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Abstract:  

Employee behavior is one of the most important factors affecting organizational effectiveness. 

Organizations do not operate solely through strategy, financial resources, or technology; they depend on 

individuals whose attitudes, emotions, personalities, perceptions, decisions, and motivation shape how 

they perform their work. This project examines the relationship between five interconnected areas of 

organizational behavior: job attitudes, emotions and moods, personality and individual differences, 

perception and individual decision making, and motivation. The research is based on secondary data 

drawn from professional and academic sources, including Eurofound's European Working Conditions 

Survey 2024 (Eurofound, 2025, 2026), Gallup's State of the Global Workplace 2026 (Gallup, 2026), the 

American Psychological Association (2011, 2018), OpenStax's Organizational Behavior textbook (Black 

& Bright, 2019), and peer-reviewed psychological and management research. The geographic scope 

covers four European countries — Germany, France, the Netherlands, and the United Kingdom — 

compared with the United States. The evidence shows that job quality is associated with motivation, 

engagement, trust, cooperation, and employees' intention to remain with their organization. Eurofound 

(2025, 2026) reports that more than 80 percent of European workers considered their work useful and felt 

that it was well done, while 85 percent felt fairly treated. Gallup (2026), using data collected in 2025, 

reports substantially different levels of employee engagement across countries: 32 percent in the United 

States, compared with 14 percent in the Netherlands, 11 percent in Germany, 10 percent in the United 

Kingdom, and 8 percent in France. The findings indicate that employee motivation and engagement 

cannot be explained by financial reward alone. Job design, recognition, meaningful work, personality 

differences, emotional experience, perceived fairness, and the quality of the working environment interact 

to shape engagement. The project concludes that managers should treat employee motivation as a 

multidimensional organizational issue rather than the product of a single incentive or technique 
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Introduction:  

Organizations are composed of individuals who differ in personality, attitudes, emotions, values, 

perceptions, abilities, and motivation. Because of these differences, two employees performing 

similar tasks in the same organization may respond very differently to the same manager, reward 

system, workload, or organizational change. Organizational behavior, as a field, attempts to 

explain these differences and to understand how individual-level behavior translates into 

organizational outcomes such as performance, cooperation, and turnover. 

Among the concepts most central to this explanation are job attitudes, emotions and moods, 

personality, perception, decision making, and motivation. Job attitudes influence how employees 

evaluate their jobs and organizations. Emotions and moods shape how employees experience the 

working environment and interact with colleagues. Personality produces relatively stable 

differences in how individuals respond to situations. Perception determines how employees 

interpret events, people, and organizational decisions. Decision making determines how 

employees and managers choose between alternatives, and motivation determines the direction 

and intensity of employees' effort. OpenStax defines job satisfaction as a positive emotional state 

resulting from the evaluation of one's job or job experience, and defines job involvement as the 

degree to which an individual is interested in and committed to the tasks assigned (Black & 

Bright, 2019). 

These concepts are rarely studied together, even though organizational behavior theory treats 

them as an interconnected system rather than a set of independent variables. An employee who 

perceives a manager as unfair may experience negative emotions, develop lower job satisfaction, 

become less motivated, and eventually consider leaving the organization; conversely, meaningful 

work, recognition, supportive management, and development opportunities can build positive 

attitudes and stronger engagement. This creates a research problem: most treatments of these five 

areas are theoretical and are rarely connected to recent, comparable, real-world evidence across 

different labor markets. The present project addresses this gap by combining organizational 

behavior theory with recent European and American workplace survey data, specifically 

Eurofound's European Working Conditions Survey 2024 (Eurofound, 2025, 2026) and Gallup's 

State of the Global Workplace 2026 (Gallup, 2026). 

The importance of these questions has grown as workplaces have changed through digitalization, 

hybrid work, technological change, and shifting employee expectations. Eurofound's 2024 

survey round was designed specifically to capture these developments and their relationship to 

job quality and employee well-being (Eurofound, 2025, 2026). This project therefore asks a 

central research question: how do job attitudes, emotions and moods, personality and individual 

differences, perception and decision making, and motivation interact to influence employee 

engagement and organizational behavior in Europe and the United States? 

This overarching question is addressed through five specific research questions. The first asks 

how job attitudes influence employee behavior and engagement. The second asks how emotions 

and moods affect employee experience and decision making. The third asks how personality and 

individual differences influence workplace behavior. The fourth asks how perception affects 

managerial and employee decision making. The fifth asks how organizations can use motivation 

theory to improve engagement and organizational outcomes. 

Correspondingly, the project pursues eight objectives: to explain the concept of job attitudes and 

their organizational importance; to examine how emotions and moods influence workplace 

behavior and decisions; to analyze personality and individual differences in relation to workplace 

http://www.internationalmaronitejournal.com/


534 

 

www.internationalmaronitejournal.com 

 

behavior; to explain how perception shapes employee judgment and decision making; to examine 

major motivation theories and their managerial implications; to compare recent workplace 

evidence from Europe and the United States; to determine how the five concepts interact with 

employee engagement; and to provide practical recommendations for managers. 

Conceptually, the project treats these variables as forming a sequence rather than a set of isolated 

topics. Individual-level factors — personality, values, and emotional tendencies — shape the 

psychological processes of emotion, interpretation, and decision making. These processes, 

together with job conditions, shape job attitudes such as satisfaction, involvement, and 

commitment. Job attitudes, in turn, combine with motivation to produce behavioral outcomes such 

as engagement, effort, cooperation, and the intention to remain with or leave an organization. This 

framework does not claim that one variable mechanically causes the next; rather, it summarizes 

the relationships that the organizational behavior literature reviewed in Section 2 describes. 

 

Literature Review: 

 

2.1 Job Attitudes 

Job attitudes represent employees' evaluations of, and feelings toward, their work and 

organization. Three attitudes are particularly important: job satisfaction, job involvement, and 

organizational commitment. Job satisfaction is a positive or pleasurable emotional state resulting 

from the evaluation of one's job or job experience; job involvement is the degree to which an 

individual identifies with and is interested in the work itself; and organizational commitment is 

the strength of an individual's identification with, and involvement in, an organization (Black & 

Bright, 2019). 

Job satisfaction is shaped by a range of factors, including pay, promotion opportunities, 

supervision, relationships with coworkers, working conditions, the meaningfulness of the work 

itself, recognition, autonomy, and opportunities for development (Black & Bright, 2019). 

Employees do not weight these factors identically: a salary increase may matter most to one 

employee, while another places greater value on autonomy, recognition, or career development. 

Job satisfaction is therefore determined partly by the gap between what employees expect and 

what they actually receive. 

Recent European evidence supports the multidimensional view of job attitudes. Eurofound's 

2024 European Working Conditions Survey, covering approximately 36,644 workers across 35 

European countries, found that more than 80 percent of workers considered their work useful and 

felt that it was well done, and that 85 percent felt fairly treated, with roughly two-thirds agreeing 

that they received the recognition they deserved (Eurofound, 2025, 2026). Eurofound further 

reports a positive association between job-quality indicators and employee engagement, 

motivation, trust, and cooperation, together with a negative association between job quality and 

the intention to quit (Eurofound, 2025, 2026). This evidence indicates that job attitudes cannot be 

considered separately from the broader quality of employment. 
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2.2 Emotions and Moods 

Emotions are psychological responses to specific events, people, or situations, while moods are 

longer-lasting affective states that may lack a clearly identifiable immediate cause. Employees 

experience a wide range of emotions during the working day, including happiness, excitement, 

frustration, anger, anxiety, disappointment, pride, and enthusiasm, and these emotions can affect 

communication, cooperation, creativity, attention, and decision making. 

Elfenbein's (2023) review of organizational emotion research explains that emotional experience 

influences behavior, attitudes, and cognitive processes, and that emotional signals also spread 

among members of a work group. This matters for managers because workplace emotion is not a 

purely private experience: employees communicate emotion through facial expression, tone of 

voice, body language, and behavior, so the emotional state of one employee can affect 

coworkers. 

The relationship between emotion and decision making is especially relevant to management. 

Traditional models sometimes treat decision making as a purely rational process, but Lerner et al. 

(2015) find that emotion functions as a powerful and predictable influence on decision making, 

at times producing beneficial outcomes and at other times harmful ones. Hasson Marques et al. 

(2024), in a systematic review that screened 1,227 articles and analyzed 43 studies meeting its 

inclusion criteria, conclude that emotion influences strategic decision processes and emphasize 

the importance of emotional intelligence and conflict management in that context. These findings 

do not imply that emotion is inherently negative: emotion can also supply useful information, 

increase energy, strengthen commitment, and help individuals recognize what matters to them. 

The managerial objective is therefore not to eliminate emotion but to understand and regulate it 

appropriately. 

2.3 Personality and Individual Differences 

Personality describes relatively stable patterns in how individuals think, feel, and behave. The 

most widely used framework is the Big Five model, comprising openness to experience, 

conscientiousness, extraversion, agreeableness, and neuroticism or emotional stability, which the 

American Psychological Association identifies as a major framework for understanding 

individual personality differences (APA, 2018). 

Each dimension has distinct workplace implications. Highly conscientious employees tend to be 

organized, responsible, persistent, and dependable, characteristics useful in roles requiring 

accuracy and consistent effort. Extraverted individuals tend to be comfortable with social 

interaction and communication, which is relevant to sales, leadership, and teamwork. Agreeable 

individuals emphasize cooperation and interpersonal harmony. Openness is associated with 

curiosity, imagination, and flexibility, qualities valuable in creative and innovative environments. 

Differences in emotional stability shape how employees respond to stress, uncertainty, and 

criticism. 

Personality should not, however, be treated as a simple formula for predicting job success, 

because its relationship with performance depends on the characteristics of the job. The 
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American Psychological Association notes that conscientiousness predicts performance in some 

realistic and conventional occupations, but that excessive reliance on it may be inappropriate for 

roles requiring creativity or spontaneity, where interpersonal skill and contextual performance 

matter more (APA, 2011). Managers should therefore consider person-job fit and person-

organization fit rather than assume that one personality profile is universally superior. 

2.4 Perception and Individual Decision Making 

Perception is the process through which individuals select, organize, and interpret information 

from their environment. Perception is not necessarily an objective representation of reality: 

individuals interpret situations according to their experience, values, needs, expectations, and 

personal characteristics. Two employees who receive the same brief response from a manager in 

a meeting, for example, may interpret it very differently — one as efficient and professional, the 

other as disrespectful — even though the external event is identical. 

Managers therefore need to understand common perceptual problems, including selective 

perception, stereotyping, halo effects, attribution errors, confirmation bias, and unwarranted 

assumptions about others' intentions. Attribution is a particularly important process: employees 

routinely try to explain why another person behaved as they did, and the fundamental attribution 

error describes the tendency to overemphasize a person's internal characteristics and 

underestimate situational explanations when interpreting their behavior — for example, 

attributing an employee's lateness to irresponsibility rather than to an unexpected transportation 

problem. 

Decision making is closely linked to perception. Managers make decisions continuously about 

hiring, resource allocation, performance evaluation, scheduling, and conflict, typically through a 

process of identifying the problem, collecting information, generating and evaluating 

alternatives, selecting and implementing a course of action, and evaluating the outcome. Because 

decision makers do not have unlimited information or unlimited cognitive capacity, perception, 

emotion, experience, personality, and organizational pressure all affect this process, which 

makes awareness of cognitive and emotional bias important for managers. 

2.5 Technology 

The increase in technology has allowed the quantification of sentiments (Khalife et al., 2025), 

this science is particularly useful in finance. Technology has also enabled the development of 

digital influencers (Mawad & Freiha, 2024) who are shaping the modern decision-making 

framework, Psycholagy, behavior and motivation are attributing even to the adoption of 

cryptocurrencies, as decentralized, financial assets (El-Chaarani et al., 2025) representing 

freedom of expression. 

2.6 Motivation 

Motivation is a central concept in organizational behavior. OpenStax defines it as a force that 

energizes, directs, and sustains behavior, with two dimensions: direction, referring to what an 

individual wants to achieve, and intensity, referring to how much effort the individual applies 
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(Black & Bright, 2019). An employee can therefore be highly motivated but directed toward the 

wrong objective, or clearly goal-directed but insufficiently intense in effort. 

Maslow's hierarchy of needs organizes human needs into physiological, safety, social, esteem, 

and self-actualization levels, which in an organizational setting correspond respectively to pay, 

job security, relationships, recognition and responsibility, and personal development; managers 

should not, however, assume that employees move through these levels in a rigid sequence. 

Herzberg's two-factor theory distinguishes hygiene factors — pay, working conditions, 

supervision, job security, and company policy — from motivators, such as achievement, 

recognition, responsibility, advancement, and personal growth. Removing sources of 

dissatisfaction does not, on its own, create high motivation; organizations must also provide 

conditions that generate achievement, recognition, responsibility, and growth. An employee may 

therefore receive acceptable pay and work in safe conditions while remaining unmotivated 

because the job offers little autonomy, recognition, or challenge. 

Self-determination theory emphasizes the psychological needs for autonomy, competence, and 

relatedness. Gagné et al. (2026), in a review analyzing 1,192 articles on self-determination 

theory in the workplace, find that need satisfaction and the quality of motivation help explain the 

relationship between workplace conditions and work outcomes. This theory helps explain why 

employees become more motivated when they feel they have meaningful control over their work, 

are capable of performing successfully, and belong to a supportive social environment. 

2.7 Synthesis and Research Gap 

Taken together, the literature treats job attitudes, emotions, personality, perception, and motivation 

as related but analytically separate topics. Job-quality research such as Eurofound's (2025, 2026) 

work demonstrates a link between job conditions and attitudinal or motivational outcomes at the 

country level, while psychological research such as Elfenbein (2023), Lerner et al. (2015), and 

Gagné et al. (2026) explains the underlying individual-level mechanisms. What is comparatively 

rare is an integration of both strands — connecting individual psychological processes to current, 

comparable workforce survey evidence across multiple developed economies. This project 

addresses that gap by combining the theoretical model outlined in Section 1 with the Eurofound 

and Gallup evidence presented in Section 4, comparing outcomes across the United States, 

Germany, France, the Netherlands, and the United Kingdom. 

Methodology:  

3.1 Research Design 

This project uses a secondary-data, literature-based research design combining academic 

literature, professional workplace survey data, and descriptive cross-country comparison. It does 

not involve new primary data collection from human participants. This design was chosen 

because the project's purpose is to synthesize and compare existing, credible evidence rather than 

to generate new empirical claims that would require independent data collection, ethical review, 

and a considerably larger scope than a course project allows. 
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3.2 Data Sources 

Five categories of sources were used. The first is Eurofound's European Working Conditions 

Survey 2024, reported in a first-findings publication and a subsequent overview report 

(Eurofound, 2025, 2026); the survey interviewed approximately 36,644 workers across 35 

European countries using probability-based sampling, with fieldwork conducted between 

February and November 2024. The second is Gallup's State of the Global Workplace 2026 

report, which presents employee engagement, daily stress, and life-evaluation indicators based 

on data collected between January and December 2025, reported as three-year rolling averages 

ending in 2025 (Gallup, 2026). The third and fourth categories are professional and academic 

psychological sources, specifically the American Psychological Association (2011, 2018) and 

OpenStax's Organizational Behavior textbook (Black & Bright, 2019). The fifth category is peer-

reviewed research published in psychology and management journals, including Elfenbein 

(2023), Lerner et al. (2015), Hasson Marques et al. (2024), and Gagné et al. (2026). 

3.3 Geographic Scope 

The comparative analysis focuses on the United States, Germany, France, the Netherlands, and 

the United Kingdom. These countries were selected to provide a comparison between the United 

States and several structurally different European labor markets, rather than a broader or region-

specific comparison, and because comparable Gallup and Eurofound indicators are available for 

all five. 

3.4 Variables and Measures 

The key variables drawn from Gallup (2026) are employee engagement, defined as the share of 

employees who are involved in and enthusiastic about their work and workplace; daily stress, 

defined as the share of employees reporting significant stress during the previous day; and 

thriving in life, a life-evaluation measure based on employees' rating of their current and 

anticipated life situation. The key variables drawn from Eurofound (2025, 2026) are the share of 

workers who consider their work useful, the share who feel their work is well done, the share 

who feel fairly treated, and the share who feel adequately recognized, together with Eurofound's 

reported associations between job-quality indicators and engagement, motivation, trust, 

cooperation, and intention to quit. 

3.5 Analytical Approach 

The analysis is primarily descriptive and comparative. Because the cross-country comparison 

covers only five countries and because Gallup's and Eurofound's instruments use different 

measurement systems and are not designed to be interchangeable, the project does not apply 

inferential hypothesis tests or claim causal relationships between country-level indicators. 

Instead, Section 4 reports the published figures directly, and Section 5 discusses their 

implications in light of the theoretical framework developed in Section 2. 

3.6 Statistical Model Applied to the Country-Level Data 
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As a supplementary quantitative step, the Pearson product-moment correlation coefficient (r) was 

computed on the five-country Gallup (2026) dataset reported in Table 2, to describe the direction 

and strength of the linear relationship between employee engagement, daily stress, and thriving in 

life across the United States, Germany, France, the Netherlands, and the United Kingdom. The 

coefficient was calculated using the standard formula r = Σ[(xᵢ − x̄)(yᵢ − ȳ)] / √[Σ(xᵢ − x̄)² Σ(yᵢ − 

ȳ)²], applied pairwise to the three indicators. This is the only statistical model used in the project, 

and it is applied strictly as a descriptive technique. With only five country-level observations, the 

resulting coefficients have very low statistical power and cannot support a hypothesis test; two-

tailed significance values are nonetheless reported for completeness in Section 4.3, but they are 

not interpreted as evidence of a population-level relationship. No regression, factor analysis, or 

inferential model was applied, because none would be statistically defensible on five data points. 

Results:  

This section reports the empirical findings drawn from Eurofound (2025, 2026) and Gallup 

(2026) without interpretation; the significance of these findings is discussed in Section 5. 

4.1 European Working Conditions Survey Results 

Table 1 summarizes the headline results of Eurofound's 2024 European Working 

Conditions Survey, based on 36,644 workers across 35 European countries surveyed between 

February and November 2024. 

Table 1 

Eurofound indicator (2024 survey round) Reported value 

Workers surveyed across 35 European countries 36,644 

Workers who consider their work useful > 80% 

Workers who feel their work is well done > 80% 

Workers who feel fairly treated 85% 

Workers who feel they receive deserved recognition ≈ 66% 

Eurofound (2025, 2026) additionally reports a positive statistical association between its 

job-quality indicators and employee engagement, motivation, trust, and cooperation, and a 

negative association between job quality and employees' intention to quit. 

4.2 Gallup State of the Global Workplace Results 

Table 2 reports Gallup's (2026) country-level indicators, based on data collected between 

January and December 2025 and expressed as three-year rolling averages ending in 2025. 

Table 2 

Country Employee 

engagement 

Daily stress Thriving in life 

United States 32% 50% 51% 
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Germany 11% 38% 48% 

Netherlands 14% 30% 68% 

United Kingdom 10% 46% 49% 

France 8% 39% 40% 

Source: Gallup, State of the Global Workplace 2026; data collected in 2025 (Gallup, 2026). 

 

Figure 1 presents the engagement and daily-stress values from Table 2. The United States 

records the highest employee engagement of the five countries (32%) as well as the highest daily 

stress (50%). France records the lowest engagement (8%). The Netherlands records the lowest 

daily stress (30%) alongside the highest share of employees reported as thriving in life (68%). 

4.3 Correlation Analysis 

Table 3 reports the Pearson correlation coefficients calculated on the five-country Gallup 

(2026) dataset, as specified in Section 3.6. 

Table 3 

Variable pair (n = 5 countries) r p (two-tailed) Direction 

Employee engagement and daily 

stress 

0.547 0.340 Positive 

Employee engagement and thriving 

in life 

0.205 0.741 Positive 

Daily stress and thriving in life -0.521 0.368 Negative 

None of the three coefficients reaches conventional statistical significance (p < .05) at n = 

5, which is consistent with the very low statistical power of a five-country sample; these values 
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are reported descriptively and are not used to support a causal or population-level claim in this 

project. 

 

Discussion and Conclusion:  

 

5.1 Summary of Findings 

This project examined five interconnected areas of organizational behavior — job attitudes, 

emotions and moods, personality and individual differences, perception and individual decision 

making, and motivation — and compared recent European and American workplace evidence. 

Several findings emerge. Job satisfaction is multidimensional: employees evaluate their jobs 

according to meaningful work, fairness, relationships, supervision, recognition, and development 

opportunities rather than salary alone (Black & Bright, 2019). Motivation and engagement are 

linked to job quality, as shown by Eurofound's (2025, 2026) positive association between job-

quality indicators and motivation, engagement, trust, and cooperation. Emotion shapes attitudes, 

cognition, communication, and decision making (Elfenbein, 2023; Lerner et al., 2015; Hasson 

Marques et al., 2024). Personality produces meaningful workplace differences, but no single 

personality profile is universally optimal for every job (APA, 2011, 2018). Perception can distort 

organizational decisions, because employees respond to their interpretation of events rather than 

to the events themselves. High engagement does not necessarily imply low stress: the United 

States combines the highest engagement and the highest daily stress among the five countries 

examined (Gallup, 2026), and the exploratory correlation reported in Section 4.3 (r = 0.547, n = 

5, not statistically significant) is directionally consistent with this pattern without providing 

conclusive evidence for it, given the very small number of countries. Finally, motivation requires 

more than financial reward; contemporary theory emphasizes autonomy, competence, 

achievement, recognition, responsibility, and meaningful work (Herzberg's two-factor theory; 

Gagné et al., 2026). 

5.2 Theoretical and Practical Implications 

Theoretically, the results support treating job attitudes, emotion, personality, perception, and 

motivation as an interconnected system rather than as independent variables, consistent with the 

conceptual framework outlined in Section 1: personality and individual differences shape 

perception; perception shapes emotion and decision making; workplace experience shapes job 

attitudes; and job attitudes, together with psychological needs, shape motivation and 

engagement. 

Practically, the findings suggest several implications for managers. Jobs should be designed so 

that employees understand how their work contributes to organizational objectives, since 

perceived meaning is consistently linked to positive attitudes. Recognition should extend beyond 

annual evaluations to cover successful projects, creativity, teamwork, and problem solving. 

Employees should be given reasonable autonomy over how they accomplish their 

responsibilities, consistent with self-determination theory (Gagné et al., 2026). Clear 

communication of major decisions reduces the uncertainty that produces inaccurate attributions. 

Because employees differ in personality, values, and preferences, a single motivational strategy 

is unlikely to work equally well for everyone, so managers should consider person-job fit. 

Emotion should be managed rather than suppressed, through emotional intelligence and 

constructive conflict management (Hasson Marques et al., 2024). Consistent with Herzberg's 

two-factor theory, organizations should first secure adequate pay, safety, and job security, and 
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then build motivation through achievement, responsibility, and growth. Finally, because 

engagement and well-being are not interchangeable, as the U.S. data illustrate, organizations 

should monitor stress, workload, and work-life balance alongside engagement rather than 

treating a single metric as sufficient. 

5.3 Limitations 

This project has several limitations. It relies on secondary data rather than a newly collected 

survey, so it cannot establish causal relationships between individual-level variables. Gallup's 

employee engagement measure and Eurofound's job-quality indicators are not identical 

instruments and should not be treated as interchangeable measures of job satisfaction. Country-

level statistics describe averages and cannot be used to draw conclusions about every individual 

employee within a country. Cultural and institutional differences may also influence how 

respondents in different countries answer survey questions, which limits strict cross-national 

comparability. In addition, personality is an individual-level construct, while the comparative 

data used in Section 4 are aggregated at the country level, so country averages cannot 

demonstrate that personality differences caused the observed differences in engagement. Finally, 

the hypotheses proposed below require individual-level survey or longitudinal data for direct 

statistical testing and are not tested within this project. 

5.4 Future Research Directions 

Based on the literature reviewed in Section 2, eight hypotheses can be proposed for future 

employee-level survey research: that higher perceived job quality is positively associated with 

job satisfaction (H1); that job satisfaction is positively associated with employee engagement 

(H2); that recognition and meaningful work are positively associated with motivation (H3); that 

higher workplace stress is negatively associated with employee well-being (H4); that personality 

characteristics are associated with differences in workplace attitudes and behavior (H5); that 

perceived fairness is positively associated with organizational commitment (H6); that greater 

perceived autonomy is positively associated with intrinsic motivation (H7); and that emotional 

experience is associated with differences in workplace decision making (H8). These are 

theoretical propositions derived from the literature rather than statistically tested hypotheses, 

since this project relies on secondary published data rather than a newly collected individual-

level survey; a proposed questionnaire for testing them directly is provided in Appendix A. 

Future research should administer such an instrument to employees within a small number of 

organizations, allowing descriptive statistics, reliability analysis using Cronbach's alpha, 

correlation analysis, multiple regression, and group comparisons such as t-tests or ANOVA to 

test these relationships directly, with employee engagement as the dependent variable and job 

satisfaction, recognition, autonomy, workplace stress, personality, perceived fairness, and 

meaningfulness of work as independent variables. Furthermore, the impact of personality and 

motivation on sustainability (Kaspard et al., 2025 ; Kaspard et al., 2026) because sustainability is 

becoming increasingly important in the modern landscape. 

In summary, this project demonstrates that employee behavior cannot be reduced to a single 

organizational variable. Personality shapes perception; perception shapes emotion and decision 

making; workplace experience shapes job attitudes; and job attitudes and psychological needs 

shape motivation, which in turn contributes to engagement and organizational behavior. 

Understanding this chain provides managers with a stronger foundation for managing people 

effectively in modern organizations. 
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