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Abstract. According to the importance of academic staff job satisfaction at university and evaluating effective factors on
satisfaction, the present study is to clarify the relationship between personality factors and job satisfaction by the
mediatory role of emotional intelligence. The study involved 440 academic staff selected by multi-stage sampling from
public research universities in Klang Valley, Malaysia. This study applied a cross-sectional design. Big Five Inventory
(BFI), Emotional Intelligence Test (SSEIT), and Job Descriptive Index (JDI) have been used to measured variables of
the study. Additionally, the Pearson correlation coefficient, multiple linear regression analysis, and mediation analysis
(Sobel test) are used for data analysis. The findings released a positive correlation between emotion perception,
utilization of emotion, managing own emotions, managing others’ emotions, conscientiousness, agreeableness, and
openness with job satisfaction. Conversely, there is a negative correlation between neuroticism and job satisfaction,
whereas no correlation is observed between extraversion and job satisfaction. Personality factors likewise showed a
significant relationship with almost all emotional intelligence factors except the utilization of emotion and neuroticism.
The utilization of emotion and neuroticism predicted the level of job satisfaction, and only utilization of emotion
significantly mediated the relationships between agreeableness, conscientiousness, and openness with job satisfaction. In
fact, the agreeableness, conscientiousness, and openness academic staff have a better ability to apply emotion to obtain
job satisfaction than other staff. In short, the study sheds new light in the context of psychology, particularly in the job
satisfaction context among academic staff at universities.
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low job satisfaction level is one of the main organizational
obstacles assumed to be an impendent factor that impacts
academic staff performance at universities (Noordin & Jusoff,
2009). Moreover, it should be considered carefully to control
and reduce various negative views toward a workplace by
managers or any person in charge (Malik et al., 2010; Dizgah,

I. INTRODUCTION

As one of the main human resources, the academic staff has
a considerable contribution to developing outcomes of the
university. Furthermore, attention to their requirements
significantly impacts performance, responsibility, relation,

behavior, and tendency to continuing work. In fact, academic
staff is vital members of the universities, and their scientific
knowledge has a considerable effect on the university's
outcome (Noordin & Jusoff, 2009). Truly, job satisfaction is
determined as one of the crucial factors in educational
organizations, specifically universities; further, realizing
effective factors that have relationships with job satisfaction
and influence on staff's feeling and perspective regarding their
occupation and the environment is imperative (Dawal & Taha,
2006). Moreover, job satisfaction as an important factor
amongst academic staff improves the learning environment
and increases its scientific outcomes. Therefore, a high level
of job satisfaction would lead to lower turnover and
absenteeism (Wan Ahmad & Abdurahman, 2015). While the

Chegini, & Bisokhan, 2012). Generally, the tough conditions
may cause low job satisfaction levels among academic staff
and reduce their university presentation and achievement. This
factor would also lead to a lower amount of academic staff's
efficiency and has an unpleasant impact on organizational
outcomes (Altbach, Reisberg, & Rumbly, 2009). In this case,
considering and evaluating internal and external factors that
influence job satisfaction levels can be valuable, and it creates
a precise way for superior organizational performance. This
important, current study concentrated on personality factors
and emotional intelligence as two essential factors influencing
academic staff job satisfaction.

Personality is a collection of behaviors, feelings, emotions,
and responses demonstrated by individuals in private and
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social life; it also affects job satisfaction and leads to various
reactions and behaviors at work (Bockhaus, Hillyer, &
Peterson, 2012). Personality factors comprised extraversion,
neuroticism, agreeableness, conscientiousness, and openness
influence staff satisfaction (Therasa & Vijayabanu, 2014);
correspondingly, these factors assumed as essential
characteristics between individuals that are noted by other
individuals in society (Nasir et al, 2011). These five
personality factors are assumed to be well-organized factors
that have associations with job satisfaction in the work
environment (Ayan & Kocacik, 2010). According to previous
investigations, Fayombo (2010) explained that neuroticism is
directly associated with low levels of motivations and
emotions; conscientiousness, agreeableness, extraversion, and
openness are linked positively with job satisfaction. Mhlanga
(2012) likewise found that openness and conscientiousness
positively correlate with job satisfaction; on the other hand,
neuroticism negatively associates with this organizational
factor. Similarly, Ganu and Kogutu (2014) and ljaz and Khan
(2015) emphasized the negative role of neuroticism with job
satisfaction among staff in the work environment. The
researchers argued that neuroticism, as a destructive factor has
an insufficient role at work, and it is assumed as a poor
organizational motivator for job satisfaction. Naz, Rehman,
and Saqib (2013) reported a negative correlation between
neuroticism and job satisfaction, and conscientiousness is one
of the greatest predictors of job satisfaction among employees.
Cooper et al. (2014) clarified that agreeableness has a
significant role in developing job satisfaction and leads to a
positive view of the job and co-workers at the workplace.
Corresponding to the highest role of job satisfaction at
university, emotional intelligence is another operative factor
affecting job satisfaction. Emotional intelligence is
determined as the capacity to identify, assess, and revise the
emotions of self and others in private and social life to
determine staff performance at work (Harms & Credé, 2010).
Regarding Akintayo and Babalola (2012), emotional
intelligence is one of the inner motivators that impact feeling
and positively associates with job satisfaction. Jorfi, Yaccob,
and Shah (2011) identified emotional intelligence as the main
factor that improves job satisfaction among employees. Staff
with a higher level of emotional intelligence can manage
affairs at work. Emdady and Bagheri (2013) reported that
emotional intelligence has a key role in employees' activities;
likewise, this factor encourages them to compose better
decision-making and managing plans at the workplace. Indeed,
the presence of these positive results by emotional intelligence
creates job satisfaction at the organization. Likewise, a big
group of investigators focused on the relationship between
emotional intelligence and job satisfaction amongst staff at the
workplace. These researchers are Ismail et al. (2010); Naderi
Anari (2012); Psilopanagioti et al. (2012); Mousavi et al.
(2012); Shooshtarian, Ameli, and Amini Lari (2013);
Kalyanasundaram and Lakshmi (2013); Coetzer (2013);
Ashraf et al. (2014); Papathanasiou and Siati (2014) that
examined these relationships and reported there is a
significant and positive relationship between these two factors.

By the evidence of pre-study results that obstacles found at
the research site, this research is necessary. It is important to
find how much personality types of staff and their emotions
related to their feeling about their job and workplace;
furthermore, this study aims to evaluate the relationship of big
five personality factors and job satisfaction with the mediatory
role of emotional intelligence. Additionally, the research
attempted to expose three research questions as follows:

1. Is there a relationship between the big five personality
factors, emotional intelligence, and job satisfaction?

2. Do big five personality factors and emotional intelligence
account for unique variance in predicting job satisfaction?

3. Does emotional intelligence mediate the relationships
between the big five personality factors and job
satisfaction?

Il. METHODOLOGY

In the present study, a cross-sectional design with face-to-
face questionnaires has been applied. This study participants
were all academic staff (male and female) who worked in
public research universities (UPM, UKM, and UM) in Klang
Valley, Malaysia. Based on the latest statistics that were
provided by MOHE, the total population of academic staff at
public research universities in Klang Valley is 6044; based on
Krejcie and Morgan Table; the sample size is 361 academic
staff. The sample size avoids any sampling error and provides
further precise expanded by 20%, and 440 academic staff has
selected. Additionally, the multi-stage sampling technique is
employed for collecting the data.

A. Measurements

1) Job Satisfaction

Job satisfaction measured by JDI was introduced by Brodke
et al. (2009) to identifying the work environment, job content,
and work technologist. This questionnaire included 72 items
with a 3-point scale and measures the amount of job
satisfaction among academic staff with five dimensions of
work, pay, promotions, supervision, and co-workers (Smith,
Kendall, & Hulin, 1969; Bond, 2013; King, 2014).

2) Big Five Personality Factors

Big five personality factors relate to the score of staff on
BFI offered by John and Srivastava (1999). Next, it was
renewed by John, Naumann, and Soto (2008). This inventory
assesses five factors of personality by 44 questions, 5 points
Likert Scale. These factors comprised extraversion,
agreeableness, conscientiousness, openness, and neuroticism
(John, Donahue, & Kentle, 1991).

3) Emotional Intelligence

Emotional intelligence refers to the staff’s score SSEIT
proposed by Schutte, Malouff, & Bhullar (2009). This test
attempts to assess emotional intelligence with four factors and
has 33 items. These four factors involve the perception of
emotion, managing emotions, managing others’ emotions, and
utilization of emotion (Schutte & Malouff, 2011).
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B. Data Analyzing

In this study, for measuring the mediatory role of emotional
intelligence on the relationship between personality factors
and job satisfaction, Pearson Correlation Coefficient Analysis,
Multiple Linear Regression Analysis, and Mediation Analysis
(Sobel Test) have been used.

I1l. RESULTS AND DISCUSSION

A. Results

To answering research question 1, the Pearson correlation
coefficient analysis has been used.

TABLE |
CORRELATION OF ALL VARIABLES

Variable 1 2 3 4 5 6 7 8 9 10
1 Job Satisfaction
2 Extraversion .045
3 Neuroticism -.205** -.346**
4 Agreeableness JA122*  233**  -.402**
5 Conscientiousness A123*  393**  -496** 510**
6 Openness A17* .398**  -277*%*  333**  445**
7 Perception of Emotion JA113*  351**  -222*%*  373**  391**  420**
8 Managing Own Emotions A35*%*  424%* - 414**  454*%*  508** 486** .652**
9 Managing Others’ Emotions  .098*  .350** -227** 435** 434** 399** 649** 661**
10 Utilization of Emotion J142**  218**  -093 .298** .289** 368** 504** .631** 563**

Note: *p<.05, **p<.01

Table | presented that perception of emotion (r =.351, p
<.01), managing own emotions (r = .424, p <.01), managing
others’ emotions (r = .350, p <.01), and utilization of emotion
(r = .218, p <.01) yielded positively significant relationships
with extraversion. Additionally, the results shown that
perception of emotion (r = -.222, p <.01), managing own
emotions (r = -.414, p <.01), and managing others’ emotions
(r = -227, p <.01), generated negative significant
relationships with neuroticism. Conversely, there is no
significant association between neuroticism and utilization of
emotion with (r = -.093, p= .052). Furthermore, findings
illustrate that perception of emotion (r = .373, p <.01),
managing own emotions (r = .454, p <.01), managing others’
emotions (r = .435, p <.01), and utilization of emotion (r
= .298, p <.01) have significant positive relationships with
agreeableness. As shown, perception of emotion (r = .391, p
<.01), managing own emotions (r = .508, p <.01), managing
others’ emotions (r = .434, p <.01), and utilization of emotion
(r = .289, p <.01) have significant positive associations with
conscientiousness. And perception of emotion (r = .429, p
<.01), managing own emotions (r = .486, p <.01), managing
others’ emotions (r = .399, p <.01), and utilization of emotion
(r = .368, p <.01) have significant positive relationships with
openness. In addition, findings shown that utilization of
emotion was not related to neuroticism (r = -.093, p= .052).
Moreover, the present study did not display the mediation role
of utilization of emotion between neuroticism and job
satisfaction.

Table | also shown that extraversion was found to has no
significant relationship with job satisfaction with (r = .045,
p=.346). The results revealed that agreeableness (r = .122, p
<.05), conscientiousness (r = .123, p <.05), and openness (r
=.117, p <.01) yielded positive significant relationships with
job satisfaction, while neuroticism has negative correlation
with job satisfaction (r = -.205, p <.01). The results likewise
illustrated perception of emotion (r = .113, p <.05), managing
own emotions (r = .135, p <.01), managing others’ emotions

(r =.098, p <.05), and utilization of emation (r =.142, p <.01)
have significant positive relationship with job satisfaction.

To answering research question 2, Multiple linear
regression analysis has been used.

TABLE Il
MULTICOLLINEARITY WITH TOLERANCE AND VIF MEASURES

. Collinearity Statistic Evidence of
Variables L .
Tolerance VIF MUIthO"lnearlty

Emotional
Intelligence
Managing Own .330 3.026 No evidence
Emotions
Managing Others’ 434 2.276 No evidence
Emotions
Utilization of .528 1.895 No evidence
Emotion
Perception of 478 2.092 No evidence
Emotion
Big Five Personality
Factors
Conscientiousness .550 1.819 No evidence
Agreeableness .648 1.543 No evidence
Openness .688 1.454 No evidence
Neuroticism .649 1.542 No evidence

In reference to Table Il, the tolerance of variables was
between 0.330 to 0.688, and the amount of VIF ranged from
1.454 to 3.026. Based on these results there is no
multicollinearity among variables.

Table IIl reveals all the independent variables in the
equation explained (7%) of the variance. The study was used
the enter method for analyzing multiple linear regression. The
findings illustrated neuroticism and utilization of emotion are
a significant proportion of variance in job satisfaction scores
(R*=0.07, F (8, 431) =3.916, p<.01). Utilization of emotion (8
=.19, t (431) = 2.96, p <.01), and neuroticism (f =-.21, t (431)
=-3.74, p <.01) significantly predicted job satisfaction.
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TABLE I the direct effect of neuroticism on perception of emotion
MULTIPLE LINEAR REGRESSION ANALYSIS (a path) is significant (b = -.166, p < 0.01). Conversely, the
Variable B SE g t p relationship between perception of emotion and job
Constant 90.137 5.338 16.885 .000 satisfaction (b path) is not significant (b = 0.686, p = 0.563).
Emotional Intelligence Thus, the perception of emotion does not mediate the
Managing Own Emotions ~ -1.505 1.356 -.090 -1.109 .268  relationship between neuroticism and job satisfaction. The
E/I;g‘tii%i;‘;% Others’ -637 1193 -037 -534 594 gope] test calculation also showed that the indirect effect of
Utilization of Emotion 2037 092 190 20961 003** ?Zeliro5t|705|srrr)1:or;6150)b satisfaction is statistically insignificant
Perception of Emotion .686 1.184 .039 .580 563 NN ' . .. .
Big Five Personality Table_v displays tr_]at t_he _d!rect effect of neuroticism on job
factors satisfaction (¢ path) is significant (b = -2.270, p <0.01). As
Conscientiousness -214 850 -016 -252 .802 well, the direct effect of neuroticism on managing own
Agreeableness 307 897 .020 342 732 emotions (a path) is significant (b = -.293, p< 0.01). In
Neuroticism -2.270 606 -216 -3.744 .000**  contrast, the relationship between managing own emotions
Openness 390 752 029 518 .604 _ and job satisfaction (b path) is not significant (b = -

Note: F (8, 431) =3.916, **p<.01, R =.26, R?=.07, Adjusted R*.050

To answering research question 3, Mediating Test has been
used.

1.505, p = .268). Therefore, managing own emotions does not
mediate the relationship between neuroticism and job
satisfaction. The Sobel test calculation further illustrated that
the indirect effect of neuroticism on job satisfaction is

Table IV shows the direct effect of neuroticism on job

. . Lo statistically insignificant (z = 1.102, p = .270).
satisfaction (¢ path) is significant (b = -2.270, p < 0.01). Also,

TABLE IV
MEDIATING TEST OF NEUROTICISM ON JOB SATISFACTION THROUGH PERCEPTION OF EMOTION
v DV B SE p t p

Neuroticism Job Satisfaction -2.270 .606 -.216 -3.744  .000**
Neuroticism Perception of Emotion -.166 .035 -.222 -4.776  .000**
Perception of Emotion Job Satisfaction .686 1.184 .039 .580 .563
Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(f=-222, p=.000) - (5 =.039, p=.563)

Perception of
Emotion
Neuroticism > Job satisfaction

(B =-.216. p=.000)

Fig. 1 The Mediating Role of Perception of Emotion on the Relationship between Neuroticism and Job Satisfaction

TABLEV
MEDIATING TEST OF NEUROTICISM ON JOB SATISFACTION THROUGH MANAGING OWN EMOTIONS
v DV B SE p t p
Neuroticism Job Satisfaction -2.270 .606 -216  -3.744 .000**
Neuroticism Managing Own Emotions -.293 .031 -416  -9.561 .000**
Managing Own Emotions Job Satisfaction -1.505 1.356 -090 -1.109 .268

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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(f=-.416, p=.000)

Managing Own

Emotions

(8 =-.090, p=268)

Neuroticism

Job satisfaction

(B =-.216, p=.000)

Y

Fig. 2 The Mediating Role of Managing Own Emotions on the Relationship between Neuroticism and Job Satisfaction

Table VI displays that the direct effect of neuroticism on
job satisfaction (¢ path) is significant (b = -2.270, p <0.01).
Likewise, the direct effect of neuroticism on managing others’
emotions (a path) is significant (b = -.140, p < 0.01). On the
other hand, the relationship between managing others’
emotions and job satisfaction (b path) is not significant (b = -
.637, p= .594). Thus, managing others’ emotions does not
mediate the relationship between neuroticism and job
satisfaction. The Sobel test calculation similarly showed that
the indirect effect of neuroticism on job satisfaction is
statistically insignificant (z = .530, p = .595).

Table VII shows the direct effect of agreeableness on job
satisfaction (¢ path) is not significant (b = .307, p= .732);
additionally, the relationship between perception of emotion
and job satisfaction (b path) is not significant (b = 0.686, p
= .563). On the other hand, the direct effect of agreeableness
on perception of emotion (a path) is significant (b = .366, p <
0.01). Thus, the perception of emotion does not mediate the
relationship between agreeableness and job satisfaction. The
calculation of the Sobel test also showed that the indirect
effect of agreeableness on job satisfaction is statistically
insignificant (z = .036, p =.971).

TABLE VI
MEDIATING TEST OF NEUROTICISM ON JOB SATISFACTION THROUGH MANAGING OTHERS’ EMOTIONS
v DV B SE p t p
Neuroticism Job Satisfaction -2.270 .606 -216  -3.744 .000**
Neuroticism Managing Others’ Emotions ~ -.140 .029 -227  -4.889 .000**
Managing Others’ Emotions Job Satisfaction -.637 1.193 -.037 -.534 .594

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(B=-.227, p=.000)

Managing Others’

Emotions

(B =-.037, p=.594)

Neuroticism

Job satisfaction

(B=-.216, p=.000)

Y

Fig. 3 The Mediating Role of Managing Others’ Emotions on the Relationship between Neuroticism and Job Satisfaction

TABLE VII
MEDIATING TEST OF AGREEABLENESS ON JOB SATISFACTION THROUGH PERCEPTION OF EMOTION
v DV B SE B t p
Agreeableness Job Satisfaction .307 .897 .020 342 732
Agreeableness Perception of Emotion .366 .043 373 8.413 .000**
Perception of Emotion  Job Satisfaction .686 1.184 .039 .580 .563

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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(=373, p=.000)

Perception of

Emotion

(8=.039. p=.563)

Agreeableness

Job satisfaction

Y

(8= .020, p=.732)

Fig. 4 The Mediating Role of Perception of Emotion on the Relationship between Agreeableness and Job Satisfaction

Table VIII displays the direct effect of agreeableness on job
satisfaction (¢ path) is not significant (b = .307, p=.732); also,
the relationship between managing own emotions and job
satisfaction (b path) is not significant (b = -1.505, p = .268).
Conversely, the direct effect of agreeableness on managing
own emotions (a path) is significant (b = .421, p < 0.01). So,
managing own emotions does not mediate the relationship
between agreeableness and job satisfaction. Likewise, the
Sobel test calculation presented that the indirect effect of
agreeableness on job satisfaction is statistically insignificant
(z=.028, p=.977).

Table [IX demonstrates that the direct effect of
agreeableness on job satisfaction (¢ path) is not significant (b
=.307, p=.732); similarly, the relationship between managing
others’ emotions and job satisfaction (b path) is not significant
(b = -.637,p= .594). Conversely, the direct effect of
agreeableness on managing others’ emotions (a path) is
significant (b = .353, p < 0.01). Consequently, managing
others’ emotions does not mediate the relationship between
agreeableness and job satisfaction. The Sobel test calculation
further illustrated that the indirect effect of agreeableness on
job satisfaction is statistically insignificant (z = .533, p =.593).

TABLE VIII
MEDIATING TEST OF AGREEABLENESS ON JOB SATISFACTION THROUGH MANAGING OWN EMOTIONS
v DV B SE p t p
Agreeableness Job Satisfaction .307 .897 .020 342 732
Agreeableness Managing Own Emotions 421 .039 454 10.699  .000**
Managing Own Emotions Job Satisfaction -1.505 1.356 -.090 -1.109 .268

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(f=.454, p=.000)

Managing Own

Emotions

(8 =-.090, p=.268)

Agreeableness

Job satisfaction

(8 = .020, p=.732)

Y

Fig. 5 The Mediating Role of Managing Own Emotions on the Relationship between Agreeableness and Job Satisfaction

TABLE IX
MEDIATING TEST OF AGREEABLENESS ON JOB SATISFACTION THROUGH MANAGING OTHERS’ EMOTIONS
v DV B SE p t p
Agreeableness Job Satisfaction .307 .897 .020 .342 732
Agreeableness Managing Other’s Emotions .353 .035 435 10.098  .000**
Managing Other’s Emotions Job Satisfaction -.637 1.193 -.037 -534 .594

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

322



p-1SSN: 2477-5924 e-ISSN: 2477-8478

Journal of Education, Teaching, and Learning
Volume 5 Number 2 September 2020. Page 317-331

(B=.435, p=.000)

Managing Others’

Emotions

(8 =-.037, p=.594)

Agreeableness

Job satisfaction

(8= .020., p=.732)

Y

Fig. 6 The Mediating Role of Managing Others’ Emotions on the Relationship between Agreeableness and Job Satisfaction

Table X shows that the direct effect of agreeableness on job
satisfaction (¢ path) is not significant (b = .307, p= .732). In
contrast, the direct effect of agreeableness on utilization of
emotion (a path) is significant (b = .199, p < 0.01). Also, the
relationship between utilization of emotion and job
satisfaction (b path) is significant (b = 2.937, p =.003). Thus,
the utilization of emotion fully mediates the relationship

Table XI shows that the direct effect of conscientiousness
on job satisfaction (¢path) is not significant (b = -
214, p= .802). Conversely, the direct effect of
conscientiousness on perception of emotion (a path) is
significant (b = .355, p < 0.01). Finally, the relationship
between perception of emotion and job satisfaction (b path) is
not significant (b = 0.686, p = .563). Thus, the perception of

between agreeableness and job satisfaction. The Sobel test
calculation also

emotion does not mediate the

illustrated that the conscientiousness and job satisfaction.

indirect effect of

relationship  between

agreeableness on job satisfaction is statistically significant (z= calculation also showed that the
2.703, p =.006). conscientiousness on  job  satisfaction
insignificant (z = .578, p = .563).
TABLE X
MEDIATING TEST OF AGREEABLENESS ON JOB SATISFACTION THROUGH UTILIZATION OF EMOTION
v DV B SE B t p
Agreeableness Job Satisfaction .307 .897 .020 342 732
Agreeableness Utilization of Emotion .199 .030 .298 6.530 .000**
Utilization of Emotion Job Satisfaction 2.937 .992 190 2.961 .003

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

Utilization of

(=298, p=.000) (8 =.190, p=.003)

Emotion

Job satisfaction

Y

Agreeableness

(B=.020, p=732)

Fig. 7 The Mediating Role of Utilization of Emotion on the Relationship between Agreeableness and Job Satisfaction

TABLE XI
MEDIATING TEST OF CONSCIENTIOUSNESS ON JOB SATISFACTION THROUGH PERCEPTION OF EMOTION
1\ DV B SE B t p
Conscientiousness Job Satisfaction -.214 .850 -.016 -.252 .802
Conscientiousness Perception of Emotion .355 .038 391 8.902 .000**
Perception of Emotion Job Satisfaction .686 1.184 .039 580 563

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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(f=391, p=.000)

Perception of

Emotion

(B =.039, p=563)

Conscientiousness

Job satisfaction

Y

(B=-.016, p=.802)

Fig. 8 The Mediating Role of Perception of Emotion on the Relationship between Conscientiousness and Job Satisfaction

Table XIlI  demonstrates the direct effect of
conscientiousness on job satisfaction (¢ path) is not significant
(b = -214,p= .802); while the direct effect of

conscientiousness on managing own emotion (a path) is
significant (b = .411,p < 0.01). Finally, the relationship
between managing own emotion and job satisfaction (b path)
is not significant (b = -1.505, p = .268). Thus, managing own
emotions does not mediate the relationship between

Table X111 shows that the direct effect of conscientiousness
on job satisfaction (¢path) is not significant (b = -
.214, p= .802). On the other hand, the direct impact of
conscientiousness on managing others’ emotions (a path) is
significant (b = .308, p < 0.01). Finally, the relationship
between managing others’ emotions and job satisfaction
(b path) is not significant (b = -.637, p = .594). Therefore,
managing others’ emotions does not mediate the relationship

conscientiousness and job satisfaction. The Sobel test between conscientiousness and job satisfaction. The Sobel test
calculation further illustrated that the indirect effect of calculation also illustrated that the indirect effect of
conscientiousness on job satisfaction is statistically conscientiousness on job satisfaction is statistically
insignificant (z = 1.105, p = .268). insignificant (z = .533, p =.593).
TABLE XII
MEDIATING TEST OF CONSCIENTIOUSNESS ON JOB SATISFACTION THROUGH MANAGING OWN EMOTIONS
(\Y DV B SE )/} t p
Conscientiousness Job Satisfaction -214 .850 -016 -.252 .802
Conscientiousness Managing Own Emotions 411 .033 508 12.349 .000**
Managing Own Emotions Job Satisfaction -1.505  1.356 -090 -1.109 .268

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

Emotions

Conscientiousness Job satisfaction

Y

(B =-.016, p=.802)

Fig. 9 The Mediating Role of Managing Own Emotions on the Relationship between Conscientiousness and Job Satisfaction

TABLE XIII
MEDIATING TEST OF CONSCIENTIOUSNESS ON JOB SATISFACTION THROUGH MANAGING OTHERS” EMOTIONS
v DV B SE ; t p
Conscientiousness Job Satisfaction -.214 .850 -016  -.252 .802
Conscientiousness Managing Others’ Emotions .308 .030 434 10.091  .000**
Managing Others” Emotions Job Satisfaction -.637 1193  -037 -534 594

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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(8 =-.037, p=.594)

Conscientiousness

Job satisfaction

Y

(8 =-.016, p=.802)

Fig. 10 The Mediating Role of Managing Others” Emotion on the Relationship between Conscientiousness and Job Satisfaction

Table XIV displays that the direct effect of
conscientiousness on job satisfaction (¢ path) is not significant
(b = -.214,p= .802). Conversely, the direct effect of
conscientiousness on utilization of emotion (a path) is
significant (b = .169, p < 0.01). Additionally, the relationship
between utilization of emotion and job satisfaction (b path) is
significant (b = 2.937, p= .003). Thus, the utilization of
emotion  fully mediates the relationship  between
conscientiousness and job satisfaction. The Sobel test
calculation also illustrated that the indirect effect of
conscientiousness on job satisfaction is statistically significant
(z=2.676, p=.007).

Table XV shows that the direct effect of openness on job
satisfaction (¢ path) is not significant (b = .390, p= .604);
while the direct effect of openness on perception of emotion
(a path) is significant (b = .372,p < 0.01). Finally, the
relationship between perception of emotion and job
satisfaction (b path) is not significant (b = 0.686, p = .563).
Thus, the perception of emotion does not mediate the
relationship between openness and job satisfaction. Likewise,
the Sobel test calculation showed that the indirect effect of
openness on job satisfaction is statistically insignificant
(z=.578, p = .562).

TABLE X1V
MEDIATING TEST OF CONSCIENTIOUSNESS ON JOB SATISFACTION THROUGH UTILIZATION OF EMOTION
v DV B SE p t p
Conscientiousness Job Satisfaction -.214 .850 -.016 -.252 .802
Conscientiousness Utilization of Emotion .169 .027 .289 6.328 .000**
Utilization of Emotion Job Satisfaction 2.937 .992 190 2.961 .003

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(f=.289, p=.000)

Utilization of

Emotion

(8 =.190, p=.003)

Conscientiousness

Job satisfaction

Y

(8 =-.016, p=.802)

Fig. 11 The Mediating Role of Utilization of Emotion on the Relationship between Conscientiousness and Job Satisfaction

TABLE XV
MEDIATING TEST OF OPENNESS ON JOB SATISFACTION THROUGH PERCEPTION OF EMOTION
v DV B SE B t p
Openness Job Satisfaction .390 752 .029 518 .604
Openness Perception of Emotion 372 .033 429 9.932  .000**
Perception of Emotion Job Satisfaction .686 1.184 .039 .580 .563

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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Fig. 12 The Mediating Role of Perception of Emotion on the Relationship between Openness and Job Satisfaction

Table XVI illustrates that the direct effect of openness on
job satisfaction (¢ path) is not significant (b = .390, p= .604).
In contrast, the direct effect of openness on managing own
emotions (a path) is significant (b = .350, p < 0.01). Finally,
the relationship between managing own emotions and job
satisfaction (b path) is not significant (b = -1.505, p = .268).
Thus, managing own emotions does not mediate the
relationship between openness and job satisfaction. The Sobel
test calculation also showed that the indirect effect of
openness on job satisfaction is statistically insignificant (z =
1.104, p = .269).

Table XVII displays that the direct effect of openness on
job satisfaction (¢ path) is not significant (b = .390, p= .604).
On the other hand, the direct effect of openness on managing
others” emotions (a path) is significant (b = .252, p < 0.01).
Finally, the relationship between managing others’ emotions

and job satisfaction (b path) is not significant (b= -.637, p
= .594). Thus, managing others’ emotions does not mediate
the relationship between openness and job satisfaction. The
Sobel test calculation also showed that the indirect effect of
openness on job satisfaction is statistically insignificant (z
= .533, p =.594).

Table XVIII demonstrates the direct effect of openness on
job satisfaction (¢ path) is not significant (b = .390, p= .604).
Conversely, the direct effect of openness on utilization of
emotion (apath) is significant (b = .191,p< 0.01);
additionally, the relationship between utilization of emotion
and job satisfaction (b path) is significant (b = 2.937, p =.003).
Thus, the utilization of emotion fully mediates the relationship
between openness and job satisfaction. Similarly, the Sobel
test calculation revealed that the indirect effect of openness on
job satisfaction is statistically significant (z = 2.788, p =.005).

TABLE XVI
MEDIATING TEST OF OPENNESS ON JOB SATISFACTION THROUGH MANAGING OWN EMOTIONS
v DV B SE p t p
Openness Job Satisfaction .390 752 .029 518 .604
Openness Managing Own Emotions .350 .030 486 11.651 .000**
Managing Own Emotions Job Satisfaction -1.505 1.356 -.090 -1.109 .268

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(£=.486, p=.000)

Managing Own

Emotions

(8 =-.090, p=.268)

Openness

Job satisfaction

Y

(B =.029, p=.604)

Fig. 13 The Mediating Role of Managing Own Emotions on the Relationship between Openness and Job Satisfaction

TABLE XVII
MEDIATING TEST OF OPENNESS ON JOB SATISFACTION THROUGH MANAGING OTHERS’ EMOTIONS
v DV B SE B t p
Openness Job Satisfaction .390 752 .029 518 .604
Openness Managing Others’ Emotions .252 .028 399 9.110  .000**
Managing Others’ Emotions Job Satisfaction -.637 1.193 -.037 -.534 .594

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05
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(=399, p=.000)
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Emotions

(B =-.037, p=.594)
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Y

(B =.029. p=.604)

Fig. 14 The Mediating Role of Managing Others’ Emotions on the Relationship between Openness and Job Satisfaction

TABLE XVIII
MEDIATING TEST OF OPENNESS ON JOB SATISFACTION THROUGH UTILIZATION OF EMOTION
v DV B SE p t p
Openness Job Satisfaction .390 752 .029 518 .604
Openness Utilization of Emotion 191 .023 .368 8.286  .000**
Utilization of Emotion Job Satisfaction 2.937 .992 190 2.961 .003

Note: B=Unstandardized Coefficient; Beta=Standardized Coefficient; ** p<.01, * p<.05

(B=.368, p=.000)

Utilization of

Emotion

(8 =.190, p=.003)

Openness

> Job satisfaction

(B = .029. p=.604)

Fig. 15 The Mediating Role of Utilization of Emotion on the Relationship between Openness and Job Satisfaction

B. Discussion

According to the aim of this study, which focused on the
relationship of big five personality factors and job satisfaction
with the mediatory role of emotional intelligence; the findings
are following the results of earlier studies (Furnham &
Christoforou, 2007; Hazrati, Zabihi, & Mehdizadeh, 2013)
which suggested that factors of personality have a powerful
effect on the variation of emotional intelligence and this effect
illustrates the close relationship between these variables. It
was also consistent with prior research done by Nawi et al.
(2015), who argued that personality factors among university
staff have a fundamental role in their organizational reactions
and predict the amount of their emotional intelligence.
Similarly, Chen and Lai (2015) focused on staff personality
and emotions in Malaysian universities. The researchers
reported that extraversion, agreeableness, conscientiousness,
and openness have positive relationships with staff emotional
intelligence, and the increase of their emotional intelligence
leads to these factors. Conversely, neuroticism has an adverse
association with emotional intelligence, and an increase in
staff emotional intelligence leads to a decrease in this factor.

In earlier studies, it is explained that there are significant
associations between all factors of personality with emotional
intelligence. In contrast, in the present study, it is shown that
there is no significant relationship between utilization of
emotion and neuroticism. This study also disclosed that
conscientiousness, openness, and agreeableness yielded
positive, meaningful relationships with job satisfaction, while
neuroticism has an adverse correlation with job satisfaction.
These findings are by the results of Ayan and Kocacik (2010),
Bockhaus et al. (2012), Therasa and Vijayabanu (2012), who
noted that personality factors have a considerable role on job
satisfaction and impact individuals’ view toward their job. It is
likewise consistent with previous studies done by Fayombo
(2010), Naz et al. (2013), Ganu and Kogutu (2014), ljaz and
Khan (2015), who suggested that there is an adverse
relationship between neuroticism and job satisfaction.
Conversely, there are positive associations between job
satisfaction and conscientiousness, openness, extraversion,
and agreeableness. As well, the findings of this study support
previous investigation done by Yahaya et al. (2012) in the
Malaysian workplace; the researchers argued that openness,
agreeableness, extraversion, and conscientiousness created
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confident reactions and behaviors such as likely to continue in
the current position and avoid any absence or job cancellation
amongst staff. Also, the findings of the study support earlier
examinations are done by Alam (2009), Mousavi et al. (2012),
and Coetzer (2013) who considered factors of emotional
intelligence and reported that there is a significant relationship
between perception, managing others’ emotions, and
utilization with job satisfaction.

It can conclude that the utilization of emotion and
neuroticism amongst academic staff in public research
universities in the Kelang Valley area has a considerable role
in predicting job satisfaction. These findings agree with Alam
(2009); and Ngah, Jusoff, and Abdul Rahman (2009), who
explained utilization as one of the main factors of emotional
intelligence significantly associated with job satisfaction.
Likewise, the findings are like Tesdimir, Zaheer Asghar, and
Saeed (2010), who concentrated on personality factors and
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explained that neuroticism predicts the level of job satisfaction.

The findings showed that utilization of emotion as one of
the emotional intelligence factors was a mediator of the
association between personality factors (agreeableness,
conscientiousness, and openness) and academic staff's job
satisfaction at public research universities in Klang Valley,
Malaysia. These findings are consistent with Ngah et al.
(2009) and Platsidou (2013) who explained that utilization of
emotion has a considerable impact on staff's feelings and
attitudes; additionally, this emotional intelligence factor is
influenced by other elements of the work environment.
However, through the present findings, there are some
supports for associations between emotional intelligence and
job satisfaction, making emotional intelligence (utilization of
emotion) reasonable mediators between big five personality
factors and job satisfaction. Furthermore, in the current study,
utilization of emotion fully mediated the relationship between
agreeableness, conscientiousness, and openness  with
academic staff's job satisfaction.

IV.CONCLUSIONS

A. Conclusions

This study's outcomes indicate that five personality factors
and emotional intelligence influence respondents' job
satisfaction. The study applied various methods to discover
relationships between variables, determine predictor variables,
and the mediator variable's role in the relationships between
dependent variables and the independent variables. Indeed, the
findings indicated that various factors motivate academic staff
job satisfaction and change their attitudes and beliefs toward
their position at the university. This study's findings
demonstrated conscientiousness, openness, and agreeableness
have positive relationships with job satisfaction. The academic
staff with these personalities show better reactions to the
struggles of the workplace. At the same time, neuroticism
decreases job satisfaction, and neurotic academic staff
illustrates unusual and negative organizational behavior.
Moreover, the university can get early information about new
academic staff's personality by appropriate screening tests and
determining some effectual strategies for the neurotic
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academic staff to restrict uncommon organizational behavior.
Emotional intelligence factors also have a positive effect on
job satisfaction and increase the level of job satisfaction.
Academic staff who apply their emotional intelligence, or in
other words, are motivated by emotions, have better feelings
toward their job, and managing their affairs at the university.
Additionally, conscientiousness, openness, extrovert, and
agreeableness academic staff have more emotions than the
neurotic academic staff. This study has found that generally,
neuroticism and emotion utilization predict academic staff job
satisfaction at the university. Studying job satisfaction by
linking it to five personality factors and emotional intelligence
is relevant to the context of an educational organization such
as public research universities. The present study's findings
have proven that different factors impact job satisfaction
among academic staff at public research universities in Klang
Valley, Malaysia. Therefore, it is concluded that job
satisfaction is a dependent factor that changed its amount by
affecting several factors, such as personality factors and
emotional intelligence.

B. Implications

The present study provides some empirical evidence that
determines the impact of psychological variables on job
satisfaction of academic staff; also, it has various practical
implications for the social community, organizations
particularly educational organizations, MOHE, universities,
psychologists, managers, employees, and academic staff.
Considering the role of job satisfaction among academic staff,
identifying factors contributing to job satisfaction is essential.
Furthermore, the first and major implication is distinguishing
the basic human needs that should be supported by academic
staff and university. The present study found that personality
factors and emotional intelligence have significant
relationships with job satisfaction. Furthermore, this implies
that the university can obtain initial and necessary information
about new academic staff's personality by using proper
screening tests to control and restrict uncommon
organizational behavior and manage prevention courses
related to neurotic academic staff. Likewise, the university
should consider emotional intelligence and specific utilization
of emotion as the imperative alignment for intervention and
prevention to increase job satisfaction among academic staff.
This study likewise implies that academic staff, by knowing
their personality, endeavor to control and reduce negative
factors that have an unsatisfactory role in emotions and
feeling toward job and workplace. Furthermore, it suggests
that staff should be trained and improve their knowledge to
recognize their personality and emotions; consequently, they
can monitor their reactions and attitudes toward their job. This
study's findings revealed that academic staff conveys feelings
toward a job through their emotions, based on their
personality factors. As A Result, the findings help academic
staff be aware of their emotions in their personal and social
lives. An appropriate working condition can be provided
according to each positive and negative factor and applying
the positive personality factors and emotional intelligence
factors. Applying these positive factors lead to worthy
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attitudes towards the job. Finally, the current study's findings
could support all the staff that works in any educational
organization and institutes. It could be like a guide in planning
for staff at the university.
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C. Recommendation

The present study used primary data collected by the
researcher from academic staff, but it is just limited to cross-
sectional design and data collected at one time. Furthermore,
it is recommended that the investigation in this area performs
longitudinal design if time and finance are sufficient for the
researcher. Secondly, this study only focused on public
research universities in the Klang Valley area, while job
satisfaction is vital among staff in any educational
organization and university. Moreover, it is recommended that
future studies consider all universities, such as private and
public universities, and compare these two universities
together. Subsequently, the study was among academic staff,
and the non-academic staff was not mentioned. Likewise, it is
suggested that future studies extend the population and focus
on academic and non-academic staff and compare the level of
job satisfaction with each of these groups together.
Undoubtedly, the situations and types of their attitudes in each
of these groups are different and show various reactions
toward job satisfaction.
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