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Abstract1

Goal of the Study4

The study explored the relationship between individuals' personality
preferences (as measured by the Myers-Briggs Type Indicator, Form
M) and their psychological career resources (as measured by the
Psychological Career Resources Inventory) and whether the
personality types differed significantly in terms of their psychological
career resources. Both scales have proven reliability and validity in the
SA multi-cultural context.

The participants were a non-probability sample (N = 81) of managerial-
level staff from five fast food franchise restaurants in the Western
Cape, South Africa. The sample comprised predominantly females and
black people.

A cross-sectional design and quantitative statistical procedures were
used to analyze the data. The dominant personality types were ESFJ
and ISFJ. The Introverted and Extraverted personality type preferences
were significantly associated with the participants’ psychological career
resources. The ANOVA results revealed that the ISFP, ESFJ, ISFJ,
ESTJ and ISTJ personality types differed significantly regarding their
career preference for career variety/creativity, need for career
growth/development, their self/other skills and social connectivity.

The results of the study contribute valuable new insights that may
provide information for career development interventions aimed at
enhancing the career well-being of managerial staff in the fast food
industry. Helping managerial staff understand how the introverted and
extraverted attitude and their personality preferences influence their
demonstration of the psychological career resources is imperative for
their career well-being in the high-stress fast food service environment.
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Research suggests that personality preferences may be related to individuals’
career management (Kotze, 2014; Myers et al., 2003; Potgieter, 2012;
Rothmann & Coetzer, 2003; Schaubhut et al., 2009). However, there is a dearth
of research on how personality preferences relate to individuals’ psychological
career resources.

The present study aimed at answering the following research questions
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2

How do the personality preferences of individuals relate to their
psychological career resources?

Do the different personality types differ significantly regarding their
psychological career resources?

Correlations

**p .01 – statistically significant *p .05 – statistically significant.≤ ≤

Table 3

Significant ANOVA Results: Significant Mean Differences between the
MBTI Personality Preferences and the Psychological Career Resources

Variables MBTI Types N Mean SD F p

Variety/Creativity (CP) ISFP 7 3.40 .62 2.64 .04*

ESFJ 22 3.36 .62

ISFJ 16 2.99 .55

ESTJ 7 3.71 .40

ISTJ 9 3.50 .36

Growth/Development (CV) ISFP 7 2.60 .42 2.64 .04*

ESFJ 22 2.85 .26

ISFJ 16 2.68 .33

ESTJ 7 2.90 .25

ISTJ 9 3.00 .00

Self/Other Skills (CE) ISFP 7 4.19 .61 3.55 .01**

ESFJ 22 4.77 .45

ISFJ 16 4.32 .57

ESTJ 7 4.81 .15

ISTJ 9 4.46 .46

Social Connectivity (CH) ISFP 7 4.19 .48 7.47 .01*

ESFJ 22 4.67 .32

ISFJ 16 3.92 .79

ESTJ 7 4.48 1.77

ISTJ 9 3.63 .61

Career Purpose (CD) SF 50 3.65 .36 2.85 .04*

ST 18 3.57 .38

NF 6 3.72 .44

NT 7 3.21 .52

PCRI Introversion Extraversion

Independence/Authority

(Career Preference)
r = .34** r = -.34**

Authority/Influence

(Career Value)
r = .22* r = -.22*

Self/Other Skills

(Career Enabler)
r = - .32** r = .32**

Career Directedness

(Career Driver)
r = .33** r = .33**

Career Harmonisers r = - . 23 - = -.50** r = . 23 - = .50**
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ISTJ

Occupations where

they can use their

experience and

attention to detail to

get the task done

ISFJ

Occupations

where they can

draw on their

experience base

to personally help

people in a

behind-the-scenes

manner

INFJ

Occupations

where they can

facilitate

emotional,

intellectual, or

spiritual

development

INTJ

Occupations

where they can

use their

intellectual

creativity and

technical

knowledge to

conceptualize,

analyze and get

the task done

ISTP

Occupations

where they can

use their hands-

on, analytical work

with data or things

ISFP

Occupations where

they can use their

gentle, service -

related

attentiveness to

detail

INFP

Occupations where

they can use their

creativity and focus

on their values

INTP

Occupations

where they can

use their solitary,

objective analysis

of problems

based on their

technical

expertise

ESTJ

Occupations where

they can use logic

and organization of

the facts to get the

task done

ESFJ

Occupations

where they can

use their personal

concern to

provide service to

others

ENFJ

Occupations

where they can

help others with

their emotional,

intellectual, and

spiritual growth

ENTJ

Occupations

where they can

use tough-

minded analysis,

strategic planning

and organization

to get the task

done

ESTP

Occupations

where they can

use their action-

oriented focus to

attend to the

necessary details

ESFP

Occupations where

they can use their

outgoing nature and

enthusiasm to help

people with their

practical needs

ENFP

Occupations where

they can use

creativity and

communication to

help foster the

growth of others

ENTP

Occupations

where they have

the opportunity

to continually

take on new

challenges

E
Drawn to

occupations which

provide high activity

and interpersonal

contact;

sociable and

expressive; take

initiative in work and

relationships

I
Drawn to quiet,

solitary,

contemplative

occupations;

private and

contained;

reflective

S
Drawn to

occupations

requiring precision

and close

attention to detail;

value practical

applications

N
Drawn to

occupations

requiring

abstraction and

symbolic activity;

value imaginative

insight

T
Drawn to

occupations

requiring logical

applications and

mathematical

skills;

strive for

impersonal,

objective truth

F
Drawn to

occupations

allowing for the

expression of

humanitarian and

spiritual values;

strive for harmony

and individual

validation

J
Drawn to

occupations

requiring the

application of

logical systems;

structured and

organized, control

and order

P
No direct career

expression;

stay open to

experience and

last minute

options

ST
Ideal work environment: task - and

results- oriented; scope for applying

technical skills with facts and objects

relating to everyday tasks

NT
Ideal work environment: task -

oriented; scope for theoretical and

technical developments with models;

opportunities for problem -solving,

analysis and design

SF
Ideal work environment: people -

oriented; scope for providing practical

help and services for people in their

everyday concerns

NF
Ideal work environment: people -

oriented; interacting with people

about values and inspirations;

facilitating opportunities for people

**p .01 – statistically significant. *p .05 – statistically significant.≤ ≤

Practical Implications
Employers in the fast food restaurant industry should take note of
the findings of the present study. Understanding the personality
type preferences of their managerial staff and how these relate to
their psychological career resources is important for supporting
them in terms of their general career wellbeing in the highly
stressful work environment of the fast food industry (Kotze, 2014).

The findings showed that the ESFJ and ISFJ personality types
were predominant in the sample of participants. These types are
naturally drawn to a service-oriented environment (Myers et al.,
2003). However, the findings of the present study showed
important differences between the introverted and extraverted
attitudes and the psychological career resources that employers
and practitioners should be aware of.

The negative associations between the career harmonizers and
the introverted types suggest that these types might be less prone
to demonstrating the psychosocial career meta-capacities they
need to successfully manage their career well-being in the high-
stress, service-oriented work environment of the fast food
restaurant industry.

career

preferences

career

values Support one’s career preferences and which include either a
predominant need for positions that lean towards authority and influence
or opportunities for further growth and development;

career
drivers

Comprises of the intrinsic motivations for career actions, namely having
a career purpose, clear career direction and a willingness to venture
round and about in one’s career;

career enablers
Comprises of essential transferable skills such as practical and creative
skills and self-management and interpersonal relation skills in planning
and managing one’s career;

Relate to individuals’ sense of career well-being. The career harmonizers
are important self-evaluations regarding one’s self-esteem, ability to adapt
to changing and stressful circumstances, emotional literacy and the ability
to connect with others and to establish and maintain mutually supportive
relationships in the pursuit of one’s career .

career

harmonizers

Research Procedure

Results
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Sample (N = 81)

Gender

Race

The participants were a non-probability sample (N = 81) of
managerial-level staff from five fast food franchise restaurants
in the Western Cape, South Africa.

Establishment phase of their careers
(26-40 years of age – 63%).

The majority of the participants had more than
two years of experience in the fast food industry (82%).

Age

Ethical clearance to conduct the study was obtained from the Research Ethics
Committee of the research institution. Permission to conduct the survey was
obtained from the relevant fast food restaurant. The purpose of the survey
was explained to all the participants and the participants were requested to
sign a letter of consent that the results could be used for research purposes
only. Anonymity and confidentiality were also guaranteed and honoured.

Table 2

Frequencies: MBTI Personality Types and Preferences

MBTI Personality Types Frequency Percentage

ISTJ 9 11%

ESTJ 7 9%

ISFJ 16 20%

ESFJ 22 27%

INFJ 2 3%

ENFJ 1 1%

INTJ 5 6%

ENTJ 1 1%

INFP 0 0%

ENFP 3 4%

ISTP 1 1%

ESTP 1 1%

INTP 0 0%

ENTP 1 1%

ISFP 7 9%

ESFP 5 6%

Personality Preferences

Introvert (I) 40 49%

Extravert (E) 41 51%

Sensing (S) 68 84%

Intuition (N) 13 16%

Thinking (T) 25 31%

Feeling (F) 56 69%

Judging (J) 64 79%

Perceiving (P) 17 21%

Preferred Mental Orientations

Sensing-Feeling (SF) 50 62%

Sensing-Thinking (ST) 18 22%

Intuitive -Feeling (NF) 6 7%

Intuitive -Thinking (NT) 7 9%

Limitations of Study
and Future Research

9

Being based on the Jungian theory of opposing poles, the MBTI theory of
psychological or personality type sorts individuals according to their type
preference on four dichotomous scales and eight personality preferences:
Extraversion-Introversion (E-I: where one focuses one’s attention and gets
energy), Sensing-Intuition (S-N: how one takes up information), Thinking-
Feeling (T-F: how one makes decisions) and Judging-Perceiving (J-P: how
one deals with the outside world). The S-N and T-F preferences are also
combined to classify individuals according to one of four preferred mental
orientations (ST, NT, SF, NF), each with unique preferences for an ideal work
environment as shown in Table 1. The eight preferences yield 16 different
personality types, each with its unique personality-related career preferences.

Psychological Career Resources (Coetzee, 2008; 2014)

Comprise the need for careers that provide one with either stability and
room to develop one’s expertise, or managerial and upward mobility
opportunities, or job tasks that require the use of one’s creativity and a
wide variety of one’s skills, knowledge and abilities, or room for
autonomous and independent functioning;

ESFJ

ISFJ

ISFP
ESTJ

ISTJ

The shortage of managerial skills in the South African context has led to a renewed
focus on the psychological factors that influence their career development and
retention. Fast food restaurants are regarded as a harsh environment that may
require a certain personality type and various psychosocial career meta-capacities
to be intact to survive the demands of this fast-moving low-paid industry.

Research has pointed out the importance of personality characteristics and career
meta-capacities in navigating the career in an environment in which career paths
are blurred, uncertain and stressful. Psychological career resources are regarded
as important psychosocial meta-capacities which enable individuals to adapt to
changing and uncertain career circumstances and to achieve career success within
a particular socio-cultural context.

Problem investigated

3 Conceptualisation
Personality Preferences (Myers & Myers, 1998)

Despite progress being made in understanding the role of personality in individuals’
career development, there is presently a dearth of research on the link between
managerial staff’s personality preferences and psychological career resources in
the South African fast food restaurant industry.

Individuals’ psychological career resources empower them to be pro-active agents
in the construction and sustainment of their careers and employability. Individuals

need to develop career capacities along five facets of psychological career

The differences in orientations toward the psychological career
resources of self/other skills and social connectivity of the ISFP
and ISTJ types in contrast with the ESFJ and ESTJ types should
also be noted, as these psychological career resources are
important in the service-driven work environment. The ISFP and
ISTJ types might need support in developing these psychological
career resources.

Figure 1 Coetzee's Psychological Career Resources Framework
(Venter, Coetzee & Basson, 2013)

Career enactment in a particular socio-cultural work domain
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Implementation of the career self-concept
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·Self-esteem
·Behavioural adaptability
·Emotional literacy
·Social connectivity
(Theory of Positive Orientation:
Alessandra et al., 2012a)

Career Harmonisers

Career Drivers
·Career purpose
·Career directedness
·Career venturing
(Theory of Self-Determination:
Deci & Ryan, 1985; 2000)

Career Enablers

·Practical/creative skills
·Self/other skills
(Theory of Successful
Intelligence: Sternberg, 2003)

Career Preferences
*Stability/Expertise *Managerial *Creativity/Variety *Autonomy/Independence

Career Values
*Growth/Development *Authority/Influence
(Theory of Career Self-Concept: Super, 1990)

BlackColored

MaleFemale

Limitations

Future research
Replication studies with broader samples across
various economic sectors

Longitudinal studies with other measures

Future longitudinal research needs to consider
how people’s psychological career resources
change over time as the career self-concept
evolves.

Limited to a sample of participants - the findings
cannot be generalised to other industry contexts.

Cross-sectional survey design: No statements about
causation. Associations between the variables have
been interpreted rather than established.

Potential risk of a common method bias should be
considered because of the self-report methodology
that was used

??
?

Table 1
Career-related Preferences of the 16 MBTI Personality Types and 8 Preferences
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