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Role of Personality Traits on Job Satisfaction: A study among Telecom
Employees in Tamil Nadu
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The objective of this study was to describe the dominant personality traits of telecom
employees. The measuring tools consist of NEO-FFI, Job Satisfaction Scale, and a
Socio-demographic data sheet. The measurement was collected from 120 telecom
employees of public and private telecom organization in the Coimbatore telecom region.
The findings revealed that Extroversion, Agreeableness, and Conscientiousness have
a significant and positive relation to Job Satisfaction. Of these three personality factors
conscientiousness had a significant influence on job satisfaction. The employees who
were highly experienced and received a high monthly income had better job satisfaction
than the employees who were having less experience and monthly income. Moreover,
public telecom employees had better job satisfaction than private telecom employees.
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Today, telecom industries are showing intense
growth with greatimpact on healthy competitions
among service providers. One of the main
reason behind telecom industries success are
employees who consistently work for them may
also, experience high job pressure to meet their
short and long-term targets. Employees’ working
style could be determined by the personality that
he/she possess for a longer period of time that
may reflect on their work and job satisfaction.
It has been assumed that personality can
play a vital role in how people deal with work
situations. By assuming this effectiveness, the
main question to answer is whether the type
of organization plays an important role in the
organization or as noted earlier the personality
trait could be a determinant of the job satisfaction
(Ardakani et al. 2017).

Job satisfaction:

It is a vital topic amongst industrial
researchers; especially in organizational/
industrial sectors. As we noted earlier, it made
a great impact on the organizational culture
and effectiveness. Moreover, employees’ job
satisfaction is a good indicator of organizational
effectiveness. When the employees are less
satisfied with the job ultimately it affects the
effectiveness of the organization.

Job satisfaction is a central issue of an
organization and an employer plays an important
role in fulfilling their employee’s needs. Keeping
job satisfaction high among their employees
could be an excellent benefit for the organization
(Ardakani et al. 2017). The consistent definition
of job satisfaction as defined by John Locke
(1976) a pleasurable or positive emotional
state resulting from the appraisal of one’s
job or job experience. Several organizational
psychologists state that dispositions can be a
vital determinant of people’s job attitudes (Judge
and Locke, 1993; Watson and Slack, 1993). Job
satisfaction could be described by the specific
type of organizations’ supervision, autonomy,
pay, rewards, and recognition.

Likewise, job satisfaction does determine the
pay/compensation, trust between employees and
senior management, job security, relationship
with immediate supervisor and respectful
treatment of employees at all levels (SHRM,
2017). There are several factors that may
influence job satisfaction; personality is one of
the many factors that proposed being as a base
of job satisfaction since some individuals are a
subject to negative affectivity, while others are
predisposed to positive affectivity (Haliza M et
al. 2015). As employees spend most of their
time in their workplace, they would emulate
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their personality there and it is all about the
enduring characteristic of a person where he or
she interacts regularly.

Personality: As above said dispositional
factors, how an employee interacts with his
environment (workplace, family and friends) may
be determined by personality factors (Haliza M
et al. 2015).The Allport definition of personality
articulates the dynamic organization within the
individual of those psychophysical systems that
determine his characteristic behavior (Vollmer F,
1974).Hence, inorder to enhance the employees
level of satisfaction, the factors that influence
job satisfaction should be identified. Although
there are several types of researchthat have
been done to identify the relationship between
personality and job satisfaction,yet in this
field, only very few attemptshave been made
(Irissappane D &Kavitha M, 2014).

Moreover,the extent of the relationship has
not been investigated comprehensively in the
context of the telecom employees. Each telecom
organization has their own job characteristics,
pay systems, and rewarding systems and
promotions. Therefore, with this perspective,
the present study was designed to explore the
following key research questions.

e What is the level of job satisfaction
among public and private telecom service
providers?

e Towhat extent can personality traits predict
job satisfaction of telecom employees?

e What would be the relationship between
personality traits and job satisfaction in
telecom employees?

Methods
Aim:
The purpose of this study was to analyze the
relationship between personality traits andjob

satisfaction of telecom employees in Coimbatore
telecom region.

Objectives:
The core objectives of this study are:

e to find out the personality traits and job
satisfaction of telecom employees
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e to find out the job satisfaction amongst
public and private telecom employees

e to find out the mostinfluencing and
dominant personality trait on job
satisfaction of telecom employees

Hypotheses:

e There will be a significant relationship
between personality traits and job
satisfaction of telecom employees

e There will be a significant difference
between job satisfaction of public and
private telecom employees

e There will be a significant difference
between the telecom employees’ years
of experience and job satisfaction

e There will be a significant difference
between the telecom employees’ monthly
income and job satisfaction

Tools Used

e NEO-Five Factor Inventory-3 by Paul T.
Costa and Robert R. McCrae(1985)

e Job Satisfaction Scale (B.L. Dubey et
al., 1989)

e A demographic data sheet includes age,
gender, type of organization, monthly
income and years of experience.

Population and samples

The data was collected from Coimbatore
telecom region, subjects were invited to
participate, and informed consent was obtained
from them. Of the 120 participants from both
kinds of the organization — Public (60) and
Private (60) — were included by using purposive
sampling method. Age of the participants was
ranging from 23 to 60 years with mean=35.40 &
SD=11.59. The majoritywere female participants
62 (51.7%) and male employees were 58
(48.3%).

Statistical analysis:

The collected data were analyzed with the
Pearson product moment correlation, t-test,and
linear regression analysis.

Results
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Table 1 shows the relationship between personality
traits and job satisfaction of telecom employees.
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of personality traits on job satisfaction of
telecom employees. Neuroticism, Extraversion,
Openness to new experience and Agreeableness

Personality traits Job satisfaction
Neuroticism -0.160*
Extraversion 0.274*

Openness to experience 0.024
Agreeableness 0.257*
Conscientiousness 0.418**

respectively, were shown as relatively less
unstandardized coefficients ‘R’ such as -0.150;
0.311; -0.488; 0.305 and 1.016; and among the
personality traits conscientiousness was the
only trait which is having higher 3=1.016 than
any other personality traits. It is also indicated
that personality traits as complete has explained

**-Significant at 0.01 level; *- Significant at 0.05
level

Table 1 indicates that personality trait of
neuroticism was negatively correlated (-0.160)
with job satisfaction and openness to new
experience did not have (r=-0.160; r= 0.024)
correlation with job satisfaction. Extraversion,
agreeableness,and conscientiousness were
(r=0.274, 0.257, 0.418) positively correlated with
job satisfaction at p<0.01 level. The alternative
hypothesis stating that there will be asignificant
relationship between personality traits and job
satisfaction of telecom employees is ‘retained’
at 0.01 level.

Table 2 shows the influence level

the variance r2=0.233 (23%) on job satisfaction
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Figure 1: Graphical Representation of Influence
of Conscientiousness on Job satisfaction among
telecom employees (model-2)

Table 2: Influence of Personality traits and Job satisfaction among Telecom Employees (model-1)

Unstandardized

Personality Traits Depgndent Coefficients ‘t Sig. Model Summary
variable @

(Constant) 45.806 3.673 .000
Neuroticism -0.150 -0.602 .548

Extraversion 0.311 1.246 .215 r2= 0.233

Job Satisfaction F=6.932

Openness to new 0.488 1764 | .080 P = <0.01

experiences :

Agreeableness 0.305 1.257 21
Conscientiousness 1.016 4.118 .000

Table 2a: The Influence of Conscientiousness on Job satisfaction among telecom employees (model 2)

Unstandardized

Personality Traits Depgndent Coefficients 't Sig. Model Summary
variable @
(Constant) 43.807 7.725 | .000 r’=0.175
Job Satisfaction F=24.959
Conscientiousness 1.065 4.996* .000

p=<0.01
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Table 3 shows the job satisfaction of telecom employees with respect to their working organization

Personality Traits Name of the organization N Mean SD ‘- value
Public 60 73.92 11.63

Job satisfaction 2.294**
Private 60 69.72 8.11

**-Significant at 0.01 level

Table 4 shows the job satisfaction of telecom employees with respect to their Years of Experience

and Monthly Income

Job Satisfaction N Mean SD ‘t'- value
>5 66 | 75.17 | 11.091

Year of Experience 4.251*
<5 54 | 67.72 7.210

Monthly Income 224000.Rs | 63 | 74.79 | 11.168 | 3.516**
< 23999.Rs | 57 | 68.53 7.892

**-Significant at 0.01 level

From the table 2a and figure 1, itindicates that
further analysis has been incorporated to check
the exclusive influence of conscientiousness
on the job satisfaction which showed r2=0.175
(17%).

Table 3shows that Public telecom employees
were highly (M=73.92; SD=11.63) satisfied
with their jobs than private telecom employees
(M= 69.72; SD=08.11) with the ‘t’ value of
2.294signifying at 0.01 level. The alternative
hypothesis stated that ‘there will be a significant
difference between job satisfaction of public
and private telecom employees which is been
‘retained’ at 0.01 level.

Table 4 shows that the employees who
were having fiveand aboveyears of experience
(M=75.17; SD=11.091) had a better job
satisfaction than employees with less than
fiveyears of experience (M=67.72; SD=7.210).
The alternative-hypothesis stated ‘There will
be a significant difference between the telecom
employees’ years of experience and job
satisfaction’ which is been ‘retained’ at 0.01 level.

In addition to that it also reveals that the
telecom employees who are getting a salary
of Rs. 24000 and above were tending to have
better job satisfaction (M= 74.79; SD=11.168)

than people who were getting less than Rs.
24000 as salary (M=68.53; SD= 7.892). The
alternative hypothesis stating that ‘there will be
a significant difference between the telecom
employees’ monthly income and job satisfaction
is ‘retained’ at 0.01 level.

Discussion

In this study, all the key research
questions had been tested statistically and the
explanations for the present study’s findings
are discussedwithinthe light of previous studies
inputs and theoretical paradigm of personality
and job satisfaction are as follows.

It has identified that neuroticism was
inverselyrelatedto job satisfaction. Similarly,
the paststudies also revealed that neuroticism
was associated with less job satisfaction
(Adrakani, 2017; Furnhum and Zacherl,1986;
llies and Judge, 2003; Judge et al., 2002). It
can be explained that when employees are
emotionally unstable and anxious towards their
work it further decreases their job satisfaction
level. However, a certain amount of stableness
is required to perform the given jobs in telecom
sector althoughthe pressure is high onthe job.
When the employees learn to understand the
jobs’ nature and dealing effectively with work
calmly it may enhance their job satisfaction level.



260

Extraversion has a significant relationshipwith
job satisfaction and as a traitit would be beneficial
especially for the telecom employees inorder to
be active in helping their customers and up their
own job performance.Similarly, a research on
thediverse population by Furnham and Zacherl
(1986) and the other study on farmers by Bray
field and Marsh (1957); by Patrick, 2015 on
teachers; on thebank, employees by ljaz and
Khan (2015) reported that extraversion had a
strong association with job satisfaction. It can
be noted that though the job title and nature is
different in previous studies the extraversion is
a much-needed character for the effective job
performance and satisfaction i.e. teachers vs
students, bank employees with customers and
farmers with consumers and so on.

Openness to new experience did not relate
with job satisfaction of telecom employees since
most of the participated employees deal with
what has been assigned to them to complete
it and several times they are not encouraged
to think out of the box hence their job is may
be mechanical in nature.Similarly, a recent
study investigated among bank employees in
Pakistan by ljaz and Khan (2015) reportedthat
an openness to new experience did not relate
to job satisfaction of employees.

Conversely, agreeableness was positively
correlated with job satisfaction which indicates
that cooperativeness among each other
andensures to serve the customers need.
It also supported recent studies findings of
Adrakani (2017). Moreover, conscientiousness
has a significant relationshipto job satisfaction,
which clearly indicates that the employees who
possess the characteristics of being punctual,
dutiful and goal-oriented nature tend to have
better job satisfaction. This findingsupports the
study conducted by Adrakani (2017) among
engineersinlran. From this, we could infer that
conscientiousness as personality trait has a
potential role irrespective of any jobs.

In this present study analysis when
considered all the five personality domains
in the multiple regression, (Neuroticism,
Openness to new experience, Agreeableness,
Extraversion,andConscientiousness) it has
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predicted considerable amount of variance
in job satisfaction.However, in which only
conscientiousness hada significant influenceon
job satisfaction. Likewise, in previous studies,
Conscientiousness is been the most consistent
personality predictor of success of the work
sectors and occupation that would lead to having
a better job satisfaction of employees (Barrick
et al., 2001; Judge et al., 1999). In the present
study, it is revealed that conscientiousness’
alone predictedbetter job satisfaction.

As indicated above in the results the
public telecom employees who were getting
higher salary tend to perceive a higher job
satisfaction than the people who get less salary.
This discrepancy can be attributed to the pay,
which had given to employees in the public
organization. However, in private telecom sector
if an employeedesires to get ahigh incentive
and gets promoted he/she has to give the result
in termsof maximizing the number of network
materials sold-out based on short-term (monthly
target) and long-term targets (a half yearly/ an
accounting year).

There may not be many employees that
keep changing theirworkplace as much turnover
and pressure which is being experienced
by public telecom employees than private
telecom employees. In the present study, the
public telecom employees’ years of experience
are higher than private telecom employees.
This may be due to the discrepancyamong
telecommunication companies pay systems,
incentives schemes, and work pressures
which would force them to change their
companies where they feel comfortable and get
areasonable pay. Therefore, the employees who
were relatively had more years of experience
had a better job satisfaction than people who
have fewer years of experience.

Conclusion

To conclude, the present study, found
a positive and negative relationship to job
satisfaction. It has been inferred that personality
profiles would get changed based on thetype
of the organization they work and the nature of
work they do. Conscientiousness has been the
significant predictors of job satisfaction amongst
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telecom employees. Besides personality traits,
dispositional factors such as the type of the
organization, monthly income and year of
experience playa vital role in the job satisfaction
of employees. This study has provided additional
insightsintothe dominant personality trait with job
satisfaction of telecom employees.
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