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 Graduates in mismatched careers with their personalities often feel 

dissatisfied and less productive. This research aims at assessing occupational 

congruence and occupational satisfaction of graduates in Kenya, informed by 

Holland’s theory. Objective of the study is to investigate the mediating effect 

of congruence on the relationship between Holland’s personality types and 

occupational satisfaction. A longitudinal cohort research design was adopted, 

involving participants from a 2012 study, with 76 respondents participating. 

Data was collected using Holland's Self-Directed Search (SDS) 4th Edition 

questionnaire and an interview schedule. Logistic regression was used to 

examine the mediating effect of congruence on the relationship between 

personality types and occupational satisfaction. Results indicated that the 

mediating effect of congruence was statistically significant at (p<0.05). This 

study provides additional empirical evidence for the educational institutions, 

career counsellors, and employers for policy making. Additionally, Holland’s 

classification tool can be used for career guidance to align students with 

suitable academic fields and ensure congruence of learners with academic 

programmers, and that of employees with their careers resulting to employee 

satisfaction. 
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1. INTRODUCTION 

Career development is a gradual process influenced by a series of choices that shape one’s career path 

[1]. From primary to tertiary education, individuals are exposed to various environments that eventually 

influence their workplace dynamics [2]. These choices, whether they align with the individual and the 

environment or not, carry over to the workplace [3]. People seek environments aligned with their personality 

types and engage in activities that utilize their abilities [4]. Consequently, they align their skills and interests 

with suitable careers [5], [6]. The choice of occupation influences the development of interests and how 

individuals adapt to different environments [7], [8]. Interests also shape personality and abilities since 

environmental preferences affect experiences [9], thus influencing trait development over time [10]. This 

developmental process continues throughout an individual’s life and stabilizes in adulthood [1], [11], indicating 

developmental adaptations that enable individuals to adapt in everyday life [12]. Super’s career stage model 

[13], categorizes the age period between 25-44 years as the establishment stage, while Erickson’s classifies the 

same period as the young adulthood stage [13]. During this stage individuals look for commitment, 

involvement and acquisition of competency on their careers; integrate work and personal spheres in an attempt 

to identify their life aims [14]. 

https://creativecommons.org/licenses/by-sa/4.0/
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When individuals’ express preferences in education, occupation, and leisure, they select environments 

and opportunities that allow them to express their talents and personalities [7]. Choosing an occupation is an 

expressive act reflecting a person's motivation, knowledge, personality, and ability [15], [16]. Therefore, 

occupations represent a way of life, encompassing more than just isolated work functions or skills. 

In Kenya, joblessness and employees’ dissatisfaction are driving many graduates to accept any job 

opportunity or start their own businesses, often in fields unrelated to their degree programs, as a means of 

survival [17]. It is unclear if these graduates maintain career congruence, and how this congruence, influences 

the relationship between personality types and occupational satisfaction. Considering the significant time 

invested in career development and aligning careers with suitable work environments, a standardized method 

for determining personalities and corresponding environments could streamline graduate employment. This 

study therefore, aims to examine the mediating effect of occupational congruence on the relationship between 

Holland’s personality types and occupational satisfaction. The results of this study will add to the growing 

body of literature in education that focuses on career guidance, career choices and occupational satisfaction. 

The results of the study provide evidence on literature supporting the mediating effect of congruence on the 

relationship between personality types and occupational satisfaction. The study will inform policymakers in 

the Ministry of Education to formulate comprehensive career guidance programs to allow for informed career 

choices. On the other hand, organizations will benefit from the Hollands Self-Directed Search (SDS) tool to 

place employees and assign tasks based on employees’ interests and abilities. 

Personality traits encompass the consistent behaviors, thoughts, and emotional patterns that 

differentiate individuals [11], [18]. While relatively stable, these traits can change throughout a person's life 

and predict significant life events such as relationship success, financial security, physical well-being, and 

perseverance [19], [20]. People express preferences in education, careers, and leisure activities that align with 

their personality, showcasing their abilities, interests, and skills [7]. Occupational satisfaction refers to the 

degree of personal enjoyment derived from work and impacts both individual job outcomes and organizational 

performance [21]. Personality traits are associated with the degree of job satisfaction [22]−[25] in that 

personality traits such as extraversion; agreeableness, openness to experience, and conscientiousness have a 

significant positive relationship with job satisfaction. Furthermore, as employees age, their levels of 

agreeableness and conscientiousness generally increase, while neuroticism decreases [26], [27]. Older 

employees tend to exhibit better organizational citizenship behavior and less counterproductive behavior, such 

as substance misuse, workplace hostility, lateness, and absenteeism [13], [28]. 

Alignment between personality type and work environment, known as congruence [4], enhances 

individual satisfaction and productivity. Individuals seek environments that fit their personalities, creating a 

person-environment fit [29], crucial for personnel selection and retention [30]. Better fit leads to higher job 

satisfaction, employee well-being, and lower turnover rates [29]. Effective career planning matches job 

requirements with personal aptitudes, interests, and expectations, leading to better career adjustment [2]. Career 

choices based on personal interests and abilities result in higher job satisfaction and productivity [31], [2]. 

Alkhelil [2], suggests further studies to evaluate the satisfaction of such employees who choose careers based 

on their personalities after many years into their occupations. Thus, this paper addresses the gap. 

In the process of career selection, personal characteristics are important, since employees are more likely 

to be proactive in carrying out their duties when there is a high level of unity between openness to experience and 

job characteristics Kim et al. [6]. The study of [6] was done on college students, and it would be prudent to carry 

out a similar study on a working population. There is a relationship between career choices and personality types 

since college students choose their programs of study based on their interests. Studies in Kenya indicate that 

students often choose degree programs aligned with their personalities, leading to satisfaction [31], [32]. However, 

further research is needed to assess this congruence after graduation and job market entry. 

Albert Bandura’s social learning theory, posits that behaviors can be learned, unlearned, or relearned 

through observation and imitation, suggesting that personality types may change and influence career choices 

and satisfaction [9]. Job satisfaction is brought about when there is a match between the individual’s personality 

types and the work environment, i.e. congruence [4]. However, incongruence may come up when graduates 

accept available jobs as a means of survival leading to dissatisfaction [17]. Maslow’s hierarchy of needs theory 

[33], argues that job satisfaction occurs when work environments meet individuals' priority needs. This study 

aims to investigate how work environment choice and congruence affect the relationship between personality 

types and occupational satisfaction. 

This paper is guided by Holland’s theory [4], which argues that people can be classified into six 

personality types (realistic, investigative, artistic, social, enterprising, and convetional (RIASEC)) and that the 

six personality types have corresponding work environment (RIASEC). In addition, the theory argues that 

people make career decisions to satisfy their orientations and personalities. Therefore, individuals seek for 

work environments that correspond to their personality types. For example, a realistic personality type in a 

realistic work environment. Figure 1 shows the six personality types/work environments. 
 



                ISSN: 2089-9823 

J Edu & Learn, Vol. 19, No. 3, August 2025: 1238-1249 

1240 

 
 

Figure 1. Holland's hexagonal model for personality types and vocational interests 

 

 

Holland defines the alignment between a personality type and work environment as congruence. For 

example, an individual with an artisitic personality is congruent if placed in an artistic work environment. but 

incongruent if in a conventional environment. According to Holland's theory, congruence leads to job 

satisfaction, while incongruence results in job dissatisfaction. Gitonga et al. [5] applied this theory to categorize 

university students' personality types and degree programs. This paper examines the longitudinal applicability 

of Holland’s assumptions, focusing on the moderating effects of occupational choice and the mediating effects 

of congruence on occupational satisfaction. 

 

 

2. METHOD 

2.1.  Participants and procedure 

The study adopted a longitudinal cohort research design, selecting participants from an initial study in 

2012 when they were university students [32]. This cohort was representative, fitting the definition by [34], [35]. 

The research design followed up on [32] earlier work, conducted ten years apart. According to Super’s model, the 

age range of 25-44 years is the establishment stage of career development [13]. The researcher contacted all 112 

respondents from the initial study who had completed the SDS questionnaire and provided contact details. Out of 

these, 76 agreed to participate in the follow-up study in 2023, using the same SDS tool for the second time. The 

study collected both qualitative and quantitative data, employing mixed methods to offer a comprehensive view 

on the persistence of personality types, consistency of career choices, and occupational satisfaction. Qualitative 

data provided deeper insights, complementing the quantitative data [36], [37]. 

 

2.2.  Instruments 

Primary data was collected using an adapted SDS questionnaire, comprising three sections. Section A 

comprised the respondent's demographic data. Section B comprised of the personality types of the individuals 

namely: realistic (R), investigative (I), artistic (A), social (S), enterprising (E), and conventional (C). The 

respondents were required to check the boxes in the SDS test for “L” (likes) and “D” (dislikes); the totals were 

recorded in the boxes shown on the test. The researcher then counted the Ls, and picked the three top scores, 

e.g., RIA, whereby the highest, R, was the profile with the highest score, hence the individual’s personality. 

Section C contained Likert scale with statements to describe the respondent’s feelings concerning their current 

levels of occupation satisfaction. Data was gathered using a score of (1) satisfied and (2) dissatisfied, generated 

from a Likert scale, containing scores ranging from 1-5. The statements in the Likert scale assessed 

respondents’ feelings regarding their occupation satisfaction, which were scored at five levels: The item 

contained a five-point scale (5=strongly agree (SA), 4=agree (A), 3=undecided (U), 2=disagree (D), and 

1=strongly disagree (SD). The expected outcomes were either respondents were satisfied or dissatisfied with 

their occupations. The scores were dichotomized to have two categories of levels of satisfaction i.e. scores 

between 1-2.4 on average were considered dissatisfied, while scores between 2.5-5 on average were considered 

satisfied with the occupation. The questionnaire provided standardized guidelines for all participants, while an 

interview guide was employed to delve deeper into respondents' perspectives on their work environments, 

using a set of five questions. The researcher aimed to interview all study participants, gathering information 

until data saturation was reached [38], [39]. 
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2.3.  Data analysis 

Quantitative data underwent analysis through descriptive and inferential statistics, and results 

presented using percentages and frequencies. A logistic regression analysis was employed to establish the 

relationship between choice of work environment, congruence of career choices, and occupational satisfaction. 

Due to the data's binary nature, logistic regression was the appropriate model for analyzing such data. A model 

specified in (1) was applied. 

 

log⁡ (
𝑝

1−𝑝
) = 𝛽0 + 𝛽1⁡𝑋1 + 𝛽2⁡𝑋2 +⋯+ 𝛽𝑛𝑋𝑛 +έ (1) 

 

Where p is the probability of interest/success, 1-p is the probability of failure, βo is the intercept, β1, β2, βn are 

the regression coefficients of respective independent variables, X1 is the personality types, X2 is the congruence 

of career choices, X3 is the work environment, and έ is the error term. 

The researcher assessed the mediating effect of congruence on the relationship between personality 

types and occupational satisfaction, the researcher categorized work environment into the six categories 

according to Holland’s classification. Congruence was measured using the C index proposed by Brown and 

Gore [40]. The index uses the formula as shown in (2): 

 

𝐶⁡ = ⁡ [3(𝑥) ⁡+ ⁡2(𝑥) ⁡+ ⁡1(𝑥)] (2) 

 

Where x is a score of 3, 2, 1, or 0 assigned to each comparison according to the hexagonal distance between 

the letter (3=identical person and environment letters, 2=adjacent hexagonal letters, 1=alternate hexagonal 

letters, and 0=opposite hexagonal letters). Using the formula, the highest score for congruence is 18, and the 

lowest is 0. In this study, scores between 0-8 would be considered incongruent, and scores between 9 and 18 

would be congruent. 

Further, the researchers analyzed the mediating effect of congruence on the relationship between 

personality types and occupational satisfaction using the Baron and Kenny [41] four steps as shown in Figure 2. 

The following four steps were taken: 

- Step 1: demonstrate a significant relationship between the independent and dependent variables (see Path 

C in Figure 2). It is represented by (3). 

 

𝐷𝑉⁡ = 𝛽0⁡ + ⁡𝛽1⁡(𝐼𝑉) ⁡+ ⁡Ɛ (3) 

 

- Step 2: show that the independent variable is related to the mediator. The researcher treated the mediator 

variable as a dependent variable in this case. The researcher tested Path A (see Figure 2) using (4): 

 

𝑀𝐸𝑉⁡ = 𝛽0⁡ + ⁡𝛽1⁡(𝐼𝑉) ⁡+ ⁡Ɛ (4) 

 

- Step 3: show that the mediator variable relates to the dependent variable (see Path B in Figure 2). It is established 

by controlling for the effects of the independent variable on the dependent variable, as shown in (5): 

 

𝐷𝑉⁡ = 𝛽0⁡ + ⁡𝛽1(𝑀𝐸𝑉) ⁡+ ⁡Ɛ (5) 

 

- Step 4: show that the strength of the relation between the independent and the dependent variable is 

significantly reduced when the mediator is added to the model (see Path C in Figure 2), as shown in (6): 

 

𝐷𝑉⁡ = 𝛽0⁡ + ⁡𝛽1⁡(𝐼𝑉) ⁡+ ⁡𝛽2⁡(𝑀𝐸𝑉) ⁡+ ⁡Ɛ (6) 

 

 

 
 

Figure 2. Mediating relationship between the IV and DV 
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The mediation variable acts as a full mediator if the relationship between independent and dependent 

variables will not differ from zero after including the mediator in the model. If the relationship becomes 

significantly smaller but still greater than zero, the mediator is considered a partial mediator. The mediation 

amount, also known as the indirect effect, refers to the combined effects of Path A and Path B in Figure 2. 

Qualitative data analysis involves obtaining detailed information on the study topic, identifying 

patterns and trends from collected information, and organizing it into meaningful categories and codes [39]. 

These codes are then grouped into themes and presented narratively. Qualitative data analysis complements 

and enriches quantitative data analysis [42]. 

 

 

3. RESULTS AND DISCUSSION 

3.1.  Demographic results 

3.1.1. Personality types 

The distribution of respondents according to personalities was investigated and the results are as shown 

in Table 1. The results in Table 1 compares the personality types between 2012 and 2023 studies, demonstrating 

representation of all six types according to Holland’s classification. Fluctuating numbers between personality 

types suggest potential changes over time; for instance, the social personality increased from 17 to 22, while the 

enterprising personality decreased from 20 to 14, indicating that personality types may change over time. 

 

3.1.2. Academic environment and work environments 

The distribution of respondents according to their academic environment (2012) and work 

environments (2023) was investigated, and the results are as shown in Table 2. Results in Table 2 presents 

Holland’s classification, depicting all six work environments concerning academic degree (2012) and current 

occupation (2023). The results indicate notable shift from one environment to another, with individuals 

transitioning from their studied degree programs to different work environments. For example, while only one 

respondent pursued economics at the college level (classified as conventional), this number increased to 11 in 

the work environment. Conversely, the number of respondents in the enterprising work environment exceeded 

those in business-related academic courses, indicating a shift towards enterprising occupations. However, some 

classifications experienced a decrease in work environments; for instance, while 21 students pursued science 

programs (investigative) in college, only nine continued in the same field of work. This suggests a dynamic 

transition among different occupational categories. 

 

 

Table 1. Comparison between 2012 and 2023 personalities 

Personalities 
Frequency Percentages 

2012 2023 2012 2023 

Realistic 3 4 3.9 5.3 
Investigative 6 5 7.9 6.6 

Artistic 15 13 19.7 17.1 

Social 17 22 22.4 28.9 
Enterprising 20 14 26.3 18.4 

Conventional 15 18 19.7 23.7 

Total 76 76 100.0 100.0 

 

 

Table 2. Comparison between academic degree and work environments 

Environments 
2012 2023 

Academic disciplines Frequency % Work environments Frequency % 

Realistic Engineering 6 7.9 Engineering 5 6.6 
Investigative Sciences 21 27.6 Sciences 9 11.8 

Artistic Creative and performing arts 6 7.9 Creative and performing arts 5 6.6 

Social Education 32 42.1 Education 27 35.5 
Enterprising Business 10 13.2 Business 19 25.0 

Conventional Economics 1 1.3 Economics 11 14.5 

Total 76 100.0 Total 76 100.0 

 

 

3.2.  Occupational satisfaction 

3.2.1. Occupational satisfaction levels based on academic environments and occupational environments 

The satisfaction levels within the academic environment was determined and the results were 

presented in Table 3. From Table 3, a majority of the respondents (63.2%) were satisfied with their academic 

programs back in college, while 36.8% were dissatisfied. The enterprising category, which entails courses in 
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business, had the highest (70%) level of satisfaction, while the one student who was in the conventional 

category was dissatisfied. 

Further, the satisfaction distribution of the work environments was analyzed and presented  

in Table 4. From Table 4, a majority (90%) of the respondents were satisfied with their career occupations, 

while 9.2% were dissatisfied. Based on the results presented in Tables 3 and 4, both academic and work 

environment, the enterprise category (business) had the highest degree of satisfaction, 70% for the academic 

environment and 100% for the work environment. It is evident that overall satisfaction levels improved from 

63.2% in the academic environment to 90.8% in the work environment, and dissatisfaction was reduced. This 

implies occupational satisfaction increased over time. 

 

 

Table 3. Satisfaction levels based on academic 

environments 
Satisfaction levels 

Academic 

environment 

Satisfied Dissatisfied Total 

N % N % N % 

Realistic 3 50.0 3 50.0 6 100 

Investigative 12 57.2 9 42.8 21 100 
Artistic 4 66.7 2 33.3 6 100 

Social 22 68.7 10 31.3 32 100 
Enterprising 7 70.0 3 30.0 10 100 

Conventional 0 0.0 1 100.0 1 100 

Total 48 63.2 28 36.8 76 100 
 

Table 4. Satisfaction levels based on work 

environments 
Satisfaction levels 

Work  

environment 

Satisfied Dissatisfied Total 

N % N % N % 

Realistic 5 100.0 0 0.0 5 100 

Investigative 7 77.8 2 22.2 9 100 
Artistic 3 60.0 2 40.0 5 100 

Social 26 96.3 1 3.7 27 100 
Enterprising 19 100.0 0 0.0 19 100 

Conventional 9 81.8 2 18.2 11 100 

Total 69 90.8 7 9.2 76 100 
 

 

 

3.3.  Respondents’ degree of congruence 

The study investigated the congruence between the personality types tested in 2012 and the academic 

degree studied in 2012. The results are shown in Table 5. Results in Table 5 indicates incongruent individuals 

in the 2012 study, with 10 males and 10 females, compared to 2023, where there were 12 incongruent males 

and 8 incongruent females. Although overall congruence levels remained constant between 2012 and 2023, 

there were gender differences. The number of incongruent males increased over time (from 10 to 12), while 

congruent males decreased (from 25 to 23). Conversely, incongruent females decreased (from 10 to 8) over time, 

while congruent females increased (from 31 to 33) between 2012 and 2023. 

 

 

Table 5. Congruence of personality types and academic degree/work environment 

Congruence 
Gender 2012 Gender 2023 

Total 
Percent 

Male Female Male Female (%) 

Incongruent 10 10 12 8 20 26 

Congruent 25 31 23 33 56 74 
Total 35 41 35 41 76 100 

 

 

3.3.1. Congruence levels in relation to the individual’s environment and personality type 

The congruence levels in relation to individual environment was investigated and the results were 

presented in Figure 3. Social environment had the highest congruence rate (34.2%), whereas the realistic 

environment had the lowest (2.6%) as indicated in Figure 3. Conversely, the enterprising environment showed 

the highest incongruence rate (9.2%), while social work and artistic environments had the lowest (1.3%). This 

suggests that a significant proportion of congruent individuals were in the social category, which includes 

professions such as teaching. Thus, it indicates that many teachers chose their careers based on their interests. 

In addition, the level of congruence was investigated in relation to personality types and the results 

were presented in Figure 4. Social personality types were more harmonious (25%), while realist was lowest 

(3.9%), as shown in Figure 4. Furthermore, the conventional personality was the most incongruent (7.8%), and 

realistic and investigative personalities were the lowest (1.3%). 

 

3.3.2. Congruence and occupational satisfaction 

The study investigated congruence in relation to occupational satisfaction, and the results were presented 

in Figure 5. Majority of congruent respondents (51) expressed satisfaction with their occupations, while only 5 

respondents were dissatisfied, as illustrated in Figure 5. Furthermore, 18 congruent respondents reported 

satisfaction, with 2 expressing dissatisfaction. These findings suggest a strong correlation between congruence 

and occupational satisfaction, with most congruent individuals reporting satisfaction, and vice versa. 
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Figure 3. Congruence levels in relation to the individual’s environment 

 

 

 
 

Figure 4. Congruence levels in relation to individual personality types 

 

 

 
 

Figure 5. Congruence and occupational satisfaction 

 

 

3.4.  Mediating effect of congruence on the relationship between personality types and occupational 

satisfaction 

The mediating effect of congruence on the relationship between personality types and occupational 

satisfaction was analyzed using the Baron and Kenny approach. In the first step, logistic regression was used 

to test the level of significance between Holland’s personality types (IV) and occupational satisfaction (DV), 

and the results were presented in Table 6. Table 6 shows personality types as the independent variable and 

occupational satisfaction as the dependent variable. A positive significant effect exists between personality 

types and occupational satisfaction (B=0.127, P<0.05). Hence, the first condition has been fulfilled as per 

Baron and Kenny. 
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Table 6. Regression analysis model between personality types and occupational satisfaction 
Model B S.E Wald df Sig Exp (B) 

(Constant) 0.373 0.082 20.70 1 0.000 1.45 
Personality types 0.127 0.019 44.6 1 0.000 1.14 

 

 

In the second step, regression analysis model was run between Holland’s personality types (IV) and 

congruence (MEV) to show the relationship between the independent variable and the mediator. The researcher 

treated the mediator variable as a dependent variable and the results were presented in Table 7. Table 7 shows 

personality types as the independent variable and congruence as the dependent variable. A positive significant 

effect (B=0.243, P<0.05) exists between congruence and personality types. This implies that personality types 

impact on an individual’s congruence and vice versa, thus fulfilling the second condition. In the third step, a 

regression analysis was undertaken between congruence (MEV) and occupational satisfaction (DV) to show the 

relationship between the mediating variable and the dependent variable and the results were presented in Table 8. 

Table 8 shows congruence as the independent variable and occupational satisfaction as the dependent 

variable. A positive significant effect (B=0.350, P<0.005) exists between congruence and occupational 

satisfaction. This implies that congruence influences occupational satisfaction. The more congruent an 

individual is, the more satisfied they are with their occupation. In the fourth and last step, regression analysis 

was carried out to investigate the statistical significance of Holland’s personality types and occupational 

satisfaction in the presence of congruence as the mediating variable. The results of the regression model were 

as shown in Table 9. 

From Table 9, using Nagelkerke R square (0.851) indicates that the model is capable of explaining up 

to 85.1% of variations when predicting occupational satisfaction using congruence and personality types. Since 

it is high, the model is adequate, thus it was used and data was presented in Table 10. Table 10 shows that 

personality types and congruence have a positive significant effect on occupational satisfaction (B=0.078,  

B=0.109, p<0.05). The effect of personality types on occupational satisfaction is still significant in the presence 

of a mediating variable. Comparing the beta value in step 1 (0.127) and, the beta value in step 4 (0.109), shows 

that after controlling the factor mediator, the beta value is reduced. This means that there is a partial mediation 

effect, therefore, indicating that, congruence partially mediates the relationship between Hollands personality 

types and occupational satisfaction. 

 

 

Table 7. Regression analysis between personality 

types and congruence 
Model B S.E Wald df Sig Exp (B) 

(Constant) 0.283 0.101 7.84 1 0.000 1.33 

Personality types 0.243 0.023 111.5 1 0.000 1.28 

  
 

Table 8. Regression analysis between congruence 

and occupational satisfaction 
Model B S.E Wald df Sig Exp (B) 

(Constant) 0.650 0.055 139.2 1 0.000 1.92 

Congruence 0.350 0.065 28.9 1 0.000 1.42 

  
 

 

Table 9. Model summary for mediating effect of congruence on the relationship between Hollands 

personality types and occupational satisfaction 
Step -2 Log likelihood Cox & Snell R square Nagelkerke R square 

1 6.620a 0.416 0.851 

 

 

Table 10. Regression analysis between personality types and occupational satisfaction in presence of 

congruence 
Model B S.E Wald df Sig Exp (B) 

(Constant) 0.395 0.087 20.61 1 0.000 1.48 
Congruence 0.078 0.096 0.66 1 0.000 1.08 

Personality types 0.109 0.030 12.96 1 0.002 1.12 

 

 

3.5.  Qualitative analysis 

Respondents were interviewed on their feeling about their current occupations. Respondent 012 had 

the following to say about their occupation: 

 

“I always wanted to be a teacher even in my primary school. I studied bachelor of education (arts). 

Two years after completion, I was absorbed by Teachers Service Commission (TSC), and I am now a 

Deputy Principal in a secondary school. I love what I do.” 
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Respondent 012 studied a bachelor of education (social environment), and is currently working as a 

teacher (social environment). This means that there is a match between the degree program and the work 

environment. In addition, the Respondent, selected bachelor of education at college level because they were 

interested in the field of teaching.  

On the other hand, it is evident that those who were incongruent in academic program were also 

incongruent in work environment. For example, Respondent 007, studied social work (social environment), 

which was not her interest, but the university placement agency placed her in the degree program. She 

eventually got a job as a social worker. Still, she stated: 

 

“I am currently searching for a scholarship to study medical laboratory (investigative environment), 

which has been my passion”. 

 

The respondent believes the change will lead to congruence and satisfaction at work. 

The changes in work environment and personalities may be as a result of mismatch between the 

academic degree program and the personality of an individual. For example, Respondent 001, who studied a 

degree in engineering (realistic environment), is currently engaging in business (enterprising environment); 

 

“My first degree was in engineering. It was not my choice; my parents dictated the program. I went 

back to school and studied for a bachelor of commerce, which was my interest. Recently, I started my 

own business, and I love what I do.” 

 

Incongruence cases may result from a lack of employment opportunities, for example, Respondent 

003 who studied a program in realistic environment ended up in a social environment due to lack of 

employment; 

 

“I don’t like my current job; I studied art and design in college. However, I waited for formal 

employment which was not forthcoming. I decided to look for a teaching job in a private school. I am 

currently a teacher in the school. I am hopeful that one day I will get a job in my profession because 

I would still like to practice art and design.” 

 

This implies that individuals may find themselves in incongruent occupations as they search for means to meet 

their needs in life. 

Life experiences may cause the shift from one personality type, leading to a different work 

environment. For example, Respondent 007, in an investigative environment (chemistry), said that his interests 

changed while at the work place due to the environment, and he ended up in a conventional field (banking): 

 

“I studied analytical chemistry in campus after being placed by the joint admission board (JAB).  

I tried changing the course but I was not successful. After completing my first degree, I joined a bank 

as a sales person. I became interested in banking-related things. I studied SDSCPA courses then a 

diploma in management and focused on working in the banking sector to date. I am happy now.” 

 

3.6.  Discussion 

This study investigated the mediating effect of congruence on the relationship between personality 

types and occupational satisfaction. While earlier studies investigated the relationship between personality 

types and occupational satisfaction, and career choice and occupational satisfaction, they have not specifically 

addressed the mediating effect of congruence on the relationship between personality types and occupational 

satisfaction. The study’s findings revealed that the mediating effect of congruence was found to be statistically 

significant at p<0.05, thus, rejecting the null hypothesis that there is no mediating effect of congruence on the 

relationship between Holland’s personality types and occupational satisfaction; consequently, supporting the 

alternative hypothesis that there is a mediating effect of congruence on the relationship between Hollands 

personality types and occupational satisfaction. 

The findings of the study indicate that changes from academic to work environments could be 

attributed to personality shifts influencing job changes as individuals seek alignment between their 

personalities and their jobs [15]. Alternatively, such changes may result from incongruence between academic 

programs and career paths, prompting individuals to seek roles that are congruent [4]. The findings of the study 

reveal that the majority of respondents were more satisfied with their careers compared to their academic 

degrees. This could be attributed to respondents being in stable employments, indicated by their placement in 

the establishment stage [13] and Erickson’s young adulthood stage [14]. As individuals mature, their work 

attitudes tend to improve, leading to more positive opinions and attitudes at work, ultimately resulting in 
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occupational satisfaction [26], [27]. Older employees have developed positive relationships and values in the 

workplace [28], thus the improvement from the academic environments to their work environments. 

Majority of the respondents were congruent with both academic and work environments indicating 

they maintained this congruence over time. Thus, supporting the argument that individuals seek, and are 

selected into environments compatible with their personalities [8], creating a person-environment fit, hence 

making vocational choices a process and not a random event [29]. Personality influences the essential choices 

that individuals make in life including education and career [8]. Subsequently, good career planning leads to 

good career adjustment [2], hence job satisfaction. 

Incongruence may be as a result of graduates moving to an incongruent field due to economic 

pressures [33]. The mismatch between education and occupation arises when individual try to adjust due to 

imbalances between demand and supply and the lack of job opportunities for particular occupations [17], [18]. 

Rapid changes in the labor markets nature and structure, force graduates to either accept available jobs, 

remaining unemployed or start their own business as a survival tactic [29], [30]. This leads to occupational 

dissatisfaction [4]. 

This study explored the congruence of career choices and its mediating effect on personality types and 

occupational satisfaction using a longitudinal approach, carried out ten years after the initial study. As such, 

some of the contacts were no longer active thus reducing the sample size. Therefore, based on the limitations 

of this study, further research is recommended to carry out similar study but with a larger population over a 

period of time with shorter year gaps to get access to a larger population. 

This study demonstrates that Hollands SDS tool can be used to classify individuals into personality 

types (RIASEC) and further group them into matching work environments (RIASEC). As such, the policy 

makers in the Ministry of Education, career counsellors and employers will benefit from the standardized way 

of identifying people and placing them into corresponding academic programmers or occupations. Ensuring 

congruence with academic programmers and careers will contribute to the employees’ satisfaction, thus 

increasing their productivity. Further studies may explore the use of the Hollands tool with a larger population 

to ascertain its reliability and validity among the Kenyan population. Future research may also explore the use 

of the Hollands SDS too for recruitment. It would also be useful to carry out a study on the match of the skills 

offered at the university and the requirements of the job market. This would help in explaining the cases of 

incongruence of individuals between their personalities and work environment as well as the inconsistency 

cases between the academic degree and work environment. 

 

 

4. CONCLUSION 

Recent observations suggest that congruence and personality types have a direct link with 

occupational satisfaction. Our findings provide conclusive evidence that the presence of congruence plays a 

mediating role in ensuring occupational satisfaction among the employees. Moreover, our study provides 

evidence that personality types, occupational congruence and satisfaction can be investigated using a 

longitudinal approach. Individuals whose personality types match with their jobs are found to enjoy their 

careers thus leading to job satisfaction. Occupational satisfaction has been found to contribute to increased 

employee productivity in organizations. Understanding these relationships can help educational policymakers 

and employers to create policies and environments that pay attention to individual’s match of their personality 

types and career interests (congruence). Consequently, organizations will recruit employees based on their 

interests, thus bringing about occupational satisfaction. On the other hand, educational institutions will place 

students into academic programmers that match with individuals’ interests and abilities. The findings of our 

study can serve as a basis for further studies on Holland’s SDS tool, and its application on career guidance and 

job recruitment process. 
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