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ABSTRACT

This study explored the relationship between the motivational potential characteristics of a job 
(measured by motivating potential scores or MPS) and job satisfaction and the moderation effect of 
personality traits. The results showed that the agreeableness personality trait could not significantly 
predict job satisfaction. However, the higher the MPS and the higher the agreeableness among the 
employees, the higher the job satisfaction tendency. Conscientiousness and job satisfaction had a 
significantly positive correlation. The interaction between MPS and conscientiousness also had a 
significantly positive impact on job satisfaction. The results showed that job satisfaction tended to 
decline under the interaction of MPS and extraversion. In addition, the interaction of MPS with 
neuroticism also had a significant effect on job satisfaction. The interaction between MPS and 
openness to experience had no significant effect on job satisfaction. However, the higher the MPS 
and the higher the openness of experience of the worker, the higher the job satisfaction.
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INTRodUCTIoN

Examining Taiwan’s industries (Central Taiwan Science Park, 2021; Hsinchu Science Park, 2021; 
Southern Taiwan Science Park, 2021), it was found that Taiwan focused on high-tech industries, 
including semiconductors, computers, and peripherals, electronic, photoelectric, communications, 
biotechnology, and high-precision machinery, which had become an important lifeblood of Taiwan’s 
industries. Therefore, this study is aimed at employees of electronics companies in a high-tech 
industry-intensive science park (Southern Taiwan Science Park, 2021). With the evolution of the 
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trend of the times, the employment relationship is gradually changing. In the past, companies could 
hire employees even when adopting a condescending manner and focusing on reasonable payment 
to attract talent. However, with the advent of the era of new knowledge competition, the supervisor–
subordinate relationship between top and bottom has become an issue of the past. Competition among 
modern firms depends almost on the competition between talents, so new equality and partnerships are 
gradually replacing the old employment relationships. Many enterprises recognize this situation and 
promote and maintain good labor relations to promote organizational harmony and further enhance 
the competitiveness of the organization.

This study explored the correlation between the motivating potential characteristics of job 
and personality traits of employees and their job satisfaction to help enterprises improve their job 
characteristics and enhance the motivational effect of the job. At the same time, this study examined 
whether enterprises recognized the differences in individual personality traits of employees to ensure 
that employees maintained the best psychological condition and high-quality job performance. The 
objectives of this article are as follows:

1.  Explore the impact of the motivating potential effects of job on job satisfaction.
2.  Study the moderation effect of personality traits on the relationship between the motivating 

potential effects of job and job satisfaction.
3.  Understanding the motivating potential characteristics of jobs for workers with different 

personality traits gives enterprises a reference for job design to enhance the job efficiency 
of employees.

LITeRATURe ReVIew ANd HyPoTHeSeS

Job Characteristics
The Definition of Job Characteristics
Job characteristics could be defined as the various attributes and factors related to a job. The 
wage and beneficiary of jobs, necessary skills, human relationships, the nature of the job itself, 
and the opportunity to obtain new knowledge or development all could be counted as job 
characteristics (Seashore & Tabor, 1975). Sims et al. (1976) proposed the following reasons why 
job characteristics are important: job characteristics will affect employee job satisfaction and job 
performance, and job characteristics have a large amount of influence on leadership behavior, 
job satisfaction, and job performance.

The concept of job characteristics originated in Taylor’s four principles of scientific management. 
However, after the Second World War, with the development of the field of psychology, new theories 
of job characteristics appeared, but researchers still felt that the scope of job characteristics was large 
and insufficiently defined. When Turner and Lawrence (1965) proposed the theory of requisite task 
attribute (TRTA), systematic research on job characteristics was thus started (Ke, 1995; Wang, 1996).

Hackman and Lawler (1971) proposed the theory of job characteristics (TJC), which considered 
that individuals had different needs and job goals, so the different needs of individuals must precede 
job design. The hypothesis was that when workers believed they would get what they wanted by doing 
something, the likelihood of choosing that behavior increased. The extent to which they wished to 
receive something depended on whether that item could meet their needs. Therefore, the job must 
also be able to meet the needs of employees. When that happened, workers would work hard.

Hackman and Oldham (1975) simplified and systematized the relationship between job 
characteristics and personal responses to jobs and proposed the job characteristics model (JCM). This 
model is a popular job characteristic analysis structure (see Figure 1) that proposes five important 
job characteristics and predicts the impact of these characteristics on employee productivity, morale, 
and satisfaction.
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Core Job Constructs
There are five items in core job constructs. These are:

1.  Skill variety: The degree of skills and talents required by employees to complete the job.
2.  Task identity: Workers can do the whole job, not just part of it, and can clearly confirm the 

results of their efforts.
3.  Task significance: The extent to which a job has a substantial influence on the lives or jobs 

of others.
4.  Autonomy: Workers have the degree of discretion to decide on the planning of the job, the 

equipment used, and the procedures of the job.
5.  Feedback: The extent to which employees are directly and clearly informed of their job performance.

Important Psychological States
The three psychological states are the causal core of the job characteristics model, prompting the 
worker to generate intrinsic motivation within himself. It must be when these three psychological 
states are present, and his intrinsic motivation is the highest. The psychological states are as follows:

1.  Feeling the meaning of the job: Employees feel that the job is meaningful and valuable.
2.  Feel the sense of responsibility for the results of the job: The degree to which the employee 

feels responsible for the job carried out is related to the autonomy of the job.
3.  Be aware of the actual results of job activities: The degree to which employees know or 

understand the job results is related to the feedback of the job.

Individual and Job Achievements
From the job characteristics model, one can know that good job characteristics can motivate workers 
with high growth demand intensity and make them have good job results. From the hypotheses of job 
theory, it has been shown that the psychological state generated by the job characteristics will affect 
the employee’s job response, which includes job motivation, job satisfaction, job performance, and 
absenteeism and mobility (Holman et al., 2010; Johari & Yahya, 2016).

The Intensity of Employee Growth Needs
Hackman and Oldham (1975) pointed out that employees engaged in the job with good characteristics 
were better than those with poor job characteristics in terms of job motivation, job performance, job 
satisfaction, and absenteeism and departures while also considering the differences between individual 

Figure 1. The job characteristics model
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workers. They believed that each person’s response to the job was different, so added personal growth 
needs as moderation variables. According to the hypotheses of the job characteristics theory, the 
growth demand belongs to a higher level of demand, corresponding to the need for self-esteem and 
self-actualization in the hierarchy of needs theory (Maslow, 1954).

Motivating Potential Scores (MPS)
Based on the five core job constructs of the job characteristics model, MPS can be calculated to 
represent whether the job has the characteristics of motivating the worker’s job potential. Hackman 
and Oldham (1975) believed that a job with motivating potential promotes intrinsic motivation for the 
job and therefore achieves better job outcomes. A job with motivating potential must contain three 
key factors, namely: at least one job characteristic that affects the job experience, high autonomy, 
and high feedback. If either job autonomy or job feedback has a zero value, the MPS is zero. If any 
of the skills variability, job identity, or job significance has a zero value, it does not make MPS zero, 
but it will reduce MPS. The formula for MPS is:

MPS
skill variety job identity job significance

job aut=
+ +( )

×
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In addition to measuring the motivating potential that the job brings to employees, MPS is 
often used to represent the overall index of the sum of the five characteristics in job design. That is, 
MPS can be said to be an integrated representative tool for measuring whether the job entails these 
five job characteristics (Fried & Ferris, 1987). The higher the degree of the five features of the job 
characteristics model included in the job design, the higher the job MPS score.

The Relationship Between MPS and Job Satisfaction
The situational approach (or job characteristics approach) considered that objective job characteristics, 
job situations, or environments had direct impacts on job satisfaction (Judge et al., 1998; Johari 
& Yahya, 2016). Therefore, the better the job characteristics, the higher the job satisfaction of the 
employee. However, Locke (1976), Hackman (1980), and Fried and Ferris (1987) believed that not 
every job characteristic was related to job satisfaction, but specific job characteristics, such as job 
challenge, job significance, job reward, growth opportunities, job autonomy, and variability would 
cause job satisfaction. Xie (1987) pointed out that not all five core job constructs were related to job 
satisfaction, and the motivating potential score was significantly related to job satisfaction (Song, 
1984). Because MPS can represent the degree to which the overall job characteristics can motivate the 
job potential, and the job with the more motivating potential characteristics can promote the intrinsic 
job motivation of the worker, therefore MPS affects the job satisfaction of the worker. Consequently, 
this study would employ MPS to explore the relationship between job satisfaction (Sun, 2000).

Job Satisfaction
The fundamental concept of job satisfaction was first proposed by Hoppock (1935), who 
believed that job satisfaction referred to the satisfaction of environmental factors in both 
psychological and physiological aspects of workers. This implied that job satisfaction was the 
subjective response to the job situation, and the subjective reaction was an emotional response 
toward the job. Whether this feeling or reaction was satisfied could depend on the specific job 
environment. There was a gap between the expected value and the value obtained. The larger 
the gap, the lower the satisfaction. Due to the many factors that affected job satisfaction, there 
was no complete model that would include all the factors related to job satisfaction. Generally 
speaking, job satisfaction could be roughly divided into internal satisfaction (job content, job 
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stability, and leadership style), external satisfaction (salary, promotion channels), general job 
satisfaction (working environment, interpersonal relationships), and demographic variables (age 
and gender; Chen et al., 2022; Matus & Frazer, 1996).

Job Satisfaction Variable Modes
Seashore and Taber (1975) summarized the main variables of job satisfaction and distinguished 
them into antecedent variables and consequence variables. Antecedent variables mainly include 
environmental variables (e.g., unemployment rate, occupational prestige, and organizational climate) 
and personal factors (e.g., demographic variables, personality traits, and abilities). The consequence 
variables are divided into three categories, namely personal reaction variables (such as negative 
retreat), organizational reaction variables (such as productivity and turnover rate), and social reaction 
variables (such as gross national production and disease rate).

Locke (1973) distinguished the main variables affecting job satisfaction into two factors: events 
and agents. Z. Xu (1977) distinguished the main variables affecting job satisfaction into “factors that 
are not directly related to the organization” (e.g., personal traits such as age and gender, and socio-
cultural factors such as traditional culture and values) and “factors directly related to the organization” 
(e.g., the job itself such as job autonomy and job variability; interpersonal relationships such as the 
relationship between superiors and subordinates and the relationship between colleagues). Chang 
(1992) distinguished the main variables related to job satisfaction into “situational variables” and 
“personal attribute variables.”

Personal Attributes and Job Satisfaction

• Gender: The correlation between gender and job satisfaction has not yet been determined, and 
reports of significant gender differences, such as by Zhuang (1994), have resulted in that the 
job satisfaction found in men was higher than the job satisfaction found in women. There have 
also been studies showing no significant differences in gender, such as those by Hulin and Smith 
(1964), Huang (1980), and Liu (1996).

• Age: Many studies reported that age and job satisfaction are positively correlated (Chen et al., 
2022; Hulin & Smith, 1964; Shi, 1991; Zhuang, 1994).

• Marital status: Many studies have pointed out that married people were more satisfied with 
their jobs than unmarried people were, such as in the study by S. Xu (1977) and Chen et al. 
(2022). Some married people were less satisfied with their jobs than unmarried people were, as 
described in the study by Song (1992). In addition, some studies showed no significant difference 
in marital status as it related to job satisfaction (Huang, 1980; Z. Xu, 1977).

• Education: Research, such as that of Martin et al. (1981) and Ke (1989), reported that educational 
attainment was positively correlated with job satisfaction. The research, such as that of S. Xu 
(1977), showed that educational attainment and job satisfaction were negatively correlated. The 
research, such as that of Peng (1981), showed that educational attainment was not significantly 
correlated with job satisfaction.

Job Variables and Job Satisfaction

• Seniority: Seniority was positively correlated with job satisfaction, for example, in S. Xu (1977) 
and Chen et al. (2022). Seniority was negatively correlated with job satisfaction in Gibson and 
Klein (1970). Seniority and job satisfaction showed a U-shaped correlation in Herzberg et al. 
(1957) and Chen (1984). Seniority was not significantly correlated with job satisfaction in Huang 
(1982) and Shi (1991).



International Journal of Asian Business and Information Management
Volume 14 • Issue 1

6

• Job position: People with higher job positions had higher job satisfaction than lower-ranking 
people, such as Porter and Lawler (1968), Zhuang (1994), and Chen et al. (2022). Job satisfaction 
of managers was higher than that of non-managers, such as Huang (1982) and Zhao (1990).

Studies of Job Satisfaction Variables
In studies on job satisfaction, many papers have explored the antecedents and consequences of the 
above variables. The antecedent variable treated job satisfaction as a dependent variable (Marta et 
al., 2021; Steyn, 2014). Its main purpose was to identify those job-related variables that affected job 
satisfaction, such as whether the job was mentally challenging, fair treatment of employees, supportive 
job environment, and supportive colleagues. The consequence variable was based on job satisfaction 
as an independent variable, and most scholars paid more attention to the impact of job satisfaction 
on employee productivity, absenteeism rate, and turnover rate (Azadeh & Mousavi Ahranjani, 2014; 
Chen et al., 2022; Lee et al., 1995; Morris & Venkatesh, 2010; Sabella et al., 2016; Siengthai & 
Pila-Ngarm, 2016; Valaei & Rezaei, 2016).

Personality Traits
The Definition of Personality
Personality is the sum of individual characteristics and attributes, a persistent and special trait that sets 
an individual apart from others (Allport, 1937). Personality also interacts with the situation. Allport 
(1937) argued that personality is a dynamic organization located within an individual’s psychology 
system, determining the individual’s unique pattern of “adaptation to external circumstances” and 
“thought and behavior.”

Big Five Categories of Personality Trait Theory
Allport and Odbert (1936) analyzed 17,953 words related to personality and divided them into four 
categories, which became the basis for later decisions on personality configuration. Cattell (1946) 
explored the basic aspects of personality from English natural words. Fiske (1949) and Tupes and 
Christal (1961) both based on Cattell’s study, and both settled on five factors, namely energy, 
agreeableness, dependability, emotional stability, and culture.

Norman (1963) improved the research of other trait theorists and conducted a factor analysis 
and found that the simple structure of the five factors involved agreeableness, conscientiousness, 
extraversion, emotional stability, and elegance. Goldberg (1990) validated Norman’s five-factor 
structure, and the Big Five personality traits widely accepted were proposed by Costa and McCrae 
(1986), which were agreeableness, conscientiousness, extraversion, neuroticism, and openness 
to experience.

Studies of Personality Traits
Personal traits have been used in research in many fields, for example studying:

• How teenagers from different cultural backgrounds differ in second-language acquisition learning 
outcomes regarding different personality traits (Dewaele, 2012).

• Differences in personality traits of entrepreneurs (Leutner et al., 2014; Kerr et al., 2018).
• The stability of Big Five personality traits (Bleidorn et al., 2021; Cobb-Clark, 2012).
• Personality–place transactions (Matz & Harari, 2021).
• The relationship between personality and user motivation (Omar & Dequan, 2020).
• Personality traits and emotion regulation (Hughes et al., 2020).
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Combined with the findings of these studies and their reasoning, the following hypotheses were 
thus established:

Hypothesis 1: The higher the MPS, the higher the job satisfaction of the people with high agreeableness.
Hypothesis 2: The higher the MPS, the higher the job satisfaction of the people with high conscientiousness.
Hypothesis 3: The higher the MPS, the higher the job satisfaction of the people with high extraversion.
Hypothesis 4: The higher the MPS, the lower the job satisfaction of people with high neuroticism.
Hypothesis 5: The higher the MPS, the higher the job satisfaction of people with high openness 

to experience.

MeTHodoLoGy

Research Framework
This study explored how the relationship between the motivational effect of the job and job satisfaction 
was affected by personality traits. Therefore, the Big Five personality traits were used as moderation 
variables. The job characteristics model believes that the higher the motivating potential scores (MPS), 
the more intrinsically motivated the worker can be, thereby increasing job satisfaction. Therefore, this 
study would use MPS to verify the motivating potential effect of work on job satisfaction. Judge et 
al. (1998) pointed out that the relationship between job characteristics and job satisfaction would be 
interfered with by personality trait factors. Therefore, this study assumed that the Big Five personality 
traits would also affect the relationship between job characteristics and job satisfaction. The research 
framework is shown in Figure 2.

Research Tools
The Design of the Questionnaire
The questionnaire was divided into four parts. The first part was the job characteristic scale, which 
was based on the job diagnostics survey (JDS) of Hackman and Oldham (1975), measuring five core 
job constructs and two auxiliary constructs with Cronbach alpha coefficient between 0.58 and 0.88 

Figure 2. Research framework
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(Ke, 1995). In this study, five core constructs would be measured to calculate the motivating potential 
scores (MPS). The second part, the personality traits questionnaire, was based on Costa and McCrae’s 
(1992) NEO five-factor personality questionnaire (NEO-FFI). Cronbach’s alpha coefficients were 
0.77, 0.82, 0.78, 0.84, and 0.66 for agreeableness, conscientiousness, extraversion, neuroticism, and 
openness to experience, respectively (Morrison, 1997). The third part was the Minnesota Satisfaction 
Questionnaire developed by Davis et al. (1967). Cronbach’s alpha coefficient for reliability ranged 
from 0.77 to 0.92 (Hsiang, 2002). The fourth part concerned personal background information.

Data Analysis Methods
The relationship among independent variables (MPS), moderation variables (the Big Five 
personality traits) and dependent variables (integrated job satisfaction) would be analyzed 
by using Pearson product–moment correlation method. The effects of independent variables, 
moderation variables, and interaction variables on dependent variables would be analyzed by 
multiple regression methods (stepwise regression and hierarchical regression). The methods and 
concepts proposed by Baron and Kenny (1986), Mackinnon et al. (1995), and Mackinnon (2008) 
were also used to test the moderation effect.

Sample Targets and Data Collection
A pilot test was employed, and the results found that the reliability test and validity test were within 
an acceptable range. Therefore, a formal sampling was conducted to acquire questionnaires from the 
employees of high-tech electronics companies in Southern Taiwan Science Park (2021). Because 
it occurred during the impact of the COVID-19 pandemic (World Health Organization, 2020), the 
sampling process was based on questionnaires established by a mobile application (Questionnaire Star 
could be used on a mobile phone or a computer which is a very reliable app and was widely used in 
China). The sampling period was April 2021, and a total of 288 valid questionnaires were obtained. 
The SPSS21 software was used for performing statistical analysis.

ReSULTS

descriptive Statistics
The characteristics of the sample are shown in Table 1, with 192 males, accounting for 66.7% of 
the sample size. Age was mostly concentrated in 31 to 35 years, accounting for 55.56%; educational 
attainment was concentrated in high school, accounting for 55.56%; seniority was concentrated 
between 6 to 10 years on the job, accounting for 83.33%.

Reliability Analysis
Table 2 contained the content of the questionnaires used in this study, including the Job Diagnostic 
Questionnaire, the NEO five-factor personality questionnaire, and the Minnesota questionnaire (short 
form). Among them, Cronbach’s alpha value of the job construct was 0.52, Cronbach’s alpha value 
of the Big Five personality traits was between 0.57 and 0.84, and Cronbach’s alpha value of the job 
satisfaction construct was 0.88, which were all within the acceptable range.

Correlation Analysis
In this study, Pearson product–moment correlation analysis was used to test the degree of correlation 
between independent variables (job motivating potential score), moderation variables (Big Five 
personality traits), and dependent variables (job satisfaction). Table 3 shows the correlation analysis 
results. Between MPS and personality traits, there was a significantly negative correlation between 
MPS and agreeableness, extraversion, and openness to experience (r was between -0.184 and -0.377). 
MPS showed a significantly positive correlation with conscientiousness (r = 0.15, p < 0.05), and MPS 
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showed a significantly positive correlation with job satisfaction (r = 0.315, p < 0.01). In the correlation 
analysis between personality traits and job satisfaction, agreeableness, extraversion, neuroticism, 
and openness to experience were significantly and negatively correlated with job satisfaction (r was 
between -0.255 and -0.509, p < 0.01). Conscientiousness was significantly and positively correlated 
with job satisfaction (r = 0.275, p < 0.01).

Regression Analysis
This section analyzed the influence of demographic variables (gender, age, education, and seniority), 
MPS, and Big Five personality traits on job satisfaction and the interactions between MPS and Big 
Five personality traits on job satisfaction by multiple regression. The purpose of this analysis was to 

Table 1. Descriptive statistics

Demographic variables Group Number of people Percentage (%)

Gender
Male 192 66.70

Female 96 33.30

Age

25 years and below 0 0

26–30 years 32 11.11

31–35 years 160 55.56

36–40 years 80 27.78

41 years and above 16 5.55

Education

Below senior high school (vocational school) 160 55.56

University (junior college) 128 44.44

Above graduate school 0 0

Seniority

Under 1 year 0 0

1–2 years 32 11.11

3–5 years 16 5.56

6–10 years 240 83.33

11 years and above 0 0

Table 2. The contents of each construct and its reliability

Construct/variable Question Items Cronbach’s 
Alpha (α)

Job characteristics 1–15 questions 0.52

Personality: Questions:

1. Agreeableness 4, (9)1, (14), (19), (24), 29, 34, (39), (44), 49, (54), (59) 0.57

2. Conscientiousness 5, 10, (15), 20, 25, (30), 35, 40, (45), 50, (55), 60 0.84

3. Extraversion 2, 7, (10), 17, 22, (27), 32, 37, (42), 47, 52, (57) 0.75

4. Neuroticism (1), 6, 11, (16), 21, 26, (31), 36, 41, (46), 51, 56 0.73

5. Openness to experience 3, 8, 13, (18), (23), (28), (33), 38, 43, (48), 53, 58 0.60

Job satisfaction 1–20 questions 0.88

Note: 1 Numbers in parentheses indicate the reverse design of question items.
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examine whether job satisfaction had the ability to explain the variation and focused on the interactions 
of MPS and personality traits at a job, as well as the ability and direction of job satisfaction prediction. 
The analysis would also verify whether the Big Five personality traits had a significant moderation 
effect between the potential characteristics of the job and job satisfaction.

As illustrated in Table 4, the regression model had significant explanatory variability (F = 2.71, 
p < 0.01). The ability of the regression model to explain the total variation in job satisfaction (R2) 
was 65.8%. Among demographic variables, gender, age, and education were significantly associated 
with job satisfaction, while seniority did not have a significant effect on job satisfaction. MPS had a 
significantly positive effect on job satisfaction (β = 0.277, p < 0.01), indicating that the higher the 
MPS, the higher the job satisfaction. The contribution of MPS to job satisfaction was higher than 
that of personality traits and interaction variables to job satisfaction, indicating that MPS was the 
best predictor of job satisfaction. Among the Big Five personality traits, conscientiousness had a 
significantly positive effect on job satisfaction (β = 0.458, p < 0.05).

In the regression model, the interaction of MPS with agreeableness did not have a significant 
effect on job satisfaction, so Hypothesis 1 was not supported: It proposed that the higher the MPS 
and the workers who had high agreeableness, the higher the job satisfaction. Although the results 
of this study were not significant, basically, there was a positive relationship between agreeableness 
and job satisfaction. That is, the higher the MPS, the higher the agreeableness of the person, and the 
higher the job satisfaction. The direction of impact was the same as in Hypothesis 1.

Hypothesis 2 proposed that the higher the MPS, the higher the job satisfaction of those who had 
high conscientiousness. The results showed that the interaction between MPS and conscientiousness 
had a significantly positive effect on job satisfaction (β = 0.168, p < 0.05), indicating that in the 
job with higher MPS, the higher the conscientiousness, the higher the job satisfaction. Therefore, 
Hypothesis 2 was supported.

In the regression model, the interaction of MPS with extraversion had no significant effect on 
job satisfaction. Therefore, Hypothesis 3 was not supported: It proposed that the higher the MPS, the 
higher the job satisfaction for those who with higher extraversion. However, the results found that the 
interaction between MPS and extraversion had a negative impact on job satisfaction.

Hypothesis 4 proposed that the higher the MPS, the lower the job satisfaction for those who were 
high neuroticism. The results of this study showed that the interaction between MPS and neuroticism 
had a significantly positive effect on job satisfaction (β = 0.183, p < 0.05). Hypothesis 4 was supported.

In the regression model, the interaction of MPS with the openness to experience did not have a 
significant effect on job satisfaction, so Hypothesis 5 was not supported: It proposed that the higher 
the MPS, the higher the job satisfaction of those who had high openness to experience. Although the 
results were not significant, basically, there was a positive impact between openness to experience 

Table 3. The correlation analysis among MPS, personality traits, and job satisfaction

MPS Agreeableness Conscientiousness Extraversion Neuroticism Openness to 
experience

MPS -

Agreeableness -0.276** -

Conscientiousness 0.150* 0.530* -

Extraversion -0.377** 0.571** 0.285 -

Neuroticism -0.057 -0.185 -0.283 -0.077 -

Openness to 
experience -0.184** 0.360 0.045 0.458* 0.276 -

Job satisfaction 0.315** -0.255** 0.275** -0.509** -0.298** -0.315**

Note: * p < 0.05, ** p < 0.01
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and job satisfaction. That was, the higher the MPS, the higher the job satisfaction of those who had 
high openness to experience. The direction of impact was the same as Hypothesis 5.

CoNCLUSIoN

The Summary of Result Analysis
From the previous results, it could be concluded that the relationship between MPS and job satisfaction 
was moderated by conscientiousness personality traits, and when the MPS of the job was higher, the 
higher the job satisfaction of workers with high conscientiousness. Workers with high neuroticism 
had lower job satisfaction than workers with low neuroticism. Therefore, Hypotheses 2 and 4 were 
supported. When the MPS was higher, job satisfaction was not significantly higher for workers 
with higher agreeableness, extraversion, and openness to experience personality traits. Therefore, 
Hypotheses 1, 3, and 5 were not supported.

Table 4. The regression analysis among personal factors, MPS, personality traits, and job satisfaction

Demographic 
variables

Block 1 Block 2 Block 3

Beta t p Beta t p Beta t p

Gender 0.073 0.593 0.039* 0.035 0.551 0.043* 0.012 0.52 0.046*

Age 0.162 0.653 0.035* 0.149 0.603 0.038* 0.126 0.562 0.042*

Education 0.227 1.194 0.024* 0.24 1.086 0.025* 0.227 1.055 0.026*

Seniority -0.384 -0.312 -0.078 -0.371 -0.269 -0.082 -0.358 -0.238 -0.086

MPS 0.281 1.326 0.018* 0.277 1.314 0.020*

Personality traits 
(PT):

Agreeableness 0.062 0.202 0.16 0.053 0.198 0.162

Conscientiousness 0.462 2.301 0.011* 0.458 2.296 0.012*

Extraversion -0.276 -1.242 -0.020* -0.27 -1.238 -0.021*

Neuroticism -0.243 -1.221 -0.022* -0.239 -1.214 -0.023*

Openness to 
experience 0.108 0.403 0.064 0.104 0.398 0.066

Interactions of MPS 
and PT:

MPS * agreeableness 0.076 0.385 0.068

MPS * 
conscientiousness 0.168 1.766 0.016*

MPS * extraversion -0.025 -0.245 -0.088

MPS * neuroticism 0.183 1.355 0.019*

MPS * openness to 
experience 0.071 0.254 0.084

R2 0.413 0.509 0.658

F 1.98* 2.310** 2.710**

P 0.023 0.009 0.003

Note: ** p < 0.01, *p < 0.05. Block 1 = demographic variables; Block 2 = MPS and personality traits (PT); Block 3 = interactions of MPS and PT
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discussion
Examining the relationship between demographic variables and job satisfaction, it was found that 
education significantly affects job satisfaction (β = 0.227), even more significantly than the influence 
of personality trait variables and interaction variables on job satisfaction. According to Hackman and 
Oldham (1975), the relationship between MPS and job satisfaction was that a higher MPS—without 
measuring the difference in individual personality traits—allowed workers to feel motivated by the job 
and could produce intrinsic job motivation. This positive feeling affected the level of job satisfaction.

The results of this study found that even considering individual personality trait differences, 
workers recognized the more motivating potential they were to the job (i.e., the higher the MPS), 
personality traits still had a significant impact on job satisfaction (see Table 4). Therefore, it could be 
verified that the better the job characteristics perceived by the worker (and the better the motivating 
potential characteristics of the job), the higher the job satisfaction. Regarding the issue of whether 
personality traits moderated the relationship between MPS and job satisfaction, the factors of 
personality traits were thus analyzed individually.

Agreeableness and the Relationship Between MPS and Job Satisfaction
The results of the study found that although the agreeableness personality trait could not significantly 
predict job satisfaction, its t-value was close to the significant level (β = 0.053, t = 0.198), which 
was the same as the inference direction proposed by Organ and Lingl (1995), that is: The higher 
agreeableness, the higher the job satisfaction. The results showed that the interaction between MPS 
and agreeableness did not have a significant effect on job satisfaction. However, it could be seen 
from the regression coefficient that the higher the MPS, the higher the agreeableness of the worker, 
and the higher the job satisfaction tendency.

The results of the study showed that the interaction between MPS and agreeableness did not 
significantly predict job satisfaction, possibly because workers with higher agreeableness personality 
traits were willing to spend time and energy building long-term relationships with others. However, 
the workforce in the electronics industry had a frequent turnover, so it was less likely to maintain 
long-term interpersonal relationships at work. Therefore, when close interpersonal relationships could 
not be established, even if the job was more motivating, it could not produce a highly motivating 
effect that would satisfy that worker.

Conscientiousness and the Relationship Between MPS and Job Satisfaction
According to the results of correlation analysis, the correlation coefficient between conscientiousness 
and job satisfaction in the Big Five personality traits was not high, but it had reached a significant 
positive correlation (r = 0.275). When considering the effects of MPS interaction with MPS and 
personality traits on the job, the predictive power of conscientiousness on job satisfaction was 
significant (t = 2.296), and the interaction between MPS and conscientiousness had a significantly 
positive effect on job satisfaction (β = 0.168, p < 0.05). It meant that the higher the MPS, the more 
conscientious the worker, and the higher the job satisfaction.

Because workers with high conscientiousness had a high demand for achievement, they were considered 
to be the personality trait factors that predicted job performance best (Barrick & Mount, 1991; Barrick 
et al., 1993; Stewart et al., 1996). The pursuit of job performance was triggered by intrinsic incentive 
motivation (Deci & Ryan, 1985). Therefore, a worker who had a strong intrinsic incentive motivation 
would feel higher job satisfaction when the job could provide higher incentive factors to strengthen the 
job motivation of this highly conscientious worker. The results of this study found that among the Big Five 
personality traits, conscientiousness and job satisfaction had the highest positive correlation coefficient (r 
= 0.275). When considering the impact of MPS and the interaction between MPS and personality traits, 
the contribution of conscientiousness to job satisfaction (β = 0.458, p < 0.05) reached a significant level. 
Therefore, conscientiousness was the personality trait that could best predict job satisfaction.
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Extraversion and the Relationship Between MPS and Job Satisfaction
Workers with higher extroverted personality traits—who usually had more positive feelings in 
general—were more likely to show positive emotions regarding their work (Bleidorn et al., 2021; 
Lüdtke et al., 2011; Mammadov, 2022; Watson & Clark, 1997). Therefore, they had higher job 
satisfaction with their work. When examining the effects of MPS and extraversion on job satisfaction 
separately, the higher the MPS, the higher the job satisfaction. The higher the extraversion of a worker, 
the higher that worker’s potential job satisfaction. However, under the interaction between MPS and 
extraversion, job satisfaction tended to decline, which was contrary to the influence direction of the 
research hypothesis.

The main factors influencing job satisfaction included job characteristics, worker traits, and 
organizational characteristics (Glisson & Durick, 1988), so it was speculated that one of the possible 
reasons was due to the influence of factors on organizational characteristics. According to the study by 
Wu (1990), there was a management style in high-tech companies that emphasized the organizational 
characteristics of working in teams. When the sample of this study was in an organizational culture 
that emphasized teamwork, the highly extroverted worker had the desire to dominate even if he liked 
teamwork, hoping to be in the team or become a leader. However, the team-oriented culture did not 
encourage individual dominance. Therefore, even if the potential characteristics of the job were 
better, the organizational culture failed to let the extroverted worker play the dominant power, and 
the worker would likely be dissatisfied with the work situation.

Neuroticism and the Relationship Between MPS and Job Satisfaction
As discussed in the literature review, workers who were more neurotic had a negative view of 
improvements in job characteristics (Bleidorn et al., 2021; Costa & McCrae, 1986; Mammadov, 
2022) and were therefore dissatisfied. However, this study found that the interaction between MPS 
and neuroticism was significant. This influence direction was the same as the hypothesis inference. 
The possible reason was that people with high neuroticism had a positive feeling about the increase 
in the potential characteristics of job motivation. However, the external incentive factors (such as 
salary and benefits) were still not satisfied, so their job satisfaction would be reduced. Because the 
effect of extrinsic incentive factors was less pronounced, the more neurotic workers were in higher 
MPS, the less satisfied they were.

Openness to Experience and the Relationship Between MPS and Job Satisfaction
This study assumed that the higher the MPS, the higher the job satisfaction of workers with high 
openness to experience. The results showed that the interaction between MPS and openness to 
experience did not have a significant effect on job satisfaction. However, it was shown from the 
regression coefficient that the higher the MPS, the higher the openness to experience of the workers, 
and the higher the job satisfaction tendency. In line with the literature review (Bleidorn et al., 2021; 
Lüdtke et al., 2011; Mammadov, 2022), workers with high openness to experience were creative, and 
creative people showed autonomy. The workers who exhibited more openness to experiences would 
feel more satisfied in a job with autonomy.

Management Implications
According to the results of this study, when the organization hoped to strengthen the satisfaction of 
employees with their job, in addition to considering the incentive effect of the job characteristics 
itself, the organization should also consider the differences in the personality traits of the workers 
to support them in achieving higher job satisfaction. Therefore, this study provides the following 
suggestions for enterprises to manage their personnel.

According to Glisson and Durick (1988), the main factors influencing job satisfaction were job 
characteristics, worker traits, and organizational characteristics. This study considered the impact of 
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both job characteristics and worker characteristics on job satisfaction. The result found that increasing 
the motivational potential of the job could improve employee job satisfaction. Therefore, job designers 
should consider redesigning a poorly designed job to improve job characteristics by considering the 
job constructs in this article and thus increase job satisfaction.

The literature review pointed out that because people with high extroversion were often in a 
positive emotional state, therefore it was easy for them to have positive feelings about things. This 
study considered the impact of both job characteristics and worker traits on job satisfaction. However, 
it was found that the higher the extroverted personality traits, the lower the job satisfaction (negative 
correlation). Under the interaction between MPS and extraversion, job satisfaction tended to decline, 
which was contrary to the influence direction of the research hypothesis. Therefore, even if the 
potential characteristics of the job were better, the organizational culture failed to let the extroverted 
worker play the dominant power, and the worker would likely be dissatisfied with his work situation. 
Thus, management personnel should notice that people with more extroverted personality traits are 
less satisfied with their jobs, and necessary cautions should be well prepared.

Conscientiousness had a positive moderation effect on the motivating potential job characteristics 
and job satisfaction. That was, the higher the motivating potential characteristics, the higher the 
motivational effect for workers with high conscientiousness (highly disciplined people), and the 
more likely that workers were more satisfied. Therefore, it is necessary to enhance job structures by 
redesigning job content considering the job constructs that were studied in this article, which are 
skill variety, job identity, job significance, job autonomy, and job feedback, especially with more 
attention to job autonomy and job feedback.
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