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Abstract 

This research examined the impact of emotional intelligence and agility on job 

satisfaction in the IT industry.  The study investigated the interaction between emotional 

intelligence and job satisfaction, and the interaction between agility and job satisfaction.  

The research then analyzed the interaction effect of these two independent variables on 

job satisfaction. 

The results found that there is a positive relationship between emotional 

intelligence and job satisfaction, agility and job satisfaction, but there was no evidence to 

support an interaction or multiplicative effect of emotional intelligence and agility on job 

satisfaction.  Although, the data suggests that in low agile environments, individuals with 

high emotional intelligence were less satisfied with their jobs.  Conversely, the findings 

also indicated that for individuals with low emotional intelligence, the agility level has no 

effect on job satisfaction.  Other demographic variance results are also presented. 

 

Key words: Emotional Intelligence, Agile Methodology, Job Satisfaction, Information 

Technology 
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CHAPTER I 

INTRODUCTION 

Phenomenon of Interest 

Studies have shown that increased job satisfaction leads to increased productivity 

and organizational citizenship behavior, and decreased turnover and absenteeism 

(Kafetsios & Zampetakis, 2008).  Although this holds true for most industries, this 

research focuses on the IT industry.  As we are well into the information age, IT has 

become an integral part of our society, both as a ubiquitous expectation and a necessity to 

conduct our business.  As the industry evolves, the competition has also evolved.  

Optimization is essential to survival, and employees are the main assets of most IT 

organizations (Latimer, 2002).  It is for these reasons that this research examines the 

interactions of the antecedents of the job satisfaction of IT professionals. 

This difference in sub-optimal performance costs the IT industry millions, if not 

billions, of dollars per year.  Studies have also shown that the turnover cost alone for an 

IT professional is equivalent to 50-75% of a year’s salary (Latimer, 2002).  That turnover 

cost includes separation, acquisition, knowledge transfer, and training cost.  If you 

include absenteeism and decrease intangibles such as productivity and decreased 

organizational citizen behavior, the cost can easily mount beyond just the 50-75% annual 

salary lost. 

Recently, studies have suggested that high emotional intelligence leads to 

increased job satisfaction (Nikkheslat, Saleki, Asgharian, & Hojabri, 2012; Trivellas, 

Gerogiannis, & Svarna, 2013).  There is also research that suggests agility in IT also 

leads to an increase in job satisfaction (Omar, Syed-Abdullah, & Yasin, 2011).  Both of 
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these relationships have been exploited by the IT industry in the form of training its 

employees in emotional intelligence and agile methodologies.      

Currently, the two focuses on people (emotional intelligence) and process (agile 

methodology) have been treated separately; but, it is the intent of this study to not only 

confirm the relationship between emotional intelligence and agility on job satisfaction, 

but also to examine the multiplicative effect of these two variables on job satisfaction.  

Therefore, this study attempts to answer the question of, “What is the combined impact of 

emotional intelligence and agility on job satisfaction in the IT field.” 

Theory-Phenomenon Linkage 

Motivation theory provides the theoretical support for this research, specifically 

Self Determination theory (Deci & Ryan, Intrinsic motivation and self-determination in 

human behavior, 1985) and Self-Efficacy theory (Bandura, 1997).  One component of 

motivation theory states intrinsic motivation is a more powerful force than extrinsic 

rewards.  Intrinsic motivators are defined as activities performed because the behavior is 

interesting and satisfying for the individual (Deci & Ryan, 2000).  When individuals are 

intrinsically motivated, they experience a sense of choice and control.  Research has 

shown intrinsic motivators can be undermined by extrinsic rewards, especially if the 

reward is seen as a controlling contingency (Deci & Ryan, 2000). 

Self-Determination theory emphasizes autonomy, competency and psychological 

relevance as the intrinsic motivators for behavior (Deci & Ryan, 1985).  This theory 

explains why agility would lead to greater job satisfaction.  One of the principles of 

agility is the need for self-organizing, self-managing, cross functional teams that work on 
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solutions that are of value to the customer (Beck, 2001).  This type of organization 

encourages the teams to determine the manner in which they solve their own problems, 

and determine how their work is to be done.  This sense of autonomy and competency 

gives a great sense of job satisfaction.  Several studies have shown a positive relationship 

between self-determined types of traits such as autonomy and competency with job 

satisfaction (Richer, Blanchard, & Vallerand, 2002; Lam & Gurland, 2008; Gillet, Gagne, 

Sauvagere, & Fouquereau, 2013).  

 Components of emotional intelligence include self-control and relationship 

management.  These two aspects of emotional intelligence give an individual a 

perception of an internal locus of control.  This sense of control can lead to higher job 

satisfaction.  The control provides an intrinsic motivator to repeat behaviors.  Self-

Efficacy is the belief that one has the power to affect one’s situation.  People with high 

self-efficacy are more likely to make efforts to complete a task, and to persist longer in 

those efforts, than those with low self-efficacy (Bandura, 1997).  Self-Efficacy explains 

the relationship between high emotional intelligence and high job satisfaction by making 

the link between the perception of control and job satisfaction.  

 Significance of the Research 

The practical significance of this research is the cost savings and optimal use of 

resources within an organization.  Every organization has a limited amount of resources 

in both time and money that can be devoted to increasing the job satisfaction of its 

employees.  Since job satisfaction has a direct correlation to cost savings and optimal 

resource usage, this linkage is vital to an organization’s survival.  This can come in the 
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form of investment in people or process training.  The significance of this research shows 

the best form of this investment can be made in a composite approach to both people 

(emotional intelligence) and process (agility) in order to optimize results.   

The significance to the theory of this research is in further exploration of 

motivational theories; the incremental validity of intrinsic motivation being more 

powerful than extrinsic motivators (Deci & Ryan, 1985; Bandura, 1997). 

In chapter 2, literature review will be presented giving the history and context for 

this research topic.  Chapter 3 will provide the methodology on how the research was 

conducted and the data analyzed.  Chapter 4 will present the data after conducting the 

research; and, the paper will conclude with a discussion of the findings to include 

practical implications and future research ideas. 
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CHAPTER 2 

LITERATURE REVIEW AND HYPOTHESES 

This chapter will present the existing literature on the topics of job satisfaction, 

emotional intelligence and the agile methodology; specifically, how past studies have 

examined the relationship between these constructs.  The chapter will also present the 

hypotheses for this research and elaborate on how the hypotheses were developed based 

on past theoretical work. 

Job Satisfaction 

Job satisfaction can be defined from multiple perspectives.  Locke defines it as the 

positive emotional condition that reflects the affect response to the job situation (Locke, 

The Nature and Causes of Job Satisfaction, 1976); while Jorfi describes job satisfaction 

as the positive emotional response to the characteristics and features of the work 

environment (Jorfi, Sahar, Jorfi, & Ebadi, 2012).  Taylor further defines it as a positive 

job appraisal from an employee (Taylor, 2007). 

Several models of job satisfaction have been proposed over the years.  These 

include the task characteristic approach (Hackman & Oldham, 1975), the social 

information processing approach (Salancik & Pfeffer, 1978), the disposition approach 

(Straw & Ross, 1985), and the integrated approach (Griffin, Bateman, Wayne, & Head, 

1987).   

The task characteristic approach relates job satisfaction to characteristics of the 

job which include autonomy, feedback from the job, job variety, task identity, and task 
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significance (Hackman & Oldham, 1975).  A study by Reiner & Zhao (1999) of the 

United States Air Force Security Police found that variables in the work environment had 

a much more significant impact on an employee’s job satisfaction than the employee’s 

demographic variables, such as age and gender.  Bhuian et al., (Bhuian, Al-Shammari, & 

Jeffri, 1996) also found a similar correlation between job characteristics and 

organizational commitment and job satisfaction when examining expatriate employees in 

Saudi Arabia.  With similar results, other recent studies also found support for the task 

characteristic approach (Bhuian & Menguc, 2002; Ting, 1996). 

The social information approach explains that job satisfaction is determined by 

social cues in the work environment, specifically from normative and informational 

structures normally derived from leadership (Salancik & Pfeffer, 1978).  In a study by de 

Vries et al. (de Vries, Roe, & Taillieu, 1998) of insurance agents, researchers found a 

strong relationship between human-oriented leadership and job satisfaction.  The 

researchers explained that this attention is an informational cue given by leadership of 

approval, and hence increases job satisfaction.  Other recent studies also support this 

social information approach (Landeweed & Bouman, 1994; Dubinsky, Yammarino, 

Jolson, & Spangler, 1995; Jones, Kantak, Futrell, & Johnston, 1996).  

The disposition approach relates job satisfaction to the internal state of the 

individual.  That is, job satisfaction is largely determined by the needs or attitudes of the 

individual, which are relatively stable mental states (Straw & Ross, 1985).  In a study by 

Staw et al. (Staw, Bell, & Clausen, 1986), researchers used longitudinal data that 

measured the affective disposition of individuals over 50 years old to measure their job 

satisfaction.  The results indicated an individual’s affective disposition significantly 
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predicted their job attitude (job satisfaction), even after 50 years.  Many other recent 

studies also found support for the disposition approach of job satisfaction (Costa & 

McCrae, 1994; Mannheim, Baruch, & Tal, 1997; Schonfeld, 2000; Simmons, Nelson, & 

Neal, 2001). 

The integrated approach (Griffin, Bateman, Wayne, & Head, 1987) combines the 

task approach with the social information approach, essentially combining the 

characteristics of the task with leader-member exchange theory.   

While all these approaches have their strengths and weaknesses, the integrated 

approach seems to hold the most comprehensive explanation of the job satisfaction 

construct.  Therefore, I have further examined job satisfaction in an integrative manner 

with two dimensions of person and environment (P-E).  Numerous studies have 

suggested a positive link between P-E fit and job satisfaction (Kristof-Brown, 

Zimmerman, & Johnson, 2005; Vogel & Feldman, 2009; Da Silva, Hutcheson, & Wahl, 

2010; Christensen & Wright, 2011; Giauque, 2014).  This study examines the person 

component in terms of emotional intelligence, and the environment component in terms 

of process via agile methodology.     

Research has shown that greater job satisfaction leads to more productive 

employees (Locke, 1991; Sigler & Pearson, 2000; Mehboob, Sarwar, & Bhutto, 2012); 

and, employees that are more satisfied with their jobs show greater degrees of 

organizational citizenship behavior (Smith, Organ, & Near, 1983; Organ & Ryan, 1985). 

Research has also shown greater job satisfaction leads to less employee cost.  That 

is, employees who are more satisfied with their jobs tend to show a lesser level of 
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absenteeism (Brooke & Price, 1989) and turnover rate (Cotton & Tuttle, 1986; Rizwan & 

Mukhtar, 2014).   

Job satisfaction has been well studied as a predictor for absenteeism in literature, 

but the results on the strength of this negative relationship have been mixed.  Brooke and 

Price used the explanatory model to confirm this relationship (Brooke & Price, 1989), but 

meta-analytic studies concluded only a weak link between job satisfaction and 

absenteeism (Hackett & Guion, 1985; Farrell & Stamm, 1988).  Other meta-analytic 

studies have concluded that there is a strong negative relative relationship between job 

satisfaction and absenteeism (Scott & Taylor, 1985).   

The relationship between job satisfaction and turnover has also produced mixed 

results as to the strength of the relationship.  Results from earlier empirical studies (Price, 

1977; Mobley, Griffeth, Hand, & Meglino, 1979) show only a modest negative 

relationship, while results from a meta-analytic study found a significant relationship 

between job satisfaction and turnover (Cotton & Tuttle, 1986). 

Based on literature review, there does not seem to be much debate on whether the 

relationship between job satisfaction, absenteeism and turnover exist, but rather on the 

degree to which it exists. 

Emotional Intelligence 

The theory concerning emotional intelligence has been proposed and explored for 

over two decades by Bar-On (Bar-On, 1999), Mayer, Salovey and Caruso (Mayer & 

Salovey, 1993), and Goleman (Goleman, 1995).  These researchers, along with others in 

the field, have expanded and tested this theory with other variables such as job 
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performance (Rosete & Ciarrochi, 2005) and academic success (Rozell, Pettijohn, & 

Parker, 2002).  There has also been much emotional research done in industries such as 

education (Kafetsios & Zampetakis, 2008), healthcare (Trivellas, Gerogiannis, & Svarna, 

2013) and the public sector (Ashraf, Ahmad, Shaikh, & Bhatti, 2014).  Interestingly, 

much of this research was done in foreign countries such as Greece (Kafetsios & 

Zampetakis, 2008; Trivellas, Gerogiannis, & Svarna, 2013), Iran (Jorfi, Sahar, Jorfi, & 

Ebadi, 2012; Labbaf, Ansari, & Masoudi, 2011), Malaysia (Nikkheslat, Saleki, 

Asgharian, & Hojabri, 2012) and Pakistan (Ashraf, Ahmad, Shaikh, & Bhatti, 2014).  

Therefore, my research continues in this vein, as the study looks at the impact of 

emotional intelligence on job satisfaction in the IT setting.  

The traditional definition of intelligence focuses on the cognitive processing of 

information (O'Boyle, Humphrey, Pollack, Hawver, & Story, 2011).  Not until the early 

1980s did this notion expand to include emotional intelligence.  In 1983, Gardner first 

described this concept of emotional intelligence as the interpersonal and intrapersonal 

intelligence that people exhibit in being aware and regulating the emotions of oneself and 

others.  This intelligence is part of Multiple Intelligences, which is described as a 

combination of human intelligence, learning style, personality and behavior (Seal & 

Andrews-Brown, 2010).  Over the next two decades this concept would be explored by 

researchers such as Bar-On in 1988 with his study of Emotional Quotient, Mayer and 

Salovey in 1990 with their study of Emotional Ability, and by Goleman in 1995 with the 

study of Emotional Competency.  Each area of study focused on different aspects of the 

construct, but they all had the common theme of recognizing and regulating emotions.   
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Another theory that influences emotional intelligence is the Five Factor Model 

(O'Boyle, Humphrey, Pollack, Hawver, & Story, 2011).  The Five Factor Model 

describes the five broad dimensions of human personality.  This model heavily influences 

the concepts within the emotional intelligence model.  The Goleman and Bar-On models 

are trait based models, versus Mayer and Salovey’s abilities model.  The Five Factor 

Model describes human personality as a spectrum of characteristics that are stable but can 

change over time.  This model is similar to Goleman and Bar-On’s models in terms of 

treating both constructs as a trait that can change over time, rather than an ability you 

were born with (or not).  Both models have very similar predictive power in studies and 

have a large amount of concurrent validity, especially the trait model espoused by 

Goleman and Bar-On (McEnrue & Groves, 2006).     

The three different paradigms of emotional intelligence are described by 

Goleman’s (1995) emotional competency model, the Mayers-Salovey-Caruso emotional 

intelligence ability model and Bar-On’s emotional quotient model.  The first paradigm, 

Emotional Quotient, as examined by Bar-On in 1988, focuses on the desired patterns of 

emotional intelligence; that is, how a subject “tends to” or “generally” responds to the 

demands of the environment (Seal & Andrews-Brown, 2010).  This response is then 

compared against a desired pattern and an emotional quotient score is obtained.  The 

measure of this score is the Emotional Quotient Inventory (EQ-i).  The second paradigm, 

Emotional Ability, as examined by Mayer and Salovey in 1990, focuses on the potential 

of emotional intelligence.  That is, emotional intelligence is an innate potential to 

understand and explain emotions.  The standard measure for this ability is the Mayer-

Salovey-Caruso Emotional Intelligence Test (MSCEIT).  Finally, the third paradigm is 
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Emotional Competency, as examined by Goleman in 1995.  Emotional Competency 

focuses on actual behaviors that constitute emotional intelligence.  Goleman also 

subscribes to the theory that emotional intelligence can be learned and developed; and, 

conversely, it can diminish and wane if not practiced regularly (Goleman, 1995).    

 
Figure 2-1. Goleman’s Refinement Model of Emotional Intelligence 

	  

Figure 2-2. Mayers-Salovey-Caruso emotional intelligence ability model 
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Figure 2-3.  Bar-On emotional quotient model 

 

Agility 

The term agility used in this research is a set of principles and values captured in 

the Agile Manifesto that promotes self-empowered teams, adaptive planning, and early 

delivery; continuous improvement that encourages rapid and flexible responses to change 

(Beck, 2001).  This includes practices and enablers that promote these principles and 

values at the project management level as well as the staff level.  Practices include 

“actions” that contribute to the execution of a process (Conforto, Salum, Amaral, da 

Silva, & de Almeida, 2014).  Enablers are conditions which are favorable for the proper 

application of agile practices (Conforto, Salum, Amaral, da Silva, & de Almeida, 2014). 

Much research has been done in the area of agility to include identifying different 

types of agility, examining the factors of agility that lead to a favorable project outcome 

and certain practices that enable or inhibit agility.  Three broad categories of agility are 

resource agility, process agility and linkage agility (Sarkers, Munson, Sarker, & 
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Chakraborty, 2009).  These various types of agility were studied to determine the relative 

impact to the success of a project.  The factor research not only looked at success factors 

but also failure factors.  Failure factors include the lack of organizational structure, lack 

of customer presence and lack of necessary skill-set.  Success factors included teams with 

high competence and expertise, well-defined coding standards and teams that followed 

agile-oriented project management practices (Chow & Cao, 2008).  Vidgen and Wang 

described time-pacing and self-management as enablers, and event-pacing and 

centralized command as inhibitors to agile (Vidgen & Wang, 2009). 

Agile principles grew out of the traditional project management methods which 

entailed rigid detailed upfront planning with little or no room for flexibility once a project 

started (Andersen, 1996; Baccarini, 1996; Cohn, 2005; Shenhar & Dvir, 2007).  

Traditional approaches are plan-driven and rely on a linear lifecycle of 

requirement/design/build (Boehm & Turner, Balancing agility and discipline: A guide for 

the perplexed, 2004).  These approaches are usually fixed and resistant to change, and 

focus on compliance to plan as a measure of project success (Wysocki, 2011).  This 

method was unsuccessful at providing solutions in developing new or innovative 

solutions, especially in IT.  The Chaos paper published in 1994 (Standish Group, 1994) 

demonstrated that many IT projects failed (over budget, over scheduled, lacking in scope) 

because of this inflexible detailed upfront planning.  The paper found that 75% of the 

software features developed were never or only somewhat used (Standish Group, 1994).   

This information was later confirmed in 2013 by the Standish Group.  The report 

recommended breaking up large projects into smaller ones, with limited scope and 

complexity, to increase project success rate.  It found that smaller projects (< $1M USD 
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Labor Cost), had a 70% rate of success compared to 39% of all projects (Standish Group, 

2013).  Other recommendations given in the report concurred with the methodologies 

outlined in the Agile Manifesto.  These recommendations included: prioritized business 

values, stable, full-time, cross-functional teams delivering products and obtaining input 

on a frequent and regular basis.  The report also emphasized having an involved customer 

and business owner to help facilitate communication and understanding of business 

values and needs (Standish Group, 2013). 

The agile methodology was originally a software development methodology 

where requirements and solutions evolved through collaboration between self-

organizing, cross-functional teams.  It promotes adaptive planning, evolutionary 

development, early delivery, continuous improvement, and encourages rapid and flexible 

response to change (Beck, 2001).  Agile approaches are based on an iterative and 

adaptive lifecycle, and are designed to accept and welcome change.  Agile is value-driven 

instead of plan driven and relies on common knowledge between members rather than 

excessive documentation (Wysocki, 2011). 

Some would argue that the Agile movement began with the Agile Manifesto in 

1995 (Beck, 2001); some would argue that it started with the Lean Process in 

Manufacturing in the 1980’s (Krafcik, 1988); and, some would point to the Deming cycle 

of PDCA (plan–do–check–act or plan–do–check–adjust) in the 1960’s.  And finally, there 

are those that would argue it’s really a derivative of the scientific method developed from 

the work of Francis Bacon (Bacon, 1620), in which the scientific method can be written 

as "hypothesis"–"experiment"–"evaluation"; or plan, do and check. 
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Whatever the history, the movement has gained enough momentum to affect the 

way businesses conduct business (Chin, 2004; Highsmith, 2004; Cobb, 2011).  Agile 

methodologies have been used in manufacturing (Naylora, Naima, & Berry, 1999), 

healthcare (Macfarlane, 2014) and distributed information systems development (Sarkers, 

Munson, Sarker, & Chakraborty, 2009).  The Agile Manifesto was originally intended for 

software development, but the philosophy is applicable to the entire IT industry, if not all 

industries. 

The distinction between philosophy and methodology can be viewed as general 

values and principles encapsulated in the Agile Manifesto (Beck, 2001), versus specific 

prescriptive events and rituals.  For example, a philosophy would be to make the 

customers’ needs the highest priority.  Capturing customers’ needs in stories and epics 

are methods. 

Using this distinction between philosophy and methodology, we can capture the 

agility of a team, and by extension, an entire organization.  Some authors and researchers 

have argued agile applies to other industries that require innovative solutions and have 

dynamic environments that experience constant change (Highsmith, 2004; Chin, 2004).  

Studies have shown agile practices are present in other fields other than software 

development such as clinical medicine and social research (Conforto, Salum, Amaral, da 

Silva, & de Almeida, 2014). 

Some criticism of agile has arisen in recent studies.  One such criticism is the 

validity and reliability of the agile methodology, since it is in the early to intermediate 

stages of development (Edmondson & McManus, 2007).   
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Another criticism by practitioners is that the methodology does not scale well 

(Boehm & Turner, 2003).  That is, for small teams the coordination between the members 

and the control and command structure is feasible, but given a larger team, that 

communication and autonomy breaks down.  This phenomenon of differentiation and 

integration in a complex organization has been researched by Lawrence and Lorsch 

(Lawrence, Lorsch, & Garrison, 1967), where the challenge of any large organization is 

the balance that must be achieved between these two forces to make a successful scaling 

up of functionality.   

The Standish Report in 2013 found that 45% of agile projects were small projects 

(<$1M USD in labor hours), but only 14% of traditional waterfall projects were small 

projects; and, when compared head-to-head, the study found an equivalent rate of 

success.  This result suggests that it’s not the methodologies that lead to success, rather 

the characteristics of a small project that lead to success (Standish Group, 2013).  The 

report argues that the success of agile methodology relative to the traditional waterfall 

methodology is due to this variance in the use of methodologies on small versus big 

projects. 

A final criticism of agile is that the methodology only works well with 

experienced individuals (Boehm & Turner, 2003).  Since agile relies heavily on 

autonomy and collaboration, which tend to be positively correlated with experience, the 

argument is made that the implementation of agile is difficult and costly. 
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Research Model 

 The research model represents individual effects of independent variables of 

emotional intelligence and agility on job satisfaction.  The research attempts to confirm 

this positive relationship as suggested in literature (Nikkheslat, Saleki, Asgharian, & 

Hojabri, 2012; Omar, Syed-Abdullah, & Yasin, 2011).  The model also reflects the 

interaction between these two variables on job satisfaction, and the research attempts to 

show not only a cumulative effect of these two variables, but a multiplicative effect.  

Motivation theory, specifically Self-Determination theory and Self-Efficacy theory was 

utilized as the overarching framework to explain the influences of emotional intelligence 

and agility on job satisfaction. 

 

 

 

 

 

 

Figure 2-4.  Proposed Research Model 

 

Job 
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• (+) Productive 
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Hypothesis Development (EI and Job Satisfaction) 

Components of emotional intelligence include the management of one’s emotions 

as well as that of others.  This control suggests an internal locus of control as outlined in 

the self-efficacy theory (Bandura, 1997).  The theory suggests this intrinsic motivator of 

control, as exhibited by emotional intelligence, is a good predictor of job satisfaction.  

This leads to the following hypothesis: 

H1: There is a positive relationship between EI and Job Satisfaction 

 

Hypothesis Development (Agility and Job Satisfaction) 

Components of agility include self-management and cross functional team focus on 

delivering value to customers.  This sense of autonomy, competency and psychological 

relevancy is vital for the engagement of an agile team.  Self-determination theory 

suggests this intrinsic motivation of utilizing agile is a good predictor of job satisfaction 

(Deci & Ryan, 1985).  Autonomy-supportive structures have been studied as an important 

antecedent to work satisfaction (Baard, Deci, & Ryan, 2004).  Providing meaningful and 

relevant reasons for work tasks has been shown to be an important factor in providing 

internalization of motivation (Deci, Eghrari, Patrick, & Leone, 1994).  This 

understanding of value to the customer is essential to intrinsic motivation and is one of 

the key values of Agile.  Therefore, the following hypothesis is concluded: 

H2: There is a positive relationship between Agility and Job Satisfaction 
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Hypothesis Development (Interaction between EI and Agility) 

Multiplicative effects have been studied in many areas of studies including 

political science (Brambor, Clark, & Golder, 2006; Berry, Golder, & Milton, 2012), 

medicine (Hammond, Selikoff, & Seidman, 1979) and management (Edwards & Cooper, 

1990; Van Vegchel, De Jonge, & Landsbergis, 2005).  The multiplicative effect occurs 

when there is an interaction between variables, so there is a greater positive effect than 

the individual contributions of either variable. 

In medicine, Hammond studied the multiplicative effects of smoking and asbestos 

exposure as risks for lung cancer (Hammond, Selikoff, & Seidman, 1979).  The observed 

increase in the cancer rate due to both factors is much greater than the expected increase 

in the cancer rate if the risks were just additive.  It was hypothesized from the study that 

asbestos somehow causes initial damage to the lungs, which makes it more susceptible to 

smoking, and therefore the effect is multiplicative (Hammond, Selikoff, & Seidman, 

1979). 

In management, the characteristics of job strain have been studied by examining 

the multiplicative effects of resource availability and job demand (Hausser, Mojzisch, 

Niesel, & Schulz-Hardt, 2010; Van der Doef & Maes, 1999).  The studies suggest that 

job characteristics remain constant, but the lack of available resources can have a 

multiplicative influence on the perception of job demands.  

Emotional intelligence focuses on the people side of job satisfaction, while agility 

focuses on the process side of increasing job satisfaction.  Due to these two intrinsic 

motivators, it is reasonable to suggest the two interact to produce a greater effect on job 
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satisfaction, since they work on two different aspects of increasing job satisfaction.  

Many studies in different fields have confirmed this interaction between independent 

variables to affect the dependent variable.   

There are also overlaps between the two motivators and therefore have a greater 

effect.  The final hypothesis for emotional intelligence and agility is that the combined 

effect of the two has a greater positive effect on job satisfaction than the individual 

contributions of either variable.  Therefore, based on the preceding discussion, the 

following hypothesis is drawn: 

H3: There is a multiplicative relationship between EI and Agility with Job Satisfaction 

	  

	  

	  
	  
	  
	  
 

 

 

Summary of Hypotheses 

 

H1: There is a positive relationship between EI and Job Satisfaction 

H2: There is a positive relationship between Agility and Job Satisfaction 

H3: There is a multiplicative relationship between EI and Agility with Job Satisfaction 

Emotional	  
Intelligence 

Agility 

Job	  
Satisfaction 

H2 

H3	  
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CHAPTER 3 

METHODOLOGY 

 This chapter will set the design for the study.  The sections below will present the 

setting for the research, along with the method for selecting samples for data collection.  

Furthermore, scales will be selected to operationalize the constructs of interest.  

Research Setting and Design 

This research design is a descriptive field study on how emotional intelligence 

and agility impact job satisfaction in the IT industry (Snow & Thomas, 1994).  The 

research uses three scale surveys.  Scale one assesses the emotional intelligence of the 

individual.  Scale two assesses the job satisfaction of the individual; and, scale three 

assesses the agility of the work environment of the participant. 

Sampling Plan and Methods  

I distributed my questionnaires via e-mail with an introduction to the research to 

my colleagues in the IT field.  I also encouraged them to forward the surveys to others in 

the IT field.  To gain a large enough sample, the Snowball effect was very much desired.  

This sample is a nonprobability sample utilizing a convenience sampling. 

The target population was IT professionals.  It is estimated that over 1.6 million of 

the US workforce is in the IT field (Csorny, 2013).  The sampling frame consisted of a 

network of IT professionals that are my colleagues, individuals with whom I have had 

contact in the past or colleagues of theirs whom they invited to participate in the study, as 

well.  I utilized my LinkedIn and my e-mail contact lists as the primary contact sources.  I 
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then encouraged those individuals to solicit others in their contact lists to help with this 

research.   

Construct Operationalization and Measurements 

A Cronbach’s alpha test is used to measure reliability of each scale (Emotional 

Intelligence Alpha = 0.83 to 0.90, Satisfaction Alpha = 0.90, Agility Alpha = 0.88).  

According to Hair (Hair, Babin, Money, & Samouel, 2003), an alpha coefficient of 0.70 

or above is indicative of a good measure of reliability.  All scales used to measure the 

dependent and independent constructs are above the acceptable alpha coefficient of 0.70 

(Rhiney, 2015). 

Emotional Intelligence Scale – Each item in the scale is a statement that relates to one’s 

emotional experience.  The scale uses a 16-item, 7-point, Likert scale (interval) 

developed by Wong & Law (Wong & Law, 2002).  Items are designated as “Strongly 

Disagree” at the low end and “Strongly Agree” at the high end.  None of the items are 

reverse coded.   

Job Satisfaction scale - I used the 3-item, 6-point, Likert scale (interval) from the 

Michigan Organizational Assessment Questionnaire (Seashore, Lawler, Mirvis, & 

Cammann, 1982) because it has only a few items, but a Cronbach alpha of 0.90 (Lovelace 

& Rosen, 1996).  Each item is a statement that relates to the satisfaction of one’s job.  

There is one reverse coded question for increased reliability.  

Agility Scale –The agility scale is based on a study by Sheffield & Lemetayer (Sheffield 

& Lemetayer, 2013).  This software development agility indicator has been slightly 

modified to make it more generic to apply to the entire IT industry rather than just 
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software development.  The scale has five items with a calculated Cronbach alpha of 

0.88.  The scale is based on the values specified in the Agile Manifesto 

(http://agilemanifesto.org/).  

Demographic questions:  At the conclusion of the survey, several demographic 

questions were asked such as age range (interval) and sex (nominal).  These questions 

allowed me to determine if there are distinguishable patterns among any of the 

demographic groupings, and use these categories to control for variances.  Literature 

indicates that older females tend to be higher in emotional intelligence, while younger 

males tend to have lower emotional intelligence.  I also added questions regarding 

US/Foreign Born (nominal) and Contractor vs. Employee category (nominal).  I also 

added a question regarding company size as another control question. 

Table 3-1. Scales of Study 

Variables Items Reference 

Emotional 
Intelligence 
(EI) 

I have a good sense of why I have certain feelings most 
of the time. 

Wong & Law, 
2002 

I have a good understanding of my own emotions. 
I really understand what I feel. 
I always know whether or not I am happy. 
I can always determine my friends' emotions based on 
their behavior. 
I am a good observer of others' emotions. 
I am sensitive to the feelings and emotions of others. 
I have a good understanding of the emotions of the 
people around me. 
I always set goals for myself and then try my best to 
achieve them. 
I always tell myself that I am a competent person. 
I am a self-motivated person. 
I always encourage myself to try my best. 
I am able to control my temper and handle difficulties 
rationally. 
I am quite capable of controlling my own emotions. 
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I can always calm down quickly when I am very angry. 
I have good control of my own emotions. 

Agility Individuals and interactions over processes and tools 
Working product over comprehensive documentation 
Customer collaboration over contract negotiation 
Responding to change over following a plan 
Flexibility of product life cycle 

Sheffield & 
Lemetayer, 
2013 

Satisfaction In general, I do not like my job. Seashore et al., 
1982 All in all, I am satisfied with my job. 

In general, I like working here. 
 

Table 3-2. Reliability Analysis 

Scales Item Scale Reliability 

Emotional 
Intelligence 

16 Item, 7 point (Strongly Disagree 
to Strongly Agree) Scale 

Alpha = 0.83 to 0.90 

Job 
Satisfaction 

3 Item, 6 point (Strongly Disagree 
to Strongly Agree) Scale 

Alpha = 0.90 

Agility 5 Item, 6 point (Never to Always) 
Scale 

Alpha = 0.88 

 

Questionnaire 

 The questionnaire consisted of three scales that measured emotional intelligence, 

agility and job satisfaction along with some demographic and control information.  The 

questionnaire flow diagram is shown below in Fig 3.1.  There were 24 construct and 6 

demographic questions that took approximately 10 minutes to complete. 

 The questionnaire was arranged so the dependent variable (job satisfaction) is 

presented first to reduce priming effect, followed by independent variables (EI and 

agility), and finally demographic information (Podsakoff, MacKenzie, Lee, & Podsakoff, 

2003).  Furthermore, questions within each scale were randomized, with some questions 
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reverse coded to reduce common method bias (Podsakoff, MacKenzie, Lee, & Podsakoff, 

2003). 
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CHAPTER 4 

RESULTS 

 In this chapter, the results of the study will be presented.  Participant data was 

scrubbed for validity and explanations are given as to why some data points were 

eliminated or imputed.  Descriptive and demographic statistics are presented along with 

exploratory factor analysis for the construct scales. 

Participants 

The initial participant pool consisted of IT professionals I knew throughout my IT 

career.  I elicited the help of 147 IT professionals in my direct circle of influence via 

email and casual conversations and encouraged them to complete and forward my survey 

to other IT professionals.  After a week, I received about 100 replies.  A follow-up email 

was sent along with several friendly calls to professionals in the email list that had more 

influence (C level participants).  After the second week, about 200 participants filled out 

the survey.  The third and fourth weeks only saw sporadic replies.  After a month, over 

two hundred samples were collected and data analysis commenced.   

Statistical analysis was conducted using IBM SPSS Statistics software version 22.  

Since the study did not track each response to the participants and relied on the snow ball 

effect, it was not possible to calculate the effective response rate.  

Data Cleanup 

Two hundred thirty-two survey responses were collected through Qualtrics.  Six 

responses were removed due to non-IT professionals and thirty-five were removed 

because of incomplete surveys.  Surveys were deemed incomplete if more than 25% of 
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the survey was left incomplete or one of the constructs was left blank.  That left a total of 

191 usable samples, which was below the desired 200 samples. 

Mean list-wise imputation was used to calculate values missing for the main 

constructs.  There were five missing values for job satisfaction, five missing values for 

emotional intelligence and four missing values for agility.  A mean list-wise imputation 

was used because the average for the non-missing values was a good representation of the 

individuals’ responses to the measured constructs. 

Mode column wise imputation was used to calculate values missing for the 

demographic information.  There were two missing values for age range, three missing 

values for place of birth, two missing values for gender, one for employee categorization, 

one for organization size and one for job description.  There were no missing values for 

motivation.  Mode column wise imputation was used because the general representation 

of the demographic information would be better served by looking at the entire 

population set and using the most common attributes to impute missing values.  This 

method could also have the unintended consequence of further underrepresenting 

minorities in this study. 

Job satisfaction was measured using a three item scale, with one question reversed 

coded.  After analysis, the data suggests that the participants might have misread the 

reverse coded question.  Since all three questions asked if the participants were satisfied 

with their jobs, it reasons that all three questions would have similar responses.  Seven 

out of the 191 had such a questionable response.  These seven responses had more than 3 

points of variance from the other two questions.  Therefore, a mean of the other two non-
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reversed coded responses was used in lieu of the actual response.  All seven responses 

had normal variances amongst the other questions.  Interestingly, six out of the seven 

misread responses were born in the US and the seventh was born in Poland.  This was 

unexpected, as the initial suspect was the language barrier in the foreign born 

participants, but it seems this was not true.  Perhaps, it is the carelessness that comes with 

native fluency in a language. 

Demographic and Construct Descriptive Statistics 

 The 191 usable responses consisted of 145 US born and 46 foreign born 

participants or 75.9% and 24.1% respectively.  Of the 46 foreign born participants, the 

majority (32 of 46) were from India.  This seems to follow the trend that is present in the 

IT industry over the last decade (Neil, 2013).  The population also skewed more towards 

males at 136 (71.2) versus 55 (28.8%) females and tended to be older with a median age 

range of 40-49.  The majority of participants tended to be senior level individual 

contributors rather than managers, who are employed as full time employees rather than 

contractors in a large size (>500 employee) organization.  This demographic might be 

skewed due to the sample selection process.  Since the population was mostly selected 

from the direct sphere of influence by the researcher, the acquaintance and colleagues 

tended to be from the same background.  Demographic statistics are shown in Table 4-1 

below.   

The data also indicates that most of the participants were intrinsically (126 or 

66%) rather than extrinsically (65 or 34%) motivated.  Although several measures of 

intrinsic/extrinsic motivation exist such as the Sport Motivation Scale (Pelletier, et al., 

1995) which has 28 items and the Volunteer Motivation Inventory (Esmond & Dunlop, 



EI, Agility and Job Satisfaction                                                                                    37	  
	  

2004) which has 44 items, they tend to be somewhat extensive and require some time 

commitment from the participant to complete.  It was not the intent of this study to 

examine this construct in detail, but rather only use it in the context of a control question.  

It was questionable whether the participants were required to complete a scale for a 

control question that was just as long as the survey to measure the main constructs.  

Therefore, only a single question was asked to ascertain the value of motivation.  

Table 4-1 
 Descriptive Demographic Statistics 

Born Frequency Percent 

US Born 145 75.9 

Foreign Born 46 24.1 

Gender   

Male 136 71.2 

Female 55 28.8 

Job Desc   

Entry-Level Individual Contributor 12 6.3 

Mid-Level Individual Contributor 45 23.6 

Senior-Level Individual Contributor 78 40.8 

First Line Manager 22 11.5 

Mid-Level Manager 16 8.4 

Senior-Level Manager 18 9.4 

Value   

Intrinsic 126 66.0 

Extrinsic 65 34.0 
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 A sum raw job satisfaction, agility and emotional intelligence score was used for 

analysis.  Job satisfaction had a range of 7-18 with a mean of 15.05 and a standard 

deviation of 2.314.  This data is presented in Table 4-2.  The histogram in Figure 4-1 

shows skewness of -0.788 towards the higher values for job satisfaction with a kurtosis of 

0.658, this indicates that most people in this sample group are satisfied with their job.   

Table 4-2 
Descriptive Construct Statistics 

 

  
Figure 4-1.  Histogram of Job Satisfaction 

Descriptive Statistics 

  

Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

Statistic Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error 

JS Sum 7 18 15.05 2.314 -.788 .176 .658 .350 

Ag Sum 10 30 21.06 4.396 -.018 .176 -.430 .350 

EI Sum 45 112 90.38 11.102 -.848 .176 1.152 .350 
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Agility had a range between 10-30, with a mean of 21.06 and a standard deviation 

of 4.396.  This data is presented in Table 4-2.  The histogram presented in Figure 4-2 

shows a pretty normal distribution with very little skewness (-0.018) with a kurtosis of (-

0.430), which indicates that most people in this sample group are in a wide range of agile 

environments.   

  

Figure 4-2. Histogram of Agility 
	  

Emotional intelligence had a range between 45-112 with a mean of 90.38 and a 

standard deviation of 11.102.  This data is presented in Table 4-2.  The histogram 

presented in Figure 4-3 shows skewness (-0.848) towards the higher values with a 

kurtosis of 1.152, this indicates that most people in this sample group have a high self-

reporting of emotional intelligence. 
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Figure 4-3.  Histogram of Emotional Intelligence 

Construct Scales 

 The Michigan Organizational Assessment Questionnaire (Seashore, Lawler, 

Mirvis, & Cammann, 1982) was utilized to measure job satisfaction.  An exploratory 

factor analysis (Principal component analysis) was conducted for the dataset and found 

that the three items in the scale all loaded on a single component which accounted for 

75.349% of the variance with an Eigenvalue of above 1.  Each of the three items for 

satisfaction loaded properly on one factor and communalities on all three items were 

above the 0.5 threshold.  This data is presented in Table 4-3 and Table 4-4. 
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Table 4-3 
Exploratory Factor Analysis of Job Satisfaction (Component Matrix) 

Component Matrixa 

  
Component 
1 

JS_1 .828 
JS_2 .873 
JS_3 .902 
Extraction Method: Principal Component Analysis. 

a. 1 components extracted. 

 
 
 
Table 4-4 
Exploratory Factor Analysis of Job Satisfaction (Total Variance Explained) 

Total Variance Explained 

Component 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total 
% of 
Variance Cumulative % Total 

% of 
Variance Cumulative % 

1 2.260 75.349 75.349 2.260 75.349 75.349 

2 .461 15.374 90.723       

3 .278 9.277 100.000       

Extraction Method: Principal Component Analysis. 

 

Lovelace & Rosen reported a Cronbach alpha of 0.90 in 1996 for the use of this scale.  

The analysis done for this study found a Cronbach alpha of 0.832, which is within the 

acceptable reliability of α > = 0.7 (Rhiney, 2015) for a scale.      
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Table 4-5 
Reliability Alpha of Job Satisfaction 

Reliability Statistics 

Cronbach's Alpha N of Items 
.832 3 
 

Emotional intelligence was measured using the scale developed by Wong & Law (Wong 

& Law, 2002).  An exploratory factor analysis (Principal component analysis with a 

rotation method of Varimax with Kaiser Normalization) was conducted for the dataset 

and found that the sixteen items in the scale loaded on four components which accounted 

for 67.752% of the variance with an Eigenvalue of above 1.  Each of the sixteen items for 

emotional intelligence loaded properly on four factor and communalities on all sixteen 

items were above the 0.5 threshold.  The data is present in Table 4-6 and Table 4-7.  This 

result is consistent with the findings of Wong and Law. 

Table 4-6 
Exploratory Factor Analysis of Emotional Intelligence (Component Matrix) 

Rotated Component Matrixa 

  
Component 
1 2 3 4 

EI1_1 .780       
EI1_2 .768       
EI1_3 .788       
EI1_4 .762       
EI1_5       .694 
EI1_6       .793 
EI1_7       .800 
EI1_8       .697 
EI2_1     .722   
EI2_2     .708   
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EI2_3     .695   
EI2_4     .776   
EI2_5   .796     
EI2_6   .857     
EI2_7   .733     
EI2_8   .749     
Extraction Method: Principal Component Analysis.  

 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 6 iterations. 

 
 
Table 4-7 
Exploratory Factor Analysis of Emotional Intelligence (Total Variance Explained) 

 

The Wong & Law scale has a Cronbach alpha of 0.83 to 0.90.  Analysis of this 

sample set had a Cronbach alpha of 0.894.  The data is present in Table 4-8.  The results 

are within α > = 0.7. 

Table 4-8 
Reliability Alpha of Emotional Intelligence 

Reliability Statistics 

Cronbach's Alpha N of Items 
.894 16 

Total Variance Explained 

Comp 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 6.388 39.924 39.924 6.388 39.924 39.924 
2 1.800 11.251 51.174 1.800 11.251 51.174 
3 1.349 8.433 59.608 1.349 8.433 59.608 
4 1.303 8.144 67.752 1.303 8.144 67.752 
Extraction Method: Principal Component Analysis. 
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The agility scale used is based on a study by Sheffield & Lemetayer (Sheffield & 

Lemetayer, 2013).  The scale has five items with a calculated Cronbach alpha of 0.88.  

This study sample group had a similar finding of reliability and a Cronbach alpha of 

0.846 which is within the acceptable α <= 0.7.   

An exploratory factor analysis (Principal component analysis) was conducted for 

the dataset and found that the five items in the scale loaded on a single component which 

accounted for 62.301% of the variance with an Eigenvalue of above 1.  Each of the five 

items for agility loaded properly on a single factor and communalities on all five items 

were above the 0.5 threshold.  This result is consistent with the findings of Wong and 

Law.  This data is presented in Tables 4-9, 4-10, 4-11.  The results of using this scale in 

the study further suggest the incremental validity of the construct and the scale used to 

measure it.  This is encouraging since the construct and scales to measure agility are new 

and not much academic research has been done. 

Table 4-9 
Exploratory Factor Analysis of Agility (Component Matrix) 

Component Matrixa 

  
Component 
1 

Ag_1 .769 
Ag_2 .719 
Ag_3 .784 
Ag_4 .808 
Ag_5 .860 

Extraction Method: Principal Component Analysis. 
a. 1 components extracted. 
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Table 4-10 
Exploratory Factor Analysis of Agility (Total Variance Explained) 

Total Variance Explained 

Comp 

Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 3.115 62.301 62.301 3.115 62.301 62.301 

Extraction Method: Principal Component Analysis. 
 
Table 4-11 
Reliability Alpha of Agility 

Reliability Statistics 

Cronbach's Alpha N of Items 
.846 5 

 

Correlation 

The table below shows the correlation between job satisfaction, emotional 

intelligence, agility and the interaction term of emotional intelligence and agility.  The 

constructs of emotional intelligence and agility was centered to reduce the effects of 

multicollinearity, which occurs when two or more independent variables used for 

prediction in a multiple regression model are highly correlated.  This effect can introduce 

errors in the coefficient estimates in a multiple regression where a small change in one 

variable can have a dramatic effect on the results and erratically change the model or data 

(Farrar & Glauber, 1967).  As Table 4-12 shows, the effects of EI_AG is dramatically 

reduced when the variables are centered, reducing the coefficient from 0.330 to 0.027.  

The table also a high correlation between the main constructs of emotional intelligence 

and agility because both are present in the interaction term of EI_AG.  
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Table 4-12 
Correlation of Constructs 

 

Correlations 

  JS Sum EI Sum Ag Sum EI_AG 
EI 
Centered 

Ag 
Centered 

EI_AG_
Centere
d 

JS Sum Pearson 
Correlation 1 .242** .276** .330** .242** .276** .027 

Sig. (2-tailed)   .001 .000 .000 .001 .000 .711 
N 191 191 191 191 191 191 191 

EI Sum Pearson 
Correlation .242** 1 .223** .639** 1.000** .223** .067 

Sig. (2-tailed) .001   .002 .000 0.000 .002 .358 
N 191 191 191 191 191 191 191 

Ag Sum Pearson 
Correlation .276** .223** 1 .885** .223** 1.000** .020 

Sig. (2-tailed) .000 .002   .000 .002 0.000 .788 
N 191 191 191 191 191 191 191 

EI_AG Pearson 
Correlation .330** .639** .885** 1 .639** .885** .150* 

Sig. (2-tailed) .000 .000 .000   .000 .000 .038 
N 191 191 191 191 191 191 191 

EI Centered Pearson 
Correlation .242** 1.000** .223** .639** 1 .223** .067 

Sig. (2-tailed) .001 0.000 .002 .000   .002 .358 
N 191 191 191 191 191 191 191 

Ag Centered Pearson 
Correlation .276** .223** 1.000** .885** .223** 1 .020 

Sig. (2-tailed) .000 .002 0.000 .000 .002   .788 
N 191 191 191 191 191 191 191 

EI_AG_Cen
tered 

Pearson 
Correlation .027 .067 .020 .150* .067 .020 1 

Sig. (2-tailed) .711 .358 .788 .038 .358 .788   
N 191 191 191 191 191 191 191 

**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
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Regression and Hypotheses Results 

Multiple linear regression was performed to determine the effects of emotional 

intelligence, agility and their interaction on job satisfaction.  Tables 4-13, 4-14, 4-15 

shows the result of this model.  In summary the data presented below does support H1 

and H2, but there was no support for H3.      

H1: There is a positive relationship between EI and Job Satisfaction - Supported 

H2: There is a positive relationship between Agility and Job Satisfaction - Supported 

H3: There is a multiplicative relationship between EI and Agility with Job Satisfaction – 

NOT Supported 

 
 The results for the regression analysis show that there is significance in the effects 

of emotional intelligence and agility on job satisfaction and that this effect is statistically 

significant.  Table 4-15 shows a standardized coefficient of 0.19 with a significance of 

0.008 for emotional intelligence and a standardized coefficient of 0.234 with a 

significance of 0.001 for agility on the dependent variable of job satisfaction.  

Unfortunately, the interaction effect showed a low standardized coefficient of 0.01 with a 

significance level of 0.888.  These results confirm recent studies that suggest a positive 

effect of emotional intelligence and agility on job satisfaction (Nikkheslat, Saleki, 

Asgharian, & Hojabri, 2012; Trivellas, Gerogiannis, & Svarna, 2013) (Omar, Syed-

Abdullah, & Yasin, 2011).  These results also suggest that the interaction of emotional 

intelligence and agility on job satisfaction might not be present. 

 The regression analysis in Table 4-14 also shows an adjusted R square of 0.096, 

which suggests a predictive value of about 10% of the variance for job satisfaction, is 
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accounted for by this multiple regression.  The significance level presented in Table 4-15 

suggests that this R value is significant. 

 
Table 4-13 
Regression Analysis (Model Summary) 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 .333a .111 .096 2.200 
a. Predictors: (Constant), EI_AG_Centered, Ag Centered, EI Centered 
 
 
Table 4-14 
Regression Analysis (ANOVA) 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 
1 Regression 112.665 3 37.555 7.762 .000b 

Residual 904.812 187 4.839     
Total 1017.476 190       

a. Dependent Variable: JS Sum 
b. Predictors: (Constant), EI_AG_Centered, Ag Centered, EI Centered 
 
Table 4-15 
Regression Analysis (Coefficients) 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 15.048 .162   92.610 .000 

EI Centered .040 .015 .190 2.675 .008 

Ag Centered .122 .037 .234 3.302 .001 

EI_AG_Centered .000 .003 .010 .141 .888 

a. Dependent Variable: JS Sum 
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Magnitude interpretation 

 The magnitude of the constructs have been interpreted for low, moderate and high 

based on distribution.  An alternative method was rejected based on arbitrary 

segmentation.  The data is presented in Figures 4-4, 4-5, 4-6.   

 The distribution of job satisfaction, emotional intelligence and agility after this 

categorization resulted in a fairly normal distribution with approximately a 15/70/15 mix 

of low/moderate/high magnitude rating respectively.    

 

 
Figure 4-4. Magnitude of Job Satisfaction 

	  

 
Figure 4-5. Magnitude of Emotional Intelligence 

Job 
Satisfaction Frequency Percent 
Low <12 25 13 
Mod 13-16 112 59 
High >17 54 28 

Emotional 
Intelligence Frequency Percent 
Low <80 33 17 
Mod 81-100 129 68 
High >100 29 15 
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Figure 4-6.  Magnitude of Agility 

 

Interaction effect in Depth 

 Using the interpretation of construct magnitude, an analysis was performed using 

the Akin & West approach (Aiken, West, & Reno, 1991).  Even though there was no 

significance in the interaction effects of emotional intelligence and agility on job 

satisfaction, a plot was created on the regression terms of low, moderate and high EI and 

Agility on job satisfaction. 

 The results of Figure 4-7 suggest that individuals in a low agility environment 

will experience less job satisfaction as an individual’s emotional intelligence goes up, 

while those in a moderate or high agility environment will experience an increase in job 

satisfaction as an individual’s emotional intelligence increases.  It’s interesting to note 

that the R square is less than 0.10 for all agile environments.  This suggests that the 

relationship is relatively weak. 

 

Agility Frequency Percent 
Low <16 24 13 
Mod 17-26 146 76 
High >26 21 11 
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Figure 4-7. Regression Analysis of EI and Job Satisfaction Grouped by Agility 

	  

The results of Figure 4-8 suggest that individuals with low emotional intelligence 

will not experience any or very little change in job satisfaction regardless of the level of 

agility in their environment, while those with a moderate or high emotional intelligence 

will experience a greater level of job satisfaction as the level of agility increases in their 

environment.  The R square value is less than 0.10 for low and moderate emotional 

intelligence, but the value is 0.143 for the high emotional intelligence group.  This 

suggests that the relationship is weak for individuals with low and moderate levels of 

emotional intelligence, but the relationship is much stronger for individuals with high 

levels of emotional intelligence. 
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Figure 4-8.  Regression Analysis of Agility and Job Satisfaction Grouped by EI 
 

	   Another regression was performed on the sample data with a focus on only those 

with moderate or high emotional intelligence in moderate or high agile environments.  

The results are presented in Figure 4-9, which shows no statistical significance in the 

interaction term, but the significance term is trending lower toward statistical 

significance. 
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	  Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 15.114 .207  72.886 .000 

EI Centered 1.011 .457 .208 2.213 .029 

Ag Centered .631 .294 .216 2.143 .034 

EI_AG_Centered -.708 .550 -.142 -1.286 .201 

a. Dependent Variable: JS Sum 
 
Figure 4-9.  Regression Analysis of Mod/High EI and Mod/High Agility on Job 
Satisfaction 

 
Demographic Variances 

 Finally, a regression analysis of the demographic information was performed 

looking for any statistical significance.  This data is presented in Table 4-16.  

Unfortunately, none of the demographic information showed any statistically significant 

correlation. 

Table 4-16  
Regression Analysis of Demographic Information 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 15.048 .162   92.610 .000 

EI Centered .632 .236 .190 2.675 .008 

Ag Centered .612 .185 .234 3.302 .001 

EI_AG_Centered .034 .240 .010 .141 .888 

2 (Constant) 18.106 1.468   12.337 .000 
EI Centered .724 .246 .217 2.946 .004 
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Ag Centered .518 .189 .198 2.741 .007 

EI_AG_Centered .056 .244 .016 .229 .819 

Age Range .057 .162 .029 .350 .727 
Born -.679 .432 -.126 -1.573 .117 
Gender -.501 .362 -.098 -1.385 .168 
Emp Cat -.110 .426 -.018 -.257 .797 
Org Size -.200 .209 -.069 -.957 .340 
Job Desc -.130 .128 -.074 -1.012 .313 
Value -.544 .345 -.112 -1.578 .116 

a. Dependent Variable: JS Sum 
 

 A further step was taken and a regression analysis was conducted on all 

demographic information variances and most did not yield any significance, but some are 

worthy of mention.  Specifically, there is more predictive power with the research model 

for individuals who are extrinsically motivated rather than intrinsically motivated and for 

males over females.  The data is presented in Table 4-17 and Table 4-18 respectively. 

Table 4-17  
Regression Analysis of Extrinsic Motivator 

Model Summary 

Model 

R 

R 
Square 

Adjusted 
R Square 

Std. Error 
of the 

Estimate 
Value =  
Extrinsic 

1 
.505a .255 .218 2.287 

a. Predictors: (Constant), EI_AG_Centered, EI Centered, Ag 
Centered 
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Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 
Error Beta 

1 (Constant) 
14.698 .291   50.554 .000 

EI Centered 
1.216 .367 .374 3.314 .002 

Ag Centered 
.753 .317 .269 2.378 .021 

EI_AG_Centered 
.162 .334 .054 .484 .630 

a. Dependent Variable: JS Sum 

 
Table 4-18 
Regression Analysis of Males 

Model Summary 

Model 

R 

R 
Square 

Adjusted 
R 

Square 

Std. 
Error of 

the 
Estimate 

Gender =  
Male 

1 
.383a .147 .128 2.119 

a. Predictors: (Constant), EI_AG_Centered, Ag Centered, 
EI Centered 

Coefficientsa,b 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 
Error Beta 

1 (Constant) 
15.178 .188   80.579 .000 

EI Centered 
.769 .257 .250 2.987 .003 

Ag Centered 
.591 .210 .235 2.818 .006 

EI_AG_Centered 
-.003 .256 -.001 -.013 .989 
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  There is also predictive power with the research model for younger employees 

with regards to an agile environment.  There is no statistical significance with regards to 

emotional intelligence.  This data suggests that younger employees respond better to an 

agile environment. 

Table 4-19 
Regression Analysis of Age Range 

Model Summary 

Model 

R 

R 
Square 

Adjusted 
R Square 

Std. Error 
of the 

Estimate 

Age 
Range 

<= 39 yo  
1 

.444a .198 .165 2.320 

a. Predictors: (Constant), EI_AG_Centered, Ag Centered, EI 
Centered 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B 
Std. 
Error Beta 

1 (Constant) 
14.988 .278   53.825 .000 

EI Centered 
.611 .385 .180 1.588 .116 

Ag Centered 
.915 .294 .348 3.110 .003 

EI_AG_Centered 
-.224 .379 -.064 -.593 .555 

a. Dependent Variable: JS Sum 
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CHAPTER 5 

DISCUSSION 

Research Conclusion 

	   The primary objective of this research was to investigate the relationship between 

emotional intelligence and agility with regards to job satisfaction in the IT industry.  The 

intent of the research was to look at the person-environment (P-E) aspect of job 

satisfaction in the IT industry.  The person aspect is represented in terms of the 

individual’s emotional intelligence, while the environment is measured through agility.  

Much research exists linking emotional intelligence to job satisfaction (Nikkheslat, 

Saleki, Asgharian, & Hojabri, 2012; Trivellas, Gerogiannis, & Svarna, 2013); and, 

research also exists linking agility to job satisfaction (Omar, Syed-Abdullah, & Yasin, 

2011).  The intent of this research was to contribute to this literature and investigate its 

practical application.  Agility is a relatively new concept (Edmondson & McManus, 

2007) in the IT industry and further research in this area would add to its incremental 

validity. 

An additional aim of this research was to add to the body of work on this subject 

by examining the interaction effect of P-E (emotional intelligence and agility).  This 

interaction effect was thought to have a multiplicative effect on job satisfaction.  That is, 

the interaction effect of both emotional intelligence and agility would have a greater 

effect than their summative value on job satisfaction.  This type of interaction effect 

would have a great practical implication in the IT industry where training resources are 

often limited.  If job satisfaction can be increased multiplicatively with the same amount 
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of investment in both the person and environment, then the results would be beneficial to 

both the employer and the employees. 

Hypothesis one states that there is a positive relationship between emotional 

intelligence and job satisfaction.  The results of this study suggest that relationship is 

valid.  It also adds support for existing literature (Nikkheslat, Saleki, Asgharian, & 

Hojabri, 2012; Trivellas, Gerogiannis, & Svarna, 2013) that the relationship exists.  The 

standardized coefficient for the regression analysis is 0.19 with a significance level of 

0.008.  These figures are moderately encouraging since the results are statistically 

significant but only with strength of 0.19.   

The results were not surprising, since recognizing and controlling one’s emotions 

and that of others is the central hallmark of individuals with high emotional intelligence.  

This implies a high internal locus of control which is the basis of self-efficacy theory 

(Bandura, 1997). 

There was also no surprise to hypothesis two, which states that there is a positive 

relationship between agility and job satisfaction.  The results of this study suggest the 

relationship is valid and backs up current literature (Omar, Syed-Abdullah, & Yasin, 

2011) .  The strength of this relationship is stronger than emotional intelligence and job 

satisfaction.  The results of this relationship had a standardized coefficient of 0.234 with a 

significance of 0.001.  This result is stronger than the one measured for emotional 

intelligence, and indicates that hypothesis two (agility) has a greater predictive power on 

job satisfaction than hypothesis one (emotional intelligence). 
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The findings suggest, given an agile environment composed of autonomy, 

mastery and psychological relevance, which are the hallmarks of Self-Determination 

theory (Deci & Ryan, Intrinsic motivation and self-determination in human behavior, 

1985), individuals will have a greater level of job satisfaction. 

Contrary to expectations, however, there was no observed interaction effect as 

hypothesized in hypothesis three.  The results of regression analysis for this interaction 

term had a standardized coefficient of 0.010 and a significance value of 0.888.  With the 

results being statistically non-significant, the coefficient is non-relevant. 

Further analysis was conducted using the Akin & West approach (Aiken, West, & 

Reno, 1991) in analyzing the interaction effect.  After determining magnitude for the 

constructs as low, moderate and high, a regression analysis was conducted.  The results 

indicate that in a high or moderate agile environment, there is a positive relationship with 

EI and job satisfaction.  This result was expected; however, in a low agile environment, 

the opposite was observed.  There was an inverse relationship between EI and job 

satisfaction.  Individuals with higher emotional intelligence tend to have less job 

satisfaction in a low agile environment.  This could be because, in a less agile 

environment, individuals with high emotional recognition and regulation are less satisfied 

operating in a rigid environment. 

This phenomenon was also observed in low EI individuals.  When considering 

only individuals with low EI, the agility level had no appreciable influence on job 

satisfaction.  This was not observed with in individual with mod or high EI. 

With this observation, another regression analysis was conducted on the data with 

low EI and low agility removed.  This eliminated 50 sample points and the analysis was 
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conducted on 141 samples.  This analysis also yields no statistical significant result on 

the interaction term. 

Finally a regression analysis was conducted on demographic variances.  While 

there was no clear statistically significant relationship amongst the demographic 

variances, some interesting results to note are with regards to motivation, gender and age. 

The results indicated there is more predictive power with the research model for 

individuals who are extrinsically motivated rather than intrinsically motivated.  Not only 

were the results statistically significant (0.002 for emotional intelligence, 0.021 for 

agility), the coefficient (0.374 for emotional intelligence, 0.269 for agility) was also 

higher for theses extrinsically motivated individuals with an R square of 0.218.  This 

result was counter intuitive, as the expectation was for intrinsically motivated individuals 

to have a greater coefficient and R square value for emotional intelligence and agility on 

job satisfaction.  The expectation was for intrinsically motivated individuals to have 

greater predictive value on job satisfaction since they value intrinsic motivators more 

than external stimuli, and emotional intelligence and agility is predicated on internal cues 

rather than external rewards.  The results would indicate otherwise.  A possible 

explanation could be that extrinsically motivated individuals are clearer on their goals 

and what motivates them and therefore the predictive power of this model is greater for 

those individuals.  

Another conclusion in the analysis is that there is more predictive power with the 

research model for younger employees (<39 yr) with an R square of 0.165 with regards to 

an agile environment and a statistical significance of 0.003.  There is no statistical 
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significance with regards to emotional intelligence.  This data suggests that younger 

employees respond better to an agile environment.     

Research Limitations 

Limitations in this study include internal validity caused by selection bias.  The 

research design did not protect against this occurrence.  Other limitations include 

generalizability, a threat to external validity.  Generalizability is limited given the non-

random sampling approach. 

The results from this study included only people in my direct sphere of influence.  

That is, those individuals that I know, or someone that was referred by someone I know.  

Therefore the sample population in this study tended to skew higher in age and seniority.  

The results might not be generalizable to the general IT population. 

Common method bias also contributed to the limitation of this study given a 

single source questionnaire design.  The questionnaire also relied on self-reported 

behaviors which may not be indicative of actual behavior (Remler & Van Ryzin, 2010).  

Social desirability might also influence the way participants answer the survey.  Although 

each participant was informed that the survey was completely anonymous to control for 

this limitation, social desirability might have influenced their answers (Podsakoff, 

MacKenzie, Lee, & Podsakoff, 2003).   

Another limitation is the scale used to measure agility.  Agility is a theory at the 

early to intermediate stages of development (Edmondson & McManus, 2007); the scales 

are new and still in development.  There are no well-developed instruments to capture the 

agility construct due to the newness of the agile theory (Conforto, Salum, Amaral, da 

Silva, & de Almeida, 2014).  Although the alpha and exploratory factor analysis 
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conducted is consistent with other studies of this construct (Sheffield & Lemetayer, 

2013). 

Finally, the total sample size was 241 responses with more than 20% eliminated 

for one reason or another.  This small sample and modification might have introduced 

errors into the analysis.  In addition, some imputations were made for non-responses to 

certain questions.  This might have skewed or caused erroneous conclusions.   

Future Research 

 Although the results of this study might not have validated the hypothesis of the 

interaction effect of emotional intelligence and agility on job satisfaction in the IT field, it 

still left some unanswered questions.  It seems intuitive and plausible that this effect 

might exist in other populations or in other settings.  Future research could be conducted 

with a more varied population and more participants could be incentivized to participate 

in the survey.   

The current study utilized a self-report survey questionnaire, which is a weak 

indicator of actual behavior (Remler & Van Ryzin, 2010).  Future research could 

investigate the proposed relationship in a semi-experimental setting.  This could be 

accomplished by measuring the constructs before and after emotional intelligence and 

agility training, with time for the participants to utilize what they have learned in a real 

work setting. 

Emotional intelligence remains a disputed construct in management literature.  

Since the Five Factor Personality model has more acceptance and has existed for a longer 
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period of time, perhaps utilizing that construct as an interaction term with agility to 

measure job satisfaction would be a better combination and yield more fruitful results.   

Finally, although the interaction effect was not observed in this study, an 

alternative would be to conduct research to determine whether emotional intelligence or 

agility acts as a moderator to job satisfaction.  This would be in the same line of argument 

that utilizing both P-E would enhance job satisfaction.   

Summary and Application 

It is evident from this study and other recent works in literature that increases in 

emotional intelligence and agility tend to increase job satisfaction (Nikkheslat, Saleki, 

Asgharian, & Hojabri, 2012; Trivellas, Gerogiannis, & Svarna, 2013) (Omar, Syed-

Abdullah, & Yasin, 2011).  One of the primary goals of management in IT is to maximize 

job satisfaction efficiently.  That means having a happy workforce with the minimal 

expenditure of resources.  With labor costs accounting for most of the cost in IT, it is 

essential that employees are satisfied with their jobs.   

In order to consider the complex dynamics of the work place, a combination of 

person-environment (P-E) must be considered to increase job satisfaction.  A focus on 

just developing the individual in emotional intelligence may not be enough.  A focus on 

just developing the environment and implementing agility may not be enough.  From the 

results of this study, we found that agility has no effect on individuals with low emotional 

intelligence; and, conversely, in an environment with low agility, high emotionally 

intelligent individuals will actually be less satisfied with their jobs.  This has important 

implications in practice because there are many environments in the IT field where you 



EI, Agility and Job Satisfaction                                                                                    64	  
	  

will find individuals with low emotional intelligence, and you will find IT shops with 

very little agility.  With the results of this study, we can customize training to each 

situation and perhaps get better results for the investment in emotional intelligence and 

agile training. 

Another benefit for practitioners from this study is that younger males respond 

better to an agile environment.  This finding can benefit training and trainers in adapting 

standard courses to fit the audience.  Finally, the scale used to measure agility in this 

study proved to be highly reliable and consistent with past literature (Sheffield & 

Lemetayer, 2013).  The alpha calculated from this study is in line with recent studies and 

seems like a good measure for agility.  This type of scale is invaluable to practitioners in 

gaining an initial assessment for an agile environment during an initial engagement, 

which typically involves some time and talking to multiple stakeholders to assess the 

agility level in an organization.  This type of scale can greater decrease the time to assess 

and would remove the subjective nature of an agile assessment for an organization. 
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APPENDIX  

Institutional Review Board Application 
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Survey Participant Letter 

To My Fellow IT Professionals, 
 
My name is Paul Lance Chang, and I am a doctoral student at Webster University.  I am 
in the final stages of my dissertation and I need your help.  You have been selected to 
participate in a research study on how emotional intelligence and agile methodology 
affect job satisfaction in the IT industry.  The survey will be conducted through an online 
24-item questionnaire, taking approximately 5 minutes to complete.  The study has been 
approved by the IRB of Webster University (irb@webster.edu).  Your responses and 
participation will remain confidential and is completely voluntary.  You may withdraw at 
any time during the survey process and any foreseeable risks in participating are no 
greater than those encountered in everyday life.   
 
I have been working in the IT field for over two decades as a developer, architect, 
project/program manager and consulting director; and, my goal is to analyze and 
facilitate the relationships between technology, people and process. 
 
In return for your participation, I will gladly share my research results with you.  Please 
send your email address to PaulChang68@webster.edu if you would like to receive a 
copy of the results.  Finally, please help me further my research by forwarding this email 
to any IT professionals you may know, with an encouragement to complete the 
survey.  Thank you.   
 
Follow the link below. For best results, please do not use a mobile device for the survey. 
 
https://webster.co1.qualtrics.com/SE/?SID=SV_7aOqg4J4o78y0It 
 
Sincerely, 
  
Paul Lance Chang    
314-922-8511 
Paulchang68@webster.edu 
 
Chair of Dissertation Committee 
Dr. Julie Palmer-Schuyler 
juliepalmer56@webster.edu 
 

	    



EI, Agility and Job Satisfaction                                                                                    67	  
	  

Survey Flow 

	   	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	  

	   	  

Q.	  2-‐4:	  	  Likert	  Scale	  Items	  Measuring	  Job	  
Satisfaction	  

Q.	  5-‐20:	  	  Likert	  Scale	  Items	  Measuring	  
Emotional	  Intelligence	  

Q.	  26-‐31	  Demographic	  Questions:	  

• Age Range 
• Sex 
• US/Foreign Born 
• Consultant/Contractor or Employee 
• Company size of work location 
• Job Title 

End	  of	  Survey	  

Introduction	  Statement	  

Q.	  1:	  Do	  you	  work	  in	  the	  IT	  industry	  
(includes	  disciplines	  such	  as	  BA,	  QA,	  DBA,	  

Project	  Managers,	  etc…)	  

Thank	  you	  for	  participating:	  
Terminate	  Survey	  

No	  

Yes	  

Q.	  21-‐25:	  	  Likert	  Scale	  Items	  Measuring	  
Agility	  
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Emotional Intelligence Scale 

	  	   Strongly	  
Disagree	   Disagree	   Somewhat	  

Disagree	  

Neither	  
Agree	  nor	  
Disagree	  

Somewhat	  
Agree	   Agree	   Strongly	  

Agree	  

I	  have	  a	  good	  
sense	  of	  why	  I	  
have	  certain	  
feelings	  most	  
of	  the	  time.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  have	  a	  good	  
understanding	  
of	  my	  own	  
emotions.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  really	  
understand	  
what	  I	  feel.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  always	  know	  
whether	  or	  not	  
I	  am	  happy.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  can	  always	  
determine	  my	  
friends'	  
emotions	  
based	  on	  their	  
behavior.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  am	  a	  good	  
observer	  of	  
others'	  
emotions.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  am	  sensitive	  
to	  the	  feelings	  
and	  emotions	  
of	  others.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  have	  a	  good	  
understanding	  
of	  the	  
emotions	  of	  
the	  people	  
around	  me.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  always	  set	  
goals	  for	  myself	  
and	  then	  try	  
my	  best	  to	  
achieve	  them.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  
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I	  always	  tell	  
myself	  that	  I	  
am	  a	  
competent	  
person.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  am	  a	  self-‐
motivated	  
person.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  always	  
encourage	  
myself	  to	  try	  
my	  best.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  am	  able	  to	  
control	  my	  
temper	  and	  
handle	  
difficulties	  
rationally.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  am	  quite	  
capable	  of	  
controlling	  my	  
own	  emotions.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  can	  always	  
calm	  down	  
quickly	  when	  I	  
am	  very	  angry.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

I	  have	  good	  
control	  of	  my	  
own	  emotions.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

	  

Satisfaction Scale 

	  	   Strongly	  
Disagree	   Disagree	   Slightly	  

Disagree	  
Slightly	  
Agree	   Agree	   Strongly	  

Agree	  

In	  general,	  I	  do	  not	  like	  my	  job.	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

All	  in	  all,	  I	  am	  satisfied	  with	  my	  
job.	  

m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

In	  general,	  I	  like	  working	  here.	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  
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Agility Scale 

Through	  action	  and	  policy,	  does	  your	  project	  or	  organization	  value	  the	  following?	  

	  	   Never	   Rarely	   Occasionally	   Often	   Very	  
Often	   Always	  

Individuals	  and	  interactions	  over	  
processes	  and	  tools	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

Working	  product	  over	  
comprehensive	  documentation	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

Customer	  collaboration	  over	  
contract	  negotiation	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

Responding	  to	  change	  over	  
following	  a	  plan	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  

Flexibility	  of	  product	  lifecycle	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	   m	  	  	  	  
	  

Demographic and Control Questions 

Age Range (20<, 20-29, 30-39, 40-49, 50-59, >60) 

Sex (M/F) 

US/Foreign Born 

Consultant/Contractor or Employee 

Company size of work location (100<, 101-500, 500>) 

Job Description 
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