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Personality preference facets and self-regulatory employability of human resource 

professionals 

 

Abstract 

Scholars interested in investigating the career wellbeing of employees have reported that 

employability includes a number of person-centred constructs needed to deal effectively 

with career-related changes in today’s economy. This study explored the relationship 

between employees’ self-regulatory employability skills and personality preference facets. 

A convenience sample (N = 196) of predominantly female (73%), black African people 

(88%) in the early stages of their careers (80% < 45 years) participated in the study. A 

cross-sectional, quantitative research design approach was followed. Descriptive statistics, 

Pearson product-moment correlations and canonical correlation analysis were performed to 

achieve the objective of this study. The results yielded significant associations between the 

variables. The findings add new insights that may be useful for theoretical views on the 

personality preference facets underpinning employees’ self-regulatory employability skills.  
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Change, uncertainty and a turbulent working environment have become a reality for all 

employees in the current world of work. Change thus has to become part of all 

organisations’ strategy if they wish to survive in an increasingly globalised context which 

is accompanied by high levels of competition and changing market demands (Cullen, 

Edwards, Casper & Gue, 2014; Pasmore, 2011). The necessity for innovation from a 

technological and socio-economic perspective is placing pressure on both employees and 

organisations to adapt and change continuously in this context (Cullen et al., 2014; Worley 

& Mohrman, 2014). The challenges employees face in organisations (such as job 

insecurity, changes in job roles, pressure to upskill, work overload, unstable relationships, 

lack of career advancement opportunities and poor work autonomy) have become a current 

reality for all employees in the current world of work. In order to survive this turbulent 

organisational context, employees are required to manage change both within themselves 

and in their organisational and career contexts (Fugate, Kinicki, & Blake, 2004). Ashford 

and Black (1996) have found that individual and psychological factors are essential for 

career-related wellbeing. Several other authors have found that employees’ ability and 
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willingness to adapt to change are essential to their career development and wellbeing 

(Coetzee & De Villiers, 2010; Hall, 2002; Pulakos, Arad, Donovan & Plamondon, 2000; 

Rothmann, 2014). As a result, employability has become a burning issue in recent days. 

Psychologists (especially industrial psychologists) are uniquely qualified to contribute this 

issue by applying research-based theory in work contexts. 

 

Several authors report that individuals need a specific set of skills, competencies and 

personality attributes to make them more employable in the new world of work (ACCI, 

2002; Clarke, 2008; Coetzee, Schreuder & Kotze, 2014; Morley, 2001; Potgieter & 

Coetzee, 2013; Rothmann, 2014). According to Ebby, Butts and Lockwood (2003), these 

competencies should promote career success and have an impact on career wellbeing. Rath 

and Harter (2010) describe career wellbeing as how people occupy their time and liking 

what they do. Self-regulatory employability may enhance individuals’ feeling of being in 

control of their careers, which in turn enhances their sense of wellbeing (De Cuyper, 

Bernhard-Oettel, Bernston, De Witte & Alarco, 2008; De Vries, Grundemann, & Van 

Vuuren, 2001; Fugate et al., 2004; Marler, Barringer, & Milkovich, 2002). Bernston, 

Bernhard-Oettel and De Cuyper (2007) add that employability reduces the fear of 

becoming unemployed (as employability provides employees with choices and alternatives 

during the economic recession) and therefore contributes significantly to the career 

wellbeing of employees.  

 

According to Fugate et al. (2004), employability has broad implications for a number of 

facets such as skills sets, labour markets, employee adaptation, career success and 

wellbeing. Fugate et al. (2004), Coetzee (2014) and Van der Heijde (2014) note that an 

individual’s employability includes a number of person-centred constructs that combine 

synergistically to assist employees in adapting effectively to the ever-changing 

circumstances of today’s world of work. Several authors have found that employability 

denotes a psycho-social construct that includes individual characteristics and self-

regulatory capacities that nurture adaptive cognition, behaviour and affect, and enhance the 

individual-work interface (Coetzee, 2014; Hall & Marvis, 1995; Van der Heijde, 2014). 

Fugate et al. (2004) argue that employability depends on identifiable personal 

characteristics that can be assessed and trained. However, it is not clear how individuals’ 

personalities relate to their employability or their self-regulatory employability capacities. 
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The present study focuses on the association between individuals’ personality preferences 

(as outlined by the well-known Myers-Briggs theory of personality types [Myers, 

McCaulley, Quenk & Hammer, 2003]) and their self-regulatory employability skills (as 

designed by the self-regulatory employability model proposed by Beukes [2009]). Self-

regulatory capacities are regarded as essential for career self-management and adaptation 

in constantly changing contexts such as the contemporary employment environment (Van 

der Heijde, 2014). Understanding the influence of personality in expressing self-regulatory 

career behaviour may contribute to career theory concerned with developing psychological 

attributes that support the career wellbeing of individuals in the workplace. 

 

Self-regulatory employability 

Beukes (2009) views employability as the application and continuous development of a 

series of supportive competencies and self-regulatory attributes through developmental 

stages that enhance an individual’s opportunities for obtaining and sustaining employment 

opportunities. Employability in this context therefore refers to the skills, knowledge, 

understanding and personal attributes that make a person more likely to choose and secure 

occupations in which they are satisfied and successful (Beukes, 2009; Pool & Sewell, 

2007). 

 

Beukes (2009) proposed a self-regulatory employability model which consists of a series 

of stages which allow individuals to channel their employability competencies effectively 

and thus to access and sustain employment in the highly competitive and turbulent labour 

market. Figure 1 represents Beukes’s (2009) self-regulatory model. Each stage involves a 

specific developmental task (regarded as a critical outcome of the specific stage), which in 

turn is supported by a set of core employability competencies. The self-regulatory 

employability model includes basic skills (such as computer and IT skills, an attitude that 

recognises the value of maths and the ability to listen to advice); goal-driven behaviour 

(where individuals set goals, and use their time and resources to achieve these goals); 

creative learning (the openness of an individual to new ideas, finding creative solutions to 

problems, an inclination towards life-long learning and the trust in the power of teamwork 

to reach solutions); communication skills (good communication skills, being able to 

present information and act as leader in a team situation); and lastly business acumen (an 
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understanding and awareness of business and companies, how the individual fits into the 

workplace through skills, and an awareness of money and finances).  

 

Insert Figure 1 approximately here 

 

Self-regulatory employability is associated with emotional intelligence and positive career 

behaviours (Coetzee & Beukes, 2010), career self-management, and learning and goal-

directed behaviours that support individuals’ employability and career wellbeing (Van der 

Heijde, 2014). 

 

Personality and self-regulatory employability 

Several authors conclude that employees need numerous person-centred constructs (such 

as proactive behaviours, personal initiative and proactive personalities) in order to manage 

the challenges of today’s world of work effectively (Bateman & Crant, 1993; Crant, 2000; 

Frese & Fray, 2001). Employees with proactive personalities tend to demonstrate proactive 

behaviour which enhances career success and wellbeing (Boudreau, Boswell & Judge, 

1999; Fugate et al., 2004). Fugate et al. (2004) posit that by addressing the “who am I” 

question, and therefore touching on an employee’s personality, managers may assist 

individuals in achieving their personal goals or aspirations, which in turn may lead to 

employee wellbeing. Furthermore, psychologists have ound that personality characteristics 

are predictors of career wellbeing, performance and career success (Hogan, Chamorro-

Premuzic & Kaiser, 2013; Kuncel, Ones & Sackett, 2010). Personality is increasingly 

recognised as a career meta-competency which influences people’s self-regulatory 

employability (Baruch, 2004; Coetzee, 2008, 2014; Fugate et al, 2004; Potgieter, 2012; 

Sinclair, 2009). Coetzee et al. (2014) have found significant links between the MBTI 

personality preferences and the psychological career resources that support individuals’ 

self-regulatory employability and career wellbeing. 

 

Jung (1990) suggested that variations in people’s behaviour can be explained by distinctive 

differences in the ways they prefer to take in information, make decisions and generally 

deal with the world. These differences are expressed in people’s personality type 

preferences. Myers, McCaulley, Quenk and Hammer (2003) define personality type as the 
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dominant and conscious predisposition to either act or react in a characteristic manner 

when observing one’s outer world and assigning meaning to each experience. Jung (1960) 

notes that type is predispositioned within human beings and thus a universal attribute. 

Katherine Briggs and Isabel Myers extended on the Jungian psychological type theory and 

developed the well-known Myers-Briggs Type Indicator (MBTI), which is a tool to assist 

individuals in understanding their own and others’ use of natural preferences of mental or 

cognitive functioning (Myers & Myers, 1998), and to help them integrate such 

understanding in their everyday life (Myers et al., 2003).  

 

The MBTI typology includes four pairs of opposite preference facets, called dichotomies 

or dimensions of personality. These type dichotomies represent the natural ways in which 

different people use their minds differently (Myers & Myers, 1998). The first three 

dichotomies were part of Jung’s original theory, and the fourth was added by Briggs and 

Myers (Garrety, 2007; Leary Reilly & Brown, 2008; Potgieter & Coetzee, 2013):  

1. Orientation of energy: Extraversion (E) versus Introversion (I), or relative interest in 

outer (E) and inner (I) worlds. 

2. Preferred modes of perception: Sensing (S) versus Intuition (N) – whether people 

perceive through their senses (S) or through indirect perception by way of the 

unconscious (N). Sensing people focus on the here and now, and intuitive people prefer 

to focus on future possibilities. 

3. Decision-making: Thinking (T) versus Feeling (F) – whether people make decisions 

using logic (T) or subjective values (F). 

4. Preferences for dealing with the outer world: Judging (J) versus Perceiving (P), which 

refers to a general method of dealing with the world. Judging people like order and a 

planned and organised approach to life, and they prefer to have things settled. 

Perceiving people embrace ambiguity, tend to like a flexible and spontaneous approach 

to life and prefer to keep their options open. 

 

The MBTI preferences are multifaceted and consist of many distinct but connected facets. 

The facets (five per dichotomy) of each of the eight preferences (E-I, S-N, T-F, J-P) 

identify some of the distinctive ways in which people express their personality types 

(Kummerow & Quenk, 2003). The MBTI assessment categorises individuals into one of 

16 different (equally valuable) personality types. Depending on their preferences reported 
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by the MBTI, individuals are identified as extraverted or introverted, sensing or intuitive, 

thinking or feeling and judging or perceiving. Individuals are given a four-letter 

designation (eg ESTJ) that indicates their dominant preferences, and therefore their 

personality type.  

 

While people possess and utilise qualities for both poles of each dichotomy, the MBTI 

assessment reveals individuals’ preference or how they would respond first and what they 

are most comfortable with (Myers et al., 2003). According to Jung (1971), individuals’ 

natural preferences cause them to develop ways of behaviour and personality patterns 

which are characteristics of their mental processes.  

 

Using MBTI information, industrial psychologists can assist employees in raising energy 

and optimism by reframing the way in which they interpret difficulties arising from their 

differences with others and dealing with the turbulent changes of the current world of 

work. Higgs (2001) suggests that an individual could develop his or her weaker personality 

attributes and thereby deliver more rounded behaviour, which could possibly enhance the 

person’s employability and thus also enhance their career wellbeing.  

 

Given the evidence that weaker personality preferences can be developed (Baumeister & 

Leary, 1995; Myers et al., 2003; Pool & Sewell, 2007; Salovey & Meyer, 1990), and the 

fact that there is a growing need to develop and enhance individuals’ employability skills 

(Coetzee & Beukes, 2010; Pool & Sewell, 2007), it could be interesting to explore how 

personality preferences influence self-regulatory employability skills. The results could be 

important for industrial psychologists in that a possible relationship between personality 

preferences and employability skills may contribute towards employee wellbeing, and 

therefore result in a more committed employee. De Witte (2006) and Sverke, Hellgren and 

Naswall (2002) have found that employees with a generally good level of wellbeing are 

more loyal and less likely to leave an organisation. 

 

There seems to be a paucity of research in the South African context on how individuals’ 

personality preferences relate to their employability skills, especially in South Africa’s 

multicultural organisational context. The aim of this study is to explore whether an 

individuals’ personality preference facets are related to their self-regulatory employability 
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skills. This study therefore contributes to the discipline of psychology and career theory by 

exploring how personality preferences influence the perceptions of individuals’ self-

regulatory employability. Specifically, by employing canonical correlation analysis, it has 

sought (1) to ascertain whether a noteworthy relationship exists between the eight set 

MBTI preference facets (introversion, extraversion, sensing, intuition, thinking, feeling, 

judging and perceiving) and a set of self-regulatory employability skills, and (2) to identify 

the variables that contribute the most to this relationship. 

 

Method 

Participants 

A purposive sample of one hundred and ninety six (N = 196) employed adults participated 

in the study. The participants were enrolled for further studies in the human resource 

management field at a distance learning higher education institution. They were employed 

in professional positions in the human resource field and predominantly comprised  black 

people (88%) and  females in their early career stage (73%).  

 

Measuring instruments 

The South African Employability Inventory (SAEI) developed by Beukes (2009) is a self-

rated multi-factorial measurement tool designed for South African adolescent and adult 

populations. The SAEI contains 81 items, which include five subscales: basic skills (nine 

items, e.g. “I spend a lot of time sending and receiving emails, and I am very good at 

asking questions), goal-driven behaviour (16 items, e.g. “I make sure that I keep a record 

of my goals somewhere” and “I set goals for my learning”), creative learning skills (24 

items, e.g. ”I believe that working in a team makes work easier and ”I always take time to 

think about things I have done”), communication skills (13 items, e.g. “I am good at 

answering questions, and ”I’m very good at organising and presenting information”) and 

business acumen (19 items, e.g. “I understand what it take to succeed in business, and “I 

know who my customers are going to be one day”).  

 

A five-point Likert-type scale was used for subject responses to each of the items (1 = does 

not describe me at all; 5 = best describes me). An exploratory factor analysis provided 

evidence of construct validity as indicated by the five-factor model, which supports the 

underlying dimensions of employability described by Beukes (2009). In terms of reliability 
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(internal-consistency), Cronbach’s alpha coefficients for each subscale range from 0,58 

(moderate) to 0.83 (high). In terms of the present study, the overall SAEI scale obtained a 

reliability coefficient of .89.  The internal consistency reliability coefficients for the five 

subscales ranged between .74 (creative learning) and .85 (goal-driven behaviour). 

 

The Myers-Briggs Type Indicator (MBTI, Form M) developed by Myers and Briggs 

(1987) was used to measure participants’ personality preference facets (Introversion, 

Extraversion, Sensing, Intuition, Thinking, Feeling, Judging and Perceiving). The MBTI, 

Form M, is a self-reporting instrument consisting of 93 items arranged in a forced-choice 

format. For each item, subjects have two responses to choose from. The objective of the 

MBTI is to classify an individual into one of the 16 personality types (Myers, et al., 2003). 

There is general agreement on the MBTI’s high levels of face validity (Myers et al., 2003). 

Myers et al. (2003) report internal consistency reliabilities of .80 for the MBTI Form M 

scales. Van Zyl and Taylor (2012) also report high internal consistency reliabilities for the 

sub-scales of the MBTI in the South African context (E-1 = 092; S-N = 088, T-F = 0.88, J-

P = .91).Test-retest reliabilities are thus shown to be high and also show consistency over 

time. 

 

Procedure 

A cross-sectional, quantitative research approach was followed to achieve the research 

objective. Questionnaires were manually distributed during a three-day study school and 

collected by one of the researchers. 

 

Ethical considerations  

Ethical clearance to conduct the research was obtained from the research institution. The 

participants were invited to participate voluntarily and sign an informed consent form. 

Privacy, anonymity and confidentiality of all the participants were ensured and honoured.   

 

Data analysis 

Descriptive statistics (means, standard deviations and Cronbach’s alpha coefficients), 

Pearson’s product-moment correlations and canonical correlation analysis were performed. 

The cut-off criteria for canonical factorial loadings (≥ .30) were used to interpret the 

relative importance of the canonical loadings. The r² type effect size (1 - .λ) was also 
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considered for assessing the magnitude of the overall correlational relationships between 

the two variates of a canonical function and the practical significance of the predictive 

ability of the canonical relationship (Hair, Black, Babin & Anderson, 2010). The 

participants’ age, gender and race were used as controls to explore the relationships 

between the research variables. 

 

Results 

Descriptive statistics and correlations 

The reliability coefficients reported in Table 1 show acceptable internal consistency 

reliability of the two scales and the subscales. The overall reliability coefficient of the 

SAEI was very high (α = .89), and the reliability coefficient for the MBTI variables ranged 

from .76 to .91. These coefficients indicated strong overall internal consistency for the two 

scales. 

 

As can be seen from Table 1, the significant intercorrelations between the SAIE and MBTI 

variables were small to moderate in practical effect (r ≥ .09 to r ≤ .34; p ≤ .05), suggesting 

no multi-collinearity. The associations between age, gender and race, and the SAEI and 

MBTI variables were mostly non-significant, small in practical effect and therefore 

regarded as negligible. 

 

Table 1 furthermore shows significant relationships between most of the subscales of the 

MBTI and SAEI. Introversion had significant relationships with goal-driven behaviour (r 

= -.21, small effect, p ≤ .01), creative learning (r = -.18, small effect, p ≤ .05) and 

communication skills (r = -.21, small effect, p ≤ .01); Extraversion had significant 

relations with goal-driven behaviour (r = .22, small effect, p ≤ .01), creative learning (r = 

.19, small effect, p ≤ .01) and communication skills (r = .21, small effect, p ≤ .01); Sensing 

had a significant relationship with basic skills (r = -.16, small effect, p ≤ .05); while 

institution showed a positive relationship with basic skills (r = .15, small effect, p ≤ .05). 

Judging had a significant relationship with goal-driven behaviour (r = .34, medium effect, 

p ≤ .001), creative learning (r = .24, small effect, p ≤ .001), communication skills (r = .15, 

small effect, p ≤ .05), and business acumen (r = .13, small effect, p ≤ .05). Perceiving 

showed significant relationships with goal-driven behaviour (r = -.33, medium effect, p ≤ 
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.001), creative learning (r = -.18, small effect, p ≤ .01), communication skills (r = -.14, 

small effect, p ≤ .05), and business acumen (r = -.09, small effect, p ≤ .05). 

 

Insert Table 1 approximately here 

 

Canonical correlations 

Canonical correlation analysis was used to study the multivariate relationships between the 

five SAEI scores (basic skills, goal-driven behaviour, creative learning, communication 

skills and business acumen) and the eight MBTI preference facets (Introversion vs 

Extraversion, Sensing vs Intuition, Thinking vs Feeling and Judging vs Perceiving). 

 

Table 2 shows that the full model was significant using Wilks’s multivariate test criterion. 

Wilks’s lambda (λ) = .629, function 1: Fp = 1.95 (p = .0001). Only the first function of the 

model was significant and contributed to 22% of the overall explained variation relative to 

the function. The full model r² type effect size (yielded by 1 - .λ) was .37 (large practical 

effect), indicating that the full model explains an adequate proportion, about 37%, of the 

variance shared between the two variable sets. The redundancy index results summarised 

in Table 2 shows that the personality preferences explained 22% (Rc² = 22; small practical 

effect) of the variance in self-regulatory employability and was able to predict 54% (large 

practical effect) of the proportion of variance in the individual original employability 

variables. 

 

Table 2 provides the canonical coefficients (weights), canonical structure coefficients (Rc), 

canonical cross-loadings (Rc) and squared canonical loadings (Rc²). Personality preference 

facets that loaded positively with the employability skills canonical construct were 

assumed to represent high perceived self-regulatory employability skills. A negative 

loading were assumed to represent a low perceived employability skill. Using Rc ≥ .30 as 

the cut-off threshold for interpreting the results, Table 2 further shows that the Judging (Rc 

= .34; 12%) and Perceiving (Rc = -.35; 12%) personality preferences contributed 

significantly by explaining the variance especially in goal-driven behaviour (Rc = .41; 

17%). 
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Insert Table 2 approximately here 

 

Discussion 

Industrial psychologists have long been concerned with employees’ psychological 

wellbeing that enables them to take ownership of their careers and to be proactive agents in 

managing their careers and improving their employability. In this study, it was sought (1) 

to ascertain whether a noteworthy relationship exists between the eight set MBTI 

preference facets (Introversion, Extraversion, Sensing, Intuition, Thinking, Feeling, 

Judging and Perceiving) and a set of self-regulatory employability skills, and (2) to 

identify the variables that contribute the most to this relationship. Overall, the results show 

significant associations between the Judging (positive) and Perceiving (negative) 

personality preferences and the goal-driven self-regulatory capacity of employability. 

These findings are in line with research showing that personality is only partially 

responsible for explaining employability capacities (Coetzee et al., 2014; Cole, Feild, Giles 

& Harris, et al., 2009; Potgieter, Coetzee & Masenge, 2012; Potgieter & Coetzee, 2013). 

 

The Judging and Perceiving preference dichotomy relates to how individuals prefer to deal 

with the outer world (Myers et al., 2003). The significant association with goal-driven 

behaviour could be attributed to the fact that individuals who prefer the Judging mode 

likes order and a planned and organised approach to life, which seems to explain the drive 

for setting clear and measurable goals that guide their achievement of career success. 

Perceiving types seem to have a lower need for goal-setting behaviour. These types are 

generally individuals who embrace ambiguity, who tend to like a flexible and spontaneous 

approach to life, and who prefer to keep their options open (Myers et al, 2003). The 

finding is contrary to the finding made by Coetzee et al (2014) that there is no association 

between the Judging and Perceiving preferences and career planning skills. 

 

Overall, the results suggest that self-regulatory employability is mostly associated with 

individuals’ orientation towards the outer world, which intuitively makes sense when 

considering that employability is concerned with the person-career environment interface 

(Coetzee, 2014; Van der Heijde, 2014). Self-regulation entails proactive career behaviour 

in setting standards and clear goals, monitoring and bringing about change in achieving 

career success (Van der Heijde, 2014). In this regard, according to the findings, the 
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Judging types seem more prone to demonstrate the self-regulatory employability capacity 

required to sustain career wellbeing and success in changing contexts, while the Perceiving 

types may potentially experience certain challenges in this regard. Given the suggestion 

that personality preferences can be taught and learned by making individuals aware of their 

dominant preference (Myers et al., 2003), the dichotomy of Judging-Perceiving needs to be 

developed to help the sample of participants to enhance their self-perceived employability 

capacities in order to influence their career wellbeing positively.  

 

There were some limitations inherent to this study. First, canonical correlation analysis is a 

maximisation technique and researchers could therefore have been prone to overestimating 

the findings owing to the enlargement of linear composites (Hair et al., 2010). Secondly, 

the sample size of this study was small and was limited to individuals registered for studies 

in the human resource management field in a distance learning institution. The 

interpretations of this study are thus limited to this specific group of individuals and not to 

populations in different occupations, study fields or higher education institutions. It is 

suggested that the results should be tested on various multicultural populations from 

various occupational groups, study fields and higher education institutions, as it may 

further inform theories of the influence personality preferences may have on individual 

self-perceived employability. Lastly, the cross-sectional nature of this study limits the 

nature of the data obtained to a specific point in time. As the working environment and 

facets that contribute to employee well-being constantly change, it would be beneficial to 

conduct longitudinal research analysis in the shift of levels of employability skills and 

personality preferences.  

 

Conclusion 

The findings may potentially inform interventions in organisations to enhance the career 

wellbeing of employees. More specifically, Perceiving types should be made aware of the 

importance of goal-driven behaviour in managing their employability and career 

wellbeing. Career discussions about personality preferences and their influence on one’s 

employability and career behaviour may add valuable insights. The results of the study 

emphasise the importance of considering the influence of personality preferences on 

employability in enhancing employee career wellbeing, and thus potentially increasing 

their capacity to adapt to uncertain and changing employment contexts. 
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Table 1 Descriptive statistics, zero-order correlations and internal consistency reliability 

  M SD α 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 

Age 1 - - - -                 
Gender 2 - - - -.17** -                
Race 3 - - - .06 .06 -               
Basic skills 4 3.74 .80 .75 -.19** .10 .27*** -              
Goal-driven 
behaviour 

5 4.00 .70 .85 .07 -.03 -.26*** .02 -             

Creative learning 6 4.14 .46 .74 -.02 -.07 -.13 .13 .66*** -            
Communication 
skills 

7 4.10 .48 .82 .03 -.15* -.12 .11 .38*** .57*** -           

Business acumen 8 4.25 .47 .80 .09 .05 .09 .16* .26*** .41*** .42*** -          
Employability: Total 9 4.10 .36 .89 -.05 -.01 -.10 .40*** .69*** .82*** .78*** .65*** -         
Introversion 10 4.43 .68 .83 .07 -.01 .10 .03 -.21** -.18* -.21** -.08 -.21** -        
Extraversion 11 4.24 .70 .81 -.08 .05 -.08 -.03 .22** .19** .21** .06 .20** -.95*** -       
Sensing 12 4.23 .83 .83 -.01 -.02 -.03 -.16* .02 -.12 -.05 -.07 -.14 .14* -.15* -      
Intuition  13 4.67 .64 .91 -.04 -.08 -.01 .15* -.04 .08 .07 .04 .11 -.05 -.09 -.76*** -     
Thinking 14 4.34 .76 .77 -.00 -.15* -.09 .00 .08 .09 .05 -.14 .04 -.03 .02 .10 -.12 -    
Feeling 15 4.84 .74 .76 .03 .13 .15* .03 -.08 -.11 -.05 -.10 -.06 .04 .01 -.06 .12 -.88*** -   
Judging 16 4.47 .67 .82 .09 -.07 -.05* -.13 .34*** .24*** .15* .13* .21** .08 -.05 .22** -.24*** .01 .00 -  
Perceiving 17 4.61 .72 .84 -.10 .12 .10 .14 -.33*** -.18** -.14* -.09* -.17* -.03 .05 -.23** .31*** .02 .01 .-.90*** - 

Notes: N = 196 ***p ≤ .001 – statistically significant. **p ≤ .01 – statistically significant. *p ≤ .05 – statistically significant. r ≤ .30 (small practical effect size), r ≥ .30 ≤ .49 (medium 

practical effect size)  
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Table 2 Results of the standardised canonical correlation analysis for the first canonical function  

 

Variate/variables Canonical 

coefficients 

Structure 

coefficient 

(Rc) 

 

Canonical  

cross-

loadings 

(Rc) 

Squared 

canonical 

loadings 

(Rc²) 

Personality preferences canonical variate 

variables 

    

Introversion -.48 -.56 -.26 .07 

Extraversion .12 .53 .25 .06 

Sensing .22 .10 .05 .00 

Intuition .27 .12 -.05 .00 

Thinking -.07 .21 .10 .01 

Feeling -.31 -.26 -.12 .01 

Judging .31 .73 .34 .12 

Perceiving -.51 -.75 -.35 .12 

Employability canonical variate variables     

Basic skills -.31 -.27 -.13 .02 

Goal-driven behaviour .79 .89 .41 .17 

Creative learning -.03 .63 .29 .09 

Communication skills .41 .62 .29 .08 

Business acumen -.13 .16 .08 .01 

Overall model fit measures (function 1): 

Overall Rc² = .22 

F(p) = 1.95 (p < . 0001); df = 40;695.86 

Overall proportion: .54 

Wilks’ Lambda (λ) = .629** 

r² type effect size: 1 – .λ = .371 (large practical effect) 

Redundancy Index (standardised variance of self-regulatory employability explained by personality preferences):  

Proportion = .07 

Notes: N = 196.  
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 Figure 1 Model of self-regulatory employability (Beukes, 2009) 

 

Audit and alignment 

Critical outcome:  

Goal orientation/market value 

Supportive competency:  

Basic skills 

Competency trade-off 

Critical outcome: 

 Sustainable employment 

opportunities 

Supportive competency:  

Business acumen 

Self-presentation 

Critical outcome:  

Trade-off agreement 

Supportive competency:  

Communication skills 

Career goal clarity 

Critical outcome:  

Detailed plan 

Supportive competency:  

Goal-driven behaviour 

Formal/informal learning 

Critical outcome:  

Documented evidence 

Supportive competency:  

Creative learning skills 


