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ABSTRACT

The research focuses on the hiring practices dfuesors Southern California community collegesdddollow
to reduce the human resources (HR) costs assocwithdturnover. Personality traits that contribute the retention of
both full-time tenured and part-time adjunct ingtiors are analyzed. The study used a quantitatiweerperimental
survey approach using linear regression statistipadcedures to expose correlations. The surveyitadlided 58 Likert-
type measurable questions; each with possible resgg A total of 230 participants from five South&alifornia
community colleges participated in the study. Taadhowed full-time instructors encompassed petggs with high
subordinate levels of neuroticism, moderately hgtbordinate levels of openness/intellect, and westkaversion,
agreeableness, and conscientiousness. Part-timeuatsrs had a moderately low correlation with extersion and
conscientiousness, and a weak correlation with egbéeness, neuroticism, and openness/intelleculResf the current
research indicated a higher correlation of neuratio and openness/intellect with instructor succasd retention.
Further research into how personality traits aretaibed and how these traits are affected when atruator goes from
being a part-time adjunct instructor to full-timenured status is recommended. It is also suggéistedhe current study
is replicated across a larger scope to better coshpnd how personality traits affect hiring and tiag practices.
Further study is also needed from an HR perspedtivascertain whether there is a significant adeaet to hiring

instructors as adjuncts before offering full-tintatas.

KEYWORDS: Adjunct, Extrinsic Values, Hiring Catalog, Instroct Intrinsic Values, Motivation, Personality Trajt

Retention, Tenure, Traditional Instructional Format
INTRODUCTION

Recruitment and retention of instructors in posteselary schools is a daunting task. Beyond thecdiaed
indirect costs of recruitment and retention, thmetito train new instructors impacts the instituoproductivity and
efficiency. With a rapid growth in education, sbaff has emerged as one of the most significanesssiihe focus of the
current study was to ascertain the specific balaficaibordinate and dominant instructor personaldits that will aid in
the discovery and cultivation of a job and hirinigssification for instructors in the California Comanity Colleges
system. This examination of what and how specifits are directly correlated with achieving instar retention was
designed to aid in the cultivation of job and hgriclassifications that can be used to mitigate sofrthe extensive costs

these organizations incur from their human resaur@dR) activities. By identifying which personalitlyaits the
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participants encompassed and correlating themdo gelf-viewed success and retention as instractitie researcher
intended to identify which personality traits ditlgacorrelate to hiring instructors with a high pability of retention. The
processes of recruiting, training, and retaininglkayees require monetary and human capital investnige development

of a job and hiring classification will help redube costs associated with the HR process.

The problem is learning and identifying what typleimstructors community colleges should hire in erdo
reduce the HR costs associated with turnover. dbesfwas to determine which personality traits icouate to the success
and retention of both full-time tenured and paméiadjunct instructors. Predmore and Bonnice dsszlishe importance
of exhibiting malleable personality traits [1] aBglpniewska also believed personality traits coddimlded, stating that

experience and communication affect how peoplehese traits [2].

The research analyzed diverse personality traiteisotb answer the research question, principalbkilyy at
these traits and how they directly correlate to ab&ainment of self-viewed success and fulfillmesljich is associated
with instructor retention and the mitigation of HRRsts associated with hiring and training new ifdlials. It can be
difficult to determine in what way companies, sfieally postsecondary educational corporations, dacrease the

expenses directly correlated with the employmerneffective instructors and increase retention.
RESEARCH METHODOLOGY

Postsecondary education is growing globally and ihe private education sector that has change@dkcation
field the most [3]. With more private postsecondachools opening, there is more opportunity fodshis and greater
financial benefits for these institutions. Techrmgldchas also had a pronounced impact on the growflostsecondary
education; the advent of distance education hasvatl the industry to increase its student popula@@nline students are
able to attend school anywhere in the world ansl this global reach that has increased the numbstudents currently
attending school in the United States. 5.8 milbtidents were enrolled in at least one distancaitgacourse in fall 2014

[4] — up 3.9 percent from the previous fall.

This necessitates the research conducted in iy, stvhich was to ascertain the specific balanceutiordinate
and dominant instructor personality traits that aitl in the discovery and cultivation of a job dmdng classification for
the California Community Colleges system. Consetjyetie focus of this study was to determine whpehsonality traits
contribute to self-viewed success and fulfillmendadirectly affect instructor retention to cultigad job and hiring
classification. The researchers chose the quamétabn-experimental survey approach for this sthegause the problem
was able to be addressed through numeric datachiiee to use a survey design was based on thditseoiea rapid
turnaround time and the ability to use linear regi@n statistical procedures to expose correlatiénsurvey research
design takes a broad view and helps deduce thadkaistics of the sample that mirror the behavéod attitudes of the

population [5].

This study used a quantitative non-experimentalesudesign to quantify the number of years an instm had
been instructing (i.e. retention) and how it wateakd by specific personality traits. A non-expegntal survey design
allows the researcher to use linear regressiorstitat procedures to uncover correlations betwdendependent and
independent variables [6]. A quantitative non-ekpental research design uses measurable and nudasadhat can be
qguantified [7]. A non-experimental research desgjlows the researcher to use many variables that n@ be

manipulated because they are attributed varialbiels as personal characteristic or trait [7].
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This exploration of whether a specific balance Wicrdinate and dominant instructor traits leadiitther years
of retention was intended to aid in the discoverg aultivation of a job and hiring classificaticor tompanies focused on
instructors in postsecondary educational corpanatia order to mitigate the HR costs associatet hitting and training
new individuals. An introductory analysis using aldtom the Bureau of Labor Statistics [8] reflegtithe number of
postsecondary instructors in the Los Angeles Meatitam Area south of Long Angeles City, Long Beddbtropolitan
Area west and south of downtown Long Beach, anch@raCounty Metropolitan Area north of Irvine revathlestimated
postsecondary employment at 12,930. The Califo@oanmunity Colleges Chancellor’'s Office [9] reportadctotal of
7,587 academic instructors (full-time and part-fimesre employed in 2016. According to CaliforniatSt University
Northridge [10], for a moderately large populati@nsmaller sampling ratio of about 1% establishe=gaate validity.
Therefore, this research needed an estimated 18@&dnstructors. The researchers received an agmetm participate
from five institutions. This study was designed docount for diverse generational clusters to adsisincreased
comprehension of observed dissimilarities, as wasllavoided gender biased results by including bwth and women.

Cluster sampling is ideal when it is impossibleropractical to compile a list of elements compostimg population [5].

The researcher used a quantitative non-experimsntaky design to quantify how specific traits dieectly
correlated with retention or the instructors’ yeafg¢enure. The use of surveys as a tool in rebepravides a numeric
description of trends, attitudes, or opinion of@pplation by studying a sample of that populatibh [The survey tool
comprised 58 Likert-type measurable questions. Epakstion had nine possible responsesextrémely inaccura)e9
(extremely accura)e The responses generated the numeric data ndedgdantify instructors’ personality traits and
efficacy of instruction and student engagement @hmunity college instructors. According to SurveyiMey [11],
Likert-type scales are one of the best ways to oregserceptions reliably. LaMarca [12] stressedréfiability of Likert-
type scales lies in the ability of the participatdsrespond in degrees; it does not force thenake & particular stand,

which enables the researcher to code the datawantify them mathematically through statisticallgsia.

Saucier [13] developed mini-markers to condensesthiablished personality traits, which were basethe five
main personality traits (i.e., neuroticism, extndien, openness, agreeableness, and conscientss)sihe 40 distinct
objectives (eight per each of the five main perfibn#raits). Saucier made these into a 9-pointdrtktype scale, with
responses of lektremely inaccura)eto 9 extremely accuradea higher total indicates a higher level of doamioe of that
particular personality trait. This tool has beerdif studies and documented in the literature [54,16]. The Teacher’s
Sense of Efficacy Scale (TSES) was developed bg.rékearchers requested and received permissigetthe questions
from this tool as a part of the survey. The repignfat consists of a 6-point Likert-type scale ragdiromstrongly agree
to strongly disagreén order to make sure there is the reliability lné data. A sample pilot study was conducted on the
demographic questions with 40 participants whoaadpd from Cerritos College. The fundamental pugpzfsconducting
a pilot study is to examine the feasibility of ggpeoach that is intended to ultimately be used larger scale study [17].

There were no issues uncovered and the feasibilitiye approach was established.

The SurveyMonkey link to the survey was sent to fHwilties of five institutions — Victorville Colgge, Santa
Monica College, Rio Hondo College, Cerritos Collegad Rancho Santiago College. The surveys wefadgiinistered
and included demographic information. The researgjaghered the surveys and evaluated and intetpitb data to

identify personality traits that support the cudion of a job and hiring classification for the ulmern California
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Community Colleges system. The researcher impdhediata from SurveyMonkey into an Excel spreadstoeenanual
coding. This further ensured uniformity prior toige uploaded to the Statistical Package for theieb@ciences (SPSS)
software for statistical analysis. The researclsduopen coding, which allowed for the categomwatif the data into
main associations [5]. The survey outcome range® wathin suitable and consistent reliability ma#s. In order to
identify inconsistencies or extreme values in thgadthe researcher validated all data before hoattiem into SPSS for
analysis, carefully reviewing for completeness amdnparing the coded data to the raw data in orderdéntify
inconsistencies. Missing responses were trackechdmtain accurate and viable participation datat 6futhe 230
participants, only one survey was incomplete amgl tissing data was omitted. The use of wave aisabided with the
determination of biased responses as a result pfchange in the average. The researcher conducteexi@nsive
breakdown of the survey data, to include the stahdaviation, range of scores, and mean. Cronbaalpisa measure
using SPSS demonstrated dependability of the surVbg researcher also correlated the data usingdipheulinear
regressions in SPSS to analyze the relationshipwelea the dependent variables and the independanigbles.
Assumptions that needed to be included were: regmesresiduals were normally distributed, there veadinear
relationship between the dependent and independeiaibles, the residuals were homoscedastic, thasean absence of
multicollinearity, and multiple linear regressiab d line through multi-dimensional space of daténgs. The researcher
also correlated the data using Pearson’s correlat@efficient to investigate the relationships amdhe quantitative
variables of the personality traits and instructgesars or instruction to test the first hypothedsat there would be a
specific balance of subordinate and dominant ped#gntraits that correlated to instructors’ yeas$ instruction.
“Pearson’s correlation coefficient)(is a measure of the strength of the associatgiwéden the two variables” [18]. The
greater the concentration of a specific scoregtieater the concentration or dominance of thoseifsp@ersonality traits
[13]. The survey outcomes were paralleled withghesonality traits (i.e., subordination or domingn@nd results can be

used to recognized and cultivate job and hiringsifecations.

The survey instrument comprised three sectionsth@)first section covered demographic questiob},ttie
second section covered questions based on Sautigni'snarkers, and (c) the third section coveredations based on the
TSES. By using Saucier's mini-markers, the studg eeater internal validity. FFM surveys such as REO-FFI and
Saucier’'s mini-markers have been used and validayetesearchers [14-16]. According to these rebeasc Saucier’s
mini-markers also have the advantages of beingehand of being in the public domain. There wagitat study done
on Saucier's mini-markers; validity was established14]. Cronbach’s alphas were within acceptattiendards. The
researcher conducted a sample study on the dentogrgpestions with 40 participants from Cerritosli€ge. The
fundamental purpose of conducting a pilot studipisxamine the feasibility of an approach thantemded to ultimately

be used in a larger scale study [17].

There was no pilot study done on the TSES, asitraliths been established in [19], where Cronbaalpbas
were within acceptable standards and Test-rethkabiléy of.67 (N = 158) and.65 (N = 161) [20].
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RESULTS AND DISCUSSIONS

Table 1: Trait Comparison

Trait Full Time Instructors | Part time Instructors
Agreeableness Weak Weak
Conscientious Weak Weak
Extraversion Weak Weak
Neuroticism High-level Weak
Openness / intellect|  High-level moderately low

The researcher correlated the data using Pearsorrslation coefficient to investigate the relaships between
the quantitative variables of personality traitsl ahe instructors’ employment status and yearsnsfruction. Several
interesting factors emerged with respect to théedihces between full and part-time, and yearseofice. The data
showed (Table 1) full-time instructors encompagsesonalities with high subordinate levels of néiaiem, moderately
high subordinate levels of openness/intellect, am@dk extraversion, agreeableness, and conscienéssis Part-time
instructors had a moderately low correlation witktr&version and conscientiousness, and a weak labore with
agreeableness, neuroticism, and openness/intellect.

When examining the years of service data (Tabletli®re were several differences as compared toiquev
studies. Furnham and Fudge [16] establishes aitefinsociation, but different than the vast majasf the current body
of knowledge, they were unable to discover excesaruroticism and extraversion as principal traitshe success of
participants in their research. Kneip et al. [2htovered the importance of agreeableness for theessful instruction of
students by online instructors. Agreeableness was 8trong indicator in this study; this may bairact correlation to the

participants (i.e., junior college level instructpand prove different with traditional for-yearnwarsity instructors.

Table 2: Level of Correlation by Service Years

Trait <1year 1-5 6—10 11 -15 16 — 20
Agreeableness None Weak Weak High Moderate
Conscientious Moderate Low moderate Dominate Matger High
Extraversion Subordinate Weak Dominate  Dominate défate High | Moderate
Neuroticism Moderate Moderate Dominate Moderate ghHi
Openness / intellect| Subordinate Low moderate Datain | Moderate High| Not significant

According to [22], many community colleges focusithrecruitment and hiring efforts on individualfievhave
first-hand knowledge of the subject being taugtut eir ability to communicate their knowledge akills to the learner.
By hiring instructors (i.e. part-time adjunct andltime tenured) that encompass specific perspn#hits businesses, in
particular, community colleges are able to mitigée costs associated with losing and replacinguaosor attrition. These

costs may then me reinvested into the businesapooive technology and infrastructure.

Instructors who were in the position for less tHagear showed a subordinate correlation of extsagrrand
opennessl/intellect, a moderately dominant coraatf conscientiousness and neuroticism, and neelation with
agreeableness. Between 1 and 5 years they showmttl@rate subordinate correlation of neuroticisfgva moderately
subordinate correlation of conscientiousness amshiogss/intellect, and a weak subordinate correlatith agreeableness
and weak dominant correlation with extraversiontwgen 6 and 10 years, they showed a dominant atioelbetween

extraversion and neuroticism, a moderately highidant correlation between conscientiousness andregss/intellect,
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and a weak subordinate correlation with agreeablenBetween 11 and 15 years, they showed a higbrdinate

correlation of agreeableness, a moderately highirmbomh correlation between extraversion and operimgsiect, and a
moderately subordinate correlation of conscientiess and neuroticism. Between 16 and 20 years,dhewed a high
dominant correlation of conscientiousness and nmism, a moderately dominant correlation of extnaion and a
moderately subordinate correlation of agreeablerssd no significant correlation with opennessliatt. Those with
more than 20 years showed a high dominant coroelatif neuroticism and openness/intellect, a modbrahigh

subordinate correlation of conscientiousness, andoderate subordinate correlation of extraversind a moderate

dominant correlation of agreeableness.

Employees who feel they are professionally sucaéssé more likely to stay at their jobs [23]. Higi the right
people is the foundation of employee retention, anaick of understanding applicants’ behaviors peiconality traits is
directly correlated with hiring the wrong peopldoréntine [24] asserted that retention begins wehruitment by

understanding which applicants encompass the palisoand behavior traits that will meet the neefithe business.

The study results were in conflict with some of firevailing literature. Furnham and Fudge [16] lelsshed a
definite association, but different than the vasjarity of the current body of knowledge, as thegrevunable to discover
excessive neuroticism and extraversion as print¢rpéb in the success of participants in theieagsh. They also affirmed
that additional analysis is necessary. Kneipp efzd] uncovered the importance of agreeablenesghi® successful
instruction of students by online instructors. Agableness was not a strong indicator in the custnty, which may be
related to the participants being junior collegeeleinstructors and prove different with traditibn&year university

instructors.

Public two-year institutions hired 400,000 facuitgmbers in 2009 [25]. Part-time instructors mad& @percent
of the new hires. The data did not show differenicesiring practices between California communitllege hiring
practices and the hiring practices of 4-year caltegnd universities. Many community colleges fabes recruitment and
hiring efforts on individuals who have first-handdwledge of the subject being taught and the ghiditcommunicate
their knowledge and skills to learners [22]. Byifgr instructors (i.e., part-time adjunct and futh¢ tenured) who
encompass specific personality traits, businessgsrticular, community colleges, can mitigate tlosts associated with
attrition and replacing instructors. These costs tteen be reinvested into the business to impreshnology and

infrastructure.

CONCLUSIONS

There have been extensive analyses dedicated &ystadding and categorizing what constitutes gregtloyees
or individuals for specific jobs in the last fewodeles; however, to a great degree, these studiasdd on ability (e.g.,
aptitude, skill). The personality traits that aitalvfor organizational success and retention nimestidditionally studied;
this was the primary purpose of the current stiithimes et al. [26] believed instructors need tdlbeble, resilient, and
self-regulating. The research was completed witfocus on aptitude, particularly those that centesedleadership,
communication, and management [2]. Capabilitiesalp@are perceived as necessary in all extentggdrazations in the
postsecondary education business. Alshare and rMRI#] believed instructors need to be able to hblkgr learners,
encompassing the personality traits of a facilitat® definite association among the five traitstie FFM has been

established [16]. Conversely different than thetvasjority of the current body of knowledge, thegre unable to
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discover excessive neuroticism and extraversigoriasipal traits in the success of participantshiair research. They felt
neuroticism and extraversion were curvilinear (ivth too much or too little being less than idéal implementation),
with a functional relationship between the persitpataits and productivity. Literature affirms thadditional analysis is
necessary [16]. Kneipp et al. uncovered the impeogeof online instructors encompassing agreealderidgreeableness
as a personality characteristic is described amhisitive and accepting of others. It denotegries of trustworthiness,

helpfulness, and caring” [21].

The researcher correlated the data using multiptat regression in SPSS to analyze the relatipaghétween
the dependent variables (i.e., highest degree éayears of instruction, self-rated success, pam-tadjunct instructors,
and full-time tenured instructors) and the indememd/ariables (i.e., neuroticism, extraversion,m@ss, agreeableness,
and conscientiousness). Assumptions that needeel itacluded were: regression residuals were noyndgtributed, there
was a linear relationship between the dependentratgpendent variables, the residuals were homastiedthere was an
absence of multicollinearity, and multiple lineagression fit a line through multi-dimensional spa¢ data points. All
the variables were quantitative; the independeniabiles were the personality traits and the dependariables were
years instructing, as well as part-time and fulidiemployment. Saucier made the mini-markers iriepaint Likert-type
scale, with 1 beingxtremely inaccuratand 9 beingextremely accurateThe results showed high correlations of the five
personality traits for all of the questions. Fastance, the data for the highest degree earnechiedi a strong correlation
of extraversion (.906) and 110 neuroticism (.84t aelated to instructors’ desire to earn higthegrees. The data for the
number of years the instructor had been instrudtidicated a strong correlation of extraversio8Q)9 conscientiousness
(.844), and openness (.831) as it related to terinmgortant information for leaders of any orgatiza who wish to
reduce costs associated with turnover. The datamébructors who were also administrators indicatestrong correlation
of agreeableness (.904). This is a good indicavorhfring managers; if they wish to hire administra, it may be
important that candidates show agreeable skilts,(eocoperation, warmth, and kindness). Data wks® @rrelated using
Pearson’s correlation coefficients to investigate rielationships between the quantitative variabfdébe personality traits
and the different years in the field (i.e., lesartla year, 1 to 5 years, 5 to 10 years, 10 to &fsyé5 to 20 years, and more
than 20 years) as well as part-time versus fulktimstructors. “Pearson’s correlation coefficienti§ a measure of the

strength of the association between the two va&University of West England, 2017, para. 2).

This research correlated the data using Pearsomn'elation coefficient to investigate the relatibips between
the quantitative variables of personality traitsl dhe instructors’ employment status and yearmsfruction. The data
showed full-time instructors encompassed perséeslitvith high subordinate levels of neuroticism, da@tely high
subordinate levels of openness/intellect, and veeditaversion, agreeableness, and conscientioudPastime instructors
had a moderately low correlation with extraversad conscientiousness, and a weak correlation agteeableness,

neuroticism, and openness/intellect.

Following the initial review of the current body khowledge and the analysis of this research da&age are
some apparent gaps that need to be studied tocatte tliterature. Many researchers [1, 2, 15, 29, Qree that job
success, contentment, and retention as an instroctmurse facilitator are reliably associatedhvgteater concentrations
of neuroticism, conscientiousness, and extraverditamtors and coaches need greater concentratf@awg@eableness and

openness besides the other three traits, whichareecessary for people who are accountable &r ittdividual success
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[16]. Results of the current research indicatedghdr correlation of neuroticism and opennesshi@télwith instructor
success and retention. The main missing areasnwithor studies, as well as this research, arelabk of clarity on
whether personality traits are inherent or gaineanfexperience. The literature and this study retdpify how they
correlate with years of instruction, as well as difference found between part-time and full-timstructors, but not how

the traits are formed.
CONTINUING RESEARCH

Following the review of the current body of knowdedand the analysis of this research data, theres@mne
apparent gaps that need to be studied to add tlite¢hature. Many researchers [1, 2, 15, 28, 29kaghat job success,
contentment, and retention as an instructor or ssodiacilitator are reliably associated with greatencentrations of
neuroticism, conscientiousness, and extraversiomiam and Fudge [16] indicated mentors and coanbed greater
concentrations of agreeableness and openness déb@®ther three traits, which are not necesshpeople who are
accountable for their individual success. Resultde current research indicated a higher cormhatif neuroticism and
openness/intellect with instructor success anchtiete. The main holes within prior studies, as vedlthis research, are
the lack of clarity on whether personality traite énherent or gained from experience. The litemfnd this study help
clarify how they correlate with years of instructjoas well as the difference found between parétend full-time

instructors, but not how the traits are formed.

The first recommendation is to conduct further aesle on how personality traits are obtained. Thiere
significance and importance to this topic becaifs¢hese traits are inherent, companies will hawefihance further
research and conduct personality tests pre-hiez’dad employing the incorrect person for the positilf traits are gained
from experience, companies can invest in the edwrcaf possible instructors on these traits post-hihese tests can then
help mitigate the costs associated with employrmbahges (i.e., hiring and recruiting a new emplyykethe case of the
state of California, part-time instructor changestdetween $23 million and $46 million and theatatost of full-time

instructor changes is between $37 and $75 millg®j. |

The second recommendation is for further reseamchhaw personality traits are affected (e.g., chdnge
developed, or gained) when an instructor goes treing a part-time adjunct instructor to full-tinentired status. Piercy,
Cravens, and Lane [31] believed additional inquirgs indispensable on teachers over time, concergrah probable
personality trait alterations. Personality traiteni one arrangement to a different arrangementd@similar [15];
unfortunately, the body of work does not clarifyetirer instructors already possessed these trditsdre unexpressed in

their part-time instructional positions or thatytead to gain them through experience.

It is believed that additional study is requiredncentrating the research on educating curremntictstrs on well-
defined traits to expose whether they can be gdnoed the experience [1]. Understanding this malp meitigate possible
training costs; by investing in the developmentadiequate strategies, community colleges can pladwiduals in
positions that best fit their personality traitR khay help by developing personality tests to idigtihose candidates who
are best suited for part-time adjunct or full-titemured work. HR can also develop training progréinas will enable
candidates to increase or decrease the dominansebordination of certain personality traits in @rdo increase their

ability and desire to remain in the position longer
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Further researchers can replicate the current saodgss a larger scope (e.g. different postsecgnsignool

systems, different states, and different countrieshetter comprehend how personality traits affédhg and training

practices. Further research is also needed froiRperspective to ascertain whether there is afgignt advantage to

hiring instructors as adjuncts before offering-tithe status. Would this process change resulhénréduced turnover of

academic faculty, thus leading to a reduction endbst of recruitment and retention of staff [32]?
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