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Abstract

Purpose The purpose of this study was to examine ego-
identity (Erikson, Psychol Issues 1:1-171, 1959; Identity,
youth and crisis, Norton, New York, 1968; Marcia, J Pers
Soc Psychol 3:551-558, 1966) and social identity (Tajfel
and Turner, In: Austin WG, Worchel S (Eds.) The social
psychology of intergroup relations. Brooks/Cole, Monte-
rey, pp 33-47 1979; Turner et al., Rediscovering the social
group: A self-categorization theory. Blackwell, Oxford,
1987) theories within the organizational literature. We
adopted a person-centered approach to analyze whether
employees classified in various identity statuses and iden-
tification profiles exhibited differences in job outcomes
(i.e., burnout, job satisfaction, and organizational citizen-
ship behaviors). We also analyzed interconnections among
identity statuses and identification profiles.
Design/methodology/approach Participants were 515
employees (85.4 % women) between 24 and 64 years old.
They completed self-reported questionnaires assessing
personal identity, social identity, and job outcomes.
Findings Cluster analysis indicated that participants could
be classified into four identity statuses (i.e., achievement,
early closure, moratorium, and searching moratorium) and
into four identification profiles (i.e., orthogonal combinations
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of high vs. low organizational and group identification,
respectively). Employees classified in the various identity
statuses and identification profiles reported meaningful dif-
ferences on job outcomes. Further, findings highlighted sig-
nificant associations between identity statuses and
identification profiles, giving rise to various identity config-
urations associated with job outcomes.

Implications This study highlights the importance of
integrating different facets of job identity. These findings
have relevant implications in terms of suggesting which
dimensions of identity should be promoted in order to
reduce workers’ burnout, and enhance their satisfaction and
organizational citizenship behaviors.

Originality/value This study provides evidence for inte-
grating ego-identity and social identity theories. In doing
so, it bridges developmental psychology literature on per-
sonal identity with social and organizational psychology
literature on social identity, setting the basis for a com-
prehensive line of research.

Keywords Identity statuses - Identification - Burnout -
Job satisfaction - Organizational citizenship behaviors -
Person-centered approach

Introduction

Across the entire lifespan, individuals face the task of
developing a firm identity and finding their place in society
(Erikson 1959; Marcia 2002). Identity entails individuals’
explicit or implicit responses to the question of “Who are
you?”. The answer to this question is particularly complex,
since it involves different levels of individual and collective
self-definitions that are related to multiple life domains. For
instance, one could answer in reference to his/her job,
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political orientation, religious beliefs, nationality, and so on.
The order of his/her answers would most likely indicate the
salience of each identity dimension, with the most important
cited first (Kroger 2007).

Given this complexity, identity is one of the most
important constructs in the social sciences (Vignoles et al.
2011). Diverse disciplines have each focused on unraveling
specific contributions of various identity facets. In psy-
chology, for example, the ego identity theory (Erikson
1959, 1968) has provided a rich basis for the study of
personal identity, which refers to aspects of self-definition
at the level of the individual person. The social identity
approach (Tajfel and Turner 1979; Turner et al. 1987), in
contrast, has focused on people’s identification with the
groups and social categories to which they belong.

Job identity (also referred to as occupational, work,
vocational, professional, or career identity; cf. Skorikov
and Vondracek 2011) represents a core identity domain for
most people, strongly impacting self-definition and per-
sonal well-being (cf. Bowling et al. 2010). Within this
domain, the personal facet of identity refers to awareness
of oneself as a worker doing a specific kind of occupation,
whereas the social facet consists of the strength of identi-
fications with social groups, such as the work team and the
organization as a whole.

A priority in recent research (e.g., Schwartz et al. 2011)
has been to attain a better grasp of the complexity of identity,
both in terms of capturing distinct characteristics of personal
and social identity facets, as well as understanding how these
facets are interrelated. In line with these considerations, the
purpose of the present study was twofold: (a) to examine how
personal and social facets of job identity are associated with
job outcomes, and (b) to analyze interconnections between
personal and social facets. We considered three job outcomes
of core importance to organizational research (e.g., Lavelle
et al. 2007; Riketta and van Dick 2005; Schaufeli and Taris
2005; van Dick and Haslam 2012; van Knippenberg and van
Schie 2000), namely burnout (a psychological state charac-
terized by emotional exhaustion, depersonalization, and
reduced professional accomplishment, which occurs as a
result of work-related stressors; Maslach and Jackson 1981),
job satisfaction (a pleasant emotional state tied to work
performance; Smith et al. 1969), and organizational citi-
zenship behaviors (extra-role discretionary behaviors char-
acterized by civic virtue, prosocial aim, and organizational
effectiveness that benefit the work-group and the organiza-
tion; Organ 1990).

In order to achieve the study goals, we employed a
person-centered approach (Bergman et al. 2003; von Eye
and Bogat 2006) to distinguish particular groups of
employees that are differentiated by their specific personal
and social job identities. While variable-oriented empirical
research is based on the proposition that populations are
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homogeneous, person-oriented research is based on the
notions that (1) distinct subgroups may exist within a
certain population and (2), if they exist, aggregate-level
parameters may contradict parameters estimated for groups
or individuals (von Eye and Bogat 2006). To investigate
the patterns of characteristics shared within a specific
subgroup, person-oriented methods determine relationships
at the individual level rather than the variable level. In this
way, person-oriented methods emphasize the potential
uniqueness of individuals (Bergman et al. 2003). Wang and
Hanges (2011) recently emphasized that person-centered
approaches (statistically applied by means of cluster anal-
ysis, latent class analysis, growth mixture modeling, etc.)
allow organizational researchers to gain a more accurate
and realistic understanding of organizational phenomena.

Personal Job Identity

Erikson’s lifespan theory of psychosocial development
(1959) was a pioneering contribution to the field of ego-
identity studies. According to this theory, identity forma-
tion represents a core developmental task for young people
(Erikson 1968), who must find their own place in society.
Nonetheless, “identity formation neither begins nor ends
with adolescence: it is a lifelong development” (Erikson
1959; p. 113).

Some scholars (e.g., Munley 1977) have proposed
Erikson’s theory as a framework for understanding career
development and vocational behavior. In this respect, it is
necessary to embrace a lifespan perspective to study dif-
ferent stages of personal identity formation in the job
domain (Super 1980). Indeed, job identity is not achieved
once and forever at the beginning of a career. Rather, job
identity might be defined during adolescence and early
adulthood, but could be constantly revised, adjusted, and
renewed in connection with job and life experiences,
organizational changes, and so on. More specifically, job
organizational role transitions (e.g., promotions, retire-
ment; Nicholson 1984) that are typical in work history, and
recent changes in the labor market (e.g., high rates of
unemployment, spread of flexible job contracts, and higher
organizational mobility) that have led to the diffusion of
“boundaryless” careers (e.g., Arthur and Rousseau 1996;
Briscoe and Hall 2006; Hess et al. 2012), make formation
and revision of personal job identity a relevant task
throughout the entire life course.

Identity Statuses
Marcia (1966) further developed and operationalized Erikson’s

(1959) ideas on identity formation, and identified two guiding
processes. Exploration consists of actively questioning and
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weighing various identity alternatives before making a decision
about which values, beliefs, and goals one wants to pursue.
Commitment' involves making a relatively firm choice in an
identity domain and engaging in significant activities toward
the implementation of that choice.

Marcia (1966), juxtaposing the presence or absence of
commitment and exploration, proposed a classification of
individuals into four identity statuses. Specifically, indi-
viduals in the achievement status have enacted a commit-
ment after a period of active exploration (e.g., they have
committed to a specific job after having explored various
alternatives). People in the foreclosure status are charac-
terized by strong commitments without having explored
other possible alternatives (e.g., they have chosen a par-
ticular job based solely on recommendations from their
parents). Individuals in the moratorium status have not yet
reached strong commitments, but are still actively explor-
ing different alternatives (e.g., they are trying out different
jobs in order to find out which fits best with their aspira-
tions and competences). People in the diffusion status do
not actively explore different identity alternatives and lack
strong identity commitments (e.g., they are without a job
and they do not care about this).

Various expansions of Marcia’s model have been pro-
posed in recent decades (cf. Meeus 2011 for a review). In
particular, Meeus, Crocetti, and colleagues (e.g., Crocetti
et al. 2008; Crocetti et al. 2013; Klimstra et al. 2010;
Meeus et al. 2010), building upon previous work by Meeus
(1996; Meeus et al. 1999), proposed a three-factor identity
model focused on the interplay among commitment (indi-
viduals’ firm choices regarding various developmental
domains, and the self-confidence they derive from these
choices), in-depth exploration (the extent to which indi-
viduals reflect on their current commitments, look for new
information about them, and talk with other people about
their commitments), and reconsideration of commitment
(comparing present commitments with possible alternatives
when existing commitments are no longer satisfactory).
Thus, this model includes a dual cycle process (Meeus
2011). Individuals can explore their commitments in depth
and decide whether they provide a good fit with one’s
overall talents and potentials (the identity development and
maintenance cycle). If one’s current commitments are not
satisfying, or do not provide a good fit, they may be
reconsidered in favor of other commitments (the identity
revision cycle).

! In organizational literature, the term (organizational) commitment
is widely used and refers to a construct indicating “employee’s
emotional attachment to, identification with, and involvement in the
organization” (Allen and Meyer 1990, p. 1). However, in this article,
the term commitment will be used to indicate a fundamental
dimension of ego-identity according to Erikson and Marcia.

From the combination of these identity processes, it is
possible to classify individuals into specific identity statuses
(Crocetti et al. 2012a; Meeus et al. 2010) that both recall and
expand upon Marcia’s (1966) conceptualization. Specifi-
cally, individuals in the achievement status report high
commitments that they explore deeply, and, being satisfied
by their choices, do not reconsider them in favor of other
options. Individuals in the early closure status are charac-
terized by moderate commitments, not truly explored or
reconsidered. Individuals in the moratorium status strive to
find more satisfying alternatives that could fit their aspira-
tions and needs, and thus exhibit low commitment, a medium
level of in-depth exploration, and very high reconsideration
of commitment. Individuals in the searching moratorium
status are trying to find a new commitment that fits their
aspirations even better, and thus are characterized by high
levels of commitment, in-depth exploration, and reconsid-
eration of commitment. Finally, individuals in the diffusion
status do not seem to care about their lack of fulfilling
commitments, and display low commitment, in-depth
exploration, and reconsideration of commitment.

In this study, we examined identity statuses in adult
employees. We expected to find all of the identity statuses
previously documented by Crocetti, Schwartz, and col-
leagues’ (2012) research conducted with young people,
with the only exception being the diffusion status. We
reasoned that, while it is common to find individuals in
adolescent and youth populations who are not concerned
about their lack of commitments and do not search for
them, it is less likely to find a diffused job identity among
adult employees. Generally speaking, the number of indi-
viduals in the diffusion status strongly decreases with age
(Kroger et al. 2010) and the probability that individuals are
in a diffusion status is lower in a particularly important
identity domain such as job identity (Bowling et al. 2010).
These theoretical arguments and findings lead to the fol-
lowing hypothesis:

Hypothesis 1 An empirically-based method of classifi-
cation will allow differentiation in employee groups cor-
responding to the identity statuses of achievement, early
closure, moratorium, and searching moratorium.

Profiles of Identity Statuses

According to Erikson’s conceptualization, a stable identity is
associated with healthy psychosocial functioning. Drawing
upon the Eriksonian notion that identity fulfills a self-regu-
latory function, Adams and Marshall (1996) further theo-
rized functions served by a stable identity. More specifically,
identity provides individuals with (1) a sense of structure
with which to understand self-relevant information; (2) a
sense of consistency, coherence, and harmony among one’s
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chosen values, beliefs, and commitments; (3) a future ori-
entation and a sense of continuity among past, present, and
future; (4) goals and direction through commitments and
values chosen by individuals; and (5) a sense of personal
control, free will, or agency that enables active self-regula-
tion in the process of setting and achieving goals, moving
toward future plans, and processing experiences in ways that
are self-relevant (Serafini and Adams 2002). In this way,
identity stability is expected to reduce maladjustment,
increase satisfaction, and enhance active behaviors aimed at
pursuing relevant goals.

A growing corpus of evidence has provided empirical
support to this theoretical argument (for a review see
Kroger and Marcia 2011). Studies have consistently high-
lighted that individuals in the high-commitment statuses
(early closure and especially achievement) exhibit better
psychosocial functioning than their counterparts in the
moratorium status (and, to a lesser extent, searching mor-
atorium), who are experiencing an identity crisis associated
with distress and maladjustment. For instance, Luyckx
et al. (2010) examined links between young employees’
identity statuses related to future plans and goals and their
job outcomes. They found that individuals in the early
closure and achievement statuses showed the most optimal
profiles, whereas respondents typified by a lack of mean-
ingful commitments (those in the diffusion and moratorium
statuses) reported higher burnout and lower work engage-
ment. Similarly, Porfeli et al. (2011) found that university
students who had achieved a strong vocational identity
reported more positive feelings about their future work, as
well as lower depression and anxiety; conversely, those in
statuses characterized by a lack of stable commitments
(i.e., searching moratorium, moratorium, and diffusion)
exhibited more negative views about their future work, and
reported higher depression and anxiety. Similarly, Crocetti
et al. (2011), who applied the aforementioned three-factor
identity model to a study of job identity in young people
with permanent and contingent employment contracts,
found that individuals in the moratorium status reported
lower satisfaction with life and higher negative views of
their past than their counterparts in the early closure and
achievement statuses.

In the current study, we examined whether different
identity statuses could be associated with differences in
burnout, job satisfaction, and active behaviors that favor
the community of membership (i.e., organizational citi-
zenship behaviors). Theoretical and empirical evidence
discussed above leads to the following hypothesis:

Hypothesis 2 Individuals confident in their commitments
(those in the achievement and early closure statuses) will
report lower symptoms of burnout and higher job satisfac-
tion, and will be more likely to show organizational
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citizenship behaviors than employees with unstable com-
mitments (those in moratorium and searching moratorium
statuses).

Social Job Identity

One of most influential conceptualizations in the social field
is the Social Identity Approach, which comprises two rela-
ted, although distinct, theories: Social Identity Theory (SIT;
Tajfel and Turner 1979) and Self-Categorization Theory
(SCT; Turner et al. 1987). Both theories are founded on the
premises that individuals belong to social groups, that they
(partly) define themselves in terms of these memberships,
and that, consequently, their thoughts, feelings, and behav-
iors will be influenced by the groups to which they belong
(Haslam 2004; Haslam and Ellemers 2011). In this sense,
social groups are not only features of the external world, but
also contribute to a personal identity through internalization
processes (Haslam 2004). Tajfel (1972) developed SIT to
explain the results of “minimal group studies”, showing that
the mere categorization of group members promotes ingroup
favoritism and outgoup discrimination. Tajfel argued that (1)
people seek a positive self-concept; (2) personal identity
derives partly from memberships in social groups; and (3) in
order to achieve positive social identity, individuals need to
have positive evaluations of their ingroup in comparison
with relevant outgroups (see also van Dick 2001). On the
other hand, SCT posits that individuals are able to categorize
themselves into different levels of the self on the basis of
categorical salience as single individuals, group members, or
human beings.

Multiple Targets of Identification

In the organizational context, workers can identify with
different targets. Until now, the most studied target of social
identification is the organization as a whole (Ashforth et al.
2008). When individuals identify with their organization,
they perceive their goals and values to be interchangeable
with those of other ingroup members (Ashforth and Mael
1989). If people identify highly with their ingroup, they are
more likely to trust, cooperate with, and be influenced by
ingroup members, compared to outgroup members. Highly
identified employees also endorse more organizational citi-
zenship behaviors and altruistic acts, for example by working
harder and helping colleagues (e.g., van Dick et al. 2006),
and report higher job satisfaction and well-being than their
low-identified colleagues (e.g., Wegge et al. 2006; van Dick
and Haslam 2012 for a review).

A further target of possible identification is the work-
group (i.e., the group composed of colleagues performing
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similar activities). Following the optimal distinctiveness
theory (Brewer 1991), the work-group offers an important
level of identification that balances two different human
needs, namely to be member of a group, but also to be
recognized as a unique individual. Research demonstrates
that employees highly identified with their work-group are
more likely to experience higher well-being, job satisfac-
tion, and job involvement, and are less likely to have
turnover intentions than lower identified employees (van
Knippenberg and van Schie 2000).

Overall, consistent evidence suggests that both group and
organizational identification influences job outcomes (Rik-
etta and van Dick 2005). At the moment, however, few
studies have addressed the interactive effects of identifica-
tion with different targets (for exceptions, see Lipponen et al.
2005; van Dick et al. 2008). It would be useful, however, to
develop more parsimonious models of identification that
incorporate multiple targets, creating identification profiles
(Ashforth et al. 2008) that allow us to examine not only what
happens when employees are strongly (or weakly) identified
with both work-group and organization targets, but also
especially what happens when people identify more with one
target (e.g., organization) but less with another target (e.g.,
group), and vice versa. In the school setting, for instance,
considering multiple targets means simultaneously keeping
in mind both the school (organization as a whole) and the
teachers sharing the day-to-day job experiences (work-
group; for an empirical distinction between work-group and
organization in school context, see Christ et al. 2003). In
nested identities (e.g., groups within a larger organization),
work-group membership implies also being a member of the
organization (van Dick et al. 2008), and therefore it is more
likely that employees will tend to have coherent (dis)iden-
tification with both targets (Ashforth et al. 2008). Since
identity conflict is endemic to organizational life (Ashforth
et al. 2008), however, it should not be surprising that con-
trasting values, objectives, or norms may lead some people to
feel more connected with the fate of their work-group than
their organization, or vice versa. These considerations lead to
the following hypothesis:

Hypothesis 3 An empirically-based method of classifi-
cation will allow us to differentiate employees into four
identification profiles: high group and organizational
identification (G&O-I), high group identification and low
organizational identification (G-I), low group identification
and high organizational identification (O-I), and low group
and organizational identification (NO-I).

Correlates of Identification Profiles

As outlined by van Dick and colleagues (2008), well-being
is likely to be higher when identifications concerning

nested group memberships are closely aligned. Inconsistent
identifications (e. g., high identification with the work-
group and low identification with the organization, or vice
versa) may generate dissonance and result in lower sub-
sequent well-being. Identity is especially threatened when
employees are unable to identify with either their work-
group or a larger organization, and this combination of low
work-group and low organization identification thus rep-
resents the unhealthiest situation. Furthermore, employees
who have reached a consistent and integrated sense of
identification with different targets should also voluntarily
expend more effort on behalf of their organization, since
they are more likely to support the organization’s goals
(i.e., organizational citizenship behaviors). Supporting
evidence in this regard has come from a study using a
variable-centered approach (van Dick et al. 2008), in which
employees who highly identified with both their work-
group and larger organization showed the highest level of
job satisfaction and extra-role behaviors. These theoretical
and empirical arguments lead to the following hypothesis:

Hypothesis 4 Employees in G&O-I profile will display
lower symptoms of burnout, higher satisfaction, and more
organizational citizenship behaviors than individuals in the
low identification profiles. Employees high in work-group
and low in organization identification (or vice versa) will
show intermediate scores on these job outcomes.

Connecting Personal and Social Identity Approaches:
An Overarching Theoretical Background

Until now, we have argued for the importance of personal
and social facets of job identity. We can now move forward
by asking: (1) Are these facets interrelated? and (2) What
are their joint effects on job outcomes? To address these
questions, we refer to the overarching theoretical back-
ground represented by theories of self-concept consistency
(e.g., Festinger 1957; Heider 1958; van Knippenberg et al.
2004) and self-complexity (Linville, 1985, 1987).
Festinger (1957) stated that “[...] the individual strives
toward consistency within himself” (p. 1). Consistency and
inconsistency (replaced by Festinger with the terms con-
sonance and dissonance) qualify relevant relationships
between two self-related aspects. Relevance is defined by a
certain degree of interdependence, suggesting that the two
aspects are not irrelevant to each other. In contrast, two
self-related elements are dissonant when they do not fit
together, and this is a source of discomfort and distress.
Consequently, the presence of dissonance gives rise to
pressures to reduce or eliminate it (Festinger, 1957).
Similarly, Heider (1958) stressed the importance of a
balanced state, which “designates a situation in which the
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perceived units and the experienced sentiments co-exist
without stress; there is thus no pressure toward change
[...]” (p. 176). In other words, the balanced state refers to a
harmonious condition in which two elements fit together
without stress. In situations in which imbalance is per-
ceived, people struggle to renew a condition of balance.

Drawing upon Festinger’s (1957) and Heider’s (1958)
theories, we can hypothesize possible relationships between
personal and social facets of identity. First, since personal
and social facets refer to the same overarching construct
(identity), relationships between them should be relevant, in
terms of Festinger’s conceptualization. This would imply
that personal and social facets are not independent from each
other, but rather are qualified by a certain degree of inter-
dependence. Second, further building upon Festinger’s
(1957) and Heider’s (1958) theories, we can advance specific
hypotheses about how the expected interrelationship
between personal and social identity facets should appear.
Since we expect to find a concordance between personal and
social identity facets, we may find overrepresentations of
respondents in specific combinations of ego-identity statuses
and identification profiles when juxtaposing personal and
social identity classifications. More specifically, in light of
the principle of self-consistency, we would expect a high co-
occurrence of identity statuses and identification profiles that
define a strong personal and social identity, respectively.
Thus, we posit that individuals who are highly committed to
their job, thoughtfully reflect on it, and are certain about their
choice (achievement status) would also identify strongly
with both their colleagues and the organization in which they
are employed (G&O profile). Likewise, we expected that
employees who are in the process of reconsidering their job
because they no longer find it satisfactory (moratorium sta-
tus) would also be more weakly identified with their col-
leagues and their organization (NO-I profile). Put briefly, we
expected that:

Hypothesis 5 Significant associations between identity
statuses and identification profiles will be characterized by
high co-occurrence of achievement status and G&O-I
profile, as well as high co-occurrence of moratorium and
NO-I profile.

To further examine interrelationships between personal
and social identity facets, we considered identity configu-
rations defined by specific combinations of conditions of
stability/instability in personal and social identity. In line
with the theoretical background (Crocetti et al. 2012b;
Meeus et al. 1999), stability in the personal identity realm
is defined by endorsement of stable commitments (statuses
of achievement or closure), whereas identity instability is
characterized by the search for new commitments (statuses
of moratorium or searching moratorium). In the social
identity realm, identity stability is defined by high
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identification with multiple targets (G&O-I profile), partial
identity stability is characterized by high identification with
only one target (G-I or O-I profiles), and identity instability
is typified by low identification with multiple targets (NO-I
profile) (van Dick et al. 2008). In line with these premises,
we considered six identity configurations characterized by
(1) personal and social identity stability; (2) personal
identity stability and partial social identity stability; (3)
personal identity stability and social identity instability; (4)
personal identity instability and social identity stability; (5)
personal identity instability and partial social identity sta-
bility; (6) personal and social identity instability. We
hypothesized that these six identity configurations could be
meaningfully related to job outcomes (burnout, job satis-
faction, and organizational citizenship behaviors). Drawing
from the self-complexity theory (Linville 1985, 1987), we
can expect that the positive effects of each facet discussed
in the previous sections would reinforce each other. In fact,
when individuals have achieved a stable identity in mul-
tiple self-related domains (i.e., higher levels of self-com-
plexity), they can count on more psychosocial resources for
managing stressors, which results in higher levels of psy-
chosocial functioning and proactive behavior (Linville,
1985, 1987). This leads to the following hypothesis:

Hypothesis 6 Employees in the identity configurations
characterized by personal and social identity stability will
display lower symptoms of burnout, higher satisfaction,
and more organizational citizenship behaviors than their
counterparts in the configurations defined by instability in
both personal and social identity. Employees classified in
the configurations characterized by stability or partial sta-
bility only in personal or social identity will show inter-
mediate scores on these job outcomes.

Method
Participants and Procedure

Participants were 515 teachers (85.4 % women) employed in
primary, junior, and high schools located in small-to-med-
ium sized cities. The age of the participants varied from 24 to
64 years (M = 47.23; SD = 9.12), their job tenure ranged
from 1 to 42 years (M = 20.16; SD = 10.25), and their
organizational tenure varied from 2 months to 36 years
(M = 10.33; SD = 8.33). Most teachers had a university
degree (62.1 %), a permanent contract (83.7 %), and were
married (70.7 %).

Schools located in the central Eastern part of Italy were
randomly selected for participation in the study. After
having obtained permission from the principal of each
school, an interviewer contacted teachers in the school
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setting. Teachers were informed about the aims of the
study and asked for their consent to participate. Approxi-
mately 85 % of the approached teachers accepted. They
were given a self-report questionnaire and asked to return it
after a few days. Participants did not receive any incentive
for their participation.

Measures
Personal Identity

This construct was measured using the Utrecht-Manage-
ment of Identity Commitments Scale (U-MICS; Crocetti
et al. 2008; Italian version validated by Crocetti et al.
2010). The U-MICS consists of 13 items with a response
scale ranging from 1 (completely untrue) to 5 (completely
true). Sample items include: “My job gives me certainty in
life” (commitment; 5 items), “I think a lot about my job”
(in-depth exploration; 5 items), and “I often think it would
be better to try to find a different job” (reconsideration of
commitment; 3 items).

Social Identity

Group identification was assessed by means of the Group
Identification Scale (van Dick et al. 2004), consisting of six
items with a response scale ranging from 1 (completely
untrue) to 5 (completely true). A sample item reads: “I
identify myself as a member of my work-group”. Organi-
zational identification was assessed using the Organiza-
tional Identification Scale (Mael and Ashforth, 1992;
Italian adaptation by Bergami and Bagozzi, 2000), which
includes six items with a response scale ranging from 1
(completely untrue) to 5 (completely true). A sample item
is: “When someone criticizes my organization, it feels like
a personal insult”.

Burnout

This construct was measured through the Maslach Burnout
Inventory (MBI form Ed; Maslach and Jackson, 1981;
Maslach et al. 1996; Italian validation by Sirigatti and
Stefanile, 1993). This scale consists of 22 items with a
response scale ranging from 1 (never) to 7 (every day).
Sample items are: “I feel emotionally drained from my
work” (emotional exhaustion; 9 items); “I treat my stu-
dents as if they were impersonal objects” (depersonaliza-
tion; 5 items); and “I deal very effectively with the
problems of my students” (professional efficacy; 8 items).
Since the depersonalization subscale demonstrated an
unsatisfactory Cronbach’s alpha, this factor was excluded
from analyses.

Job Satisfaction

Items to assess job satisfaction were selected from the Italian
version (Borgogni, 1999) of the Job Descriptive Index
(Smith et al. 1969). This scale covers five facets of job sat-
isfaction (work, pay, promotion, coworkers, and supervi-
sion). In our study we used five items, one for each facet, with
a response scale ranging from 1 (completely untrue) to 5
(completely true). A single-item measure of job satisfaction
is frequently used in workplace research, because of both
non-psychometric advantages (such as cost-effectiveness,
shortest survey) and theoretical considerations (Nagy, 2002;
Wanous et al. 1997). Indeed, scales using multiple items may
neglect some components of a job that are important to an
employee, and even may include aspects of a job that are not
important to an employee, leading in both cases to a mis-
leading global index (Nagy, 2002). Furthermore, high cor-
relations between single items and corresponding multiple-
item measures of job satisfaction facets have been found in
different studies, indirectly confirming the adequate reli-
ability of single-item measures (Nagy, 2002; Wanous et al.
1997).

Organizational Citizenship Behaviors

Extra-role behaviors were measured with two dimensions
of the Organizational Citizenship Behaviors Scale (OCB;
Podsakoff and MacKenzie, 1989; Italian validation by
Petitta et al. 2004), consisting of eight items on a scale
from 1 (completely untrue) to S (completely true). Sample
items are: “I help colleagues who have heavy workloads”
(OCB toward colleagues; 4 items); and “I pay attention to
information about school changes” (OCB toward organi-
zation; 4 items).

Results
Preliminary Analyses

First, since outliers can affect the results of cluster analysis
(e.g., Milligan, 1980; Milligan and Hirtle, 2003; Norusis,
2009), we omitted 13 (2.5 % of the sample) univariate and/
or multivariate outliers (i.e., participants who scored more
than 3 SD away from the sample mean on one or more of
the identity and identification variables).

Second, we tested a measurement model through Con-
firmatory Factor Analysis (CFA) in LISREL 8.71 (Joreskog
and Sorbom, 2004), using the Maximum Likelihood esti-
mator. We examined several model fit indices (Kline,
2005): the Chi square/degree of freedom ratio (ledf) is
acceptable with values between 1 and 5; the Non-Normed
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Tinsley and Brown, 2000). In this procedure, the sample
is randomly split into halves (Subsamples A and B) and
the full two-step procedure (hierarchical followed by
k-means clustering) is repeated in each subsample. These
new clusters are then compared for agreement with the
original cluster by means of Cohen’s (1960) kappa. We
found that the same four clusters were replicated in each
of these subsamples. Levels of agreement between the
classification performed in the total sample and those
conducted in the two subsamples were very high (Landis
and Koch, 1977), with Cohen’s (1960) kappa values
of .83 and .89 for the first and second subsamples,
respectively.

The final clusters are shown in Fig. 1. The first cluster
consisted of 150 individuals scoring high on commitment
and in-depth exploration, but low on reconsideration of
commitment. The second cluster comprised 113 individu-
als with moderately high scores on commitment, low
scores on in-depth exploration, and low scores on recon-
sideration of commitment. The third cluster included 102
individuals who scored low on commitment, moderate on
in-depth exploration, and high on reconsideration of com-
mitment. The fourth cluster consisted of 137 individuals
scoring high on all three dimensions. Thus, we found
clusters representing achievement, early closure, morato-
rium, and searching moratorium statuses, respectively.
These results confirmed Hypothesis 1.

289
1,509 1y commitment In-depth exploration & Reconsideration of
Commitment
1,00
Il
,00 1 T I \
-50 1
-1,00
-1,50- . . .
Achievement  Earlyclosure  Moratorium Searching
Moratorium

Fig. 1 Z-scores for commitment, in-depth exploration, and recon-
sideration of commitment for the four identity statuses

Chi Square Tests

We conducted a series of Chi square tests to examine
whether participants’ distribution in the four identity sta-
tuses varied as a function of their gender, educational title
(teachers with a high school diploma vs. teachers with a
university degree), and job contract (permanent vs. con-
tingent). Results showed only a significant effect of job
contract, x2 (3, N =1502) = 43.36, p < .001, Cramér’s
V =.29, p <.001. As reported in Table 2, participants
with a contingent contract were much more represented in

Table 2 Distribution of employees across the identity statuses and identification profiles

Identity statuses Total (%)
Achievement (%) Early closure (%) Moratorium (%) Searching moratorium (%)
Job contract
Permanent 30.5 24.5 15.2 (—) 29.8 100
Contingent 26.8 12.2 (—) 46.3 (+) 14.6 (—) 100
Total 29.9 22.5 20.3 27.3 100
Identification profiles Total (%)
G&O (%) O-1 (%) G-1 (%) NO-I (%)
Job contract
Permanent 28.3 26.7 30 15 100
Contingent 18.3 17.1 48.8 (+) 15.9 100
Educational title
High school diploma 31.7 24.3 33.9 10.1 100
University degree 23.6 25.6 32.6 18.3 100
Total 26.7 25.1 33.1 15.1 100

G&O high identification with both group and organization, O-I high identification with the organization, low identification with the group, G-/
high identification with the group, low identification with the organization, NO-I low identification with both group and organization. Observed
values indicated in bold are significantly different from expected values (i.e., standardized residuals higher than [2I): (+) indicates that the
observed value is higher than the expected value; (—) indicates that the observed value is lower than the expected value
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Table 3 Means of job and

2

. Identity statuses F (3,501) n
organizational tenure, burnout,
job satisfaction, and Achievement Early ~ Moratorium  Searching
organizational citizenship closure moratorium
behaviors by identity statuses
Tenure
Job tenure 20.69* 21.85°  17.64* 21.40° 2.92% .02
(11.01) (14.26) (9.38) (10.34)
Organizational tenure 10.60° 11.12°  7.52° 11.60° 536%%% 03
(8.67) (7.54)  (7.36) (8.79)
Burnout
Emotional exhaustion 2.43* 2.44* 3.47¢ 3.05° 38.20%** 19
(0.85) 0.78)  (1.02) (0.90)
Professional efficacy 5.16° 4.88™  4.49° 4.70% 11.61%%% 07
(0.95) (0.90)  (0.98) (0.92)
Job satisfaction about
Pay 2.70° 2.62° 2207 2.20° 8.01 % .05
(1.05) (1.05)  (1.06) (1.03)
Future security 3.30° 339" 2,08 3.27° 35.07#%% 17
(1.20) (1.05) 1.1 0.97)
Job results 4.21° 391> 3.42° 3.85° 31.24% 16
(0.64) 0.63)  (0.70) (0.58)
Relationship with superior 3.87° 3.64° 3367 3.55% 578%%% 03
1.03 0.93 0.99 0.94
Nore * p = 05: ** p < .00L: Collaboration with cowork (385") (367“)" (348“) ;58“) 4877 .03
w65 p < 001, Different ollaboration with coworkers 3. . . . . .
superscripts indicate significant (0.84) (0.81) (0.82) (0.82)
differences between means Organizational citizenship behaviors
(p < .05) on the basis of Tukey Toward colleagues 3.58° 3.40° 3.12* 3.34% 8.24%** 05
post hoc tests. Response scales
were 1-5 for all variables except (0.75) 0.75)  (0.68) (0.76)
for Emotional exhaustion and Toward organization 4.08° 373% 3547 3.80° 15.29%** 08
Professional efﬁcacy, for which (063) (071) (069) (058)

the response scales were 1-7

the moratorium status than those with a permanent con-
tract, and were less represented in the early closure and
searching moratorium statuses.

MANOVAs

A preliminary Multivariate Analysis of Variance (MA-
NOVA) was conducted to examine differences on job and
organizational tenures reported by participants classified
into the various identity statuses. Results indicated that
identity statuses had multivariate effects on overall tenure,
Wilks” A =.97; F (6, 988) = 2.83, p < .01, n*> = .02.
Specifically, employees in the moratorium status reported
lower job and organizational tenures than respondents in
the other identity statuses (see Table 3).

We then conducted a series of MANOV As on burnout, job
satisfaction, and organizational citizenship behaviors, with
identity status as the independent variable. Findings indi-
cated that identity statuses had multivariate effects on
burnout, Wilks’ A = .78, F (6, 994) = 22.44, p < .001,
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n2 =.12; job satisfaction, Wilks’ A = .68, F (15,
1364) = 13.40, p < .001, n2 = .12; and organizational
citizenship behaviors, Wilks” A = .91, F (6, 994) = 8.39,
p < .001,m> = .05. Results of follow-up univariate analyses
are reported in Table 3, along with post hoc comparisons.
Participants in moratorium exhibited the highest levels of job
burnout (i.e., scoring highest on emotional exhaustion and
lowest on professional efficacy), and those in searching
moratorium reported intermediate scores on burnout. In
contrast, teachers in the high commitment statuses
(achievement and early closure) reported the lowest levels of
burnout, with the only difference being that achieved
teachers displayed higher professional efficacy than their
early closed counterparts. Findings regarding the various
dimensions of job satisfaction showed that teachers in the
moratorium status were the least satisfied about various
aspects of their job, whereas their achieved colleagues were
the most satisfied. In addition, teachers in the searching
moratorium status were more likely to resemble those in the
moratorium status, whereas early closed teachers were more
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similar to achieved ones. Finally, employees in the morato-
rium status reported less organizational citizenship behav-
iors toward their colleagues than teachers in achievement or
early closure (those in the searching moratorium status
reported scores statistically equivalent to the other groups).
A more differentiated picture emerged for organizational
citizenship behaviors toward the larger organization, with
teachers in the achievement status scoring highest, followed
by those in searching moratorium, then by those in early
closure, and finally by those in the moratorium group.
Overall, these results confirmed Hypothesis 2.

Job Social Identity: Identification Profiles
Cluster Analysis

In order to obtain identification profiles, we followed the
same procedure used for extracting identity statuses. After
comparing different cluster solutions, we retained a final
four-cluster solution (see Fig. 2) that explained 54 and 66 %
of the variance in organizational and group identification,
respectively. We tested the replicability of this solution by
randomly splitting the sample into two halves and recon-
ducting the cluster analyses. These same four clusters
existed in each of the two random subsamples. Levels of
agreement between the classification performed in the total
sample and those conducted in the two subsamples were
adequate, with Cohen’s (1960) kappa values of .86 and .64
for the first and second subsamples, respectively.

The first cluster consisted of 134 individuals scoring high
on both organizational and group identification (G&O-I).
The second cluster comprised 126 individuals with high
scores on organizational identification and moderately low
scores on group identification (O-I). The third cluster con-
sisted of 166 individuals who scored moderately high on
group identification and low on organizational identification

W Organizational Identification M Group ldentification

G&O-l O G-l NO-l

Fig. 2 Z-scores for organizational and group identification for the
four identification profiles

(G-I). The fourth cluster included 76 individuals scoring low
on both organizational and group identification (NO-I).
Thus, these results confirmed Hypothesis 3.

Chi Square Tests

Chi square tests indicated that participants’ distribution in
the four identification profiles varied as a function of their job
contract, x2 (3, N=1502) = 1246, p < .01, Cramér’s
V = .16, p < .01. In particular, teachers with a contingent
contract were overrepresented in the G-I profile (see
Table 2). The effect of the educational title was slightly
significant, x2 (3, N=502) =821, p<.05 Cram-
ér's V = .13, p < .05. However, a further inspection at dif-
ferences (i.e., standardized residuals) between observed and
expected values did not yield any specific pattern of differ-
ences. Finally, the effect of gender was not significant.

MANOVAs

A preliminary MANOVA indicated that identification pro-
files had multivariate effects on overall tenure, Wilks’
A = .93; F (6, 988) = 6.08, p < .001, n* = .04). Employ-
ees in the G-I profile reported lower job tenure than those in
the O-I profile, with the latter also reporting the highest
levels of organizational tenure (see Table 4).

A series of MANOVAs on job outcomes, with identifi-
cation profiles as the independent variable showed signif-
icant multivariate effects on burnout, Wilks’ A = .90, F (6,
994) = 8.90, p < .001, nz = .05; job satisfaction, Wilks’
A= .70, F (15, 1364) = 12.38, p < .001, n*> = .11; and
organizational citizenship behaviors, Wilks’ A = .89, F (6,
994) = 10.36, p < .001, n2 = .06. Results of follow-up
analyses are reported in Table 4. Participants in the NO-I
profile exhibited the highest levels of job burnout (i.e.,
scoring the highest on emotional exhaustion, and the lowest
on professional efficacy), followed by respondents in the
O-I and G-I profiles. Those in the G&O-I profile reported
the lowest levels of burnout (in particular, they scored the
highest on professional efficacy). Findings regarding job
satisfaction indicated that teachers in the NO-I profile were
the least satisfied, whereas their G&O-I colleagues were
the most satisfied; teachers highly identified with only one
target (O-1 or G-I) reported intermediate levels of job
satisfaction. In addition, teachers in G&O-I profile repor-
ted the most organizational citizenship behaviors toward
their colleagues, those with high identification with only
one target reported intermediate scores, and NO-I
employees reported the lowest level of behaviors aimed at
helping their colleagues. Furthermore, teachers in the
G&O-I1 profile scored higher on citizenship behaviors
toward their organization than their colleagues in any other
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Table 4 Means of job and
organizational tenure, burnout,

Identification profiles F(3, 501) T]2

job satisfaction, and G&O O-1 G-1 NO-I
organizational citizenship
behaviors by identification Tenure
profiles Job tenure 2043 2253° 18.42° 2205 3.65% 02
(10.05) (10.46) 9.92) (16.60)
Organizational tenure 10.54% 13.20° 9.06 8.31° 8.0 05
(7.79) (9.08) (7.80) (7.85)
Burnout
Emotional exhaustion 2.71° 2.94% 2.69* 3.04° 3.56% .02
(0.99) (0.99) (0.93) (1.01)
Professional efficacy 5.25¢ 4.73° 4.79° 4.38" 15.72%** .09
(0.84) (0.95) (0.98) (0.92)
Note G&O high identification Job satisfaction about
with both group and Pay 2.52° 2.45° 2.55° 2.08° 3.82%% 02
organization, O-1 high
identification with the (1.12) (1.01) (LI (0.95)
organization, low identification Future security 3.31° 3.18% 2.90°* 2.79* 4.73%* .03
with the group, G-I high (1.13) (1.17) (1.20) (1.28)
identification with the group, Job results 405" 3.80° 389  3.70° 525%% .03
low identification with the
organization, NO-I low (0.65) (0.68) (0.63) (0.82)
identification with both group Relationship with superior 4.05° 3.48° 3.66° 3.07% 19.06%* .10
and organization. * p< 05, (086) (099) (088) (110)
** p <.001, *** p < .001. . . d b ¢ a s
Different superscripts indicate Collaboration with coworkers 4.16 3.46 3.78 2.86 58.10 .26
significant differences between (0.66) (0.69) (0.75) (0.80)
means (p < .05) on the basis of Organizational citizenship behaviors
Tukey post hoc tests. Response Toward colleagues 3.64° 3.36" 333 3.06° 10.825% 06
scales were 1-5 for all
variables, except for Emotional 0.77) (0.69) (0.70) (0.82)
exhaustion and Professional Toward organization 4.13° 3.82° 3.65" 3.61° 17.39%sek .10
efficacy for which the response (0.57) 0.71) (0.60) (0.74)

scales were 1-7

identification cluster. In brief, these results confirmed
Hypothesis 4.

Relationships Among Identity Statuses
and Identification Profiles

To examine the relationships among identity statuses and
identification profiles, we conducted a Chi square test.
Results showed significant associations among personal
and social identity classifications, Xz O, N=502) =
28.99, p < .001, Cramér’s V = .24, p < .001. Main results
(see Table 5) revealed that participants in the achievement
status were more likely to highly identify with both their
group and organization than respondents in any other sta-
tus. Furthermore, teachers from the identity achievement
group were less likely to fall within the G-I profile. Early
closure teachers, on the other hand, were highly repre-
sented in this G-I profile. In addition, those in the mora-
torium status were more likely to report low identification
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Table 5 Cross-tabulation of identity statuses and identification
profiles

Identification profiles Total
(%)
G&O O-1 G-1 (%) NO-I
(%) (%) (%)
Identity statuses
Achievement 36.7 (+) 293 22.0 (—) 120 100
Early closure 22.1 20.4 434 (+) 142 100
Moratorium 19.6 20.6 35.3 24.5 (+) 100
Searching 24.8 27.7 35.0 12.4 100
moratorium

Note G&O high identification with both group and organization, O-1
high identification with the organization, low identification with the
group, G-I high identification with the group, low identification with
the organization, NO-I low identification with both group and orga-
nization. Observed values indicated in bold are significantly different
from expected values (i.e., standardized residuals higher than I2I): (4)
indicates that the observed value is higher than the expected value;
(—) indicates that the observed value is lower than the expected
value
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Table 6 Means of burnout, job satisfaction, and organizational citizenship behaviors by identity configurations
Identity configurations F(5,501) n?
Personal identity Stability Instability
Social identity Stability ~ Partial stability  Instability  Stability = Partial stability = Instability
Burnout
Emotional exhaustion 2347 2.44° 2.63* 3.25° 3.18° 3.38° 20.76%%% 17
(0.80) (0.83) (0.82) (1.00) (0.95) (1.04)
Professional efficacy 5.32¢ 4,975 4.68" 5.14 < 4.55%® 4.13° 14.49%%% 13
0.92) (0.95) (0.80) 0.72) (0.94) (0.94)
Job satisfaction about
Pay 2.71% 2.75¢ 2.21% 2.24 227 1.98 6.84%%% 06
(1.11) (1.04) (0.88) (1.08) (1.04) (1.00)
Future security 3.53¢ 3.23% 3.35% 3.00" 2.80% 2.33° 8.56%** 08
(1.11) (1.15) (1.12) (1.08) (1.20) (1.22)
Job results 4.24° 4,03 < 3.94bcd 3.78%° 3.67% 3.50° 12.38%%% 11
(0.56) (0.65) (0.81) (0.69) 0.61) 0.77)
Relationship with superior 4.16" 3.69 < 3.18% 3.87° 347 2.98° 12.57#%% 11
(0.86) (0.96) (1.03) (0.83) (0.89) (1.16)
Collaboration with coworkers ~ 4.19° 3.72° 3.03% 4.11°¢ 3.56° 2.71% 32.96%:%* 25
0.71) (0.74) 0.87) (0.57) 0.73) 0.71)
Organizational citizenship behaviors
Toward colleagues 3.75¢ 3.45% 3.15% 3.48" 3.24% 2.98° 8.98*#x 08
(0.73) (0.73) (0.73) (0.80) (0.63) (0.89)
Toward organization 4.25¢ 3.80% 3.73%® 3.97% 3.64% 3.51° 12.20%% 11
(0.51) (0.70) (0.73) (0.62) (0.59) (0.73)

Note *¥** p < .001. Different superscripts indicate significant differences between means (p < .05) on the basis of Tukey post hoc tests. Means
with no superscript are not significantly different from any other mean. Response scales were 1-5 for all variables except for Emotional

exhaustion and Professional efficacy, for which the response scales were 1-7

with both their group and organization. Overall, these
findings supported Hypothesis 5.

Finally, we classified participants into six identity con-
figurations: (1) personal and social identity stability (we
grouped into this configuration 80 participants who had
been previously classified in the clusters of achievement/
closure and G&O-I); (2) personal identity stability and
partial social identity stability (149 employees previously
classified in the clusters of achievement/closure and G-I/
O-I); (3) personal identity stability and social identity
instability (34 respondents previously classified in the
clusters of achievement/closure and NO-I); (4) personal
identity instability and social identity stability (54 indi-
viduals previously classified in the clusters of moratorium/
searching moratorium and G&O-I); (5) personal identity
instability and partial social identity stability (143
employees previously classified in the clusters of morato-
rium/searching moratorium and G-I/O-I); (6) personal and
social identity instability (42 respondents previously clas-
sified in the clusters of moratorium/searching moratorium
and NO-I). A series of MANOVAs on job outcomes with
identity configuration as the independent variable indicated

significant multivariate effects on burnout, Wilks’ A = .74,
F (10, 980) = 16.34, p < .001, n2 = .14; job satisfaction,
Wilks’ A =.62, F (25, 1829)=10.10, p < .001,
n2 = .09; and organizational citizenship behaviors, Wilks’
A = .87, F (10, 990) = 7.40, p < .001, n?> = .07. Results
of follow-up analyses are reported in Table 6. Findings
indicated that, on a few outcomes (i.e., emotional exhaus-
tion, satisfaction for collaboration with co-workers), there
was a clear main effect of one facet. For emotional
exhaustion, configurations characterized by personal iden-
tity stability—independent of the social identity facet—
reported lower emotional exhaustion than configurations
defined by personal identity instability. Regarding satis-
faction for collaboration with co-workers, scores were
linked with social identity stability and were not moderated
by differences in personal identity stability. In contrast, the
pattern of differences among identity configurations was
more articulated for all the other outcomes. In brief, find-
ings indicated that the configuration characterized by sta-
bility in both personal and social identity facets scored
more favorably on each outcome than the configuration
defined by instability in both personal and social identity.
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The other configurations, in which stability characterized
only one identity facet, reported intermediate scores.
Overall, these results supported Hypothesis 6.

Discussion

Job identity is a core identity domain. In this study, we sought
to reach a more comprehensive understanding of identity in
organizations by uncovering specific contributions of per-
sonal (Erikson, 1968; Marcia, 1966; Meeus, 2011) and social
(Tajfel and Turner, 1979; Turner et al. 1987) facets of job
identity to job outcomes, and then analyzing interconnec-
tions between these different facets. Using a person-centered
approach (Bergman et al. 2003; von Eye and Bogat, 2006),
we found that individuals’ classifications in various identity
statuses and identification profiles were significantly asso-
ciated with job burnout, job satisfaction, and organizational
citizenship behaviors. Identity statuses and identification
profiles were also meaningfully interrelated, and identity
configurations characterized by specific combinations of
stability/instability in personal and social identity were
related to job outcomes.

Job Identity Statuses

The present research is the first to apply a three-factor
identity model—originally developed to capture identity
dynamics in young people (Crocetti et al. 2008; Klimstra
et al. 2010; Meeus et al. 2010)—to an adult population.
Findings indicated that identity statuses previously
extracted in studies conducted with adolescents (Crocetti
et al. 2012a) were also replicated among adults, with only
one exception. Specifically, in line with Hypothesis 1,
participants could be classified in four identity statuses:
achievement, early closure, moratorium, and searching
moratorium. We did not find evidence of a diffused status,
which is characterized by low scores on all the identity
processes. We can suggest two possible explanations for
this result. First, this finding may concern the age of the
participants. As outlined in a meta-analysis (Kroger et al.
2010), the number of individuals in the diffusion status
strongly decreases with age, with only 14 % of adults
between 30 and 36 years remaining in this status. Since the
mean age of our sample was higher (47 years, with a range
of 24-64 years), the likelihood of finding diffused
employees was lower. Second, this result might be related
to the specific content domain considered in this research,
since the probability that individuals are in a diffusion
status is lower for particularly salient identity domains. In
other words, since vocation represents a core identity
domain for the adult working population (cf. Bowling et al.
2010), it would be less probable to find employees who do
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not care at all about their lack of fulfilling commitments.
Furthermore, the characteristics of the teachers’ work, with
continuous interactions with pupils and their parents, and
also with colleagues and superiors, demand a high level of
work engagement, which is not compatible with a status of
diffusion (Kyriacou, 2001). In addition, large surveys
conducted with Italian teachers (cf. Cavalli and Argentin,
2010) have documented how continuous challenges pro-
vided by organizational changes (e.g., resizing of school
classes; introduction of new technologies) make it difficult
for any teacher to preserve a passive, diffused identity.
Overall, our results highlight the importance of attending to
participants’ specific characteristics and their contexts
when studying identity statuses.

We also found that teachers with a contingent contract
and those with lower job and organizational tenure scores
were overrepresented in the moratorium status. These
findings are consistent with extensive literature (for a
review see De Cuyper et al. 2008) emphasizing that iden-
tity development in the organizational context can be more
challenging for individuals with unstable contracts. Our
results suggest that these individuals are more likely to
reconsider their job commitment and believe that other
occupations are more appealing.

Regarding differences among identity statuses on the
various job outcomes, teachers classified in statuses char-
acterized by a stable job commitment (i.e., early closure and,
to a stronger extent, the achievement status) exhibited lower
burnout, perceived higher job satisfaction, and were more
likely to perform organizational citizenship behaviors. In
contrast, employees questioning their job commitment (i.e.,
searching moratorium and, to a stronger extent, the mora-
torium status) reported higher burnout, were less satisfied,
and engaged in fewer organizational citizenship behaviors.
Interestingly, results regarding the various facets of job
satisfaction highlighted that identity statuses explained large
portion of variance in responses related to satisfaction
regarding future security and job results (17 and 16 %,
respectively). In contrast, identity statuses explained less
variance on satisfaction for relationships with coworkers and
superiors (3 % in both variables). Thus, identity statuses
were more related to satisfaction for job characteristics and
outcomes than for the job relationships dimension.

Overall, these results were consistent with Hypothesis 2,
and are in line with an extant identity literature (Kroger and
Marcia, 2011; Meeus, 2011) showing that identity stability
provides a sense of direction, self-certainty, and well-being
(Adams and Marshall, 1996; Berzonsky, 2003; Luyckx
et al. 2010; Porfeli et al. 2011). Thus, individuals with a
firm identity have more resources to actively pursue their
objectives and to appropriately face stressful situations at
work, and they can adopt more proactive behaviors in order
to reach their goals and those of their organizations.
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Job Identification Profiles

The present research is also the first to use a data-driven
method of classification to individuate identification profiles
based on two targets (i.e., work-group and the organization
as a whole). In line with Hypothesis 3 (cf. van Dick et al.
2008), we extracted four identification profiles, namely
G&O-I, G-I, O-I, and NO-I. In addition, we found that
teachers with a contingent contract and with lower job and
organizational tenure scores were overrepresented in the G-I
profile. These individuals may have difficulty identifying
with their organizations, since they must repeatedly move
between schools when temporary contracts end (cf. De
Cuyper et al. 2008).

In accordance with Hypothesis 4, results clearly indi-
cated that employees who had achieved identification with
both targets (G&O-I) reported lower burnout, higher job
satisfaction, and more organizational citizenship behaviors
than employees who were not identified with either the
work-group or the organization as a whole (NO-I). Overall,
those who identified with only one target (G-I or O-I) still
experienced less burnout, reported higher job satisfaction,
and implemented more organizational citizenship behav-
iors than NO-I employees.

With regard to burnout, workers in the G-I and G&O-I
profiles reported lower emotional exhaustion than
employees in the NO-I profile, while those in the O-I
category reported intermediate scores. In this sense, indi-
viduals’ links with the work-group may be more self-pro-
tective against exhaustion and callous behaviors than their
links with the larger organization. This may involve two
different processes. On the one hand, as outlined by Haslam
(2004), high identification does not necessarily protect
employees from exhaustion because strongly identified
employees may choose to work harder to achieve organi-
zational goals than employees with weaker identifications
(Avanzi et al. 2012; van Dick and Haslam, 2012). On the
other hand, lower identification with the work-group may
result in these same individuals receiving less social sup-
port from colleagues (van Dick and Haslam, 2012).
Because teachers in the O-I profile have relatively high
levels of organizational identification, they could be faced
with a strong “overload” and, at the same time, they could
receive less social support from their colleagues because
they are not identified with the work-group. This situation
could make them more vulnerable to emotional exhaustion.
In contrast, teachers who strongly identify with their work-
group, but weakly identify with their organization, might
feel less pressure to work toward achieving the organiza-
tion’s goals and may receive more social support from their
colleagues. This combination of less “overload” and more
social support may make these individuals less vulnerable
to emotional exhaustion.

Findings regarding the second dimension of burnout
(i.e., professional efficacy), as well as results concerning
job satisfaction, highlight the highly adjusted profile of
employees in the G&O-I group. In fact, these workers
reported the highest levels of professional efficacy, and
high satisfaction for various facets of their job. In partic-
ular, these employees displayed very high levels of satis-
faction regarding the relational dimension of their work,
perceiving positive relationships with their superiors and
high-quality collaborations with colleagues. Thus, differ-
ently from what found for identity statuses, identification
profiles are more strongly related to satisfaction for rela-
tional issues associated with the work experience. This
confirms that employees who are highly identified with
their “in-group” tend to perceive in-group members more
positively and, as a consequence, experience greater sat-
isfaction in their work relationships (van Dick and Haslam,
2012).

In addition, our findings regarding organizational citi-
zenship behaviors are consistent with van Dick and col-
leagues’ (2008) results, which revealed that people highly
identified with both their organization and work-group
reported higher organizational citizenship behaviors than
employees who identified strongly with only one of the
targets, or who identified with neither of the targets.

Bridging Together Personal and Social Identity Facets

In this study, we sought to understand whether and how
personal and social identity facets are interrelated. Building
upon self-consistency theories (Festinger, 1957; Heider,
1958), we formulated Hypothesis 5, focused on intercon-
nections between personal and social facets of job identity.
Consistent with our expectations, we found that personal and
social identity facets were significantly associated. Results
indicated that teachers in the achievement status were more
likely to identify with both their group and organization than
were teachers in any other status. In addition, achieved
teachers were less likely to be classified in the G-I profile,
whereas this profile was more common among early-closed
teachers. This latter finding is in line with literature showing
that early-closed individuals tend to exhibit high social
conformity (Kroger and Marcia, 2011). Finally, employees
in the moratorium status were more likely to report low
identification with both their group and organization.

In brief, these results indicate that those who have
achieved a strong personal identity are more likely to have
a strong social identity, and vice versa. Future longitudinal
studies are necessary to clarify the dynamic of this inter-
dependence. We conjecture that people with a strong per-
sonal identity can establish more mature interpersonal
relationships within their work context (e.g., Erikson,
1959), and those who strongly identify with both their
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work-group and their organization receive greater support
in developing a firm job identity. Social identity satisfies
many fundamental needs, such as the need to belong to a
larger group, as well as needs to reduce uncertainty about
one’s self-concept and to find meaning about their place
within the social world (Ashforth et al. 2008). Overall,
people try to achieve a social identity in order to acquire a
positive self-concept (van Dick, 2001). Thus, employees
who have achieved strong organizational and work-group
identification have probably satisfied these needs to a
greater extent, which subsequently reinforces their personal
identity in a recurring cycle.

To further integrate personal and social identity facets,
we finally examined identity configurations defined by
specific combinations of identity statuses and identification
profiles. Specifically, we focused on six identity configu-
rations obtained by crossing statuses corresponding to sta-
bility (achievement/closure) and instability (moratorium/
searching moratorium) in personal identity with identifica-
tion profiles typified by stability (G&O-I), partial stability
(G-I/O-I), and instability (NO-I) in social identity. Con-
sistently with Hypothesis 6, we found that teachers in the
identity configurations characterized by personal and social
identity stability reported a more adjusted profile (i.e., lower
symptoms of burnout, higher satisfaction, and more orga-
nizational citizenship behaviors) than their colleagues in the
configurations defined by instability in both personal and
social identity. Further, employees in the configurations
characterized by stability or partial stability in personal or
social identity reported intermediate scores on job out-
comes. From the perspective of Linville’s (1985, 1987) self-
complexity theory, these results suggest that having reached
a condition of stability in one facet has a buffering effect
that protects from a condition of instability experienced in
other self-related aspects.

Regarding this general pattern, it must be mentioned that
only on two outcomes (i.e., emotional exhaustion and sat-
isfaction for collaboration with co-workers) did we find a
clear main effect of one facet that was independent from the
other facet. More specifically, teachers in configurations
characterized by personal identity stability, independently
from the social identity facet, reported lower emotional
exhaustion than those in configurations defined by personal
identity instability. Further, employees in configurations
characterized by social identity stability exhibited more
satisfaction for collaboration with co-workers than their
counterparts classified in configurations defined by social
identity instability, independently from the personal iden-
tity facet. These results are consistent with differences in
percentages of variance explained by identity statuses and
identification profiles. In fact, larger differences were found
on emotional exhaustion (identity statuses and identification
profiles explained 19 and 2 % of the variance, respectively)
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and on satisfaction for relationship with co-workers (iden-
tity statuses and identification profiles explained 3 and 26 %
of the variance, respectively). These combined results
suggest that, while personal and social identity facets have a
combined effect on most outcomes, they have specific
influences on some outcomes. In particular, personal job
identity has a key importance for emotional exhaustion,
which is the central aspect of the burnout construct (Kris-
tensen, Borritza, Villadsena, and Christensen, 2005), while
social identity is more tied to relational aspects of job sat-
isfaction (i.e., relationships with coworkers), highlighting
the relational and comparative nature of this construct
(Ashforth et al. 2008). In brief, both dimensions are related
to job outcomes, with some particulars that could be con-
sidered when planning interventions aimed at promoting
well-being at work.

Theoretical and Practical Implications

This study has relevant theoretical and practical implica-
tions. From a theoretical point of view, results suggest the
importance of conceptualizing job identity in terms of both
personal and social facets. In this way, it would be possible
to capture identity complexity (Linville, 1987) and propose
more straightforward predictions on relationships between
identity and job outcomes.

Regarding practical implications, findings point to the
differential but interrelated roles played by employees’ per-
sonal and social identities. This suggests that managers should
seriously consider “identity issues” in their organizations. In
particular, decisions to either deal with both personal and
social identity facets or focus on only one of them should
depend on specific organizational problem and goals.

Specifically, people who achieve a firm personal identity
and who are able to identify with both organizational targets
(work-group and larger organization) showed the most
positive profile from both an employee (e.g., higher profes-
sional efficacy) and an organizational (e.g., higher organi-
zational citizenship behaviors) point of view. In this sense,
employers should reinforce both personal and social identi-
ties in order to promote employees’ perceptions of profes-
sional efficacy and organizational citizenship behaviors.

Our results also showed specific relations between per-
sonal and social identity facets and job outcomes. Social
identity profiles were more related to relational aspects
(i.e., satisfaction for relations with colleagues and superior)
of job satisfaction, whereas personal identity statuses were
more intertwined with satisfaction for job aspects related to
future security and job results and, importantly, to emo-
tional exhaustion. Consequently, employers should target
specific facets of social and personal identity when their
aim is to improve satisfaction for particular job dimensions
and to reduce emotional exhaustion.
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Thus, employers should decide to make salient and
reinforce personal or social identities on the basis of specific
goals and problems. For example, if the management aim is
to increase employees’ capability of working together in
order to achieve shared goals, the best strategy would be to
consistently support the social identity facet, for example by
implementing socialization strategies that make salient
employees’ membership to the organization. On the other
hand, if the management priority is to effectively address
problems of emotional exhaustion, the best strategy would
be to focus on personal identity, for example planning
training courses on coping strategies tailored to the specific
identity statuses classifying the employees. In this respect, it
is worthwhile to refer to the four-phase “ASPIRe” model,
developed by Haslam, Eggins, and Reynolds (2003) to
manage personal and social identity in organizational
activities. The goal of this model is to achieve both orga-
nizational success and employees’ well-being. In this sense,
employers should firstly be aware of the relevant identities
that employees use to define themselves, because it is on the
basis of these identities that they think, feel, and behave.
They should then facilitate employees’ ability to achieve a
consistent and harmonious state by consolidating all rele-
vant identities, moving from lower-levels to higher-level of
self (personal—work-group—organization) and establish-
ing goals that are pertinent to those identities. For example,
since social identities are relational and comparative, it may
be useful to reinforce identification with the organization as
a whole by making the organizational identity salient in
different contexts (in general meetings, organization of
school festivities, etc.), and by referring to the organiza-
tion’s history, its core activities, its mission, and its
competitors.

Limitations and Suggestions for Future Research

This study should also be considered in light of some
limitations. First of all, the research utilized a cross-sec-
tional design, and we therefore cannot draw any conclusion
about direction of effects. The current study builds upon an
established theoretical background (Erikson, 1968; Marcia,
1966; Meeus, 2011; Tajfel and Turner, 1979; Turner et al.
1987) suggesting that identity statuses and identification
profiles can account for differences in job outcomes.
Alternative explanations are possible, however, and a case
could be made for the existence of reciprocal relationships.
For instance, high levels of job satisfaction likely support
maintenance of current identity choices, and prevent a
reconsideration of them. Therefore, we urge future longi-
tudinal studies to thoroughly examine the direction of
effects between personal/social identity and relevant job
outcomes. In addition, longitudinal studies are necessary to
(a) uncover trajectories of personal and social identity over

time; (b) unravel how these trajectories vary when indi-
viduals approach relevant career events, such as promotion
and retirement; and (c) examine interrelations between
personal and social identity facets (Schwartz et al. 2011).

Another limitation concerns the use of self-report mea-
sures for all the constructs examined. Some of the findings
might be due to common method variance or effects of
social desirability. Others have noted, however, that com-
mon method variance could be a “methodological urban
legend” and its effect may be variable or negligible
(Spector, 2006). In any respect, it would be important in
future studies to obtain data from different sources, for
example peer ratings of teachers’ organizational citizenship
behaviors (Podsakoff et al. 2003).

A final shortcoming concerns characteristics of our
sample, which mainly consisted of female teachers. Future
studies should examine a wider range of occupations and
more gender-balanced samples, in order to confirm the
documented pattern of results on personal and social
identity and job outcomes in other organizational contexts.

Conclusion

This study highlights the importance of studying and
integrating different facets of job identity, as each facet had
a specific impact on job outcomes (i.e., burnout, job sat-
isfaction, and organizational citizenship behaviors). These
findings can have relevant implications in terms of sug-
gesting which dimensions of identity need to be promoted
in order to reduce workers’ burnout and enhance their job
satisfaction and organizational citizenship behaviors. In
conclusion, this research could be a starting point for future
studies aimed at gaining a more comprehensive under-
standing of antecedents, correlates, and outcomes of vari-
ous job identity facets.
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