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Abstract: Employees’ job satisfaction is an important factor of shaping the
organizational business performances. However, job satisfaction might
depend on employees’ personality dimensions, such as: extraversion,
negative affectivity, conscientiousness, agreeableness and openness to new
experiences. Besides that, the employees’ job satisfaction, but also their
personality dimensions, might be affected by the employees’ education
degree. In respect to that, this research was oriented towards determining
the effects of the employees’ education degree on the correlation between the
employees’ job satisfaction and their personality dimensions. The survey
research sample consisted of 116 respondents, employed within a large
public monopolistic organization, oriented towards the energy sector,
operating in transitional society. The research results indicated that
employees’ education degree shaped the correlation between all personality
dimensions, on the one hand, and the pay, benefits, relation between co-
workers, supervision and nature of the work facets of job satisfaction, on the
other. Beside theoretical contribution, the research results might have
practical implication through providing the information necessary for
improving human resource management in Serbia, a transitional economy
with general business conditions different from those in developed countries.
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1. Introduction

In contemporary business conditions, employees represent a strategic resource of
majority organizations (Héder et al., 2018), while their job satisfaction might be
considered as a precondition of gaining the business success (Burgess & Nyajeka,
2007; Chi & Gursoy, 2009), usually reflected in the form of the organizational
business performances (Fu & Deshpande, 2014). However, the employees’ job
satisfaction might vary, depending on different psychological constructs, including
the widely used psychological Big Five theory of personality dimensions (Judge &
Zapata, 2015; Hahn et al., 2016). Previous research indicated that personality
dimensions might affect the employees’ job satisfaction (Judge & Zapata, 2015),
but there are also studies that confirmed the effect of the employees’ education
degree on job satisfaction (Szivas et al., 2003) and personality dimensions
(Rammstedt et al., 2016).

The main subjects of this study are dimensions of the employees’ personality,
according to Big Five theory and their job satisfaction, while the main task of the
study is oriented towards researching their correlation, considering the employees’
education degree as a socio-demographic characteristic that could shape the
correlation of the main constructs of the research. The research was conducted
within a large public-owned organization operating in the energy sector of Serbia,
facing the organizational changes (i.e. privatization), which might affect the
employees’ job satisfaction, mostly in a negative way. This kind of research is
particularly important for the organizations that are operating in transitional
societies, facing specific problems which may not be evident within the societies
with stable economic and political conditions (Van den Berg & Pitariu, 2003; Sun
et al., 2018).

2. Literature review
2.1. Job satisfaction

One of the widely used definitions of job satisfaction is pointing out that this
construct is related to the employees’ positive emotional state, arising from the
evaluation of the job or overall work experience (Locke, 1976). Cronin et al.
(2000) even indicated that job satisfaction is a key variable that might affect the
employees’ attitudes and behaviours. It could be said that there is no single attitude
on general aspects of job satisfaction that should be considered, when researching
this construct (Burke et al., 2005). However, Spector (1997) is indicating some of
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the most frequently mentioned facets of job satisfaction, such as: pay, promotion,
supervision, benefits, rewards, operating conditions, relation with co-workers, the
nature of work and communication. These facets were also researched for the
purpose of this study in a combination with the employees’ personality dimensions
and their correlation.

2.2. Personality dimensions

The psychology of personality is related to the nature of fundamental dimensions
of individual’s character and one of the widely used approaches to this subject is
represented in the form of the Big Five theory, that includes personality
dimensions, such as: extraversion, negative affectivity, conscientiousness,
agreeableness and openness to new experiences (Walker & Vetter, 2016; Atari et
al., 2017). Extraversion is characterized by cheerfulness (activity), cordiality,
sociability and the dominance of empathy. An extravert person is oriented towards
establishing the interactions with other people and such persons are open to new
experiences (Liang et al., 2015). Negative affectivity is characterized by the focus
on the negative aspects of other people. In general, it could be said that this
dimension is distinguished by the lack of emotional stability, the feeling of
pressure, dissatisfaction and concern (irengiin & Arikboga, 2015; Liang et al.,
2015). Conscientiousness is characterized by sub-dimensions, such as respecting
the rules, systematically planning and performing the tasks, inflexibility and
conformism. Thus, it could be said that individuals with high degree of
conscientiousness are responsible, self-disciplined and persistent (Liang et al.,
2015). Agreeableness is characterized by the establishment of closeness with other
people. It could be said that this dimension of personality is characterized by
consideration and tenderness toward others, but also by conflict avoidance and
willingness to forgive (Antoncic et al., 2015). Openness to new experiences is
characterized by creativity and an ability to think in unconventional way, including
a simple adaptation to different changes. Thus, the sub-dimensions of openness to
new experiences are independence, intellectual efficiency and intellectual curiosity
(Antoncic et al., 2015; Irengiin & Arikboga, 2015; Liang et al., 2015).

2.3. Personality dimensions and job satisfaction

Previous findings suggested that personality dimensions could affect the
employees’ job satisfaction (Judge & Zapata, 2015; Bui, 2017). It means that
employee often feel pressure to behave contrary to their personal characteristics.
Despite the fact that threatening the individual values could sometimes enable the
employees to progress within the organizational hierarchy, that feeling could
decrease their job satisfaction, at the same time. On the other hand, if personality
dimensions are in line with the values established within the organization, their job
satisfaction might increase (Lopez et al., 2009; Arthaud-Day et al., 2012).
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There are numerous issues related to identifying and understanding the factors
that might increase the employees’ motivation and their job satisfaction (Aleksic¢-
Glisovi¢ et al., 2019). Furthermore, the research conducted by Ivanovi¢-Pukic,
Pordevi¢ and Lepojevi¢ (2018) was oriented towards identifying the mediating
effects of educational level on job related characteristics — job satisfaction
relationship. Also, previous findings indicated the impact of Big Five personality
traits and positive psychological strengths towards job satisfaction (Therasa &
Vijayabanu, 2015), where the predicting influence of these personality traits,
according to Big Five theory, was confirmed.

2.4. Predictors in Shaping the Job Satisfaction

Factors that could influence an increase or decrease in job satisfaction might be
related to the employees’ socio-demographic characteristics (Maruping & Magni,
2012; Li & Chang, 2016). Thus, one of the socio-demographic characteristics that
could affect the employees’ job satisfaction is the level of their education.
Employees with higher level of education might have higher expectations in terms
of their job satisfaction, which could make its achievement difficult. Also, the level
of job satisfaction could be lower in situations when the employees’ education is
not from the field related to contemporary business position, or when their
education degree is higher in comparison with the education degree that is
necessary for performing certain business tasks (Szivas et al., 2003). On the other
hand, Frye and Mount (2007) indicated that education degree has minimal impact
on the level of job satisfaction.

In addition to the impact of education degree on shaping the employees’ job
satisfaction, the impact of this socio-demographic characteristic could also be
noticed in shaping the personality dimensions. Thus, according to the research
results, higher education degree might increase the employees’ openness to new
experiences (Rammstedt et al, 2016).

In accordance with the previous findings, this research was oriented towards the
determination of the effect of the socio-demographic variable ‘education degree’ on
the correlation between the employees’ personality dimensions, according to the
model of the Big Five and individual facets of their job satisfaction.

3. Methodology

3.1. Instrument

The research was conducted using the questionnaire, especially constructed for the
purpose of this research. The questions could be grouped into the three parts. The
first part of the questionnaire was related to the respondents’ socio-demographic
characteristics, with the respondents’ education degree as the most important
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characteristic of this research. The second group consisted of 25 items related to
five personality dimensions, such as: extraversion, negative affectivity,
conscientiousness, agreeableness and openness to new experiences, according to
the scale developed by Howard and Howard (2000). Finally, the third part was
related to 36 items of the respondents’ job satisfaction, constructed by Paul Spector
(Spector, 1997), and related to nine facets of job satisfaction: pay, promotion,
supervision, benefits, rewards, operating conditions, relation between co-workers,
the nature of work and communication. The respondents expressed a degree of
their agreement or disagreement with previously mentioned statements on the scale
from 1 (I completely disagree) to 6 (I completely agree).

3.2. Procedure

The research was conducted during 2016, within a Serbian public-owned
organization operating in the energy sector, in a small town that is almost
completely oriented towards this energy complex. All respondents participated in
the survey research voluntarily. At the beginning, they were informed that the
research was anonymous and that results would be used only for the purpose of
science. Obtained data were analysed by using the Statistical Program for Social
Sciences (SPSS 17.0), with the focus on determining the effects of the employees’
education degree on the correlation between the main research constructs,
personality dimensions and job satisfaction.

3.3. Sample

The total sample of the research consisted of 116 respondents out of 11880
employees. According to the employees’ education degree, the most important
socio-demographic characteristic of this research, 32.8% of the respondents is with
high school education degree. Beside the respondents with a high school diploma,
there is also 11.2% of the respondents who gained a college degree of education
(two-years studies) and 56% of the respondents with a faculty education degree
(four-years study). For the purpose of this research, the respondents with high
school education degree were considered a part of the group of the employees
without higher education degree, while the respondents with college and faculty
education degree were considered the employees with higher education.

4. Results

Mean values and standard deviations for all measured personality dimensions
(extraversion (E), negative affectivity (N), conscientiousness (C), agreeableness
(A) and openness to new experiences (O)) and nine facets of job satisfaction (pay
(PAY), promotion (PRM), supervision (SUP), benefits (BEN), rewards (REW),
operating conditions (OPC), relation between co-workers (RCW), the nature of
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work (NOW) and communication (COM)) in the study are represented in Table 1
(for those with higher education) and Table 2 (employees with lower level of
education). According to the research results represented within the Tables 1 and 2,
there are also significant correlations between certain facets of job satisfaction and
the personality dimensions of employees.

Table 1: Correlation between all personality dimensions and all facets of job
satisfaction with high level of education

Mean SD 1 2 3 4 5 6 7 8 9 10 1 12 13 14
1.PAY 262 89 1
2PRM 292 79 249 1
3suP 414 96 329" 20 1
4 BEN 281 B9 459" 391" 256 1
SREW 274 83 549" 351" 427 461
60PC 381 B0 -029 -006 104 127 010 1
7TRCW 414 71 289 124 567" 343" 207 -083 1
BNOW 384 98 177 285 279 001 285 -382° 1M 1
9CcOM 312 116 353" 316 465" 289 3685 -093 380" 178 1
10E 544 123 -148 O 119 -208 -121 110 112 185 -019 1
1.0 545 107 -241 -135 043 -280° -138 -086 -054 017 049 B50° 1
12A 570 108 -058 -118 085 -016 -024 083 254 023 151 382" 449 1
13C 611 84 -293 -073 081 -314 -205 (48 110 088 -042 5097 5447 537 1
14N 397 121 024 -047 001 26 085 132 121 -128 249 002 108 246 17 1

**. Correlation is significant at the 0.01 and 0.05 level (2-tailed)

According to the research results represented in the Table 2, the correlation
coefficient between the variables conscientiousness and the pay facet of job
satisfaction in the sub-sample of the employees with higher education is negative
and significantly different from zero (= -0.293", p = .021), which is not the case in
the sub-sample of the employees without higher education degree (r = -0.123, p =
.375).

The correlation coefficient between the variables conscientiousness and the
benefits facet of job satisfaction in the sub-sample of the employees with higher
education is negative and significantly different from zero (» = -0.314", p = .013),
which is not the case in the sub-sample of the employees without higher education
(r=-0.252, p =.066).

Furthermore, the correlation coefficient between the variables openness to new
experiences and the benefits facet of job satisfaction in the sub-sample of the
employees with higher education is negative and significantly different from zero
(r = -0.280", p = .028), which is not the case in the sub-sample of the employees
without higher education degree (» =-0.163, p = .239).
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In addition, the correlation coefficient between the co-workers’ facet of job
satisfaction and agreeableness in the sub-sample of the employees with higher
education is positive and significantly different from zero (» = 0.254", p = .046),
which is not the case in the sub-sample of the employees without higher education
degree (r=-0.172, p = .213).

Table 2: Correlation between all personality dimensions and all facets of job
satisfaction with low level of education

Mean  SD 1 2 3 4 5 6 7 8 9 10 1 12 1B M
1.PAY 284 97 1
2PRM 300 & 416 1

1

4BEN 291 8B 457 25 -128 1

5REW 278 87 5637 219 162 4100 1

BOPC 35 6 -12 @4 -085 -250 -1 1

TROW 442 72 -008 151 383 181 101 -147 1

BNOW 411 B4 005 06 330 -0 02 -016 2% 1

9COM 346 80 314 -041 208 20 4720 -124 200 0@ 1

10.E 576 114 -7 05 292 -p45 072 008 178 437 OM 1

1.0 544 100 -191 073 128 -163 087 018 115 -084 051 509" 1

12A 586 112 -050 -015 035 -112 087 -024 -172 (02 -084 564 5847 1
13C 616 9% -123 054 -050 -252 -089 116 -150 040 -127 319 530" 7317 1
14N 4% 130 04 -012 -100 196 00 -114 -012 -318 108 116 03 @0 -02 1

**_Correlation is significant at the 0.01 and 0.05 level (2-tailed)

In the case of employees without higher education, according to the research
results, the correlation coefficient between the variables extraversion and the
supervision facet of job satisfaction is positive and significantly different from zero
(r = 0.292°, p = .032), which is not the case in the sub-sample of the employees
with higher education degree (r = 0.119, p = .355).

Finally, the correlation coefficient between the negative affectivity and the
nature of work facet in the sub-sample of the employees without higher degree of
education is negative and significantly different from zero (» = -0.318", p = .019),
which is not the case in the sub-sample of the employees with higher education (» =
-0.128, p = .322).

5. Discussion

Conscientiousness and the pay facet of job satisfaction. The research results
indicated that, in the sub-sample of the employees with higher education degree, an
increase in personality dimension labeled as conscientiousness is followed by a
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decrease in pay, which is not the case in the sub-sample of the employees without
higher education degree. Considering the complexity of the business tasks placed
in front of the employees with higher education, but also considering the
importance of the conscientiousness for achieving business success, responsibility
throughout the business performance of employees characterized by this
personality dimension should be appropriately evaluated by increasing their
personal incomes.

For the purpose of this research, conscientiousness was evaluated on the basis
of different items, including the one related to expressing the respondents’ attitude
towards the fact if "they perform high-quality tasks in business environment".
According to the theory of fairness, it is understandable that employees with a
serious and responsible approach in performing their business tasks could be
disappointed if they perceive equalization in their business environment (such as
linear payment for their colleagues who are not equally dedicated towards
achieving the organizational goals).

As this research was conducted within the organization that is operating in a
bureaucratic system since the time of socialism, the salaries were mostly
established based on the employees’ education degree. This manner of valorization
of business performances through personal incomes could be a cause of
dissatisfaction with the salaries among the conscientious employees in the
organization with higher education degree and good performances.

Conscientiousness and the benefits facet of job satisfaction. The research
results indicated that, within the sub-sample of the employees with higher
education, an increase in the personality dimension defined as conscientiousness is
followed by a decrease in benefits of job satisfaction. The explanation is analogous
to the previous one.

Openness to new experiences and the benefits facet of job satisfaction. The
research results indicated that, in the case of the employees with higher education
degree, an increase in their personality dimension, labeled as openness to new
experiences, is followed by a decrease in the benefits facet of job satisfaction. The
explanation of this result is similar to the previous one. Thus, the employees
evaluated their dimension of personality, defined as openness to new experiences,
based on different items, including the following ones: "I prefer the complex
approach to analysis of different problems" and "I am creative when performing
my business tasks".

High grades provided by the respondents regarding the aforementioned items
are important predictors for successful realization of business tasks, especially
among the employees with higher education, throughout their confrontation with
the complex business tasks. The employees from the sub-sample of the respondents
with higher education degree, who provided the high grades when evaluating these
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items, expect an adequate compensation for their successful business engagement
based on various benefits.

Agreeableness and the co-workers facet of job satisfaction. In the sub-sample
of the employees with higher education, an increase in the personality dimension,
labeled as agreeableness, is followed by an increase in the co-workers’ component
in general job satisfaction. This personality dimension is evaluated based on
different items, such as: "I care for establishing good relations with other people in
the organization", "I am prone to forgiveness" and "I am sympathetic towards other
people". Employees who highly evaluated these items indicated tolerance and
empathy for other people in organizational environment, which is an important
element for establishing and maintaining good interpersonal relations.

Nowadays, with a high degree of alienation, agreeableness is highly evaluated
among people in the organization, due to intense interactions between the co-
workers. An employee who sympathizes with a colleague in a difficult situation,
providing the support and tolerance at the same time, is usually perceived as an
acceptable associate in the organizational environment. In return, colleagues
usually tend to "supply” this employee with support, based on reciprocity, while
conflicts that such person might experience in the business environment are rare. In
the situation of mutual understanding, including the lack of conflict within the
workplace, the evaluation of co-workers’ job satisfaction is high for all of the
employees.

Therefore, the high level of co-workers’ job satisfaction among the employees
with higher education might be the consequence of high degree of mutual
understanding and providing the support, but also the consequence of high degree
of co-workers’ competences (which is an important item in evaluating co-workers’
job satisfaction, which is also related to employees’ education degree in significant
percentage). Collaboration through team work is more characteristic for the
employees with higher education degree and it implies the necessity for
demonstrating the tolerance for the possible failures of other team members and for
providing help in the process of solving business tasks. The employees with higher
education degree would show greater willingness for tolerating the mistakes of co-
workers’ with higher education degree, due to the fact that their mistakes are,
therefore, very rare.

Extraversion and the supervision facet of job satisfaction. In the total sample
of this survey research, or more precisely in the sub-sample of the employees
without higher education degree, obtained results showed that an increase in the
personality dimension, labeled as extraversion, is followed by an increase in their
supervisors’ component, which is not the case in the sub-sample of the employees
with higher education degree.
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Among the items for evaluating the supervision facet of job satisfaction, there
was one item considering the level of managers’ competences. In monopolistic
companies, managers are usually not placed on specific job positions due to their
expertise (especially those belonging to top management), which could be clearly
perceived by the employees with higher education degree. Such managers are also
aware of this fact, so they could experience a higher degree of extraversion among
the employees with higher education degree, as a desire for their emphasis, which
could further cause the negative implications, in relation of these employees
towards their subordinates. Thus, if the employees perceive a low level of fairness
in progressing within the organizational hierarchy, it could cause their reduced
degree of supervision in job satisfaction.

Employees without higher education degree are usually less "strict" in
evaluating the competences of their supervisors or they hesitate to express their
possible negative attitude towards the competence of their manager, in comparison
to the extent of that readiness among the employees with higher education degree.

Thus, the employees with higher education degree who highly evaluated the
personality dimension, labeled as extraversion, are ready to express their opinions
more freely (even when it is critical), which could be interpreted by the manager of
these employees as a lack of respect for his/her authority. In this way, it is possible
to explain why the co-workers’ component in job satisfaction is higher among the
extravert employees without higher education degree, in comparison to the sub-
sample of extravert employees with higher education degree.

Negative affectivity and the nature of work in job satisfaction. The research
results indicated that, in the sub-sample of the employees without higher education
degree, the nature of work component is reduced, in the situation when the
personality dimension, labeled as negative affectivity, increases.

The respondents without high level of education degree are usually employed
at the job positions that are mostly routine, while a part of these employees work
on really difficult job positions, therefore, the increase in a degree of negative
affectivity could contribute to even higher dissatisfaction with the nature of work
component.

Evaluation of the employees’ nature of work in job satisfaction comprised
different items, including the following one: "Sometimes I have the feeling that my
job is meaningless". If the employee has an experience of joblessness, it is
understandable that such an employee could not be satisfied with the job itself. It is
usual that conditions for performing the business tasks by the employees without
higher education degree are very difficult. Due to difficult business conditions, it is
not surprising that the employees without higher education degree expressed low
grades for the item "I like to perform the job within my workplace".
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On the other hand, the items for evaluating the personality dimension, labeled
as the negative affectivity, also included different items, including the following
one: "I am prone to negative interpretation of the past, but also the possible future
events" (which is characteristic for the miners). Thus, the real high risk of the job
for the workers in the researched organization, reduces their satisfaction with the
work itself.

Unlike fifty years ago, when mining profession was highly respected and
recognized by the wider community, the situation has changed nowadays, which
contributed to reduced evaluation of the miners regarding the nature of the work
facet of job satisfaction.

6. Conclusion

Due to a decreased possibility that high level of employees’ conscientiousness and
their good business performance will influence their salaries (according to a
prescribed system that usually links the amount of salary with related education
degree), managers should be able to identify and evaluate the business performance
of such employees by various benefits (such as providing free holidays within the
organizational resort, or providing incentive travels). Such a manager’s attitude
towards the employees with high degree of conscientiousness and business
performance will positively influence their motivation, on the one hand, while, on
the other, it might increase the benefits of job satisfaction, at the same time.

Given that employees with a pronounced dimension of personality, labeled as
openness to new experiences, are characterized by curious nature and wide
interests, the management of the organization could increase the level of their
general job satisfaction based on different benefits for such employees, enabling
them to participate in various trainings (such as foreign language courses, or
seminars for acquiring additional knowledge in specific profession).

The management should take into consideration the personality dimension of
employees, labeled as agreeableness, when forming the organizational team. It is
also important to form a team that will work harmoniously without conflicts. The
presence of the team members with the high level of personality dimension, labeled
as agreeableness, could contribute to such a situation, but it also depends on
adequate expertise of other team members.

In jobs that do not require a high degree of expertise, it should be possible (if
the nature of job allows it) to enrich the business tasks and reduce the high level of
routine for employees, in order to increase the employees’ satisfaction with the
nature of work. Additionally, security measures for safe work at risky job positions
should be maximized, while the miners should be rewarded in the appropriate
manner for their business results, making it clear that their work is important for
the entire community.
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UTICAJ NIVOA OBRAZOVANjA ZAPOSLENIH NA KORELACIJU
IZMEDU ZADOVOLJSTVA POSLOM I DIMENZIJA LICNOSTI

Rezime: Zadovoljstvo poslom zaposlenih predstavlja vazan faktor u oblikovanju
organizacionih poslovnih performansi. Medutim, zadovoljstvo poslom moze zavisiti
od dimenzija licnosti zaposlenih, kao sto su: ekstraverzija, neuroticizam, savesnost,
prijatnost i otvorenost za nova iskustva. Pored toga, stepen obrazovanja zaposlenih
moze uticati 1 na zadovoljstvo poslom zaposlenih, ali i na dimenzije njihove licnosti.
U skladu sa tim, ovo istrazivanje je orijentisano na utvrdivanje uticaja stepena
obrazovanja zaposlenih na korelaciju izmedu zadovoljstva poslom zaposlenih 1
njihovih dimenzija licnosti. Istrazivanje je obuhvatilo uzorak od 116 ispitanika,
zaposlenih u velikoj monopolistickoj organizaciji, orijentisanoj ka energetskom
sektoru, koja posluje u tranzicionom drustvu. Rezultati istrazivanja pokazuju da
stepen obrazovanja zaposlenih utice na korelaciju izmedu svih dimenzija li¢cnosti, s
jedne strane, i plate, benefita, odnosa sa saradnicima, supervizorima i prirode
posla, kao vaznih aspekata zadovoljstvom poslom, sa druge strane. Pored
teorijskog doprinosa, rezultati istrazivanja mogu imati 1 prakticne implikacije na
osnovu pruzanja informacija za unapredenje pitanja koja se ticu upravljanja
ljudskim resursima u Srbiji, gde su opsti uslovi poslovanja razli¢iti u poredenju s
razvijenim zemljama.

Kljuéne reci: zadovoljstvo poslom, dimenzije licnosti, teorija Velikih pet, nivo
obrazovanja, tranziciono drustvo
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