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ABSTRACT: This study examined the relationship of the personality factors (Openness, Conscientiousness,
Extraversion, Agreeableness, and Neuroticism) with each of the three workaholism componentsi.e. working compulsively,
working excessively and combined workaholics. As the study is of exploratory in nature, a sample of 145 academicians
was drawn from the two universities of Jammu region (India), namely, Shri Mata Vaishno Devi University, Katra
(India) and the University of Jammu, Jammu (India). The interna consistencies of each dimension of Dutch Work
Addiction Scale (DUWAS) ranged from 0.883 to 0.837 and Cronbach’s o rdliability coefficient value of scale- measuring
Extraversion, Agreeableness, Conscientiousness, Neuroticism and Openness to experience- ranged from 0.75 to 0.83,
which is within the specified limit. Three dependent variables, namely, combined workaholics, working compulsively
workaholics and working excessively workaholics were regressed with age, monthly salary, family type, family size,
marital status; whereas extraversion, agreeableness, conscientiousness, neuroticism, and openness to experience vary
individually. The study has identified neuroticism and conscientiousness as the significant personality traits causing
the negative impact on al the three dimensions of workaholics. Whereas, salary is negatively correlated and has a
significant impact on the two dimensions of workaholism, namely, combined workaholics and working compulsively
workaholics. However, the designation is significant variable and is positively affecting the working compulsively
workaholics.
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INTRODUCTION
In the midst of the development of modern
societies, the working competition has become
increasingly severe. Theemployees face alot of rapid
and complex changes that have marked an entirely
new era of business characterized by increasing work
pressures, day to day challenges, stretched working
hours and so on. The elongated burden of work is
leading the employeestowork for long hoursanditis
not surprising that people work harder and longer
nowadays to become potential victims of workaholism
progressively.
Theterm workaholism wascoined by Oatesin 1968.
It isakin to addiction to alcohal in excess and refers
to people whose needs to work has become so
exaggerated that it may congtitute a danger to their
health, personal happiness, interpersonal relationsand
social functioning (Oates, 1968). Ancther definition
proposed by Spence and Robbins (1992), stated that

the common element in thediscussions of workaholism
isthat the affected individual is highly committed to
work and devotes agood deal of timeto it. However,
somewriters view workaholics as unhappy, obsessive,
tragic figures, who are not performing their jobs
properly and create difficulties for their co- workers
(Oates, 1971; Naughton, 1987) asthey have asingle
aim in mind, i.e. to work more and more and stretch
themselves to the point of exhaustation and are
constantly worried about meeting deadlines and
achieving success (Porter, 1996).

The workaholics possess different types of
workaholic behaviour patterns. Theseare compulsive-
dependent, perfectionist and achievement- oriented
(Naughton, 1987; Scott et al., 1997). Each of these
behavioural patterns has potentially different
antecedents (Scott et al. 1997; Burke, 2000; McMillan
et al., 2002) which include demographic characterigtics,
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work situation characteristics (Spence and Robbins,
1992; Burke, 1999) and personality characteristics
(Burkeet al., 2006).

Previous Studies on Workaholism and Personality

Very few studies have examined the relationship
between the personality and workaholism. Thestudies
conducted by researcherslikeBurkeet a. (2006) made
an attempt to look at the relationship between
generalized salf-efficacy, thebig five personality traits
(Neuroticism, Extraversion, Conscientiousness,
Openness to Experience and Agreeableness) and the
threedimensi onsof workaholism (drivetowork, joyin
work, and work involvement). They found that
neuroticism was related to feeling driven to work,
extraversion was related to work involvement and joy
inwork and generalized sl f-efficacy wasrelated toall
thethree dimensions of workaholism. Eysenck (1997)
revealed that there would be a casual relationship
between personality factors, namely, psychoticism,
extraversion and neuroticism and biological factors
(geneticfactors) which, inturn, produce addictivework
behaviour. Andreassen et al. (2010) and Clark et al.
(1996) examined personality correl ates of workaholism
dimensions, namely, work involvement, drivetowork
and enjoyment of work using Big Five Inventory (BFI)
and concluded that conscientiousness was positively
related to all the components of workaholism. Negative
relation was observed between neuroticism and
enjoyment of work and also between agreeableness
and drivetowork dimension of workaholism. Mudrack
(2004) proposed that workaholism may be the by-
product of the combination of high job involvement
with an obsessive compulsive personality which
consisted of six distinct traits, i.e., obstinacy,
orderliness, parsimony, perseverance, rigidity and
superego. The study indicated that high job
involvement coupled with high scores on the
obstinacy, orderliness, rigidity and superego traits
would lead to high scores on tendencies to engage in
non-required work. Burke et a. (2008) specified that
workaholics indicate greater perfectionism, find
difficulty in delegating tasksand areless satisfied with
their jobs. Ng et al. (2007) mentioned that achievement
related traits, i.e., Type-A personality, obsessive
compulsive personality and need for achievement
influence individuals to become addicted to work.
Scott et al. (1997) revealed obsessive compulsive
personality trait as the dominating factor which

promotes addiction towards work and makes people
workaholic. Naughton (1987) suggested that high job
involvement coupled with high scoreson measures of
obsessive- compulsive personality might produce
individuals, who areworkaholics.

Liang and Chu (2009) indicated that obsessive
compulsion, achievement orientation, perfectionism
and conscientiousness are the key personality factors
which lead an individual towards workaholism.
Zhdanovaet al. (2006) examined the antecedents and
consequences of workaholism and concluded that
Type-A personality trait and perfectionism were
positively related toworkaholism. In another attempt,
Schwartz (1982) indicated that individua swith a Type-
A personality trait presents a strong example of the
obsessive style and is commonly addicted to work.
Moving in the same direction, Robinson (1998) found
positive relationship between Type-A behaviour and
workaholisminindividuals. Furthermore, strong link
between workaholism and personality typesincluding
Type-A behaviour patterns, namely, competitive,
achievement-orientated individuals and obsessive-
compulsivetraitshave al so been pointed out at different
point of time (Naughton, 1987; Byrne and Reinhart,
1989). Chesnut (1990) found that workaholicsexhibited
ninebehavioural patternsi.e. areusuallyin hurry, have
strong need to control, are perfectionists, find difficulty
inrelationships, bingeonwork, fed difficulty inrdaxing
and having fun, impatient and irritable, fed inadequate
and are self —neglectful.

The above discussion on literature shows that most
of the studies have been conducted about Type-A
behaviour and obsessive compulsive behaviour.
Though Big Five Inventory can play a potential rolein
explaining workaholism in organisations(Burkeet d .,
2006), yet theresearch in this area hasreceived scant
attention.

The present study has been designed specifically
to examine the relationship of the personality factors
(Openness, Conscientiousness, Extraversion,
Agreeableness, and Neuraticism) with each of thethree
workaholism componentsderived by (Schaufeli, 2004)
i.e., working compulsively workaholics and working
excessively workaholics.

RESEARCH METHOD

Thestudy is based mainly on primary datacollected
from the academicians of Shri Mata Vaishno Devi
University, Katra (India) and University of Jammu,
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Jammu (India). Asthestudy isof exploratoryin nature,
soa sampleof 145 employeeswasdrawn from thetwo
universities of Jammu region (India). The choicefor
theacademician isduetothereason that academician
actsas aliaison between the student and the outside
world. Moreover they work hard to keep themsel ves
updated. Besides, studies of Spence and Robbins
(1992) and Narayan et al. (1999) have also found
university professors overl oaded with the work which,
further, reinforces the decision of targeting the
academicians working in university for the present
study.

The responses of the employees were taken
through the pre-tested structured questionnaire
during themonths of April to July 2010. Thecorrelates
relating to personal factors of workaholism amongst
the academicians were analyzed. A standardized 4
point scale DUWAS (Dutch Work Addiction Scale)
ranging from almost never toalmost alwayscomprising
of 20 statements devel oped by (Schaufeli, 2004) has
been used to measure the leve of workaholism. The
scale used is acombination of two constructs, namely,
working compulsively including seven statements,
and working excessively with nine statements.
Accordingly a respondent, who has scored high on
working excessively as well as on working
compulsively, categorised as workaholic using the
Schaufdi’sscoring key (Schaufeli, 2004).

This scale has been preferred over two frequently
used workaholism scales, namdy, Work Addiction Risk
Test (Robinson, 1999) and the Workaholism Battery
(Spence and Robbins, 1992) as the Work Addiction
Risk Test is misleading because of referring to
working hard without any reference to underlying
motivation (Libanoet al., 2010). Whereas, workahalism
battery has failed to confirm three factor modd of
workaholism that included work involvement, work
enjoyment and drive to work (Kanai et al. 1996;
McMillan et al., 2002). Both these scales have failed
to prove core components of workaholism (Schaufeli
etal., 2006).

The personality traits of the empl oyees have been
captured using the Big Five Inventory (BFI) model
developed by Goldberg (1992). Thisis comprised of
forty four statements measured on five point likert
type scaleranging from strongly disagreeto strongly
agree. Though there are various limitations to the
construct of Big Five model which has observed that
it is not theory driven, the five factors are not

independent of each other and are very broad for the
applied work (Depue and Collins, 1999), yet the big
five remains on the very popular personality model
because it gives an accurate and fast way of assessing
the main drivers of someone’s personality and is a
comprehensive scale which covers most of the
personality dimensions (Sinclair, 1990).

The Big Five Inventory has been preferred as the
valid predictor scale of personality traits (Popkins,
1998). The previous use of Dutch Work Addiction Scale
(DUWAYS) has shown theinternal consistencies of each
dimenson of scaletoberdiableand satisfactory (Metin,
2010; Shimazu, et al. 2010). The Cronbach’sa rdliability
coefficient value of BFI scale measuring Extraversion,
Agreeabl eness, Conscientiousness, Neuroticism and
Opennessto Experienceis higher than the minimum
acceptable level (Goldberg, 1992; McCrae and John,
1992). The responses of thefocal group for thesescales
in the present study also indicate that Cronbach’s o
reliability coefficient value ranges from 0.75 to 0.83
which isabovethethreshold limit.

Definition of the Variables

The following definitions of the terms are used for
the purpose of the study:
v"Working Excessively Workahalics: Itisthetendency
towork hard and isa behavioural dimension.
v"Working Compulsively Workaholics: It is an
obsession with work and is a cognitive dimension.
v'Combined Workaholism: It isthe combination of both
behavioural and cognitivedimensions.
v'Neuraticism: Itindicatesinstability, stress proneness,
insecurity and depression featuresin an individual.

v Extraversion: It is associated with sociability,
dominance, ambitiousness, and assertiveness
characteristicsof an individual .

v'Conscientiousness: It isan indication of persistence,
dependability and being organized traits of an
individual.

v'Agreeableness: It connotes the cooperative, caring
andlikeabletraitsin an individual.

v’ Openness to experience: It is an indication of
sensitivity, intellectual, imaginative, curious,
broadminded traits of personality.

Three model swere formulated in thestudy. Thethree
dependent variables used separately in all the three
models are, namely, combined workaholics (working
compulsively and working excessively), working
compulsively workaholics and working excessively
workaholics.
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The independent variables used in al the three
models were age, monthly salary, family type, family
size, marital status,extraversion, agreeableness,
conscientiousness, neuroticism, and openness to
experience. The average score of each respondent was
estimated on different dimensions of Big Five
Inventory. This average score was used to estimate
the Z scores for which each respondent has the same
mean (Mean=0) and standard deviation (S. D. =1). A
positivevalueindicatesthat it is above the norm while
a negative value indicates that it is below the norm
(Vermaand Larson, 2002).

Accordingly respondents with positive value have
been specified as employees with more contents of
that personality trait whereasthosewith negativevalue
possess less content of those personality traits. As all
the variables were categorical in nature and so were
converted into dummy variables to make the data fit
for the regression analysis and is presented bel ow.

Conversion of Variables into Dummy Variables
Ageif 30 -40 years. then 1, otherwise 0

Monthly Salary if lessthan Rs.35000then 1, otherwise0
Family typeif Nuclear then 1, otherwise O

Family Sizeif 3-5 membersthen 1, otherwise0

Marital Statusif marriedthen 1, otherwise0
Designation if Lecturer then 1, otherwise0
Extraversionif high then 1, otherwise0
Agreeablenessif high then 1, otherwise0
Conscientiousness if high then 1, otherwise 0
Neuraticismif high then 1, otherwise0

Opennessto Experienceif high then 1, otherwise0

The data was checked for the existence of any
problem of multicollinearity. However, thecollinearity
indicesin all thethree modelsindicates VIF<10 and
the tolerance value above 0.1. Both these values lie
between the limit range and indicates no
multicallinearity (Hair et al. 2008). Further thecorrdation
matrix also indicates the presence of low correlation
between theindependent variables (lessthan 0.5 in al
the cases) (Annexure I) which further suggest that
multi pl e regression may be used asan appropriatetool
for analysis. The regression equation for the three
modelsisas under:

Y=F (X X X, X,

Where Y represents the dependent variables
(i.e. Combined Workahalic, Working Compulsively
Workaholic and Working Excessively Workaholic)

X _Sdary, X, =Designation, X = Marital Status, X =
Openness to Experience X,= Neuroticism, X =
Conscientiousness, X, = AgreeablenessX = Extraversion,
X =Age, X = Family Type, X ;= Family Sze

Thedemographic profileof thefocal group divulge
that the sample is predominantly of males (65%),
married (68%), having 3-5 membersin thefamily (60%),
lived in nuclear families (59%) and arefallingin the
30-40 years of agegroup (53%). Therespondents are
mostly lecturers (56%) and maximum respondents
(40%) fall in themonthly salary category of INR 25000
35000 out of four categories of salary i.e. slary less
than 15000, salary between 15000-25000 and salary
above 35000.

Table 1: Hours devoted for work

Percentage- wise distribution
Job hours
Strictly 9to 5 38.0
Normally extends beyond 5 51.0
Quite Flexible, If no work can go home 11.0
Time spent at home for completing official work
1-2 Hours 56.0
2-4 Hours 22.0
Above 4 Hours 15.0
NA 7.0
Addition of associates resultsin optimal workload in the organization
Yes 71.0
No 230
May Be 6.0

Source: Primary data
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The number of hours devoted by employees for
their work (refer table1) depicts that they normally
work beyond 5 (51%) and even spend 1-2 hours at
home for completing their official work (56%) and
consder addition of associates results intotheoptimal
workload (71%).

The most obvious characteristic of workaholicsis
that they work beyond what isrequired (Schaufeli et
al., 2006). Consequently, they devote much moretime
to their work than do others (Scott et al., 1997,
Mudarack and Naughton, 2001; Brett and Stroh, 2003;
Buelens and Polemans, 2004). It appearsthat largely
thefocal group in the study tends to show workaholic
characteristi cs because most of them work beyond the
official hours and even spend 1-2 hours at home for
completing their official work. Moreover, majority of
the people feel overloaded with the work due to the
shortage of personsin the organization.

RESULTS AND DISSCUSSION

The descriptive statistics for three components of
workaholism, namdy, combined workaholics, working
compulsively workaholics and working excessively
workaholics with demographics and personality
factors were estimated. Theinter correlationsamong
all the independent variables used in the study
secifiesthat five of theten corrdations (50%), namely,
extraversion and conscientiousness (p<0.01),
agreeableness and conscientiousness (p<0.10),
conscientiousness and openness to experience
(p<0.01), conscientiousness and neuroticism (p<0.01),
and extraversion and opennessto experience (p<0.01)
aresignificantly different from zero (refer Annexurel).
The nine of the fifteen correlations (60%) of the
demographicvariables, namdy, ageand salary (p<0.05),
age and marital status (p<0.01), salary and marital
status (p<0.05), family typeand family size (p<0.01),
designation and age (p<0.01), designation and salary
(p<0.01), marital statusand designation (p<0.05), family
type and designation (p<0.10) and family size and
designation(p<0.10) aresgnificantly different from zero.

Examination of thecorrdation matrix (refer Annexure
I1) reveals that combined workaholics and working
compulsively workaholics are negatively correlated
with age, salary, marital status, extraversion,
consci entiousness, neuroticism and openness to
experience. Combined workaholics are positively
correlated with thefamily type, family size, designation
and agreeabl eness whereas, working compulsively
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Regression Results

Regression analyses was undertaken in which
workaholic behaviour patterns, namely, combined
workaholics, working compul sively workaholics and
working excessively workaholics were regressed on
eleven predictorsi.e. age, salary, designation, family
type, family size, extraversion, conscientiousness,
agreeabl eness, neuraticism and open to experience.

The table 2 reveals that in case of dependent
variables, namely, combined workaholics, working
compul sively workaholics and working excessively
workahalics, F- ratioissignificant at 1 per cent level of
significance and the value of adjusted R-square
explains 21, 18 and 17 per cent of thetotal variance,
respectively.

The analyses, further, reveal that neuroticism,
conscientiousness and salary are found to be
significant (p<0.05) and negatively correlated with
combined workaholics and working compulsively
workaholics. Whiledesignation isanother significant
predictor (p<0.05) which has shown a positive
correlation with theworking compulsively workaholics
whereas neuroticism and conscientiousness are
significant (p<0.05), but negatively correlated
determinants of working excessively workaholics.

The paper heedsthecall to examine how personality
and demographic variables arerelated to the patterns
of workaholic behaviour derived by Schaufeli et al.
(2004) i.e. combined workahalic, working compulsively,
working excessively. The results reveal that salary is
negatively correlated with the combined workaholics
and working compulsively workahalics. The combined
workaholics and working compulsively workaholics
possess the characteristics like spending a great deal
of time in work activities and inability to detach
themselvesfrom work even when they are not working
(Oates, 1971; Scott et al. 1997; McMillanet al. 2001; Ng
etal., 2007; Tariset a., 2008). Theemployeeswith this
type of behaviour may fear loss of job if they areearning
less(Koretz, 2001) and consequently for them increase
in salary may becomeamotivating factor (Rynesetal.,
2004). Thisinducement for salary may bethe probable
explanation for spending agreat deal of timeinwork
activities. Thestudy by L ocke (2007) hasalso reinforced
this and stated that people falling in low salary
categoriesare workaholics. Further, the composition
recount that neuroticismisanother variable whichis
found to be significant and negatively correlated with
workaholic behaviour patterns, namely, combined
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Table 2: Results of regression analysis

Model Combined workaholics

Working compulsively Working excessively

workaholics workaholics

Variables Coefficients t Coefficients t Coefficients t
(Constant) 1.730*** 1.713*** 1.460
Salary -0.260 -2.390* -0.332 -2.993* -0.162 -1.452
Designation 0.136 1.239 0.227 2.034* 0.051 0.453
MS -0.075 -0.911 -0.124 -1.487 -0.051 -0.601
Opennessto Experience -0.127 -1.522 -0.075 -0.884 -0.127 -1.477

Neuroticism -0.461 -5.451* -0.429 -4.966* -0.434 -5.000*
Conscientiousness 0-.283 -3.097* -0.245 -2.630* -0.277 -2.952*
Agreeableness 0.109 1.406 0.076 0.964 0.105 1.323
Extraversion 0.057 0.679 -0.013 -0.152 0.091 1.067
Age -0.123 -1.521 -0.047 -0.570 -0.136 -1.641
Family type -0.028 -0.321 -0.088 -0.988 0.004 0.048
Family size -0.012 -0.136 .017 0.184 -0.027 -0.297
F Ratio 4571** 3.928** 3.730**
R Square 0.258 0.211 0.244
Adjusted R Square 0.212 0.181 0.171

Note:* p<0.05; ** p<0.01, ***p<0.10

workaholics, working compul sively workaholics and
working excessively workaholics. As a neurotic
personality always experiences excessive worry,
instability, lack of confidence and has affinity to
experience negative emotions which reduces the
possibility of devel oping positiveattitude towardstheir
work and that may be the probable explanation for
devoting less time to their work by neurotics
(Bozionelos, 2003), either behaviourally or cognitively.

Another important determinant in all the three
models is conscientiousness. In the present study, al
the three workaholic behaviour patterns, namely,
working excessively, working compulsively and
combined workaholics (working excessively and
working compulsively) are negatively corrdlated to
conscientiousness. Thismay be because of the reason
that the individuals with this type of personality trait
are self-disciplined, aim for high achievement and
achieve high level of success through purposeful
planning and persistence (Bono, 2009), which may
forbid them to devote more time to their work.
Furthermore, the results reveal that designation is
positively correlated with working compulsively
workahalics. Working compul sively workaholicsfind
work pleasurableand fegl guilty or anxiousin non-work
activities. Thereforeif an individual with this type of
work behaviour is promoted, theremay beincreasein

the probability of an individual’'s exposure to
prolonged working hours which increase the
possihility of being addicted to work cognitively. Porter
(2001) has also mentioned that people working on
higher positions are under more pressure to work for
long hours and hence devel op workaholic tendencies.

CONCLUSION

The findings of the study will be helpful in
formulating preventing and remedial strategiesto keep
the empl oyees away from prolonged working hours. It
isseen that conscientiousnessis negatively correlated
with all theworkahalic behaviour patterns. Empl oyees
scored high on conscientiousness personality traits
usualy havea positive approach towardstheir lifeand
can do good planning and follow the plan in an
organized way. To reinforce this behaviour,
organizations can conduct training programmes,
seminars and workshops that can lead to the up
gradation of organization and management skills.
These types of training programmes can help in
increasing conscientiousness trait of behaviour in
employees (Spears, 2011). Besides, study hasidentified
neuroticism asavariablewhichisnegatively correlated
with al thethreetypes of workahalics. To embark upon
with these types of employees, organizations can
organize counsglling sessions or hold seminars that
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can help the employees to have better control over
their livesand reducethelevel of anxiety and ingtability
in their emotions. It has been proved that eighty per
cent of the people with emotional instability can be
treated through counselling (Hart, 1993).

M oreover, organi zations can al so organizeyogaand
meditation classes for such employees. Encouraging
yoga and meditation practices can help in reducing
anxiety and emotional ingtability (Singh, 2011). Besides

structuring the salaries of employees corresponding
to the job profile can also help in reducing the
workaholi c tendenciesamong the empl oyees. However,
the findings of the present study are only indicative
and not conclusive one. Future studies can be planned
to see the moderating effect of various demographic
and personality variables on different patterns of
workaholic behaviour and its consequences.

Table 3: Inter-correlation matrix (Annexure 1)

o = r 2 3 z o

2 > 4 S ) : 5 8 8 g 3 g

g s & 3 £ & 1 & = = g

g ER 2 § 3 % 4 85
Designation 0.33***  0.313*** = -011* -0.187* @ -0275** -04562*** 0014 -0.036 -0.018  -0.214**

Age - 018+ 0058 -0014 034* 008  01* 004 = 009 008

Sdlary . 009 -004 -018* 001 011 006 = -00056 01

Family type - 050 006 007 001 009 007 000

Family size 008 007 -01* 001 -007 005

Marital status = 0.02 -0.08 -0.009 0.04 -0.05
Extraversion - 005 032** 007 034+

Agreesbleness 0.12* -0.02 0.05

Conscientiousness
Neuroticism

Openness to experience

-0.42%**  (0.33***

-0.07

Note: ***p<0.01;**p<0.05;*p<0.01
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Inter-correlation between the dependent and independent variables (Annexure I1)

Table 4:
(@)
o) I n m & % Z 29
8. > & % g S 3 @ g 9 -§
® 3 P 2 a2 g @ 5 2B

z g a a g 2 2 2

S E B S 2 g 8 83
Combined — “5400  1ger+ 0074 0000 0047 -0144%* 0023 0077 -0431* -0316** | -0195%*
work addict

Working
compulsively

0.045 -0.134* -0.005 -0.055 @ 0.045

-0.177+*

-0.056 0.044 -0.122¢  -0.295*** -0.150**

Working
excessively

0117 -0.182* « -0129* 0023 0.038

-0.116¢

0.001 0083 -0.113* -0.301*** -0.179**

Note: ** Significant at 5 per cent level of significance; * Significant at 10 per cent level of sgnificance, *** Significant at 1 per cent

level of significance
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