are stronger (Parks, 2007; Parks-Leduc et al., 2015). The present study further elucidated these ambiguities, taking into 

				
					
						Table 7. Model Summary of the Stepwise Moderation Analyses of Work Values

						
							Intrinsic work value

						

						
							R2

						

						
							F (df)

						

						
							Sig.

						

						
							ΔR2

						

						
							Independence

						

						
							.52

						

						
							37.445(13)

						

						
							p < .000

						

						
							.05

						

						
							Creativity

						

						
							.47

						

						
							44.203(9)

						

						
							p < .000

						

						
							.00

						

						
							Variety

						

						
							.63

						

						
							76.897(10)

						

						
							p < .000

						

						
							.05

						

						
							Mental challenge

						

						
							.72

						

						
							96.574(12)

						

						
							p < .000

						

						
							.02

						

						
							Supervision

						

						
							.49

						

						
							71.928(6)

						

						
							p < .000

						

						
							.00

						

						
							Prestige

						

						
							.14

						

						
							25.344(3)

						

						
							p < .000

						

						
							.00

						

						
							Achievement

						

						
							.54

						

						
							59.916(9)

						

						
							p < .000

						

						
							.12

						

						
							Extrinsic work value

						

						
							R2

						

						
							F (df)

						

						
							Sig.

						

						
							ΔR2

						

						
							Aesthetics, management

						

						
							.47

						

						
							51.173(8)

						

						
							p < .000

						

						
							.01

						

						
							Security

						

						
							.32

						

						
							16.345(13)

						

						
							p < .000

						

						
							.08

						

						
							Income

						

						
							.14

						

						
							15.503(5)

						

						
							p < .000

						

						
							.00

						

						
							Lifestyle

						

						
							.08

						

						
							13.436(3)

						

						
							p < .000

						

						
							.00

						

						
							Work environment

						

						
							.18

						

						
							16.842(6)

						

						
							p < .000

						

						
							.03

						

						
							Co-workers

						

						
							.27

						

						
							20.590(8)

						

						
							p < .000

						

						
							.03

						

						
							Altruism

						

						
							.52

						

						
							98.919(5)

						

						
							p < .000

						

						
							.00

						

					

				

			

		

		
			
				Table 6. Stepwise Multiple Linear Regression Analyses, Predicting the Extrinsic Work Values with the Background Variables and the Personality Facets

				
					Aesthetics, management

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Security

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					(O) Actions

				

				
					0.391

				

				
					0.049

				

				
					-.432

				

				
					-7.981

				

				
					.000

				

				
					Intercept

				

				
					-0.229

				

				
					0.053

				

				
					-4.323

				

				
					.000

				

				
					(C) Order

				

				
					0.152

				

				
					0.042

				

				
					.163

				

				
					3.615

				

				
					.000

				

				
					(O) Actions

				

				
					-0.210

				

				
					0.047

				

				
					-.218

				

				
					-4.443

				

				
					.000

				

				
					(E) Assertiveness

				

				
					-0.126

				

				
					0.055

				

				
					-.123

				

				
					-2.298

				

				
					.022

				

				
					(C) Dutifulness

				

				
					0.284

				

				
					0.042

				

				
					.301

				

				
					6.733

				

				
					.000

				

				
					(C) Competence

				

				
					-0.117

				

				
					0.059

				

				
					-.130

				

				
					-1.973

				

				
					.049

				

				
					(N) Anxiety

				

				
					0.373

				

				
					0.073

				

				
					.329

				

				
					5.092

				

				
					.000

				

				
					(O) Values

				

				
					-0.136

				

				
					0.047

				

				
					-.114

				

				
					-2.889

				

				
					.004

				

				
					(O) Values

				

				
					-0.188

				

				
					0.051

				

				
					-.162

				

				
					-3.651

				

				
					.000

				

				
					(O) Aesthetics

				

				
					0.079

				

				
					0.039

				

				
					.076

				

				
					2.041

				

				
					.042

				

				
					(N) Depression

				

				
					-0.213

				

				
					0.077

				

				
					-.178

				

				
					-2.735

				

				
					.006

				

				
					(E) Activity

				

				
					-0.142

				

				
					0.046

				

				
					-.161

				

				
					-3.102

				

				
					.002

				

				
					(C) Dutifulness

				

				
					0.104

				

				
					0.042

				

				
					.131

				

				
					2.487

				

				
					.013

				

				
					(N) Anxiety

				

				
					0.129

				

				
					0.052

				

				
					.131

				

				
					2.475

				

				
					.014

				

				
					(E) Gregariousness

				

				
					0.086

				

				
					0.042

				

				
					.103

				

				
					2.069

				

				
					.039

				

				
					Income

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Lifestyle

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					(A) Compliance

				

				
					-0.147

				

				
					0.059

				

				
					-.132

				

				
					-2.495

				

				
					.013

				

				
					 Intercept

				

				
					-0.285

				

				
					0.057

				

				
					-5.016

				

				
					.000

				

				
					(A) Trust

				

				
					-0.173

				

				
					0.047

				

				
					-.203

				

				
					-3.650

				

				
					.000

				

				
					(N) Vulnerability

				

				
					0.311

				

				
					0.082

				

				
					.255

				

				
					3.782

				

				
					.000

				

				
					(A) Modesty

				

				
					-0.276

				

				
					0.051

				

				
					-.272

				

				
					-5.399

				

				
					.000

				

				
					(N) Depression

				

				
					-0.305

				

				
					0.086

				

				
					-.240

				

				
					-3.554

				

				
					.000

				

				
					(A) Straightforwardness

				

				
					0.160

				

				
					0.052

				

				
					.166

				

				
					3.092

				

				
					.002

				

				
					(N) Self-consciousness

				

				
					0.250

				

				
					0.088

				

				
					.194

				

				
					2.837

				

				
					.005

				

				
					 Educational level

				

				
					-0.135

				

				
					0.054

				

				
					-.127

				

				
					-2.491

				

				
					.013

				

				
					Work envionment

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Co-workers

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Educational level

				

				
					-0.202

				

				
					0.062

				

				
					-.184

				

				
					-3.272

				

				
					.001

				

				
					(C) Dutifulness

				

				
					0.163

				

				
					0.045

				

				
					.196

				

				
					3.605

				

				
					.000

				

				
					(C) Order

				

				
					0.265

				

				
					0.050

				

				
					.279

				

				
					5.321

				

				
					.000

				

				
					(E) Positive emotion

				

				
					0.310

				

				
					0.054

				

				
					.281

				

				
					5.693

				

				
					.000

				

				
					(C) Achievement striving

				

				
					-0.175

				

				
					0.050

				

				
					-.214

				

				
					-3.528

				

				
					.000

				

				
					(E) Gregariousness

				

				
					0.213

				

				
					0.047

				

				
					.243

				

				
					4.522

				

				
					.000

				

				
					(O) Aesthetics

				

				
					0.173

				

				
					0.047

				

				
					.163

				

				
					3.716

				

				
					.000

				

				
					(E) Assertiveness

				

				
					-0.155

				

				
					0.054

				

				
					-.144

				

				
					-2.886

				

				
					.004

				

				
					(N) Anxiety

				

				
					0.111

				

				
					0.056

				

				
					.110

				

				
					1.995

				

				
					.047

				

				
					(C) Order

				

				
					0.098

				

				
					0.046

				

				
					.100

				

				
					2.120

				

				
					.035

				

				
					(A) Tender mindedness

				

				
					0.103

				

				
					0.049

				

				
					.085

				

				
					2.105

				

				
					.036

				

				
					Altruism

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					(A) Altruism

				

				
					0.326

				

				
					0.041

				

				
					.367

				

				
					7.892

				

				
					.000

				

				
					(A) Tender mindedness

				

				
					0.235

				

				
					0.042

				

				
					.213

				

				
					5.550

				

				
					.000

				

				
					(C) Dutifulness

				

				
					0.075

				

				
					0.043

				

				
					.099

				

				
					1.760

				

				
					.079

				

				
					(A) Straighforwardness

				

				
					0.109

				

				
					0.041

				

				
					.117

				

				
					2.695

				

				
					.007

				

				
					(A) Achievement striving

				

				
					0.098

				

				
					0.037

				

				
					.127

				

				
					2.605

				

				
					.009

				

			

		

	
		
			
				190

			

		

		
			
				A. J. Brouwer and B. P. Veldkamp / Journal of Work and Organizational Psychology (2018) 34(3) 181-193

			

		

		
			
				account the bandwith-fidelity dilemma (Cronbach & Gleser, 1965). This dilemma discusses the choice whether a careful measurement of a single narrowly defined variable or a more cursory exploration of many separate variables should be used in studying the personality domain. From both an empiric and a psychometric perspective, it is said that a more accurate and comprehensive picture of personality can be obtained from the use of global, overall measures of personality traits, like the five factors of the FFM (Ones & Viswesvaran, 1996). However, when the study aims to identify employee characteristics in personnel selection from a developmental perspective, they just plead for the use of narrower personality traits instead of the use of broader traits. Therefore, the present study chose to investigate its joint associations at a personality facet level instead of at a personality factor level. Next to that, work values were differentiated in intrinsic and extrinsic 

				motivation factors. The most remarkable inter-correlations between facets and values show that just like the findings of Berings et al. (2004), Furnham et al. (2005), Parks (2007), Bruyninckx and Valkeneers (2010), Bipp (2010), and Parks-Leduc et al. (2015), the facets behind extraversion, conscientiousness, and openness are positively related to primarily intrinsic work values. The present study adds to this confirmation that the same facets relate positive to two extrinsic work values, co-workers and altruism, as well. This strengthens the existing debate whether these two values might be more intrinsic than extrinsic in their nature. The facets behind neuroticism are positively related to only extrinsic work values. Studying the inter-correlations at a facet level also further clarifies the earlier contradictory outcomes on the agreeableness factor. The present study shows that the straightforwardness and modesty facets relate negatively to intrinsic work values, whereas 

			

		

		
			
				Table 8. Stepwise Moderation Analyses with Multiple Linear Regression Analysis, Predicting the Influence of Age in the Association between Intrinsic Work Values, Personality Facets, and the Background Variables

				
					Independence

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Creativity

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Actions

				

				
					0.307

				

				
					0.045

				

				
					.322

				

				
					6.818

				

				
					.000

				

				
					 Ideas

				

				
					0.210

				

				
					0.044

				

				
					.199

				

				
					4.804

				

				
					.000

				

				
					(E) Age * Assertiveness

				

				
					0.088

				

				
					0.050

				

				
					.089

				

				
					1.757

				

				
					.008

				

				
					 Excitement seeking

				

				
					0.176

				

				
					0.053

				

				
					.145

				

				
					3.314

				

				
					.001

				

				
					 Fantasy

				

				
					0.178

				

				
					0.040

				

				
					.191

				

				
					4.495

				

				
					.000

				

				
					 Fantasy

				

				
					0.258

				

				
					0.041

				

				
					.283

				

				
					6.254

				

				
					.000

				

				
					 Age * Educational level

				

				
					0.272

				

				
					0.044

				

				
					.251

				

				
					6.116

				

				
					.000

				

				
					 Actions

				

				
					0.228

				

				
					0.046

				

				
					.245

				

				
					4.978

				

				
					.000

				

				
					(A) Age * Tender mindedness

				

				
					-0.140

				

				
					0.038

				

				
					-.140

				

				
					-3.642

				

				
					.000

				

				
					 Activity

				

				
					0.250

				

				
					0.045

				

				
					.276

				

				
					5.532

				

				
					.000

				

				
					 Activity 

				

				
					0.172

				

				
					0.045

				

				
					.184

				

				
					3.848

				

				
					.000

				

				
					 Gregariousness

				

				
					-0.146

				

				
					0.045

				

				
					-.170

				

				
					-3.235

				

				
					.001

				

				
					 Compliance

				

				
					0.184

				

				
					0.049

				

				
					.155

				

				
					3.758

				

				
					.000

				

				
					 Gender

				

				
					0.349

				

				
					0.065

				

				
					.279

				

				
					5.377

				

				
					.000

				

				
					 Straighforwardness

				

				
					-0.097

				

				
					0.042

				

				
					-.094

				

				
					-2.317

				

				
					.021

				

				
					 Educational level

				

				
					-0.255

				

				
					0.060

				

				
					-.232

				

				
					-4.244

				

				
					.000

				

				
					 Gregariousness

				

				
					-0.214

				

				
					0.042

				

				
					-.243

				

				
					-5.058

				

				
					.000

				

				
					 Aesthetics

				

				
					0.142

				

				
					0.045

				

				
					.133

				

				
					3.188

				

				
					.002

				

				
					 Assertiveness

				

				
					0.267

				

				
					0.066

				

				
					.248

				

				
					4.029

				

				
					.000

				

				
					(O) Age * Aesthetics

				

				
					-0.134

				

				
					0.040

				

				
					-.150

				

				
					-3.395

				

				
					.001

				

				
					(O) Age * Feelings

				

				
					0.134

				

				
					0.048

				

				
					.129

				

				
					2.797

				

				
					.005

				

				
					(O) Age * Values (I.6 Table 1)

				

				
					0.097

				

				
					0.043

				

				
					.088

				

				
					2.237

				

				
					.026

				

				
					Variety

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Mental challenge

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					-0.163

				

				
					0.041

				

				
					-4.015

				

				
					.000

				

				
					 Achivement striving

				

				
					0.348

				

				
					0.044

				

				
					.338

				

				
					7.850

				

				
					.000

				

				
					 Actions

				

				
					0.256

				

				
					0.038

				

				
					.254

				

				
					6.792

				

				
					.000

				

				
					 Actions

				

				
					0.327

				

				
					0.051

				

				
					.281

				

				
					6.399

				

				
					.000

				

				
					 Competence

				

				
					0.170

				

				
					0.046

				

				
					.152

				

				
					3.695

				

				
					.000

				

				
					 Ideas

				

				
					0.190

				

				
					0.042

				

				
					.144

				

				
					4.450

				

				
					.000

				

				
					 Excitement seeking

				

				
					0.211

				

				
					0.043

				

				
					.179

				

				
					4.958

				

				
					.000

				

				
					 Altruism

				

				
					0.101

				

				
					0.041

				

				
					.085

				

				
					2.469

				

				
					.014

				

				
					 Activity

				

				
					0.169

				

				
					0.039

				

				
					.163

				

				
					4.354

				

				
					.000

				

				
					(O) Age * Actions

				

				
					-0.159

				

				
					0.040

				

				
					-.156

				

				
					-3.938

				

				
					.000

				

				
					(O) Age * Ideas

				

				
					0.065

				

				
					0.031

				

				
					.079

				

				
					2.109

				

				
					.035

				

				
					 Vulnerability

				

				
					-0.160

				

				
					0.047

				

				
					-.121

				

				
					-3.362

				

				
					.001

				

				
					 Positive emotion

				

				
					0.222

				

				
					0.051

				

				
					.198

				

				
					4.360

				

				
					.000

				

				
					(O) Age * Fantasy

				

				
					0.131

				

				
					0.033

				

				
					.131

				

				
					3.952

				

				
					.000

				

				
					(C) Age * Achievement striving

				

				
					0.117

				

				
					0.029

				

				
					.155

				

				
					4.041

				

				
					.000

				

				
					 Activity

				

				
					0.107

				

				
					0.046

				

				
					.094

				

				
					2.333

				

				
					.020

				

				
					 Fantasy

				

				
					0.074

				

				
					0.034

				

				
					.069

				

				
					2.202

				

				
					.028

				

				
					(C) Age * Deliberation

				

				
					0.094

				

				
					0.027

				

				
					.122

				

				
					3.530

				

				
					.000

				

				
					(E) Age * Positive emotion

				

				
					-0.122

				

				
					0.043

				

				
					-.121

				

				
					-2.823

				

				
					.005

				

				
					 Gregariousness

				

				
					0.089

				

				
					0.038

				

				
					.083

				

				
					2.331

				

				
					.020

				

				
					(O) Age * Aesthetics

				

				
					0.057

				

				
					0.028

				

				
					.067

				

				
					2.031

				

				
					.043

				

				
					 Age

				

				
					-0.129

				

				
					0.045

				

				
					-.177

				

				
					-2.861

				

				
					.004

				

				
					(A) Age * Trust

				

				
					0.081

				

				
					0.035

				

				
					.083

				

				
					2.373

				

				
					.020

				

				
					Supervision

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Prestige

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					-0.212

				

				
					0.061

				

				
					-3.470

				

				
					.001

				

				
					 Intercept

				

				
					-0.182

				

				
					0.088

				

				
					-2.052

				

				
					.041

				

				
					 Assertiveness

				

				
					0.558

				

				
					0.055

				

				
					.517

				

				
					10.141

				

				
					.000

				

				
					 Modesty

				

				
					-0.278

				

				
					0.046

				

				
					-.279

				

				
					-6.096

				

				
					.000

				

				
					 Competence

				

				
					0.140

				

				
					0.053

				

				
					.131

				

				
					2.645

				

				
					.008

				

				
					 Compliance

				

				
					-0.157

				

				
					0.053

				

				
					-.134

				

				
					-2.981

				

				
					.003

				

				
					 Straighforwardness

				

				
					-0.138

				

				
					0.037

				

				
					-.140

				

				
					-3.772

				

				
					.000

				

				
					 Educational level

				

				
					0.224

				

				
					0.098

				

				
					.101

				

				
					2.279

				

				
					.023

				

				
					 Warmth

				

				
					-0.134

				

				
					0.040

				

				
					-.139

				

				
					-3.330

				

				
					.001

				

				
					 Achievement striving

				

				
					0.154

				

				
					0.044

				

				
					.164

				

				
					3.476

				

				
					.001

				

				
					 Gender

				

				
					0.172

				

				
					0.065

				

				
					.092

				

				
					2.661

				

				
					.008

				

				
					Achievement

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Completence

				

				
					0.227

				

				
					0.054

				

				
					.242

				

				
					4.208

				

				
					.000

				

				
					 Modesty

				

				
					-0.184

				

				
					0.042

				

				
					-.173

				

				
					-4.393

				

				
					.000

				

				
					 Achievement striving

				

				
					0.190

				

				
					0.044

				

				
					.229

				

				
					4.334

				

				
					.000

				

				
					 Gregariousness

				

				
					0.107

				

				
					0.039

				

				
					.123

				

				
					2.709

				

				
					.007

				

				
					 Compliance

				

				
					-0.165

				

				
					0.046

				

				
					-.141

				

				
					-3.613

				

				
					.000

				

				
					(O) Age * Aesthetics

				

				
					0.125

				

				
					0.032

				

				
					.142

				

				
					3.924

				

				
					.000

				

				
					(A) Age * Tender mindedness

				

				
					-0.118

				

				
					0.037

				

				
					-.121

				

				
					-3.191

				

				
					.002

				

				
					 Gender

				

				
					0.152

				

				
					0.050

				

				
					.121

				

				
					3.045

				

				
					.002

				

				
					 Trust

				

				
					0.082

				

				
					0.038

				

				
					.091

				

				
					2.151

				

				
					.032
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				its trust and altruism facets relate positively to intrinsic work values. Likewise, the facets behind agreeableness relate positively to the extrinsic altruism value. This suggests that being agreeable in a work context is sometimes because the helpful act itself is inherently rewarding. Every so often, the helpful act might be instrumental in bringing about desired outcomes such as rewards or the avoidance of punishment. Summarised, the different associations found in this study emphasize the importance of the interplay between personality facets and work values in building a long-term tenable fit between employee and organisation. 

				This study further shows that people until the age of 35 years score significantly higher on the facets behind extraversion and on the mental challenge and achievement intrinsic work values and on the co-workers extrinsic work value. The associations between the facets and values for this age group are strongest for the facets behind extraversion, neuroticism, openness, and the independence, variety, mental challenge, and achievement intrinsic work values. People of 45 years and older score slightly higher on the facets behind agreeableness. For this age group, the associations behind the facets behind agreeableness and conscientiousness and the income, co-workers, and security extrinsic work values are stronger. These findings confirm the earlier result of both Roberts, Walton, and Vliechtbauer (2006) and Costa & McCrae (2006), that extraversion declines with an increasing age. Besides, it approves the earlier 

				noted assumptions on a decrease in intrinsic values and an increase in extrinsic values over time of, e.g., Rhodes (1983), Inglehart (1997), and Johnson (2001).

				The present study gives a more detailed insight into the exact pattern of the moderating influence of age in the association between personality facets and work values. People until the age of 35 years old can be characterised by the aesthetics, actions, positive emotion, and tender mindedness personality facets, while seeking independence, variety, mental challenge, and achievement. People of 45 years and older can be described by the order, straightforwardness, and anxiety personality facets while looking for income, co-workers, and security. A theoretical explanation could be that older people have a slightly greater preference for tarring their own expertise within a clear structured and reward-driven environment, whereas younger people prefer to assert themselves towards their peers within a less regulated environment. In establishing both a long-term tenable and an age-specific fit between the employee and the organisation, the present study shows the importance of the role of age in the association between personality facets and work values.

				Limitations

				Before turning to the recommendations and implications of this study, there are some limitations to take into account. The 

			

		

		
			
				Table 9 . Stepwise Moderation Analyses with Multiple Linear Regression Analysis, Predicting the Influence of Age in the Association between Extrinsic Work Values, Personality Facets and the Background Variables

				
					Aesthetics, management

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Security

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Intercept

				

				
					-0.101

				

				
					0.049

				

				
					-2.066

				

				
					.039

				

				
					 Intercept

				

				
					-0.160

				

				
					0.053

				

				
					-3.021

				

				
					.003

				

				
					 Actions

				

				
					-0.396

				

				
					0.046

				

				
					-.406

				

				
					-8.531

				

				
					.000

				

				
					 Actions

				

				
					-0.217

				

				
					0.045

				

				
					-.226

				

				
					-4.862

				

				
					.000

				

				
					 Order

				

				
					0.173

				

				
					0.039

				

				
					.163

				

				
					4.386

				

				
					.000

				

				
					 Dutifulness

				

				
					0.202

				

				
					0.048

				

				
					.214

				

				
					4.192

				

				
					.000

				

				
					 Values

				

				
					-0.143

				

				
					0.046

				

				
					.121

				

				
					-3.130

				

				
					.002

				

				
					(N) Age * Anxiety

				

				
					0.262

				

				
					0.068

				

				
					.285

				

				
					3.875

				

				
					.000

				

				
					(O) Age * Aesthetics

				

				
					0.125

				

				
					0.032

				

				
					.152

				

				
					3.931

				

				
					.000

				

				
					 Values

				

				
					-0.201

				

				
					0.053

				

				
					-.174

				

				
					-3.786

				

				
					.000

				

				
					(O) Age * Fantasy

				

				
					-0.118

				

				
					0.030

				

				
					-.145

				

				
					-3.896

				

				
					.000

				

				
					(O) Age * Aesthetics

				

				
					0.152

				

				
					0.038

				

				
					.188

				

				
					4.052

				

				
					.000

				

				
					(E) Age * Activity

				

				
					-0.127

				

				
					0.032

				

				
					-.150

				

				
					-3.962

				

				
					.000

				

				
					(O) Age * Fantasy

				

				
					-0.136

				

				
					0.040

				

				
					-.170

				

				
					-3.434

				

				
					.001

				

				
					 Anxiety

				

				
					0.138

				

				
					0.046

				

				
					.120

				

				
					3.008

				

				
					.002

				

				
					(N) Age * Depression

				

				
					-0.197

				

				
					0.068

				

				
					-.222

				

				
					-2.896

				

				
					.004

				

				
					 Assertiveness

				

				
					-0.184

				

				
					0.049

				

				
					-.168

				

				
					-3.717

				

				
					.000

				

				
					(N) Age * Impulsiveness

				

				
					0.110

				

				
					0.049

				

				
					.120

				

				
					2.234

				

				
					.026

				

				
					 Gregariousness

				

				
					0.097

				

				
					0.042

				

				
					.093

				

				
					2.297

				

				
					.022

				

				
					(A) Age * Straighforwardness

				

				
					0.113

				

				
					0.037

				

				
					.155

				

				
					3.054

				

				
					.002

				

				
					 Trust

				

				
					-0.122

				

				
					0.045

				

				
					-.124

				

				
					-2.695

				

				
					.007

				

				
					 Altruism

				

				
					0.138

				

				
					0.049

				

				
					.147

				

				
					2.786

				

				
					.006

				

				
					(C) Age * Achievement striving

				

				
					-0.091

				

				
					0.038

				

				
					-.126

				

				
					-2.423

				

				
					.016

				

				
					Compliance

				

				
					-0.116

				

				
					0.052

				

				
					-.101

				

				
					-2.233

				

				
					.026

				

				
					Income

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Lifestyle

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Compliance

				

				
					-0.161

				

				
					0.059

				

				
					-.145

				

				
					-2.740

				

				
					.006

				

				
					Intercept

				

				
					-0.285

				

				
					0.057

				

				
					-5.016

				

				
					.000

				

				
					 Trust

				

				
					-0.166

				

				
					0.046

				

				
					-.195

				

				
					-3.581

				

				
					.000

				

				
					Vulnerability

				

				
					0.311

				

				
					0.082

				

				
					.255

				

				
					3.782

				

				
					.000

				

				
					 Modesty

				

				
					-0.248

				

				
					0.048

				

				
					-.244

				

				
					-5.148

				

				
					.000

				

				
					Depression

				

				
					-0.305

				

				
					0.086

				

				
					-.240

				

				
					-3.554

				

				
					.000

				

				
					(A) Age * Straighforwardness

				

				
					0.135

				

				
					0.036

				

				
					.184

				

				
					3.764

				

				
					.000

				

				
					Self-consciousness

				

				
					0.250

				

				
					0.088

				

				
					.194

				

				
					2.837

				

				
					.005

				

				
					Educational level

				

				
					-0.117

				

				
					0.054

				

				
					-.110

				

				
					-2.167

				

				
					.031

				

				
					Work envionment

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					Co-workers

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Educational level

				

				
					-0.233

				

				
					0.058

				

				
					-.212

				

				
					-3.993

				

				
					.000

				

				
					 Intercept

				

				
					0.218

				

				
					0.072

				

				
					3.004

				

				
					.003

				

				
					 Order

				

				
					0.273

				

				
					0.051

				

				
					.287

				

				
					5.377

				

				
					.000

				

				
					 Positive emotion

				

				
					0.318

				

				
					0.055

				

				
					.294

				

				
					5.820

				

				
					.000

				

				
					(E) Age * Assertiveness

				

				
					-0.168

				

				
					0.046

				

				
					-.176

				

				
					-3.639

				

				
					.000

				

				
					 Dutifulness

				

				
					0.191

				

				
					0.050

				

				
					.199

				

				
					3.792

				

				
					.000

				

				
					(O) Age * Aesthetics

				

				
					0.150

				

				
					0.039

				

				
					.173

				

				
					3.882

				

				
					.000

				

				
					 Gregariousness

				

				
					0.182

				

				
					0.052

				

				
					.175

				

				
					3.479

				

				
					.001

				

				
					Achievement striving

				

				
					-0.119

				

				
					0.049

				

				
					-.146

				

				
					-2.410

				

				
					.016

				

				
					 Assertiveness

				

				
					-0.122

				

				
					0.055

				

				
					-.112

				

				
					-2.201

				

				
					.028

				

				
					Fantasy

				

				
					0.091

				

				
					0.046

				

				
					.100

				

				
					1.980

				

				
					.048

				

				
					(C) Age * Order

				

				
					0.145

				

				
					0.040

				

				
					.068

				

				
					3.602

				

				
					.000

				

				
					 Age

				

				
					-0.156

				

				
					0.052

				

				
					-.133

				

				
					-3.008

				

				
					.003

				

				
					 Tender mindedness

				

				
					0.103

				

				
					0.049

				

				
					.091

				

				
					2.109

				

				
					.036

				

				
					 Self-discipline

				

				
					-0.115

				

				
					0.058

				

				
					-.104

				

				
					-1.979

				

				
					.048

				

				
					Altruism

				

				
					B

				

				
					Std. Error Beta

				

				
					t

				

				
					Sig.

				

				
					 Altruism

				

				
					0.326

				

				
					0.041

				

				
					.367

				

				
					7.892

				

				
					.000

				

				
					 Tender mindedness

				

				
					0.235

				

				
					0.042

				

				
					.213

				

				
					5.550

				

				
					.000

				

				
					 Dutifulness

				

				
					0.075

				

				
					0.043

				

				
					.099

				

				
					1.760

				

				
					.079

				

				
					 Straighforwardenss

				

				
					0.109

				

				
					0.041

				

				
					.117

				

				
					2.695

				

				
					.007

				

				
					 Achievement striving

				

				
					0.098

				

				
					0.037

				

				
					.127

				

				
					2.605

				

				
					.009
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				first limitation concerns the cross-sectional design. The potential influence of a cohort effect in this type of design has been limited, because permission for the use of data was asked afterwards. This prevented a bias of social desirability aspects in the data collection procedure. However, as a consequence of this design, the associations found here rely on prior research and theoretical arguments. Without further longitudinal research, this cannot be fully ascertained. Second, the fact that this study only used self-reports to measure the variables might have led to a certain mono-method bias. Third, the present study investigated a Dutch sample, without examining the robustness of the findings on a second sample from another country or working background. On the other hand, diverse results of the present study were comparable with the cross cultural British and Greek findings of Furnham et al. (2005), as well as with the findings from earlier and different composed samples (e.g. Bipp, 2010; Parks-Leduc et al., 2015).

				Recommendations and Implications

				This study contributed to building both a long-term tenable and an age-specific fit between the employee and the organization by investigating the role of age in the association of personality traits on a facet level and work values, differentiated in two clusters of intrinsic and extrinsic motivation factors. However, since the present study only investigated a sample of bankers, future research is needed to generalise the results. For example, replicating this study within different cross-cultural samples might increase the reliability and validity of these outcomes. Longitudinal studies on the association between facets and values might contribute to ascertain the existing theoretical arguments of the tested associations. Further, to limit a possible mono-method bias, it might be useful to add interpersonal reports of presumed characteristics to the self-reports of personality. This may help to elucidate the influence of the self-image of the respondent, which, in turn, might be an indication for the amount of being versatile. Remarkable is that in the existing literature there are large differences in measuring work values. A third recommendation is to conduct and compare different studies that use the same set of personality facets and work values. This might elucidate the lack of clarity in the existing studies. An additional advantage could be that this will enlarge the insights in the exact role of age in the association between facets and values. Finally, it may be useful to replicate this study amongst various types of collaboration. Most studies, so far, have investigated samples of people, working in paid employment. It may be interesting to investigate whether the same effects will take place for self-employed people working on a freelance basis.

				In sum, this study has shown that older people tend to prefer a clear structured and reward-driven environment in which they can lean on their expertise, whereas younger people desire a less regulated and development-driven environment in which they can assert themselves towards their peers. This implies, following the study of Roberts et al. (2008), the presence of a wider socialisation process, in which age is one of the determining variables of one’s life-stage. In studying this influence of life-stage, an operationalisation of the age factor might contribute to elucidating the effect of this socialisation process in the association between personality facets and work values. Whereas age on itself is seen as an index variable, a conceptual model of life-stage may consist of a combination of biological-, social-, and psychological elements of age, complemented with aspects of the self-image, the home situation, and biographic aspects of the career stage (Ornstein, Cron, & Slocum, 1989; Specht et al., 2014). Therefore, it is recommended that in a future building of a long-term tenable and an age-specific fit between the employee and the organisation, the influence of the wider concept of life-stage is 

				taken into account. This more detailed insight in the influence of age from a wider life-stage perspective on the exact association between personality facets and work values might be useful for nowadays recruitment and selection procedures. This way of assessing might contribute to retaining the sustainable employability of both the young and the older worker, because a long-term tenable and an age-specific approach of the workforce stimulates each individual to be authentic and versatile in his or her personal, best fitting, way. Therewith, the present study may contribute to the debate of ageing in recruitment and selection policies and practices.
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ARTICLE INFO ABSTRACT

Article history: Personality traits and work values are important characteristics in personnel selection. Studies on their associations show
Received 30 April 2018 limited agreement. In order to clarify, this paper investigates their association on a personality facet level. Work values are
Accepted 23 July 2018 differentiated in intrinsic and extrinsic factors. This paper adds the role of age to the association. Earlier studies on traits
and values about the influence of age on their development and associations are reviewed. Then the moderating influence
- of age in the association between facets of the Five-Factor Model and work values of the Universal Values Model of 465
s:{s”;z:“’jsdemm Dutch bankers is studied. The results elucidate the association between personality facets and work values and the role of
Life-course age in their associations. Considering this in personnel selection might contribute to sustainable employability of both the
Age-dependent young as well as the older worker. Therewith, the study contributes to the debate of ageing in recruitment and selection.
Sustainable employability
Personality facets . L. .
Intrinsic work values Cémo afecta la edad a la relacion entre las facetas de personalidad y los valores
Extrinsic work values del trabajo de empleados de banca comercial y privada
RESUMEN
gif:i’:f;“f::e roonal Los rasgos de personalidad y los valores laborales son caracteristicas importantes en la selecci6n de personal. Los estudios
Trayectoria il sobre sus asociaciones muestran un acuerdo limitado. Para clarificarlo, este articulo investiga su asociacion en el nivel de
Dependiente de a edad facetas de la personalidad. Los valores laborales se diferencian en factores intrinsecos y extrinsecos. Ademds este trabajo

aflade el papel de la edad en esta asociaci6n. Se revisan estudios previos de rasgos y valores sobre la influencia de la edad
en su desarrollo y asociacién. También se estudia la influencia moderadora de la edad en la asociaci6n entre las facetas del
madelo de los cinco factores y los valores laborales del modelo de valores universal en una muestra de 465 empleados de
banca holandeses. Los resultados elucidan la asociacion entre aspectos de personalidad y valores laborales, y el papel de
la edad en dicha asociacion. La consideracion de esta asociacion en seleccién de personal podria contribuir a la emplea-
bilidad sostenible de los empleados j6venes y de los de mas edad. Por lo tanto, el estudio contribuye al debate de la edad
en el reclutamiento y la seleccion.

Empleabilidad sostenible
Facetas de la personalidad
Valores laborales intrinsecos
Valores laborales extrinsecos

Problem Situation and Purpose of the Study

The field of personnel selection is subject to major changes. In
the pre finandial crisis era until approximately the year 2008, it was
commonplace to hire future employees for a specific job description.
The main focus those days was to match the candidate with the tasks to
be done and the corresponding responsibilities to be taken. However,
since the economic recovery that started around the year 2012, many
companies have rigorously organised themselves differently. Ever
since, issues like adaptability and technological developments have
been emerging, This resulted in a renewed approach on recruiting

and hiring, in which both the initial fit between the job profile and
the candidate as well as his future development opportunities or
potential are assessed. Christensen and Schneider (2010), McDowell
(2013) and Dos Santos and Russi De Domenico (2015) showed that
today’s constantly changing workplace requires from the employee
the condition to be an authentic talent that is able to collaborate
with other talents through shared values, seen as the stable factor
within a less secure working environment. With this in mind, many
companies try these days to select those types of employees who are
able to disseminate the organisation'’s values beyond matching with
a specific job profile.
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