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Values, attitudes, and personalities’ play an important role in influencing the behavior and choices of individuals in an organizational setting towards achieving job performance and job satisfaction.  According to Schwartz (2006) values are desirable, trans-situational goals that change based on significance; serving as guiding principles in individual's lives. Uçanok, (2008) posit that values are classified either as terminal values or instrumental values. Instrumental values refer to a mode of behavior whereas terminal values are autonomous end-states of being that an individual attempts to accomplish. At the organizational setting, shared values are not only considered as a main determining element of organizational culture but also for organizational performance. According to Abbott, White, & Charles (2005), job satisfaction, commitment and performance are prone to increase when employees are in congruent with values such as innovation, superior quality and service, goal accomplishment importance of details of execution, significance of people as individuals, profit orientation, and communication. 
Moreover, employee attitudes are key influences on their job satisfaction. Tett & Meyer (1993) argue that work attitudes are better predictors of employee behavior, such as absenteeism, citizenship behaviors, turnover and performance. Employees with positive attitudes incline to be more engaged at work resulting in better performance.  The satisfaction and commitment that stems from positive attitudes lead to low cases of absenteeism and even some employees are likely to commit with an organization, in addition to demonstrating less aggression at work. According to Harter, Schmidt, & Hayes (2002), a satisfied workforce is often associated with positive organization-level outcomes, such as profitability, loyalty, workplace safety, and customer satisfaction.
 Finally, there exists a positive correlation between job performance and personality. The five main dimensions of personality include openness, extraversion, conscientiousness, agreeableness, and neuroticism (Barrick & Mount, 1991). For instance, in organizational setting individuals who possess the personality dimension of conscientiousness tend to be more prepared; dependable, reliable, and result-oriented tend to outdo other individuals with diverse personality dimensions (Dudley, Orvis, Lebiecki, & Cortina, 2006).  Conclusively, it can be argued that an individual’s abilities, predominantly psychological abilities, are the focal predictor of job performance in several organizations. However, this can be augmented by purporting that the way employees are treated at workplace, work attitudes, work stress level, and less significantly their personality are also fundamental aspects associated to an employee’s job satisfaction and performance.
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