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The study explicitly inspects the impact that the Big Five personality 
traits (i.e. openness to experience, conscientiousness, extraversion, 
agreeableness and emotional stability) have on job satisfaction by 
adopting Maslow and Maqasid Al Sharia standpoints. For this study, a 
multiple regression analysis of a survey data set of 397 perceptions, 
gathered from the employees of Malaysian Islamic banks will be used 
to empirically examine the data. The outcome of this study indicates 
that the measurement of conscientiousness is the only significant 
predictor of job satisfaction. The bank management should give 
priority to encouragement and nurture an inclusive form of job 
satisfaction in terms of resource provision. It is advised that 
management employ and develop employees with high 
conscientiousness. This trait results for greater job satisfaction 
considering conventional and Islamic perceptions. Society is advised 
to appreciate the notion of holistic contentment, as the working 
environment is intermingled between conventional and Islamic 
motivating thoughts. The study is the first to inspect the inspiration of 
the Big Five personality and job satisfaction by taking into 
consideration the distinctive fusion of the Maslow’s Hierarchical 
Needs of Theory and Maqasid al Sharia.  
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Introduction 
 
To obtain job satisfaction, employees are expected to put more effort in their assigned 
responsibilities and pursue organizational interests (Kaur, 2015; Yang & Hwang, 2014). 
Thus, organizations are more able to attract and maintain their employees when they nurture 
their employees’ happiness. Earlier scholars have cultivated an interest in the consideration of 
banking employees’ wellbeing in relation to the financial crisis that affects most countries 
globally. Belias & Koustelious (2014), for instance, argued that employee job satisfaction is 
the substratum for banking organizational success.  On the other hand, not much emphasis 
has been given in the Islamic banking environment.  
 
Islamic banks have been guided by the Central Bank to merge in order to improve 
proficiency and fortify their survivability in the wake of financial catastrophes. As the up-
and-coming banks merge, the Central Bank has promised better-quality product innovation, a 
forward-thinking technology adoption, a marked improvement in operating efficiency, and an 
enhanced risk management system in Islamic banking.  Responsible innovation has been a 
controversial agenda in the banking industry. This agenda is greatly anticipated to play a 
main part in the progression from purely being legitimately Sharia compliant, to establishing 
the effect of the Sharia compliant system on human well-being. TThis overwhelming 
undertaking for the industry has, to-date, hardly managed to adjust the conventional products 
to fulfil the Islamic legal prerequisites (Laldin & Furqani, 2013).  Additionally, Islamic banks 
consistently face pressures of ferocious competition as well as globalization. Islamic bank 
employees are given no choice but to accept a new customer-oriented mindset that affects 
their roles as well as their job requirements. This in turn has distressed their job satisfaction 
(Belias & Koustelious, 2014).  
 
These changes are necessary in the Islamic banks’ direction towards embracing improved 
HRM approaches and maintaining highly skilled employees who can accomplish the 
Malaysian government’s goal i.e. to be a world Islamic finance hub. Job satisfaction can be 
defined as the extent to which employees feel happy or unhappy towards their job. Various 
studies have shown that job satisfaction influences an employee’s inspiration, organizational 
commitment and, ultimately, job performance. Elements that nurture job satisfaction have 
been recognized and scrutinized, and the validated antecedents comprise of, skill variety, job 
design, and role ambiguity. Nevertheless, the Big Five personality has not yet been taken into 
consideration in the circumstance of Islamic perceptions in enlightening employees’ job 
satisfaction even though job satisfaction has been the most explored subject in the field of 
organizational behaviour. The present understanding of this subject remains ill-understood. 
To bridge this gap in the literature, this paper identifies how the Big Five personality shows 
to influence the employees’ satisfaction with their jobs. 
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Employee’s personality represents an important factor in understanding their contentment at 
workplace (Templer, 2012; Sulaiman, Shin & Rofaie, 2019; Yang & Hwang, 2014). The Big 
Five personality traits, created by Goldberg, has gained the attention many scholars. This is 
because this theory has clarified most of the expressive variances in human personalities 
(Matzler, Renzl, Mooradian, Von Krogh & Mueller, 2011). In this theory, personality traits 
have been exposed to be related to their comportments, assertiveness, and emotions (Kumar 
& Bakhshi, 2010; Judge et al., 2002; Bakker et al., 2002). Consequently, personality also 
impacts job satisfaction among bank employees. This phenomenon needs to be further 
researched in the Islamic banking context. Bhatti, Aslam, Hassan & Sulaiman (2016) 
previously claimed that an amalgamation of different theories could be used by modern 
organizations in order to inspire their employees.  It was hypothesised that Islamic values, 
philosophies and ideologies, intermingled with conventional motivating thoughts, could 
produce better outcomes for rousing employees in the workplace. Earlier scholars had largely 
neglected to focus on this necessity, making the understanding of a cohesive approach 
generally ill-understood. It is for this reason that this study attempts to bridge the gap for 
understanding employee enthusiasm from the unified lookouts, i.e. the Western as well as 
Islamic viewpoints.  
 
This paper was prepared in three phases. First, this research presents a theoretic model of the 
relationship between employees’ Big Five personality and their job satisfaction. The five 
features of human personality are scrutinized. These include the traits of: openness to 
experience, conscientiousness, extraversion, agreeableness as well as emotional stability, all 
of which are debated to affect job satisfaction. Next, five hypotheses regarding the influence 
of Big Five personality on job satisfaction are then examined empirically by analysing a 
perceptual data set comprising of 397 observations, gathered from the Islamic banks in 
Malaysia. The data was analysed with regression and the influences between the study 
constructs were examined.  Finally, the results are presented and the new theoretical and 
practical integration in the Western and Islamic managerial implications are discussed.  

 
Literature Review 
Job Satisfaction 
 
Job satisfaction relates to the circumstance in which employees take pleasure from their 
professions (Locke & Latham, 2002). The perception of job satisfaction can be impacted by 
the psychological wellbeing of an employee at their workplace (Niu, 2014). Maslow (1975) 
comprehensively debated the thought of job satisfaction regarding human motivation 
outlooks. This study has been widely accepted in human resource development up until and 
including the present time. Maslow (1975) formed the conception of job satisfaction by 
connecting to five distinctive human needs (i.e. physiology, safety, social belonging, self-
esteem as well as self-actualization). Comparatively, Vroom (1964) suggested that human 
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expectations are based on the individual’s idea that willpower can be directed to a greater 
performance, which will, in response, bring greater rewards. If employees believe that their 
value is well-regarded within their job, they will engender positive viewpoints towards their 
role and receive fulfillment (Yang & Hwang, 2014). Earlier scholars have deliberated that 
employees will stay when their jobs are fulfilling, however, will leave when their job are no 
longer gratifying them (Locke & Latham, 2002). 
 
Maslow (1975) postulated that once a lower-ranked need is satisfied, the subsequent upper-
ranked need becomes prevalent. Employees are therefore driven to attain their higher-ranked 
need.  Nevertheless, in recent times, Bhatti, Aslam, Hassan and Sulaiman (2016) debated that 
Maslow’s theory is not apposite for Muslims in most environments. This is caused by the 
non-existence of religious viewpoints to inspire them in the working surrounding. Bhatti et al. 
(2016) also conceded that an employee’s contentment could be enhanced by understanding 
their needs. Consequently, this would bring the solution to satisfy those cravings through the 
accomplishment of organizational goals by adopting Maqasid al Sharia. This study will 
attempt to re-observe the relevance of Maslow’s theory by allowing for the adoption of 
Islamic philosophies to ensure its compatibility in creating an organizational climate that 
fulfils Islamic values.  This approach is original in approaching job satisfaction in regards to 
both conventional and Islamic beliefs . 
 
The Big Five Personality 
 
The evolution of research on personality has been extensively developed. McDougall (1932) 
created the initial groundwork by providing an organized arrangement of personality into five 
generally divergent structures i.e. character, disposition, temper, intellect and temperament. 
The ground-breaking effort by Allport (1937) expressed personality as “the dynamic 
organization within the individual of those psychophysical systems that determine his unique 
adjustments to his environment” (p.48). There are two important polar measurements in 
personality traits, that is neuroticism/emotional stability as well as extraversion/introversion 
(Eysenck, 1954; Ozuomba et al. 2018; Abdulrasheed, 2017; Adedoyin & Okere, 2017; Adisa 
et al.2016; Ahmad et al. 2017; Aina, 2017; Akeke et al. 2018). Eysenck’s seminal work was 
based upon his investigational respondents’ feedbacks on personality inventory. Later on, 
Cattell (1948) further established a multidimensional trait classification encompassing of 16 
features. He debated that personality traits visualize a human’s internal and external manners 
in specific environments. Yet, subsequent efforts to prove the effort of Cattell were 
unsuccessful. Eysenck (1954) recognized a new distinction in the arrangement of personality 
through physiological outlooks, by including a new third measurement defined as 
psychoticism. Tupes and Christal (1961) uncovered five components i.e., agreeableness, 
emotional stability, culture, dependability and surgency. Despite the fact the that the studies 
concerning the measurements of human personality are debatable, the work accomplished by 
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Norman (1963) is widely accepted and quoted in the literature. These categories i.e., 
extraversion, emotional stability, conscientiousness, agreeableness and culture, subsequently 
have been well-known as “Norman’s Big Five” or simply as the “Big Five” (Kappagoda, 
2012; Yang & Hwang, 2014). The fifth category of the Big Five personality has been 
thought-provoking and has also been retitled in some cases i.e. culture (Norman, 1963), 
intelligence (Borgatta, 1964), intellect (Goldberg, 1990) and finally openness to experience 
(McCrae & Costa, 1991). Despite that, Saucier (1994) and Goldberg (1990) together 
approved that it is reasonably likely that all of names are correct, and they acknowledged the 
classification labels of personality: openness to experience, conscientiousness, extraversion, 
agreeableness and emotional stability. The names and characterizations of the Big Five 
personality were confirmed by Barrick and Mount (1991) and were most expansively 
renowned in many modern studies (Yang & Hwang, 2014). The existing study has selected 
the employees’ Big Five personality as the predecessor in the investigation of its linkage with 
their job satisfaction in Islamic banking context. 
 
The Big Five Personality in the context of Job Satisfaction 
 
The Five-factor personality model was widely used by earlier scholars to explain relationship 
between personality and job satisfaction (Judge et al., 2002; Niu, 2014; Templer, 2012). It is 
rational that personality factors encourage job satisfaction levels as job satisfaction describes 
the emotional position of employees toward their work.  A study by Topolinski and Hertel 
(2007) found openness to experience among psychiatrists leads to higher job satisfaction. 
Those who hold this trait are inquisitive, imaginative and are more favoured to try different 
things. For this reason, they are more probable to produce job satisfaction. Niu (2014) stated 
that highly conscientious employees will be involved in taking extra roles and are likely to  
have higher job satisfaction. Additional studies state that employees with high 
conscientiousness will have strength of will to finish their undertaking. Consequently, higher 
job satisfaction is followed with better work involvement inclination (Organ and Lingl, 
1995). Sulaiman et al., (2019) expressed that extraversion is inclined to create emotional, and 
positive job satisfaction. Similar findings in Yang and Hwang (2014) indicated that 
extraversion is the comprehensive attribute that shows major connection with job satisfaction 
across various contexts. Sulaiman et al. (2019) underlined that employees with high 
agreeableness will be driven with high level of job satisfaction to sustain positive working 
relationship with their colleagues. Agreeableness is a consistent trait that is related to job 
satisfaction, mostly in Asian collectivistic culture. Yang and Hwang (2014) underscored that 
affective disposition enlightens variance of job satisfaction. When employees are emotionally 
steady, they will have better job experience which leads to higher level of job satisfaction. 
Earlier studies supported the positive association between emotional stability and job 
satisfaction (Judge et al., 2002). Based on the above arguments, the subsequent hypotheses 
are suggested:  
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H1. Openness to experience will positively influence job satisfaction.  
H2. Conscientiousness will positively influence job satisfaction.  
H3. Extraversion will positively influence job satisfaction.  
H4. Agreeableness will positively influence job satisfaction.  
H5. Emotional stability will positively influence job satisfaction. 
 
Methodology 
  
The questionnaire was separated into two sections: personality and job satisfaction. A six-
point Likert scales was applied, with 1 representing “strongly disagree” and 6 representing 
“strongly agree”. The personality inventory was amended from the Mini Marker Scale 
established by Saucier (1994). The Cronbach’s alpha coefficients of the openness to 
experience, conscientiousness, extraversion, agreeableness and emotional stability 
correspondingly are 0.87, 0.85, 0.83, 0.83 and 0.85. The job satisfaction scale was amended 
from the Minnesota Satisfaction Questionnaire from Weiss, Dawis, England and Lofquist 
(1967). The short version was favoured, given that it was easier to respond to. Especially if 
participants had some difficulties responding to 100 inquiries in the long version. The 
Cronbach’s alpha coefficient of the job satisfaction is 0.95. The skewness and kurtosis for all 
constructs were ranged from -0.346 till 0. 918. Likewise, using the rule of thumb that says a 
construct is reasonably close to normal if its skewness and kurtosis have values between –
1.96 and +1.96 (Piaw, 2011), so the present constructs are normally distributed. 
 
The subjects of this study were employees from 25 Islamic banks listed by the Association of 
Islamic Banks in Malaysia. Malaysia has been acknowledged as being including in the rapid-
growth markets to be the vibrant encouragement behind the next big wave in the world’s 
Islamic banking industry. The survey was conducted from December 2018 to February of 
2019. Out of 450, only 397 questionnaires were found valid and represented a response rate 
of 94.44 percent. 
 
Data Analysis 
 
See Table I for the correlation matrix, the means, and standard deviations for the six 
variables. Multiple regression analysis was used to observe the simultaneous effects of the 
employees’ Big Five personality on their job satisfaction. The model was significant with R2 
= 0.198 and adjusted R2 = 0.187. Only one of the Big Five personality – conscientiousness – 
was found to be significant. Table II presents the regression results. 
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Table I : Correlation Statistics 

 1 2 3 4 5 6 
Openness to experience (1) 1      
Conscientiousness (2) .847** 1     
Extraversion (3) .866** .803** 1    
Agreeableness (4) .816** .814** .794** 1   
Emotional Stability (5) .844** .800** .810** .853** 1  
Job Satisfaction (6) .402** .422** .391** .415** .412** 1 
Mean 4.78 4.71 4.822 4.713 4.767 4.555 
SD 0.567 0.586 0.594 0.581 0.58 0.584 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
Table II: Hypotheses Results 
 Unstandardized 

Coefficients 
Standardiz
ed 
Coefficien
ts 

t Sig. 
 

B 
Std. 
Error Beta 

(Constant) 2.295 0.235  9.762 0.000 
Openness to experience  0.011 0.116 0.010 0.093 0.926 
Conscientiousness 0.189 0.094 0.190 2.005 0.000 
Extraversion 0.037 0.096 0.038 0.388 0.698 
Agreeableness 0.126 0.098 0.125 1.282 0.200 
Emotional Stability 0.114 0.102 0.114 1.120 0.263 
Notes: Dependent variable: job satisfaction.  
 
Discussion  
 
The present study is to scrutinize the inspiration of Big Five personality on job satisfaction 
among Islamic banking employees in Malaysia. The employees’ personality suggestively 
affects their happiness at the workplace. (Yang & Hwang, 2014) It was found that 
conscientiousness of the Big Five personality significantly encourages job satisfaction. As a 
consequence, only H2 is accepted.  High conscientiousness is best at anticipating high 
performance attributable to the fact that these employees display discipline, dutifulness, as 
well as great strength of character for high accomplishment against measures and beyond 
early anticipations. Highly conscientious individuals’ favour systematic instead of extemporal 
manners. The study displays that employees with high scores in conscientiousness are related 
to job satisfaction, which is attributable to their capability to bring about, control, as well as 
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lead their impulses. This outcome is in line with preceding studies examining the association 
between personality and job satisfaction. The working ambiance in Islamic banking needs 
them to be highly careful as well as effectual in delivering services to their clienteles. Highly 
conscientious employees are generally attentive, attributable to the fact that they are 
constrained to the revolutions of the guidelines released by the Central Bank apart from their 
own banking policies. These employees consequently are to put through extra struggles to 
acquire new skills in order to avoid them from making repetitive faults. Those with high 
conscientiousness are mindful of the compliance facets set by the Central Bank in offering 
Sharia-compliant products to their customers. Their emotions will ultimately turn to be 
encouraging when they are able to ensure that the banking process is in line with the 
obligations. Undeniably, these could be the best description of the conscientiousness in 
nurturing employees’ job satisfaction. A high degree of conscientiousness would make 
employees feel gratified (i.e. physiology, safety, society, self-esteem and self-actualization) 
that eventually intensify their job satisfaction. Conversely, these five human needs, as 
postulated in the Maslow’s philosophy, could be assimilated with Maqasid al Sharia, which 
will be explained further in the next paragraphs. This study is unique because of its 
exceptional dual theory integration in elucidation the motivation of job satisfaction.  
 
Conversely, employees’ openness to experience, extraversion, agreeableness, and emotional 
stability do not provide any momentous effect to their job satisfaction, resulting for the 
rejection of H1, H3 – H5. These four traits do not make them feel gratified at their workplace. 
The gradation of openness to experience, for example, does not completely enhance their 
excitement attributable to the strict policies as well as regulations established by the Central 
Bank. This can also be because the employees are duty-bound to the authoritarian Islamic 
Financial Services Act 2013 that impedes them from adopting their creativity. Different from 
Yang and Hwang (2014), the present study also notices that high extraversion in employees 
does not have any impact on their job satisfaction. Their preference towards active socializing 
does not instigate any raise in their job satisfaction. This is because of the banking working 
values that necessitates them to maintain the confidentiality of information for safety 
commitments as stipulated by Personal Data Protection Act 2010. The trait of agreeableness 
is likewise noticed to be an insignificant precursor for the employees’ job satisfaction. So, the 
trait would not be necessary to improve their emotion positively while working in the Islamic 
banking industry. Dissimilar to Zopiatis and Konstani (2012), banking employees also 
recognize that the trait of emotional stability does not provide a reaction to their present job 
satisfaction. Evidently, their personalities of calmness and equability do not also have answer 
for their happiness at workplace. Generally, only those with strong willpower, high 
thoroughness as well as diligence generate contentment in the banking surroundings. 
 
The exceptional integration of human needs, as proposed in Maqasid al Sharia in accordance 
with the Maslow’s hierarchy of needs, is mainly adopted in the present study to enlighten 
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employees’ enthusiasm (i.e. job satisfaction). The need for self-actualization is reflected as 
the highest imperative feature of human needs in Maslow’s philosophy. This could be joined 
with the five needs as postulated in Maqasid al Sharia. Primarily, the necessity to realize 
human aptitude to the fullest is having a shared understanding with the necessity of the top 
pyramid in the Maqasid al Sharia, i.e. religion. Islamic holiness, reward and penalty, and 
uprightness act may heighten employees’ enthusiasm to be at their best (Bhatti et al., 2016). 
The study hereafter identifies employees’ self-actualization need, which in turn can be 
integrated with the need of achieving the religious compulsion that accentuates the thinking 
of sanctity, reward and punishment, as well as social justice. Therefore, the exceptional 
assimilation of these two needs is necessary for them to their peacefulness in life, today as 
well as hereafter. Next, self-actualization need is responded with the need to safeguard one’s 
life span, as proposed in the Maqasid al Sharia. By exploiting their creativity, they would be 
able to maintain their life quality by getting emoluments from their present employment. 
Thirdly, self-actualization need could be joint with the need to safeguard their intellect, as 
postulated in the Maqasid al Sharia. The employees unquestionably need to experience talent 
development process in order to accomplish their capability to the greatest, e.g. 
innovativeness. Fourthly, self-actualization need is put together to the need to safeguard their 
lineage, as postulated in the Maqasid al Sharia. Undoubtedly, employees need talent, 
struggle, self-assurance, and great accomplishment in safeguarding their characteristics so 
that they are acknowledged and appreciated by their society. Lastly, self-actualization need is 
combined with the need of wealth protection, as postulated in the Maqasid al Sharia. The 
employees essentially need to utilize their creativity in order to turn out something out of 
their own viewpoint of innovation for public benefits. This will support the transferal of the 
Islamic banking industry from being legitimately Sharia compliant to dedicating the 
encouragement of the Sharia-compliant system on both individuals and economies. As 
suggested by Bhatti et al. (2016), this intermingled approach could produce enhanced after-
effects that further encourage the employees. Refer to Figure 1. 
 
 
Figure 1. The New Fusion of Maslow’s Theory of Hierarchical Needs and Maqasid al Sharia 
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The Islamic banks should consider the human factors that shape their employees’ job 
satisfaction, particularly in terms of resource provision. Providing a good working 
atmosphere such as skill utilization, creativity and freedom in carrying out assigned 
responsibilities, involvement in decision-making, supervisory observation and rewards 
system, can result in greater job satisfaction. To ensure that every work is accomplished 
appropriately, the employees are to have opportunities for skill utilization, achievement, 
development, power, liberation, creativity, moral and religious values, accountability, social 
service, social position, variability as well as talent development.  
 
The measurement of conscientiousness has been found to have an encouraging impression on 
job satisfaction and the result is consistent with the literature. Thus,it is suggested that the 
Islamic banks employ and maintain employees with highly conscientious personalities. Job-
person fit is indispensable as it creates correspondence between personal as well as 
organizational goals and enthuses employees to feel contented with their jobs. More attempts 
at establishing connections and recompensing employees for their productiveness is 
recommended to create a pleasurable work environment that encourages greater job 
satisfaction. Furthermore, grounded by the new integration between the Maslow’s theory and 
Maqasid al Sharia, employees’ personality should be expended to group them into various 
types. Specifically, full consideration should be taken to ensure that each personality type is 
able to gratify all their needs from both conventional and Islamic outlooks.  
 
This study may also benefit society by underlining the necessity of personality development. 
In addition, by stimulating drive and determination in others significantly promotes their job 
satisfaction. Exposed to continuous ups and downs, society should be conscious of the fact 
that employees’ satisfaction is the bedrock of overall accomplishment. It is also necessary for 
Islamic banks to motivate their employees to put extra efforts for attaining the organizational 
goals.  Employees are to be more systematized, intend for greater achievement, as well as 
dutifulness. This brings greater satisfaction as they would be able to serve society in 
improved ways. In the present study, job satisfaction is able to justify all of their needs in 
accordance to both Islamic and conventional understandings. Society is urged to recognize an 
awareness of holistic approaches to maintaining positive working environments. 
 
This study, however, holds its limitations. Primarily, the study of both conventional and 
Islamic personality traits remains scarce. Therefore, the understanding of how the 
intermingled motivating ideas is ill-understood, which requires greater attention in the future. 
Secondly, cross-sectional data was executed, and therefore the data was constrained to one 
point in time, i.e. causality could not be absolutely observed. A longitudinal study is 
consequently to be carried out to establish the connections among the constructs in this work. 
Thirdly, the data was collected via self-report surveys, and additional evaluations. For this 
reason, the study can be extended to the supervisors in future to determine whether any 
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significant discrepancies occur regarding the assessments of the employees as well as their 
supervisors. The outcomes in this method would be more objective, and the reliability of the 
study would henceforth be enhanced. In summary, this study makes an exceptional 
contribution by being the earliest in scrutinizing the encouragement of the Big Five 
personality and job satisfaction by seeing the unique fusion of the Maslow’s Hierarchical 
Needs of Theory as well as Maqasid al Sharia in the modern context. 
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