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Abstract

This study aims to determine differences of employee’s personality between generation X

and generation Y. We use the big five personality model consists of extraversion,
agreableness, conscientiousness, neoriticsm, and openness to experience. This research
also intended to examine the effect of big five personality on job stress on generation X
and Y. The hypothesis was tested using independent sample t-test and multiple
regression. The results of hypothesis testing on 126 samples indicated that there are no
personality differences in the big five dimension among generation X and Y. The multiple
regression results also do not show the influence of personality types on the level of work
stress felt by generation X and Y. Additional analysis results show there is no difference in
job stress level felt by generation X and Y.
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INTRODUCTION

In recent years, there has been an increase
of popular literatures which focuses on
discussing the importance of understanding,
managing, bonding, and providing different
treatments between generation Y and X
among employees (Wong, Gardiner, Lang, &
Coulon, 2008). This proliferation arises based
on the awareness that there are fundamental
differences in work values and personality
characteristics across generations. A failure
to overcome these differences can lead to
workplace conflicts, misunderstandings, and
make employee productivity suffer (Smola &
Sutton, 2002; Yu & Miller, 2003).

Truxillo, McCune, Bertolino, & Fraccalori
(2012) also highlight several important
reasons for understanding the differences in
the nature of employees that exist between
generations: (1) the increasing number of
employees from generation X and generation
Y that begins to enter the workplace; (2)
various research results show there are
groups of employees based on generation at
work (e.g. Smola & Sutton, 2002; Twenge &
Campbell, 2008, Wong, Gardiner, Lang, &
Coulon, 2008; Lyons &Kuron, 2014); (3)
possible differences such as individual
differences in different generations have not

been tested empirically. Therefore, it is
important to understand the individual
differences among generation X and Y in the
workplace.

In Indonesia, managers todays also
dealing with phenomenon of multi-
generations employee. According to study by
Yasmina in Fajriyati (2012), workforce profile
of Indonesian companies consist of three
generations; the baby boomers, generation X
and generation Y. Therefore, our study
objectives are to examine whether there are
differences of big five  personality
(extraversion, agreeableness,
conscientiousness, neuroticism, openness to
experience) among generation X and Y in
Indonesian workforce. Furthermore, our
study also examine the effect of big five
personality on job stress on generation X and
Y.

According to Riggio (2003) job stress is a
physiological and/or psychological reaction to
an event assessed by someone as a threat.
Evan and Johnson (2000) state that job
stress is a factor that determines the ups and
downs of employee performance. Job stress
causes deviations in psychological, physical
and individual behaviors that cause
deviations from normal functions (Beehr &
Newman, 1988; Robbins, 2004).
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LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

Level of extraversion between
generation X and generation Y

Someone who has a high extraversion is
characterized by being sociable, active,
gregarious, and talkative (Costa & McRae,
1992b). While its characteristic opponents,
namely people who tend to be introverted,
tend to be often restrained and independent.
The aspects that form extraversion are
friendliness, perseverance, optimism, activity,
seeking excitement, and joy (Goldberg et al.,
2006). From the meta-analysis study Roberts
and colleagues (2006), that the increasing
age of a person, will increase the extra-
version aspect in the form of social domi-
nation (optimism), and at the same time
decreases social vitality (activity level).

Wood and Robert (2006) argue that in
general extraversion will decrease with age,
in line with previous findings (e.g. Levin,
1988) which states that the more age
increases, it is seen as less active and
energetic. From this description, we expect
that generation X employees have
extraversion scores lower than generation Y.

Hla: There are differences in the level of
extraversion between generation X and Y
among employees.

Level of agreeableness between
generation X and generation Y

Agreeableness has characteristics  of
sincerity in sharing, subtlety of feelings,
focusing on positive things in others, altuis,
and sympathy (Ramadhani, 2012; Goldberg
et al., 2006). Individuals with high levels of
agreeableness tend to be gentle, kind,
helpful, trustworthy, easy to forgive, easy to
use, and continue (Hardiyanti, 2013; Costa &
McRae, 1992b). Along with age, Roberts et
al. (2006) found there was an increase in the
level of agreeableness in a person. Wood
and Roberts (2006) suggest that people in
the age role have more agreeableness.
Similar to previous findings (Cuddy & Fiske,
2002), a senior person is considered better
and wiser. Therefore, we have the notion that
generation X employees have a higher level
of agreeableness than generation Y.

H1b: There are differences in the level of
agreeableness between generation X and
Y among employees.

Level of conscientiousness between
generation X and generation Y

Individuals who are strong in
conscientiousness tend to be goal-directed,
strong-willed, and determined. They also tend
to be more thorough and reliable (Costa &
McRae, 1992b, in Truxillo et al., 2012).
Aspects in the conscientiousness dimension
include self-efficacy, regularity,
perseverance, struggle for results, and
discipline (Goldberg et al., 2006). The meta-
analysis from Roberts, Walton, and
Viechtbauer (2006) states that the level of
conscientiousness can increase with age,
although the increase varies in various
aspects.

Study conducted by Wood and Roberts
(2006) showed that conscientiousness was
found to be higher in older people. In a
review of research by Posthuma and
Campion (2009) stated that older workers
were seen as more reliable. This is in line
with previous research proposed by Rosen
and Jerdee (1976) which states that senior
employees are seen as more reliable. In
general, we predict that generation X will
have a higher level of conscientiousness than
generation X, although for certain aspects, for
example achievement may have a lower
score than generation X because senior
employees are less active and energetic.

Hilc There are differences in the level of
conscientiousness between generation X
and Y among employees.

Level of neuroticism between
generation X and generation Y

Neuroticism is the opposite of emotional
stability. This trait is often characterized by
worry, tension, and fear (Ramdhani, 2012;
Goldberg et al., 2006). A person with a high
level of neuroticism tends to feel negative
emotions such as fear and shame (Costa &
McCrae, 1992b; McCrae & John, 1992).
Based on changes and development of age,
Roberts et al. (2006) found that age will
increase along with increasing emotional
stability. Wood and Roberts (2006) also
found that in old age, dimensions of
emotional stability were higher. We have the
notion that X generation employees will be
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more emotionally stable and have lower
levels of neuroticism than generation Y.

H1d: There are differences in the level of
neuroticism between generation X and Y
among employees.

Level of openness to experience
between generation X and generation Y

Individuals with high openness to experience
are described as having high curiosity, broad
interest, creative, original, and imaginative
(Hardiyanti, 2013). Aydogmus (2016) states
that generation Y tend to have innovative
ideas and they are easily mastering new
technologies. Alexander and Sysko (2012)
state that a common factor that causes
generation Y to resign and find new jobs is to
expect a more challenging and self-fulfilling
job, which is closely related to innovative
attitudes and intelligence.

The results of a study from Truxillo et al.
(2012) concluded that young generation
employees have a higher level of openness
to experience than the older generation,
especially scores on dimensions of imagi-
nation, emotionality, adventurousness, and
liberalism. We have therefore suggest the
following hypothesis.

Hle: There are differences in the level of
openness to  experience  between
generation X and Y among employees.

Extraversion and work stress

Someone who has a high extraversion is
characterized by being sociable, active,
gregarious, and talkative (Costa & McRae,
1992b). Individuals with these personality
traits tend to show positive emotions and has
high intensity of social communication.
Extravert individuals also have high optimism
(Watson & Clark, 1992), and this leads them
to always view the positive side of their
experiences. In addition, extravert individuals
often use strategies to deal with problems
rationally, have positive judgments, have
good problem solving skills, and search for
social support (Dorn & Matthews, 1992;
Watson & Hubbard, 1996). From the
description above, we suggest that someone
with extraversion personality will negatively
affect work stress.

H2a: Extraversion personality has nega-
tive effect on work stress.

Agreeableness and work stress

Agreeableness is characterized by sincerity
in sharing, subtlety of feelings, focus on
positive things in others, altuis, and sympathy
(Ramdhani, 2012; Goldberget al., 2006).
Individuals with high levels of agreeableness
tend to be gentle, kind, helpful, trustworthy
and forgiving (Hardiyanti, 2013; Costa &
McRae, 1992b). In addition, someone with
this personality is characterized by an
altruistic person. Research shows that this
personality type is negatively related to
mental fatigue, burnout, and depersona-
lization (Deary et al., 1996; Zellars et al.,
2000). Based on description above, we
suggest that agreeableness has a negative
effect on work stress.

H2b: Agreeableness personality has
negative effect on work stress.

Conscientiousness and work stress

Individuals who are strong in
conscientiousness tend to be goal-directed,
strong-willed, and determined. They also tend
to be more thorough and reliable (Costa &
McRae, 1992b, in Truxilloet al., 2012). Some
facets in the conscientiousness dimension

include self-efficacy, regularity,
perseverance, struggle for results, and
discipline (Goldberget al., 2006).
Researchers (for example, Watson &

Hubbard, 1996) associate these personalities
with problem-solving abilities because they
have high persistence. In addition, Costa,
McCrae, and Dye (1991) associate conscien-
tiousness with discipline, willingness to fight,
perseverance, and high competence.
Persistence and discipline are thought to
cause someone with this personality type to
have high desires in completing tasks and
doing positive performance. We have
therefore suggest the following hypothesis.

H2c: Conscientiousness personality has
negative effect on work stress.

Neuroticism and work stress

A person with high levels of neuroticism often
feels negative emotions such as fear and
shame (Costa & McCrae, 1992b; McCrae &
John, 1992). Some studies (Lingard, 2003;
Zellars et al.,, 2000) show that these
individuals often experience mental fatigue.
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Furthermore, a person with a high
neuroticism score is also found to often
experience burnout in work and has a low
desire for performance or achievement. From
this description, researchers suspect that
someone with a neuroticism personality will
experience work stress.

H2d: Neuroticism personality has positive
effect on work stress.

Openness to experience and work
stress

Openness to experience is a personality that
has a high curiosity, broad interest, creative,
original, imaginative, not outdated (Hardi-
yanti, 2013). This personality is able to
overcome problems in a short time, limited
information, and high uncertainty (McAdams
& Pals, 2006; Denissen & Penke, 2008),
which is caused by having many bright ideas
(Ashton & Lee, 2007). Researchers suspect,
because these individuals have high
creativity in completing tasks and jobs, they
are not susceptible to experiencing job
stress.

H2e: Openness to experience personality
has positive effect on work stress.

METHODS

The design of this study is a survey method
with a questionnaire as a tool for collecting
data. The type of data is cross-sectional, with
data collection methods using self-admi-
nistered surveys. We processed 126
respondents with varied backgrounds
including from banking, health, education,
manufacturing, and services.

Validity test of measurements in this study
used the pearson's product moment
correlation. The test results showed that from
all measuremenst items, only one statement
item for measuring the level of
agreeableness, item A3, which shows a
probability value >0.05 (p-value= 0.322)
indicating that the indicator does not have a
significant correlation with the average score
agreeableness. Based on this, scale item A3
dropped and not used in the next process.

Reliability test conducted using cronbach's
alpha by including indicators that have been
considered valid in testing validity. Table 1
presents the results of the reliability test for
all variables in this study.

Table 1.
Reliability Test
. Total Cronbach’s

Variables ltems Alpha
Extraversion 8 0,761
Agreeableness 8 0,726
Conscientiousness 9 0,821
Neuroticism 8 0,773
Openness to 10 0,744
Experience

Work Stress 10 0,915

To test the differences in personality of
generation X and Y, the independent sample
t-test was conducted. Hypotheses testing for
the influence of personality on work stress
with multiple regression. Comparative tests of
variance for the effect of personality on work
stress based on generation are done with
one-way ANOVA.

All items were measured on Likert-type
scales from 1 (strongly disagree) to 5
(strongly agree). Because all items originally
developed in English and intended for use in
Indonesia context, we did translation and
back-translation method. Personality
variables measured with the Big Five
Inventory (BFI) developed by John,
Donahue, and Knetle (1991). The measuring
instrument consists of 44 items, consisting of
eight statement items each to measure
neuroticism (N) and extraversion (E), nine
items each to measure conscientiousness (C)
and agreeableness (A), and 10 items to
measure openness to experience (O). One
example of a statement item for each
personality dimension is, (I see myself as
someone who...) "worries a lot" and "get
nervous easily" for neuroticism; "comes up
with new ideas" and "is curious about many
different things" for openness to experience,
"full of energy" and "tend to be quiet" for
extraversion; "is helpful and unselfish with
others" and "like to cooperates with others"
for agreeableness; "is easily to distracted"
and "does things efficiently" for conscien-
tiousness. Job stress was measured with ten-
items adapted from Parker and DeCotiis
(1983). Sample items include, "Working here
makes it difficult to enjoy time with family"
and "l feel like | have never had a day off".

RESULTS AND DISCUSSION

126 questionnaires were processed in our
study and majority of generation X and Y
respondents were women (57.1% and
54.9%). The most marital status for
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generation X and Y is married (97.1% and
60.4%). The generation X education level is
dominated by master degree (45.7%) while
the majority of generation Y education is
undergraduate level (41.8%). The majority of
generation X respondents have a tenure of
more than 10 vyears (94.3%) and for
generation y are dominated with a working
period of 1-5 years (85.7%).

To test hypotheses 1a-1e, we performed a
t-test (table 2). To test the hypothesis of the
personality effect on job stress (hypotheses
2a-2e), we used multiple regression (table 3).
Comparative tests of variance the influence
of personality to job stress based on
generation were carried out with one-way
ANOVA (table 4).

Before making a decision through the t-
test, we conducted a test of variance
similarity (homogeneity) with an F-test
(Lavene's test) for generation differences
(generation X and Y) with all dimensions of
the big five. The results show the same
variance (p> 0.05), so researchers use Equal
Variance Assumed.

The independent sample t-test results
shown in table 2 for testing hypotheses 1a,
1b, 1c, 1d, and le are described as follows.
For hypothesis 1a, there is no difference in
the level of extraversion between generation
X and generation Y (t=-0.062; p> 0.05).
Therefore hypothesis 1a is not supported. For
hypothesis 1b, there is no difference in the
level of agreeableness between generation x
and generation y (t=0.816; p>0.05).
Therefore hypothesis 1b is not supported.

differences in the level of conscientiousness
in generations x and y. The results of the t
test show that there is no difference between
the two generations (t=1.778; p>0.05).
Therefore hypothesis 1c is not supported. For
hypothesis 1d, there is no difference in the
level of neuroticism between generation X
and generation y (t=-1.527; p> 0.05).
Therefore hypothesis 1d is not supported.
Furthermore, for hypothesis 1le, there is no
difference in the level of openness to
experience between generation x and
generation y (t=1.075; p>0.05). Therefore
hypothesis 1e is not supported.

The multiple regression results in table 3
are intended to test hypotheses 2a, 2b, 2c,
2d, and 2e. From the results of the probability
value (p-value) it can be seen that all
probability values show values above 0.05,
so that hypotheses 2a, 2b, 2c, 2d, and 2e are
rejected. It can be concluded that extra-
version, agreeableness, conscientiousness,
and openness to experience do not
negatively affect work stress (rejecting
hypotheses 2a, 2b, 2c, and 2e), and
neuroticism does not have a positive effect
on work stress (rejecting hypothesis 2d).

We conducted additional analysis to find
out whether there were differrences in the
level of work stress experienced by
generation x and y employees (table 4). From
the results of the t-test by comparing the
average work stress values of the two
generations, there was no difference in the
level of work stress felt by employees of
generation x and y (t=-1,744; p>0.05).

Hypothesis 1c states that there are
Table 2.
T-Test Results for the BIG FIVE Sub-Factor Value of Generation X and Generation Y
. Levene’s test Sig.
Variables Gen. Mean  S.D. ~F  Sig. t (2-tailed)
Gen-X 3,65 ,56644  Equal
Extraversion variances 0,641 0,425 -0,062 0,951
Gen-Y 3,66 ,58223 assumed
Gen-X 4,09 ,43204  Equal
Agreeableness Gen-Y 401 55766 variances 3,466 0,065 0,816 0,416
assumed
Gen-X 3,92 ,50672 Equal
Conscientiousness variances 2,942 0,089 1,778 0,078
Gen-Y 3,71 ,61443 assumed
Gen-X 2,46 ,54719 Equal
Neuroticism Gen-Y 2.64 63672 variances 0,641 0,498 -1,527 0,129
assumed
Gen-X 3,58 52959 Equal
Opennes to ’ ' :
. variances 2,460 0,119 1,075 0,284
Experience Gen-Y 3,48 ,41013 assumed
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Table 3.
The Effects of Big Five Personality on Job Stress

Independent Variable Standardized Coefficient Standard Error P
Extraversion -,238 , 164 ,053
Agreeableness -,041 ,220 , 791
Conscientiousness -,170 ,188 ,247
Neuroticism ,144 ,165 ,279
Opennes to Experience ,070 ,208 ,517

Table 4.

T-Test Results for Work Stress Value between Generation X and Generation Y

Mean of Levene’s Test Sig.
Group Job Stress S-D. F Sig. t (2-tailed)
Generation X 2,32 0,724
Generation Y 2.59 0,791 1,046 0,308 -1,744 0,084

Based on the results of hypothesis testing,
it can be concluded that there are no differ-
rences in big five personality types (openness
to experience, conscientiousness, extraver-
sion, agreeableness, and neuroticcism) in
generation X and generation Y. Furthermore,
there is no significant effect between big five
personality types with job stress felt by both
generation X and Y. Based on additional
analysi, it can be concluded that there is no
difference in the level of job stress felt by
generation X and Y.

There are several alternative theories that
can be used to explain the results of this
research. In our initial explanation at the
introduction, we agree with Smola and Sutton
(2002), who argue that it is unavoidable to
recognize that people who are born in the
same time span have common influential
experiences that lead to similarviews and
values. As a consequence, such life
experiences are what tend to distinguish one
generation from another. This view is often
referred to as generational cohort theory
(Smola & Sutton, 2002).

On the other hand, there are two theories
that are contrary to generational cohort
theory: “the cusp effect” and “the crossover
effect” (Arsenault, 2004; Schewe & Noble,
2000). The cusp effect refers to people born
at the beginning and end of generations, so
called “on the cusp”. These people also often
called as “tweeners”. Therefore, these “twee-
ners” might have the same defining and
memorable events in their lives as one
generation, but are categorized into adifferent
generational cohort according to their birth
year (Arsenault, 2004).

The crossover effect, defined by Schewe
and Noble (2000), describes the assumption
that very significant events (e.g. John F.
Kennedy’s assassination or the Challenger
incident) effect everyone, no matter what
generation they belong to (Schewe & Noble,
2000). Although some researchers may say
that these two effect slead away from
generational differences, the author of this
article agrees with Arsenault (2004), who
states that these effects can be used
positively to demonstrate that there are
similarities between different generations.
These two theories is supported by the study
from Kraus (2017). His study result said that
the result of his theoretical part demonstrate
an increasing tendency of similarities
between generation x and y with respect to
work factors and work values.

CONCLUSION

In this study, respondents conducted a self-
report, this has the potential to produce a
common method bias. Future research can
do several methods to control this bias such
as with several steps in procedural
improvement and statistical improvement.
This study data collection was only carried
out with surveys through questionnaires.
Exploration of respondents' information is
very limited because they are unable to find
further information about the respondents. To
add a wealth of information and additional
knowledge when compiling research results,
further research can be enriched with insight
from the results of interviews. In the next
study, it can include the potential effects of
mediation or moderation and make it possible



Diponegoro International Journal of Business, Vol. 2, No. 1, 2019, pp. 1-9

to see the impact on big five personality types
with other work attitudes.
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