Indeed, the values, attitudes, and personalities of employees influence work satisfaction and motivation.  Specifically, as it relates to the personality traits of individuals and their satisfaction with work, Tett, Jackson, and Rothstein (1991) posit that the personality trait of conscientiousness is a stable predictor of job ability and fulfillment.  Additionally, studies by Van den Berg and Feij (2003) support the correlation that conscientiousness, as a personality trait, is related to work performance and job satisfaction.  For example, a conscientious worker is more likely to perform at a higher level and be more satisfied with their work than a non-attentive employee.  Furthermore, Burkus (2017) suggests that having friends on the job provides for a more positive attitude within individuals and is more beneficial than not.  The benefits of working with friends include networking in a way that one can ask for assistance without feeling threatened, which positively impacts the employee's work satisfaction and motivation (Burkus, 2017). 
Other personality traits also appear to have a relationship with job satisfaction.  For example, characteristics such as achievement motivation, extraversion, neuroticism, autonomy, and skill variety have direct and additive links with work contentment (Van den Berg & Feij, 2003).  Equally important, positive attitudes and negative attitudes within an individual are related to that person's work fulfillment (Connolly & Viswesvaran, 2000).  Furthermore, research by Bond and Donaldson-Feilder (2004) hypothesizes that there is a relationship between the individual characteristics of Emotional Intelligence (EI) and psychological acceptance concerning general mental health, physical well-being, and job satisfaction.  However, the outcomes of the research by Bond and Donaldson-Feilder (2004) suggests that while there appears to be a relationship between psychological acceptance and mental health, and physical well being, there does not appear to be a relationship between EI and general mental health, physical well-being, and job satisfaction.  Lastly, there does seem to be a relationship between job control and job satisfaction (Bond & Donaldson-Feilder, 2004).
Equally important, Shepard (1971) presents research related to Carey’s (1967) analysis of the Hawthorne studies, specifically as it relates to the monetary values for individuals within the study.  Carey’s (1967) review of the Hawthorne studies is critical of this research.  In particular, Carey (1967) suggests that monetary value, held necessary by many individuals, is a missing key finding within the Hawthorne Studies.  Furthermore, Carey (1967) indicates that the value of money to many individuals does influence their work satisfaction and motivation. 
Additionally, Davis (1968) posits that the management utilization of one of four models of organizational behavior also directly impacts the motivation of employees.  These four models of organizational behavior are autocratic, custodial, supportive, and collegial.  The basis of the autocratic model is power, the custodial model focuses on economic resources, while the supportive model concentrates on support and leadership, and the collegial model places its focus on mutual collaboration (Davis, 1968).  These four organizational models appear to link closely to Maslow’s (1954) hierarchy of needs.  For example, the collegial model requires less direction and collaboration within the team and compares to Maslow’s (1954) self-actualization or the realization of one's talents and skills.  In determining the organizational model for any business, it is essential to determine the values of the individuals working within that business.  This choice of organizational model is even more critical with the growth and development of global companies.  Organizations must learn to appreciate the diverse values and attitudes of their worldwide employees in order to develop more productive workers and exceptional results for the shareholders (Atta-Panin, 2015). 
Furthermore, the organizational model of behavior may relate directly to the employee’s level of motivation.  Indeed, Atta-Panin (2015) posits that there are four motivational factors within different cultures: needed income, secure income, contact with people, and feelings of accomplishment.  Similarly, McClelland’s (2019) three needs theory suggest the motivational factors of achievement, affiliation, and power are critical as it relates to the motivation within a global society.  Therefore, to motivate employees within an organization, the values within each culture must also be understood (Hofstede, 1991).  It is culturally significant for a leader to understand what motivates a person in order to get the highest level of productivity from that individual and, in turn, the most significant benefits for the organization.
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