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Abstract

The aim of this study is to examine the effects of personality traits (Big-Five personality) on both job satisfaction and job
performance, and to evaluate how job satisfaction affects job performance in the case of the hospital sector. The collected
data from 1200 employees in 52 hospitals in Jordan was analyzed, using structural equation modeling. The study finds
out that the conscientiousness, extraversion, agreeableness, and openness traits exert positive effects, while neuroticism
personality produces a negative effect on job satisfaction. Further, personality traits have a significant correlation with
job performance. Job satisfaction has also significant effects on job performance. The empirical analyses yield results
consistent with these arguments, personality traits assessed as predictors of job satisfaction and job performance. This
study provides guidelines for the hospital sector to emphasize the attribute of employees that could affect and enhance
their job satisfaction and performance. Implications for research and practice are correspondingly discussed.
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INTRODUCTION satisfaction. Templer [6] exposes possible causal

Every organization is interested in bringing
about a superior level of performance from employees.
However, the literature has revealed the relationships
between personality composition and its performance
outcomes in the workplace [1]. According to Mullins
[2], the level of job satisfaction is affected by social,
personal, cultural, environmental, and organizational
factors. Conversely, personality has shown that people’s
personality determines how they react to the
environment and employee performance. "
Personality is a stronger predictor of typical
performance because the personality-based behaviors of
effort and choice are more constrained in maximum
performance contexts” [3]. Despite the progress, prior
studies nonetheless have almost focused on the
organizational consequences of people demographics.

Equally, studies have shown that there is a
relationship between personality and job satisfaction [4,
5]; it comes to influencing the experience of job

explanations of this relation as a result of analyzing
recent research in the professional literature; on one
hand, a certain personality pattern influences selecting a
specific job. On the other hand, the personality profile
influences the reaction mean itself (emotional,
behavioral) of the individuals to working conditions [7].

Further, “Job satisfaction is a frequently used
construct studied in the organizational psychology,
being considered to have a direct influence on the
working quality of the employees of an organization”
[7]. Spector [8] also asserts that job satisfaction is the
extent to which people like (satisfaction) or dislike
(dissatisfaction)  their ~ jobs.  Conversely, the
effectiveness of competitive advantage mainly depends
on the performance of the workforce. Job performance
concerns the knowledge, skills, and attitudes that are
required to enable an individual to perform the activities
listed in the job description. At the same time, studies
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have shown that working personality compositions is
also related to the satisfaction of an individual [6, 7].

The objectives of this study are to constantly
try identifying the personality traits that interrelate with
the satisfaction in order to establish the level of
influence of these traits and satisfaction over job
performance of workers. By collecting a sample from
firms in Jordan, using the structural equation model
(SEM), the fundamental idea of the study is to build an
integrated intellectual framework that sets out the goals
and mechanisms to achieve, in connection with the
distinguished performance. The study sheds light on the
importance of the personality traits to enhance job
satisfaction and then promotes the high performance of
workers.

The study contributes to the performance
contexts and personality traits literature by examining
the deep-level cognitive dynamics of employees and
their effects on job performance. The researcher utilizes
the well-known Five-Factor (or Big-Five) Model [9],
which characterizes a person’s personality with five
types of psychometric attributes which is the basis of
explaining job satisfaction and identify the personality
discrepancies of employees performance. Performance
appraisal is used in organizations worldwide as a means
to ensure the (at least) adequate performance of
employees. Job performance can also be achieved when
the employees meet the expectation of the employer and
are attributable to the company’s success.

Theoretical background & hypotheses development
Theoretical Background

Personality Traits/ Big-Five Model

Over the last 5 decades, personality
psychologists have proposed a number of classification
schemes aimed at organizing the universe of personality
variables and measures into a limited and conceptually
sound taxonomy [10]. The big-five model (FFM) brings
together over 40 years of research on the emotional,
interpersonal, experiential, attitudinal, and motivational
styles of an individual [11].

Almost all of personality measures can be
located on FFM or Big-five [12]. FFM had been
examined as the highly generalizable and stable [9],
applicable to various cultures [5], and universally
accepted personality traits model [12]. The study
utilizes the well-known Five-Factor (or Big-Five)
Model, which characterizes a person’s personality with
five types of psychometric attributes, to identify the
personality of employees. FFM include, five personality
dimensions: extraversion, conscientiousness,
agreeableness, openness to  experience, and
neuroticism/emotional stability [9], although a number
of studies concern significant and generalizable
relationships between each dimension of the five-factor

model and either leadership emergence or effectiveness
[13].

The researcher chooses this five-factor model
as considered attributes that are deemed to capture the
degree of significance in a firm's employee’s behavior,
and numerous studies found that behaviors correlate
with corresponding personality traits [14]. However, the
five-factor model provides a parsimonious yet
comprehensive taxonomy of personality. The study
focuses on the average level, rather than the deviation,
of employees’ personality traits, and each personality
dimension describes a broad domain of psychological
functioning that is composed of a set of more specific
and narrow traits [11].

Job Satisfaction

Job satisfaction is the most considerable factor
in understanding the worker motivation, effectiveness
and performance. Job satisfaction is a key issue for
health care professionals around the world [15, 16]. In
the past, most job satisfaction research attempted to use
employees' overall attitude toward a job to predict one
or two specific behaviors such as output or absenteeism,
but the job satisfaction is providing incremental validity
in the prediction of employee performance beyond what
is currently possible for knowledge, skills, or abilities of
employees [17-18]. Job satisfaction describes a positive
feeling about a job, resulting from an evaluation of its
characteristics. A person with a high level of job
satisfaction holds positive feelings about his or her job,
while a person with a low level holds negative feelings
[19].

However, Spector [8] stated that the
antecedents of job satisfaction can be categorized into
two groups: The first group includes the job
environment itself and some factors related to the job.
The second group includes individual factors related to
the person, who will bring these factors to the job
including previous experiences and personality. George
and Brief [20] also indicated alternative
conceptualizations of job satisfaction and/or job
performance; this model explained how positive
attitudes toward one's job could predict a high degree of
job performance.

There is no universally accepted definition of
job satisfaction because it is a complex and multifaceted
concept that provides different definitions and
perceptions of different individuals. Armstrong [21]
defined job satisfaction as the feelings and attitudes of
people toward their job; it is a positive emotional state
resulting from the appraisal of one’s job or job
experiences. Workers who have a high level of job
satisfaction generally love their job. Job satisfaction as a
feeling (approach or avoidance emotion) an employee
has about his work, pay, promotional opportunities,
supervisor, and co-workers [22]. While George and
Jones [23] indicated, individual's general attitude

© 2019 |Published by Scholars Middle East Publishers, Dubai, United Arab Emirates 840



Nayel Mousa Rababah; Saudi J Bus Manag Stud, Nov., 2019; 4(11): 839-848

toward his or her job. A person with a high level of job
satisfaction holds a positive attitude about the job, while
a person who is dissatisfied with his or her job holds
negative attitudes about the job. Then, job satisfaction
may be defined as a positive feeling about a job
resulting from an evaluation of its characteristics [19].

Conversely, various authors have identified the
different factors that influenced job satisfaction. Job
satisfaction can be divided into five facets using the job
descriptive index (JDI) [24] these are pay, promotion,
co-workers, supervision, and work. And they include
but not limited to salaries and benefits, organizational
climate, autonomy, achievement, recognition, job
security, workplace flexibility, degree of
professionalism, communication, working conditions,
interpersonal relationships and job importance [25, 18].

Job Performance

Performance has been conceptualized from
two perspectives: Process (or an action) and outcome
[26, 27, 17]. Process concerns the process aspect (e.g.
behavioral), the behavioral aspect refers to what people
do while at work, the action itself. In this vein,
Campbell, et al. [17] outline eight factors that should
account for all of the behaviors that are encompassed by
job performance (i.e., job-specific task proficiency,
non-job-specific task proficiency, written and oral
communication task proficiency, demonstrating effort,
maintaining personal discipline, facilitating peer and
team  performance, supervision/leadership, and
administration). While the outcome is a constellation of
outcome aspect, in turn, refers to the result of the
individual's behavior [28]. Job performance is suggested
to be related to the observable behaviors that people do
in their jobs that are relevant to the goals of the
organization.

Furthermore, job performance has been
indicated about work performance and was intended to
explain individual differences in career success [14].
Job performance in the workplace is valuable and
interest for employees and organizations to increased
satisfaction which is suggested to be related to the
increased productivity (outcome). When looking at the
relationship  between job satisfaction and job
performance, which suggests that attitudes regarding a
behavior lead to intentions to perform, and then to
actual performance (outcome) of the behavior.

Hypotheses Development
Personality Traits and Job Satisfaction

Job satisfaction is influenced by both
employees’ personality profile and the manager’s
leadership style and implicitly, by the team leader’s
personality [29, 7]. Researchers have related personality
with job satisfaction, and its prediction of employee
behavior and their performance [30]. People with
positive attitudes towards their job mean job

satisfaction, but if they have negative attitudes towards
their job, this means job dissatisfaction.

Research has shown that openness can increase
social interaction [31]. As a consequence, people with
high openness traits will feel empowered to resolve
problems or conflicts with flexible [32], promote
communication and cooperation and hence, increase job
satisfaction and a high level of outcome performance.
However, individuals with higher openness to
experience scores more likely to be satisfied with jobs
that involve innovation and learning new skills [33].

Agreeableness is characterized by being
helpful, altruistic, and generally cooperative. These
traits are theoretically associated with positive helping
behaviors that advance for high performance [32].
Agreeable individuals tend to engage in more
teamwork, are more cooperative, and have higher
quality interpersonal interactions [34]. When looking at
agreeableness and its effect on satisfaction and
performance, high agreeableness individuals have
positive feelings about themselves and are able to
perform better because of this. So, people who are high
in agreeableness would encourage especially cohesive,
promote communication, cooperation and hence,
increase their job performance.

Conscientiousness includes a volitional
component that is related to achieve self-motivation,
and efficaciousness [35], which would lead to higher
levels of job satisfaction and employee performance to
complete their work tasks. Conscientiousness leads to
higher levels of job satisfaction because highly
conscientious people tend to respond favorably to the
rules inherent in organizations [36]. People who are also
high in conscientiousness tend to be dependable,
careful, thorough, responsible, and organized ones [31],
which would increase job levels of satisfaction and
performance.

Extraverted people like to socialize and
teamwork with others, and like to people's energy level,
potency, and positive affectivity [32], which would lead
to higher levels of job satisfaction. Research has shown
that extraverted people are more comfortable, skilled in
communicating, and cooperative behavior [34, 35]. If
extraversion employees are at their job, they will likely
be satisfied, because extraverts have higher levels of
social interaction in the workplace which could increase
their satisfaction as well as their performance [1].

Neuroticism is described by Costa and McCrae
[9] as being distressed, nervous, irrational, and
impulsive. Emotional stability has been one of the
strongest dispositional predictors of job satisfaction [4].
Employees who are high in neuroticism are more likely
to uncooperative in work. At the same time, people who
are low in emotional stability have exaggerated
responses to rewards [37]. It is also expected that
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employees who score low on neuroticism are more
likely to engage and enjoying work, which would lead
to higher levels of job satisfaction and performance.

Furthermore, many researchers have begun to
give a considerable amount of attention to the effect of
personality traits on job performance. As some
researchers indicated, a large proportion of the job
satisfaction literature has assumed that satisfaction at
work is a function of either the dispositional
characteristics (personality) or situational factors job
characteristics [38]. However, recent research findings
suggest and support the simultaneous study of the
influences of both the personality and job characteristic
factors on job satisfaction [39]. Crewson [40] found that
public sector employees rate a feeling of
accomplishment and performing work helpful to society
and to others as more important job characteristics than
do private-sector employees.

However, personality traits in terms of
conscientiousness can promote task-specific self-
efficacy beliefs, which can be organized to achieve
team goals, and affect task cohesion [41]. People with
high personality (c.f., agreeableness) encourage work
together and will feel empowered, through the
decentralization of power [42], which enhances
members’ shared decisions, and motivation to perform
well. Conversely, people who are emotionally stable
(low in neuroticism) may contribute positively to
teamwork, and make suggestions for change because
they do not feel helpless [34]. As a result, job
satisfaction is a pleasurable or positive emotional state
resulting from the appraisal of one's job or job
experiences [34], and promotes communication and
cooperation and hence, increases job performance.
Consequently, the following hypotheses are proposed:

HZ1a. Openness to experience in the term of personality
traits will be positively associated with job
satisfaction.

H1b. Agreeableness in the term of personality traits will
be positively associated with job satisfaction.

H1c. Conscientiousness in the term of personality traits
will be positively associated with job
satisfaction.

H1d. Extraversion in the term of personality traits will
be positively associated with job satisfaction.

H1e. Neuroticism in the term of personality traits will
be negatively associated with job satisfaction.

H2. There is a significant correlation between
personality traits and job performance.

Job Satisfaction and Job Performance

Several studies had been conducted to
investigate the relationship between job satisfaction and
performance whether individually, in work groups and
organizations [44, 45, 46], and the most important
variable in predicting employee behavior [47]. Ostroff
[48] found that organizations with more satisfied

employees tended to be more effective than
organizations with employees dissatisfied.

Workers who have a high level of job
satisfaction generally love their job; they feel that their
job gives them some positive features such as challenge,
autonomy, and creation, etc. These workers will have
extraordinary performance, and the companies with
these kinds of workers will be successful. Bruce and
Blackburn [49] presented the fact of a positive
relationship  between job satisfaction and job
performance. Spector [8] also pointed out the
potentiality of a performance-satisfaction relationship is
evidence supported the positive relationship between
job satisfaction and job performance.

As several studies have concluded, happy
workers are more likely to be productive workers.
Organizations with more satisfied employees tend to be
more effective than organizations with few [19]. Naff
and Crum [50] found a significant relationship between
public service motivation and federal employees' job
satisfaction, job performance, intention to remain in the
government. It seems to be a common assumption that
employees, who are happy with their job, should also be
more productive at work. Job satisfaction simply
explains the attitude of employees toward their job.
Satisfied employees have a positive attitude, toward job
which leads to high-performance level, whereas
dissatisfied employees have a negative attitude, toward
work which vyields low-performance result. The
following hypothesis is proposed:

H3. There is a significant positive relationship between
Job Satisfaction and Job Performance

RESEARCH DESIGN AND
METHODOLOGY

Research Design and Sample Selection

The research sample is drawn from Jordan.
According to Jordan Investment Commission [51], the
Jordanian healthcare sector is known for its high-quality
services, both regionally and internationally, due to the
presence of world-class internationally qualified
medical workforce and accredited hospitals and
facilities equipped with state-of-the-art medical
machinery and equipment.

The healthcare sector in Jordan is featured with
sound policies and enabling regulations for business
operators and investors alike: the infrastructure is solid
and the national policies customized to healthcare
operations and cutting-edge technologies both empower
Jordan’s business environment for guaranteeing a
prosperous healthcare sector.

The competitiveness of Jordan’s healthcare
sector specifically revolves around the highly skilled
workforce as the sector benefits from the availability of
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over 57,000 well-trained medical staff, in combination
with comparatively low treatment fees. Jordanian
professionals in the healthcare sector are also highly
sought after based on their solid education, training,
qualification, and creativity. Jordan has the largest pool
of physicians, dentists, and nurses per capita compared
to the region [51, 52].

Further, the health care system in Jordan
consists of two main sectors: the public/semipublic
sector and the private sector. Both sectors include
hospitals, primary care clinics, pharmacies, and other
ancillary services. In other words, providers of the
health care systems are the Ministry of Health, Royal
Medical Services, University Hospitals (Jordan
University Hospital & King Abdullah University
Hospital) and the private sector. There are a total of 110
hospitals in Jordan, as 62 private and 48 public
hospitals providing 27.462 beds [51, 52].

For the Jordanian sample, the final usable
sample includes 1200 employees in 52 hospitals. An
average firm (hospital) age is 17 years (s.d.= 14.60).
About 40% of hospitals are in the public sector and
60% in the private sector. Participant workers consisted
of an average age is 27 years (s.d.= 6.44), and had 11.12
(s.d.= 5.20) years of experience in their firm’s industry.
Further, 65% of the sample was married. Participant
workers consisted of women in the amount of 55.2%,
and men in the amount of 44.8%. As for the education
levels of the participants, 4% had a high school or
below, 36.5% had a college degree, 52.5% had a
bachelor degrees, and 7% had a master degree or above.

Measurements of Variables
Independent Variables

Personality Traits: Personality traits are
assessed with the Big-Five personality attributes. The 7-
point Likert-type (1= strongly disagree; 7= strongly
agree) International Personality Item Pool (IPIP)
measure developed by Goldberg [53] was used to assess
employees' Big-Five personality attributes. Respondents
are asked how they would describe themselves. The
instrument comprises 50 items designed to reflect five
dimensions of personality characteristics
(conscientiousness,  extraversion,  openness  to
experience, agreeableness, and neuroticism). Each
dimension consists of ten items that represent positive
and/ or negative aspects of a specific personality. The
internal consistency reliabilities for the Five-Factor
scales calculated for this study based on these a single
scores were: (o = 0.81), (o = 0.90), (a0 = 0.88), (a0 =
0.89), and (o = 0.92) for extroversion, agreeableness,
conscientiousness, neuroticism, and openness to
experience, respectively. Also, CFA results showed
acceptable model fit indices for each of Big-Five
personality traits (available from the author).

Job  Satisfaction: Job satisfaction (Job
Satisfaction Survey JSS) was evaluated by 9-items

aspects of job satisfaction used by organizations in
training and maintaining valuable staff [54] (o= .82)
including pay, promotion, benefits, supervision,
operating procedures, co-workers, contingent rewards,
nature of work, and communication. Respondents -
employees' attitude - were asked to indicate the extent
of their satisfied, how satisfied are with their current job
situation, agreement with each statement on a 7-point
Likert-type scale (1 = strongly dissatisfied, 7 = strongly
satisfied). CFA results showed the model fitted the data
well (3°= 4.40, df= 5; NNFI= .95, CFI= .96, SRMR=
.04, RMSEA= .03).

Dependent Variable

Job performance: A 5-item, 7-point Likert-type
(1= strongly disagree; 7= strongly agree) scale was
developed by Pearce and Porter [55] and used by
Carmeli and Freund [56]. Cronbach’s a for the overall
scale was (.95). Respondents were asked to indicate the
extent of their work agreement with each statement,
such as the ability to get along with others, the
achievement of work goals, and complete task on the
time, quality of performance and overall performance.
CFA results showed acceptable model fit indices (x2=
3.2, df= 2; NNFI= .97, CFI= .98, SRMR= .02,
RMSEA= .04).

Control Variables

Control Variables: To decrease the likelihood
of spurious results, several control variables are added
to the model [35]. The study controlled for variables
that may affect job satisfaction and job performance,
including employees information (i.e. average age,
experience,  education & FFM  personality
heterogeneities), industry-level  variables (i.e.
environmental dynamism and munificence), and firm-
level characteristics (i.e. age, and organizational slack)
[57].

STATISTICAL ANALYSIS

Structural equation modeling (SEM) can
closely examine the relationships between observed
indicators and latent variables while simultaneously
controlling for measurement errors. A two-step
structural  equation  modeling  approach  [32]
implemented in AMOS 16.0 is performed to evaluate
the models and test the hypotheses. The first step is to
fit a confirmatory factor analysis (CFA) to check for
convergent and discriminate validity, to confirm the full
measurement model, and then test a series of structural
models to test the hypotheses. To assess model fit, the
chi-square %° test was used, and four additional fit
indices, including comparative fit index (CFI), non-
normed fit index (NNFI), root-mean-square error of
approximation (RMSEA), and standardized root-mean-
square residual (SRMR),were applied to assess model
fit [58].
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RESEARCH ANALYSIS AND RESULTS
Structural Models, Hypotheses Testing and Results
Table 4.1 presents the means, standard
deviations and correlations for the variables examined
in the study. Table 4.2 presents the value of fit indices
for the examination of various structural models. To

Model 4 as the final model including personality traits,
job satisfaction and job performance (x’= 332.47,
df=128, p<.001; CFI=.91, NNFI=.92, RMSEA=.04 and
SRMR=.04). The result suggested that the model indeed
fit the index.

determine whether the big five personality traits Figure 4.1  presents the  completely
individually presented a direct relationship with job standardized path estimates for the examined
satisfaction and job performance, two rival models were relationships. ~ Consistent ~ with ~ expectations,

tested separately, five paths were tested by separately
adding personalities-job satisfaction relationship Model
2 to the hypothesized fully model, and Model 3
presented personalities-job performance. Significant
relationship between personality traits with job
satisfaction and job performance (y°= 374.22, df=139,
p<.001; CFI=.91, NNFI=91, RMSEA=.04 and
SRMR=.03), and (y’= 358.94, df=133, p<.001;
CFI=.90, NNFI=.92, RMSEA=.04 and SRMR=.03)
respectively. Taken together, the researcher obtained

conscientiousness (f= .22), extraversion (= .18),
openness to experiences (= .33), and agreeableness (f=
.20) were all positively, while neuroticism (5= - .28)
was negatively related to job satisfaction (all p’s < .05),
supporting Hla-H1e. Personalities traits were positively
associated with job performance (f= .15, p<.001),
supporting H2. Also, job satisfaction was positively
related to job performance, supporting H3 (8= .35, p <
.001).

Table-4.1: Means, Standard Deviations, and Correlations

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 | 14
1. Extraversion P 4.70 1.55
2. Agreeableness P 4.90 1.61 .04
3. Neuroticism P 3.75 1.37 -05| .04
4. Conscientiousness P 5.51 1.65 .07 | -10 | .10
5. Openness P 4.41 1.45 -08 | .10 | .20 | .03
6. Job satisfaction 5.75 1.80 22%| 20%1 -.12% | .22*% .39*1
7. Job performance 4,50 1.50 5% .23*1 .30* | .25**% .35%| .Al**
8. Employees age 1.61 0.39 .07 | .04 A1 | 12 .06 .09 .06 12
9. Employees education H 0.56 0.31 04 ] 11 | -13 | .14 17 | .10 .06 .00
10. Employees experience 11.12 | 5.20 .01 |-09 | -11 | 12 .16 JA8* | 11 .06 | .06
11. Firm age 1.12 0.40 .05 | .10 A1 | -11 | 12 .16 .08* .01 | .18 .02
12. Firm slack 5.10 1.70 -04 | .04 | -00 04 | -11 | .12 .06* 19 | .06 | .16* | .02
13. Environmental munificence | 4.90 1.65 -03 | -.09 | .02 02 | 12 | -11 J2** 1 06 | .21 | .01 .03 | .03
14. Environmental dynamism 5.50 1.77 .06 | .01 .06 12 21 .07 -.20* 21*1 .23 | -.13 .07 | .14* | .10
Note: N =1200, p<.01, p<.05; P= personality; H=heterogeneity
Table-4.2: Structural Models- fit index model
Models 2 df NNFI | CFlI | SRMR | RMSEA
1. Hypothesized model 433.45*** | 156 | .90 .90 .05 .05
2. Personality traits - Satisfaction 374.22*** | 139 | 91 91 .03 .04
3. Personality traits - Performance 358.94*** | 133 | .92 .90 .03 .04
4. Personality traits - Satisfaction - Performance | 332.47*** | 128 | .92 91 .04 .04
Note: *** p<.001
18+ Job Job
Satisfaction Performance
28+ fI
Neuroticism ;'
1”
15* A2 A 20% 2
7 P ‘ 7 \
’ . N ’ \
___I.! ______ ’_/:_ __Ll__ ‘__..:___\ L=
I Employees :' Firm ' ! Firm .:, . id . \‘
e T IR U vl G
Fig-4.1: Completely Standardized Estimates of the Final Model
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Note: 1.This is a simplified version of the examined
model. The direct links between personality
traits and job performance are omitted. The
observed indicators, measurement errors,
explained variances of latent factors, and
correlations between exogenous factors are also
not included in the figure.

2. Control variables are depicted by dash line.
3. The path coefficients are standardized

arameter estimates. N = 1200, ‘p< .05, ~p< .01,

ek

p<.001.

DISCUSSION, CONCLUSIONS AND
FUTURE RESEARCH

Research Discussion

This study examines the relationships among
personality traits (Big-Five personality), job satisfaction
and job performance in the case of the hospital's sector
in Jordan. Results support the theoretically derived
causal model and key hypothesized relationships. The
empirical results of this research provided new insight
into the analysis of the relationship between personality
traits, job satisfaction and job performance.
Specifically, employees have higher levels of openness,
agreeableness, conscientiousness, and extraversion, as
well as a lower level of neuroticism, which will produce
a higher level of job satisfaction, which in turn can
bring about a higher level of job performance.
Moreover, job satisfaction was positively related to job
performance.

Personality traits are associated with a high
degree of job satisfaction. The results show that
personality traits such as extraversion; agreeableness,
openness to experience, and conscientiousness have a
significant positive relationship with job satisfaction.
This indicates that personality traits also have an
influence on job satisfaction. Consequently, people
should be aware of those personality traits that can
discover them to the satisfaction and expose
consciously the direction of their behavior, which is an
advance high-performance worker.

Further, the current study concluded that
experienced employees showed more job satisfaction
than less experienced employees. These outcomes are
consistent with previous studies [59, 60] that indicated
tenure had a positive relationship with job satisfaction.

Finally, the third hypothesis sights the effects
of job satisfaction addressed to improving the job
performance degree of the employees. The result shows
a significant positive relationship between job
satisfaction and job performance. Job satisfaction is
related to other key factors of organizational behavior
such as turnover, absenteeism, performance,
productivity and its prediction of employee behavior.
Therefore, an employee’s job satisfaction is the
affective state of employees regarding multiple facets of

their jobs. Top management teams of hospitals may
consider the impact that job characteristics had upon
satisfaction with their job. So, in order to
institutionalize satisfaction performance in health
services, it is critical to ensure that personality,
motivation, adequate incentive pay and resources for
quality improvement and job performance are aligned
and integrated.

RESEARCH IMPLICATIONS

Personality plays a role in job satisfaction;
research has shown that people who have a positive
belief in their inner worth and basic competence are
more satisfied with their jobs than those with negative
estimation. In other words, personality traits would
better predict a general behavior, such as whether the
employees were engaged in their work or motivated to
contribute to their organization. This indicates that the
attribute of a job has an influence on satisfaction and
performance. However, managers can apply these
results to assign jobs based on adapting the personality
traits is to be tested with the person who wants to work
in hospitals.

Job satisfaction has also significant managerial
implications. If job satisfaction is high, the employees
will perform better. On the other hand, if job
satisfaction is low, there will be performance problems.
In examining the outcomes of job satisfaction,
employees are satisfied with their work, there are many
positive outcomes in the workplace, satisfied workers
are more productive, more satisfied, and satisfaction
influences organizational citizenship behaviors through
perceptions of fairness. Further, satisfied frontline
employees increase customer satisfaction and loyalty
[19, 36, 61, 62].

One of the main causes of job satisfaction is
that jobs provide training; variety, independence, and
control that satisfy most employees. There is a strong
correspondence between how well people enjoy the
social context of their workplace and how satisfied they
are overall. At the same time, satisfied employees are
moderately less likely to miss work, and satisfied
employees are less likely to quit and/ or turnover.

In addition, this study provides some insights
for managers, who should realize and consider the
importance of the factors (e.g. personality rewards,
supervision, pay, communication) which can enhance
their employees’ level of job satisfaction. Managers
also as well as employers realize that for their
organization to achieve the best performance, it depends
on a part on the employee’s level of job satisfaction.

Research Limitations and Future Directions

One of the limitations of this study is related to
the research sample. This research was carried out in
Jordan companies that decided to participate in the
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empirical research, and the companies belonging to a
particular hospital sector, which means could not to
some general conclusions for all of Jordanian
companies. Consequently, a limitation of this study is
the inclusion of only Jordan from the region, thus the
findings may not be generalizable to all countries
context. It is important to scale up the study to other
countries in the region.

This study also examines the relationship
between personality traits, job satisfaction, and job
performance. Future studies may try to capture the new
variables to assess and acess requirements for developing
the healthcare (hospitals) sector. Although job
satisfaction appears to be relevant across cultures,
evidence suggests that employees in Western cultures
have higher levels of job satisfaction than those in
Eastern cultures [19, 63]. Future research could
analyses the impact of job satisfaction also on
employees’ personality and job outcome performance.
Further, research could conduct cross-cultural research
to explore the impact of national culture on the issues
which have been argued.

In conclusion, the important of personality
traits can be considered as the employee’s workplace
performance. Personality traits were tolerance,
flexibility, creativity and achievement of outcome
performance. This study has identified a personality
trait that is likely to generate satisfaction for the
workers and advance high-performance employees. Job
performance also refers to the output that person has
contributed to the organization concerning his behavior
to engage in, and which the organization may perceive
as productivity.
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