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Abstract:

This research explores the influence of personal traits on enhancing workplace satisfaction
among employees in the manufacturing sector. As organizations strive for increased
productivity and improved employee well-being, understanding the factors contributing to job
satisfaction becomes crucial. The study identifies key personal attributes such as emotional
intelligence, personality type, adaptability, and work ethic, analyzing their impact on job
satisfaction, engagement, and overall workplace well-being. Utilizing a combination of surveys
and interviews, data was gathered from employees across various manufacturing firms. The
findings indicate that personal traits play a significant role in fostering a positive work
environment, with emotional intelligence and adaptability being particularly effective in
reducing job-related stress and strengthening interpersonal relationships. This research
underscores the importance of integrating personal development initiatives into employee
training programs to enhance both individual job satisfaction and overall organizational
performance. Practical recommendations are provided for managers and HR professionals in
manufacturing settings to cultivate a workplace culture that supports employee well-being and
long-term success.
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Introduction:

Work satisfaction is a crucial factor that reflects employee well-being, motivation, and
productivity. In the manufacturing industry, where employees often operate in structured and
repetitive settings, understanding the key elements influencing job satisfaction is essential.
Studies have indicated that while external factors such as working conditions and compensation
contribute to job satisfaction, internal factors—particularly personality traits—also play a vital
role. Personal characteristics shape an individual’s emotional responses to their job, directly
impacting overall satisfaction (Judge & Bono, 2001). Analyzing how different personality
traits correlate with job satisfaction can help manufacturing organizations create better work
environments, improve employee retention, and enhance overall performance.

Research on personality traits and job satisfaction has largely focused on various industries,

yet the manufacturing sector remains relatively underexplored. The repetitive nature of
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manufacturing tasks, the need for high attention to detail, and the pressure to meet production
targets may uniquely interact with employees’ personality traits, leading to varying levels of
job satisfaction. For example, highly conscientious individuals may excel in structured, goal-
oriented environments, whereas those with high neuroticism may find high-pressure situations
challenging (Barrick & Mount, 1991). This study examines the role of personality attributes in
enhancing job satisfaction among manufacturing employees, aiming to bridge the gap in
existing literature by exploring the relationship between personality traits and workplace
fulfillment in the manufacturing sector.

Literature Review
1. The Big Five Personality Traits and Job Satisfaction

The Big Five personality traits have been extensively studied in relation to job satisfaction
across various industries (Judge, Heller, & Mount, 2002). Among these, Extraversion is often
linked to positive emotional experiences and social engagement, which can contribute to higher
job satisfaction. Conversely, Neuroticism is typically associated with negative emotions,
potentially reducing job satisfaction, particularly in high-pressure environments such as
manufacturing (Bono & Judge, 2004). Conscientiousness, characterized by diligence and
reliability, has been shown to predict higher job satisfaction in structured, goal-oriented settings
like manufacturing (Barrick & Mount, 1991).

2. Personality and Job Satisfaction in the Manufacturing Industry

While much research has focused on general workplace settings, relatively few studies have
specifically examined the manufacturing sector. McLarty et al. (2014) found that personality
traits, particularly Agreeableness and Conscientiousness, positively influenced job satisfaction
among manufacturing employees by promoting a cooperative and goal-driven work culture. In
contrast, individuals with high levels of Neuroticism reported lower job satisfaction, especially
in roles requiring sustained concentration and precision.

3. Influence of Personality on Job Satisfaction in High-Pressure and Repetitive Work
Settings

Manufacturing jobs often involve repetitive tasks, strict deadlines, and intense work conditions.
These factors can amplify personality differences, as individuals high in Neuroticism may
experience increased stress and lower satisfaction in such environments (Spector, 2002). On
the other hand, employees with high Openness to Experience may adapt more easily to
evolving production processes, resulting in greater job satisfaction in dynamic roles (Tett,
Jackson, & Rothstein, 1991).

4. Personality Traits and Employee Retention in Manufacturing

Research indicates that personality traits not only impact job satisfaction but also influence
employee retention in the manufacturing sector. Conscientious employees, for example, are
more likely to stay in organizations that provide a structured and stable work environment, as
they value consistency and task clarity (Goffin et al., 1996). However, highly extroverted
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individuals may seek greater social interaction and could be more inclined to leave positions
that are monotonous or isolating.

Research Objectives

e To examine the relationship between personality traits (Big Five personality
dimensions) and job satisfaction among employees in the manufacturing sector.

e To investigate how the interaction between personality traits and job characteristics
(e.g., task complexity, work environment, job autonomy) influences job satisfaction
among manufacturing employees.

Research Questions

e How do the Big Five personality traits impact job satisfaction among employees
in the manufacturing sector?

o How does the interaction between personality traits and job characteristics (e.g.,
task complexity, work environment, job autonomy) influence job satisfaction
among manufacturing employees?

Research Design

This study will utilize a quantitative research approach to analyze the relationship between
personality traits (Big Five) and job satisfaction in the manufacturing sector. The research will
apply descriptive analysis to identify patterns and relationships among variables, along
with regression and correlation analysis to test the formulated hypotheses.

Population and Sample

The target population for this study includes employees working in manufacturing industries
based in Ahmedabad, Gujarat. As one of India’s leading industrial hubs, Ahmedabad hosts a
wide range of manufacturing sectors, including textiles, chemicals, engineering, and
electronics.

e Sample Size: A total of 120 manufacturing employees will be selected for the study.
This sample size is deemed sufficient to ensure statistical significance in correlation
and regression analyses.

e Sampling Technique: The study will employ a stratified random sampling method
to capture a diverse representation of employees across various job roles (e.g., assembly
line workers, supervisors, quality control personnel, and managers) and different
manufacturing sectors.

Data Collection

Data will be gathered through a structured questionnaire, covering the following key
components:
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« Demographic Information: Questions related to age, gender, job role, and years of
experience.

o Personality Traits: Employees' personality attributes will be assessed using
a standardized Big Five Personality Inventory, measuring Extraversion,
Neuroticism, Conscientiousness, Agreeableness, and Openness to Experience.

o Job Satisfaction: A set of questions will evaluate employees’ satisfaction levels
concerning different job aspects, such as work environment, task complexity, job

Cronbach’s Alpha Number of Items

0.914 10

Correlation Between Personality Traits and Job Satisfaction

Job Satisfaction (JS) Personality Traits (PT) Job Characteristics (JC)
Js 1 677 (p < 0.01) 743 (p < 0.01)

PT 677 (p < 0.01) 1 .840 (p < 0.01)

Interpretation:

The Pearson correlation results indicate a strong positive relationship between personality
traits (PT) and job satisfaction (JS) (r = .677, p < 0.01), suggesting that employees with
specific personality attributes are more likely to experience higher job satisfaction.
Additionally, a significant positive correlation is observed between job characteristics (JC)
and job satisfaction (r = .743, p < 0.01), implying that favorable job conditions enhance
employee satisfaction. Furthermore, the strong correlation between personality traits and job
characteristics (r = .840, p < 0.01) suggests that individual personality traits influence how
employees perceive and interact with their work environment. Interpretation of Correlations:
1. Job Satisfaction and Personality Traits (0.677, p < 0.01):

0 There is a moderate positive correlation between Job Satisfaction (JS) and

Professionalism (PT).

0 As Job Satisfaction increases, Professionalism also tends to increase, and vice

versa.

o0 The significance value (p = 0.000) indicates that this correlation is statistically

significant at the 0.01 level, meaning that it is unlikely to have occurred by

chance.

2. Job Satisfaction and Job Characteristics (0.743, p < 0.01):

o0 There is a strong positive correlation between Job Satisfaction (JS) and Job

Commitment (JC).

o0 This suggests that individuals who report higher Job Satisfaction tend to also have

higher Job Commitment.

o0 The significance value (p = 0.000) indicates a statistically significant relationship
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Interpretation of Correlations

1. Job Satisfaction and Personality Traits (0.677, p < 0.01):

There is amoderate  positive  correlation between Job  Satisfaction
(JS) and Personality Traits (PT).

As Job Satisfaction increases, Personality Traits also tend to improve, and vice
versa.

The significance value (p = 0.000) confirms that this correlation is statistically
significant at the 0.01 level, meaning the relationship is unlikely to be due to chance.

2. Job Satisfaction and Job Characteristics (0.743, p < 0.01):

There is astrong positive correlation between Job Satisfaction (JS) and Job
Characteristics (JC).

This indicates that individuals who report higher Job Satisfaction also tend to
experience more favorable Job Characteristics such as autonomy, task complexity,
and work environment.

The significance value (p = 0.000) ensures that this relationship is statistically
significant at the 0.01 level.

3. Personality Traits and Job Characteristics (0.840, p < 0.01):

There is arobust positive correlation between Personality Traits (PT) and Job
Characteristics (JC).

This suggests that individuals with strong Personality Traits tend to perceive and
engage better with their job characteristics, leading to improved performance and
job commitment.

The significance value (p = 0.000) confirms that this relationship is statistically
significant at the 0.01 level.

Key Takeaways:

All three variables—Job Satisfaction, Personality Traits, and Job Characteristics—
are positively correlated.

Job Characteristics exhibit the strongest relationship with both Personality Traits
and Job Satisfaction.

Since all correlations are statistically significant at the 0.01 level, the findings
are reliable and not due to random variation, reinforcing the importance of
personality attributes and job characteristics in influencing job satisfaction in the
manufacturing sector.

Job Characteristics (JC) exhibit the strongest association with Personality Traits (PT),
followed by Job Satisfaction (JS).

1330

http://jier.org



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 1 (2025)

Personality Traits (PT) and Job Characteristics (JC) (r = 0.840, p < 0.01) show
the strongest correlation, indicating that employees with well-developed personality
traits tend to engage better with their job roles and work environment.

Job Satisfaction (JS) and Job Characteristics (JC) (r = 0.743, p < 0.01) also show
a strong correlation, suggesting that favorable job conditions significantly enhance
employee satisfaction.

Job Satisfaction (JS) and Personality Traits (PT) (r = 0.677, p <0.01) demonstrate
a moderate positive relationship, reinforcing that employees' personality attributes
contribute to their overall job satisfaction.

Thus, Job Characteristics (JC) have the strongest association with Personality Traits
(PT), followed by Job Satisfaction (JS).

Interpretation of Regression Analysis Results

1. R (Multiple Correlation Coefficient) = 0.844

The R value represents the strength of the relationship between the predictors (Job
Characteristics (JC) and Job Satisfaction (JS)) and the outcome variable.

An R value of 0.844 indicates astrong positive correlation, meaning that the
combination of JC and JS is strongly associated with the outcome variable.

2. R Square (Coefficient of Determination) = 0.712

R2 measures how much of the variation in the outcome variable is explained by the
predictors (JC and JS).

An Rz value of 0.712 means that 71.2% of the variability in the outcome variable is
explained by Job Characteristics and Job Satisfaction together.

This is a relatively high proportion, suggesting that the model effectively explains most
of the variation.

3. Adjusted R Square = 0.705

The Adjusted R?adjusts the R2 value for the number of predictors in the model,
providing a more reliable estimate.

An Adjusted R? of 0.705, which is very close to R? (0.712), indicates that the model is
a good fit and is not overfitting.

This suggests that the predictors (JC and JS) are truly contributing to explaining the
outcome variable, rather than just capturing noise.

4. Standard Error of the Estimate (SEE) = 2.30361

SEE measures the accuracy of predictions made by the regression model. It
represents the average amount by which the predicted values deviate from actual values.
A SEE of 2.30361 suggests that, on average, the model’s predictions will be off by
about 2.3 units.

This indicates a reasonable level of prediction accuracy.
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Hypothesis Testing
Hypothesis 1: There is no relationship between personality traits and job satisfaction.

e Null Hypothesis (Ho): There is no significant relationship between personality
attributes and job satisfaction.

o Alternative Hypothesis (H1): There is a significant relationship between personality
attributes and job satisfaction.

Based on the correlation result (r = 0.677, p < 0.01), there is a moderate positive
correlation between personality traits and job satisfaction, and the p-value is less than 0.01,
indicating statistical significance. Therefore, we reject the null hypothesis (Ho) and conclude
that there is a significant relationship between personality traits and job satisfaction.

Hypothesis 2: There is no relationship between personality traits and job characteristics.

e Null Hypothesis (Ho): There is no significant relationship between personality
attributes and job characteristics.

e Alternative Hypothesis (H:): There is a significant relationship between personality
attributes and job characteristics.

The correlation result (r = 0840, p < 0.01) shows arobust positive
relationship between personality traits and job characteristics, and the p-value (p < 0.01)
indicates statistical significance. As a result, we reject the null hypothesis (Ho) and conclude
that there is a significant relationship between personality traits and job characteristics.

Asymptotic

Significance
Test Value (2-sided)

Pearson Chi- 381.785 0.000

Square

Likelihood 194.497
Ratio

Linear-by-
Linear

Association

N of Valid

Cases

Note 130 cells (100.0%) have an expected count of less

than 5. The minimum expected count is 0.03.

Interpretation

http://jier.org 1332



Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 5 Issue 1 (2025)

« Based on the hypothesis that "there is no relationship between personality traits and job
characteristics,” the Chi-Square test results suggest that the null hypothesis can be
rejected. The Pearson Chi-Square value of 416.575(df = 96), with a p-value of 0.000,
indicates a statistically significant relationship between personality traits and job
characteristics. Since the p-value is less than 0.05, this confirms that there is
a significant associationbetween the two variables, and we can reject the null
hypothesis.

Data Analysis and Findings:
1. Correlation Analysis:

o Job Satisfaction (JS) showed a moderate positive correlation with Professionalism
(PT) (r =0.677) and a strong positive correlation with Job Commitment (JC) (r =
0.743).

e Professionalism (PT) and Job Commitment (JC) were also strongly correlated (r =
0.840).

e These results suggest that improving job satisfaction and professionalism could
enhance job commitment, fostering a more engaged and motivated workforce.

2. Chi-Square Test:

e The Pearson Chi-Square value of 416.575, with a p-value of 0.000, confirmed
a significant relationship between personality traits and job characteristics,
suggesting that aligning personality attributes with job roles may improve job
outcomes.

Discussion:

e Job Satisfaction and Job Commitment are positively linked, meaning that
improving employee satisfaction can boost commitment levels. Professionalism also
plays a critical role in fostering job commitment, underlining the importance of
professional behavior in work environments.

o Personality Traits significantly influence job characteristics, emphasizing
that matching employees’ personality traits to their job roles can lead to better
outcomes in job satisfaction and performance.

Conclusion:

The study rejects the null hypothesis, demonstrating a significant
relationship between personality traits and job characteristics. This suggests that
individual attributes, such as emotional intelligence, adaptability, and personality type, play
a crucial role in how employees perceive and interact with their work environment.
Additionally, the data supports the idea that enhancing job satisfaction and
promoting professional skillsamong employees can lead to higher levels of job
commitment.
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Employees who are more satisfied with their jobs and work environment tend to show greater
dedication, improved performance, and a stronger sense of loyalty to the organization.
Consequently, organizations should consider integrating personality
assessments and employee development programs into their management strategies. By
doing so, they can improve individual job satisfaction and overall organizational
productivity, fostering a more committed and motivated workforce.

Future Implications:

1. Personalized Employee Development:
Organizations could leverage personality assessments to match employees with roles
that align with their traits, ultimately enhancing job satisfaction and commitment.
This approach ensures that employees are placed in positions where they are more
likely to thrive, boosting both individual and organizational performance.

2. Longitudinal Studies:
Future research could focus on tracking the impact of job
satisfaction and personality traits over extended periods. This would offer valuable
insights into the long-term effects these factors have on employee
performance and retention, allowing organizations to make more informed decisions
on employee engagement and retention strategies.

3. Focused Job Characteristic Analysis:
Future studies should investigate the specific job characteristics that have the most
significant impact on job satisfaction and commitment. This would help identify
areas where targeted organizational interventions can be implemented to enhance
employee well-being and performance.

This research underscores the importance of understanding the relationship

between personality traits and job characteristics, offering actionable insights for
organizations to improve employee engagement and achieve greater organizational
success.
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