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ABSTRACT

This study aimed at investigating relationship between different types of
personality traits of employees with their motivation and ability factors. For this
study, the data has been collected from 188 employees in the Thai Shipping Group of
Companies. There are differences in their perceptions of their personality traits,
motivation and ability. The subject of personality is important to the organ izatio n' s
success. Most job fa ilures are not attributed to a person's intelligence or technica l
competence but to their personality characteristics.
The research framework of this study composes of an independent variable;
personality traits and two dependent variables; motivation and ability factors. Each
variable is also divided into sub-variables as follows:
Personality traits of the employees independent variables: extraversion,
agreeableness, conscientiousness, emotional stability, and openness to experience.
Motivation factors dependent variables: intrinsic motivator and extrinsic
motivator.
Ability factors dependent variables: cognitive ability and physical ability.
The researcher used a questionnaire as an instrument for studying relationship
between personality traits, and motivation and ability factors. The SPSS program was
used for interpreting the collected data. For data analysis, Speannan"s rank correlation
was used for the hypothesis testing.
The results of this research study are as follows.
The researcher can classify employees on the basis of their personality traits;
with these it could be concluded that the largest group of respondents had
conscientiousness personality traits.

Research results show that a personality trait such as agreeableness, as an
independent variable, relates to all dependent variables: intrinsic motivators, extrinsic
motivators, cognitive ability, and physical ability. While conscientiousness, as an
independent variable, relates to some dependent variables such as cognitive and
physical abilities. And the emotional stability, as an independent variable, has a
relationship with intrinsic motivators, the dependent variable, only.
Hence, the researcher suggests chat Thai Shipping Group of Companies should
consider reward for the different personality traits of employees. For agreeableness
employees, the manager should set the policy related to reward for encouraging the m,
both extrinsic and intrinsic motivators. The extrinsic motivators can be assigned the
job, which is suitable for employees with these characteristics. For the other extrinsic
motivators, incentive, welfare, or increasing salary can be used in order to enhance the
employees' performance and productivity for the organization. Also, the manager can
use intrinsic motivator by organizing special activities such as sports day, parties for
special events, etc. for relaxing and creating unity in the organization.
The conscientiousness employees have high knowledge and working skill. The
manager should carefully select the job, which matches this kind of employee s'
ability.
For emotional stability,-the manager should create good relationship among
the employees in the work place to satisfy the security need of this kind of employee.

It can be done by supporting and guiding this employee to achieve the departmental
goal.
For the last type of employee's personality traits, openness to experience, the
manager should allocate the rewards, which encourage creative thinking or offer
special skills such as training course to this kind of employees.
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CHAPTERl

GENERALITIES OF THE STUDY

1.1 Introduction of the Study

The concluding decades of the second millennium and the opening decade of the
third milleru1ium have wimessed a significant change in the composition of workforces of
most of the business organizations all over the world. The decline of communism,
emergence of global economy converting the world into a global village, world wide
acceptance of democracy - providing freedom to people to move from one country to
another, and unbelievable advances in information technology have prominently changed
workforce compositions of business organizations the world over. Now, human resources
with different cultural backgrounds, speaking different languages and following different
lifestyles are working together in one multi-cultural organization, contributing their
efforts to help the organization to achieve one common goal. This way, globalization has
a highly significant impact on the complexity of employees' personality.

People are different. and distinct from each other. How and why they differ is
clear and is a subject of scientific study of personality which depends upon individual
differences. It is interesting to learn that individual differences represent the essence of
the challenge for management and employees. Managers and employees face the
challenge of working with people, who possess a multitude of individual characteristics.
The more employees understand individual differences, the better they can work with
others.

Personality refers to a relatively stable set of psychological characteristics that
influence the way we interact with our environment. In a sense, an individual's
personality represents his or her personal style for dealing with the world. Anyway, we
have certainly noticed differences in this personal style on the part of employees and
bosses. Personality is yet another example of psychological shorthand that is used to help
describe and explain human nature. Specifically, it is shorthand for observed
consistencies of behaviour, ability, motivation and job performance of employees.
Personality is an imporiant factor in succession planning and in evaluating job
performance. The more thorough an understanding of personality the better. This
research introduces how personality can help in maximizing mutual benefits in the job
performance of an employee.
Thai Shipping is a shipping company which requires employees who have ability
to work in cooperation with and contacting customers both locally and globally.
Although the human resource department attempts to recruit the most appropriate persons
for each position, problems always occur.

These are caused by human resource

department using the application letter, I.Q. test, and interview to estimate the applicant's
quality. The problems that usually happen, such as a high resignation rate, inappropriate
person or the quality of.employee does not match the job for example; some employees
lack important skills; communication, English language or computer skills, although each
employee has to communicate to people inside and outside the organization. Some
employees are happy to work alone instead of co-ordinating with many people. A study
of this research, therefore, offers an option to match the right person to the right job for
human resource department's consideration.

2

Company Background of Thai Shipping Group

The Thai Shipping Group is an expe1t in Shipping Transportation and has been
trusted for more than 30 years. Their products are Break-Bulk containers for dry goods
or refrigerated.

Thai Shipping Group Companies's first physical presence in Thailand was in 1968
by Mr. Pratham Ko min, Mrs. Ratchanee Ko min and Mr . Veerachai Sachavarodom under
the name of "Thai Agency Partnership Limited", located on South Sathom Road in
Bangkok Province, Thailand. This office was established to act as shipping agents for
Korea Shipping, which is a National Liner Service of Korea and had only 12 employees
at that time.

In 1990 - "Thai Shipping Agency & Trading Company" was established.
Nonetheless, being agencies for many liner services caused delay and inconvenience in
operating management. Thus, the Companies' Management was divided into two separate
sections. "Thai Shipping Company Limited" was nominated as the shipping agents only
for Hanijn Shipping and "Thai Shipping Agency & Trading Company" acted as shipping
agents for .Dongnama Shipping as well as Others Liners. However, the same Board of
Directors managed the two companies. In the same year, "TSC Holding Company
Limited" was founded in order to take responsibility for shareholding and share
purchasing concerning Haulage Truck, Custom Clearance, Forwarding Agents, etc., for
the two companies.

3

At present, Thai Shipping Group Companies are composed of 5 companies with
188 employees under the Operating Management's Policy and the same Board of
Directors.

Due to severe competition among shipping earners nowadays, a shipping
company invests a lot of capital in acquiring ocean vessels as well as in off-dock, inland
container depot and other services in order to serve customers more efficiently.

Efficiency and high performing ability of employees of a shipping company are
two of the most critical operational factors towards its success. In this sense, employees
of shipping company consist of sales and marketing, customer services, documentation
division, operation division and accounting division. These become the most important
units in every shipping line. Employees are the key customer contact point. Customers
have to contact all staffs such as sales in order to explain their services, solve problems,
provide customer services, explaining booking and details about product, documentation
issue BIL (Bill of Lading), operational division; controlling the weight and taking care of
all containers when they load their goods and returning containers to the port, and
accounting division; taking· care of the financial side of their customers such as credit
term. All employees are responsible for contacting customers and canvassing the cargo to
their companies.

For more than thirty years, Thai Shipping has had the reputation of being able to
satisfy the most demanding customers within its global network. The company has
acquired that reputation by having experienced people on board who understand their
customers' requirements. The success of Thai Shipping group company comes from the

4

policy of the broad of director, 'Mr.Pratham Komin'. He always thinks that employees or
staffs of his company are the most important people so he understands organizational
behaviour and that is useful to analyze and interpret human behavior at work.
Organizational behavior is not just common sense but it provides a deeper understanding
of reasons why people behave the way they do at work.

Moreover, it can also predict

their behaviour. In addition, when a manager selects an employee to become a staff
member of the company, he/she has a vision to match the right person to the right job.
The personality of employees is the most important factor that affects job performance
within the company.

~\

Presently, the major expo1t-import transpmtation mode of Thailand is shipping by
sea. Therefore, shipping carrier is a crucial organization for Thailand's expmter and
importers to be able to deliver their cargo from/to one country to another all over the
world smoothly, safely and with punctuality. Due to the severe competition among
shipping carriers nowadays, understanding organizational behavior is useful to analysing
and interpreting human behavior at work. Organizational behavior is not just common
sense but it provides a deeper understanding why people behave the way they do at work;
it can also predict their behavior.

Furthermore, the way an individual interprets events around them have a strong
influence on their behavior. People try to understand the causes of behavior in order to
gain predictability and control over future behavior. Management needs to know as much
as possible about individual differences in order to understand themselves and their

5

colleagues. An understanding of personality characteristics can assist management in
appreciating the differences of employees' points of view.

For this study, the researcher selected the prospective respondents in managerial
position of managers and staff who work at the Thai Shipping Group Company. People
who work together have to face many problems concerning their jobs and others.
Individual differences between people are the essence of the challenge of management.
Personality is one of the individual differences, which is interesting to study. An
understanding of personality characteristics of people who are working together is very
important. In addition, to offer an appropriate motivation to him or her and observe the
ability of each employee also leads to an improvement in employee performance.

1.2 Statement of the Problem

Following is the statement of problem for this research, "What is the

relationship between different types of personality traits of employees of Thai
Shipping Group of Companies and motivation and ability factors?"

1.3 Research Objectives of the Study

The research objectives are as follows:

1. To classify employees (by using Big Five Model of personality) on the basis of
their personality traits.

2. To find out the relationship between different types of personality of employees
and motivation and ability factors (dete1minants of job performance).

6

1.4 Scope of the Study

This research focuses on the study of one independent variable and two
dependent variables. Personality characteristics are the independent variables.
Motivation and ability factor are the dependent variables.

For this study, the researcher mainly focuses on personality traits and job
performance consisting of motivational factors and ability factor that directly
relate to managerial position's job performance.

Target respondents are employees who work at the Thai Shipping Group
of Companies.

1.5 Limitations of the Study

The limitations of this study fall into all or anyone of the following criteria:

I) The present study is conducted on the employees of the Thai Shipping Group
Company; therefore, its findings may not be generalizable to other companies
without considering. specific nature of those companies.
2) The present study is conducted by considering certain key variables and subvariables of personality traits, motivation factors, and abilities factors of
employees: therefore, its findings may not be generalizable to other variables and
sub-variables not included in the framework of this research.

7
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3) The present study is conducted in a specific time period; therefore, its findings
may not be generalizable to all times to come without considering specific
features of those time periods.

1.6 Significance of the Study

The present research attempts to highlight the most crucial aspects of success of a
business organization - the management of human resources and organizational
structure, ultimately leading to the job performance by personality of employees. The
findings of this research will offer very useful information to the owners I
management of various organizations. This information will suggest to them findings
that will serve as a guideline for management. The information will be useful for
considering personality traits that can act as motivators and indicate abilities that
enhance the job performance. Further, the researcher hopes to develop a series of
recommendations and its application to assist and create an evolution of management
job perfo1mance.

8

1. 7 Definition of Terms
For clarity of this study, the definitions of terms as applied to this research study are
defined as follows:

Abilitv.

It refers to the mental or physical capacity to do something, it determines

the level of performance a worker can achieve, and, because the effectiveness of an
organization as a whole depends on the performance levels of all individual workers
(Irwin, 1992).

Agreeableness. It refers to a personality dimension that describes someone who is goodnatured, cooperative, and trusting (Digman, 1990).

Cognitive abilitv.

It refers to many types of cognitive ability which are grouped in a

hierarchy. The most general dimension of cognitive ability is general intelligence, a
specific type of cognitive ability that reflect scompetence in different areas of mental
functioning (Jum Nunnally, 1940).

Conscientiousness.

It ref~rs to a personality dimension that describes someone who is

responsible, dependable, persistent, and achievement oriented (Digman, 1990).

Emotional Stabilitv. It refers to a personality dimension that characterizes someone as
calm, enthusiastic, secure (positive) versus tense, nervous, depressed, and insecure
(negative) (Digman, 1990).

9

Extraversion. It refers to a personality dimension describing someone who is sociable,

talkative, and assertive (Digman, 1990).

Extrinsic Rewards.

These are the outcome supplied by the organization such as

pleasant working conditions, a fair salary, status, j ob security, and fringe benefits as well
as rewards received from the environment surrounding the context of the work (Dubrin,
1997).

Intrinsic Rewards.

These are the personal satisfaction outcomes such as achievement,

self-recognition, and personal growth as well as the pleasure or value one receives from
the content of a work (Dubrin, 1997).

Motivator Factors.

These refer to the tasks people actually do in job content; they are

sources of job satisfaction (Herzberg, 1968).

.,_.

-

Openness to Experience. It refers to a personality dimension that characterizes someone

in terms of imaginativeness, artistic sensitivity, and intellectualism (Digman, 1990).

Personality.

It refers to the persistent and enduring behaviour patterns of an individual

that are expressed in a wide variety of situations (Dubrin, 1997).

Personality Traits are enduring characteristics that describe an individual's behaviour

(Robbins, 1998).

Physical ability.

It refers to motor skill and physical skill, considered when

identify ing and studying physical ability (P.J. Dowling and R.S. Schuler, 1990).

10
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CHARTER2

REVIEW OF LITERATURE AND RELATED STUDIES

In this chapter the researcher has reviewed the topics concerning the factors of
personality traits affecting Job Performance.

2.1

Definition and Features of Personality Traits

Every person is different from every other person. People being individuals are
unique. Psychologists have long sought to explain what it is that makes each person
different. The psychological construct that has been used to embrace the features of
individual difference is that of personality (Eysenck, 1982).

Personality is about the characteristics that people have that account for individual
difference. Each human being has the potential to behave in similar ways, yet they do not.
Individuals find themselves attracted to some people and repelled by others. It is
interesting to learn that individual differences represent the essence of the challenge of
management, because no two individuals are completely alike, managers face the
challenge of working with people, who possess a multitude of individual characteristics,
so the more managers understand individual differences, the better they can work with
others. Personalities are one of the factors of individual differences apart from skills,
abilities, perceptions, and attitude, which differ from one individual to another (Nelson &
Campbell Quick, 1997,p38).
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The construct of the personality is a convenient way of grouping together a
number of characteristics relevant to describing the ways in which people differ from
each other.

Definition of personality.

Personality is the most important factor and one of the key individual
characteristics when a company tries to select the right person for a job. Companies are
increasingly using various means of assessing personality in order to ensure that they are
getting the right person for the right job. There are many definitions of personality, which
are stated as follows.

Gordon Allport (193 7) quotes, "the dynamic organization within the individual of
those psychophysical systems that determine his unique adjustment to his environment.

Raymond Cattell (1973) states, "Of which permit a prediction of what a person
will do in a given situation"

Pervin (1980) states "as the set of characteristics of a person that account for
consistent patterns of response to situations."

Maddi (1980) states "as a stable set of personal characteristics and tendencies
that determine the commonalties and differences in people's thoughts, feeling, and
action."
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J.Royce (1983) quotes "personality is the combination of stable physical and
mental characteristics that make up an individual's identity and give consistency to a
person's behavior."

Weiss (1996) states "personality is a stable set of distinctive characteristics
influenced by hereditary, cultural, societal and environmental factors."

Dobrin ( 1997) states it as "refers to the persistent and enduring behaviour patterns
of an individual that are expressed in a wide variety of situations."

Ivancevich and Matteson (1999) stated that individual differences are important in
studying organizational behaviour and management for a very important reason:
Individual differences have a direct effect on behaviour. People who perceive things
differently behave differently. In a multitude of different ways individual differences
shape organizational behaviour, and consequently, individual and organizational success.

According to the above definitions, most recognized personality as a stable set of
distinctive characteristics influenced by hereditary, environmental, and cultural factors in
the way an individualreacts ·and interacts with others in wide varieties of situations.

Personality Determinants

Gordon Allport ( 1961) believed that genetic and environmental factors equally
influence and determine human behavior and also situational determinants play a central
role in influencing a person's behavior. He admitted that the personality traits are
embedded within social situation, adding, any theory that regards personality as stable,
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fixed, invariable is wrong (p 175). From Allport's perspective, traits and situations
interact to determine which behaviors actually occur.

Personality is generally considered to be made up of both hereditary and
environmental factors, moderated by situational conditions. Vecchio ( 1987) recognized
the importance of both heredity and environment as detenninants of personality. Heredity
may predispose an individual to certain pattern of behavior, while enviro1m1ental forces
may precipitate more specific patterns of action. Both sets of factors are necessary for a
fuller accounting of individual behavior.

ER

Heredity: refers to those factors that were determined at conception. Physical
stature, facial attractiveness, gender, temperament, muscle composition and reflexes,
energy level, and biological rhythms are characteristics that are generally considered to
be either completely or substantially influenced by who your parents were: The heredity
approach argues that the ultimate explanation of an individual's personality is the
molecular structure of the genes, located in the chromosomes.

Environment: Among the factors that exert pressures on our personality formation
is the culture in which we are raised, o.ur early conditioning, the norms among our family,
friends, and social groups, and other influence that individual experience. The
environment plays a substantial role in shaping individual personality.

Szilagyi, Jr, (1980) said that the practical utility of any model or measure of
personality to an organization would depend on its ability to explain, predict, and control
the behavior and performace of individual employees. Porter, Lawler, and Hackman

14

(1975) aptly point out that personality moderates an employee's response to the

organization. Whether a person responds negatively or positively to a pay system, a
particular style of supervision, a given form of communication, some level of
cohesiveness within an informal group, or some change in technology will depend upon
such personality characteristics as needs, expectations, interests, values and abilities.

Pervin & John ( 1997) have divided the determinants of personality into genetic
dete1minants and environmental determinants. Both genetic and environmental
determinants are important in the formation of personality.

Hellriegel, Slocum, & Woodman (1998) also mentioned that two sources shape
personality differences, they are heredity and environment. The environment plays a
larger role in shaping personality than do inherited characteristics. Environmental
components include culture, family, group membership and life experience.

For culture, anthropologists working in different cultures have clearly
demonstrated the important role that culture plays in personality formation (Buss, 1991 &
Hettma, 1989). Individuals

~re

born into their norms of acceptable behavior. Culture also

defines how the different roles in that society are to be performed. Culture helps
determine broad patterns of behavioural similarity among people, but differences in
behavior. Although culture has an impact on the development of employees'
personalities, not all individuals respond to cultural influences equally.

For family, parents and siblings play important roles in personality development
for most individuals. Members of an extended family also can influence personality

15
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formation. The family's size, socio-economic level, parents' educational level also is an
important source of personality difference.

The experiences people have as members of groups represent another important
source of personality difference. Each person's life also is unique in terms of specific
events and experiences, which serve as important determinants of personality.

Personality appears to be a result of heredity and environment. These are the
primary determinant of personality forces. Additionally, today the situation is another
factor to be involved. Heredity refers to those factors that are determined to concept. It
sets the parameters or outer limits, but an individual's full potential will be detennined by
how well he or she adjusts to the demands and requirements of the environment. The
situation influences the effects of heredity and envirorunent on personality (Robbins,
1990). An individual's personality, while generally stable and consistent, does change in
different situation. The different demands of different situation call forth aspects of one's
personality. We should not, therefore look at personality patterns in isolation.

In order to have more direct relevance for explaining and predicting behavior in
organization, there are five additional personality attributes, which are locus of control,
authoritarianism, Machiavellianism, self-monitoring, and risk propensity.

Rotter (1966) suggested that locus of control is used for measuring the internalextemal orientation of a person, that is, the extent to which a person feels able to affect
his or her life. People have general conceptions about whether events are controlled
primarily by themselves, which indicates an internal orientation, or by outside forces,
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characteristic of an external orientation. " Internals" or persons with an internal locus of
control believe they control their own fate or destiny. "External" or persons with an
external locus of control believe that much of what happens to them is uncontrolled and
detennined by outside forces. In terms of attribution theory, internals attribute cause
events primarily to happen from within themselves, whereas externals attribute cause
events to happen due to things outside their control.

Robbins (1998) said that a large amount of research show that individuals who
rate high in externality are less satisfied with their jobs, have higher absenteeism rates,
are more alienated from the work setting, and are less involved in their jobs than are
internals. The cause is they perceive themselves as having little control over those
organizational outcomes that are important to them. Internals, facing the same situation,
attribute organizational outcomes to their own actions. lf the situation is unattractive, they
believe that they have no one else to blame but themselves. Also, the dissatisfied internal
is more likely to quit a dissatisfying job.

According to Hellriegel, Solcum, and Woodman ( 1998), locus of control refers to
the extent to which individuals believe that they can control events affecting them. The
people who have high internal locus of control have better control over their own
behavior and are more active politically and socially. As well, they seek information
about their situations more than those with a high external locus of control. On the other
hand, the people who have high internal locus of control are more likely to try to
influence others that are influencable. They are more achievement-oriented.
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Authoritarianism is the belief that there should be status and power differences
among people in organizations. The extremely high authoritarian personality is
intellectually rigid, judgemental of others, deferential to those above and explosive of
those below, distrustful, and resistance to change. It seems reasonable to postulate;
however, that possessing a high authoritarian personality would be related negatively to
performance where the job demands sensitivity to the feeling of others, tact, and the
ability to adapt to complex and changing situations. On the other hand, where the jobs are
highly structured and success depends on close conformity to rules and regulations, the
high authoritarian employee should perform quite well.

.,.

Machiavellianism is an individual exhibiting strong Machiavellian tendencies that
he/she is pragmatic, maintains emotional distance, and believes that ends can justify
means. " If it works, use it" is consistent with a high March perspective.

-

A Machiavellian personality holds cynical views of other people's motives, places
little value on honesty, and approaches the world with manipulative intent.
Machiavellians maintain distance between themselves and others

and are emotionally

detached from other people in their lives. Their suspicious interpersonal orientation can
contribute to high interpersonal conflict. Machiavellian personalities focus on personal
goals, even if reaching them requires unethical behavior or manipulating other people.

Self-monitoring refers to how an individual assesses his or her worth. This selfevaluation is largely influenced by the situation, past experience (successes and failures)
and how others perceive the individual. Those with low self-monitoring are likely to take
more note of the opinions of others and to set lower goals for themselves, while those
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with high self-monitoring are less likely to be influenced by others' opinions and to make
efforts to accomplish set goals. A recent study showed that individuals with high selfmonitoring placed more value on attaining performance goals than did employees having
low self-monitoring (Hollenbeck , 1987).

For the risk propensity, people differ in their willingness to take chances.
Individuals with a high risk propensity make more rapid decisions and use less
infonnation in making their choices than individual with low risk propensity (Anderson
& Kyprianou, 1994).

R

From the above literature, personality can be defined as a person's set of
relatively stable characteristics and traits that account for consistent patters of behavior in
various situations. Each individual in some ways is like other people and in some ways is
unique. An individual's personality is the product both of inherited traits or tendencies
and experiences. These experiences occur within the framework of the individual's
biological, physical, and social environment, all of which are modified by the culture,
family, and other groups to which the person belongs. An individual's personality is
described by a set of factors known as the Big Five Model.

'ft>~

In addition, specific personality dimensions, such as locus of controal, selfmonitoring, etc., affect behavior. A study of personality and an understanding of
interactions between the person and the situation are important for comprehending
individual work performance.
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Knight and Lorr (l 987) stated in the Journal of Clinical Psychology that there are
important advantages to discovering a comprehensive dimensional structure of
personality. A strong consensus appears to be forming on precisely such a structure.
Different investigations, most based on trait rating data, have a five-factor model of
personality structure (Fiske, 1949; Tupes & Christal, 1961; Digman & Takemoto-Chock,
1981 ; Goldberg, 1981 and 1982; Hogan, 1983,McCrae & Costa, 1985, 1987; Digman &
Inouye, 1986).

2.2

Theories related to Personality Traits

The researcher aims to review the theories and past researches related to this
research. There are a number of alternative theories to understanding the person as an
integrated individual as well as to discern the differences between people. We should
give some attention to what a theory is and what functions it serves in the study and
understanding of a person. A theory is a set of interrelated ideas, constructs, and principle
proposed to explain certain observations of a reality. A theory is always speculative in
nature and therefore, strictly speaking, cannot be right or wrong. Anyway, a theory is
generally accepted as valid or credible by the scientific coryununity to the extent that
factual observat~ons of phenomena are consistent with the explanation of the same
phenomena offered by a theory. If human behavior were fully understood in everyday
settings, there would be no need for personality theories.

Such theories actually elaborate speculations or hypotheses about what people are
like, how they become that way, and why they behave as they do (Daniel & Lany,
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1992). However, major theories attempting to explain personality include Trait theories,
Psychodynamic theories, Humanistic theories, and an Integrative approach.

l)

Theory of Eysenck (1947,1952).

Eysenck found two basic types or dimensions that he labelled as introversionextroversion and neuroticism-stability. These two personality dimensions are orthogonal,
that is they are statistically independent of each other. Persons high on neuroticism tend
to react more quickly to painful, disturbing, novel or other stimuli than do more stable
persons. Such persons also exhibit a more persistent behavior than do highly stable
persons. The persons who are high on the dimensions of introversion and neurotic ism are
a prime candidate for anxiety disorders: phobias, obsessions, and compulsions. In
contrast, the person who is high on the extraversion and neuroticism dimensions is at risk
for psychopathic (antisocial) disorder. People who are both introverted and stable tend to
be controlled, careful, and thoughtful in their actins. Conversely, the combination of
introversion and neuroticism tends to create a more anxious, pessimistic, and reserved
quality in behavior. The combined qualities of extraversion and neuroticism tend to be
aggressive, impulsive, arid excitable (Eysenck,

1982). For Eysenck, individual

differences are to be valued. Thus, no single combinations of these personality types are
more desirable than another. Behaving in carefree and outgoing ways has its good and
bad points, as does behaving in quiet and reserved ways. The ways are .simply different.
Additionally, Eysenck (1976) has added a third type dimension of personality, which he
calls psychoticism-supergo people high on this super - trait dimension tend to be
egocentric, impulsive, insensitive to others and opposed to social customs. They are often
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seen as troublesome, as not fitting in well with others, and as intentionally upsetting other
people. Eysenck has suggested that psychoticism is a genetic predisposition toward
becoming either psychotic or psychopathic. He further regards it as a personality
continuum along which all people can be located and as being more common in men than
in women.

Eysenck was convinced that his two major dimensions, introversion-extraversion
and stability-neuroticism, have been empirically validated by several researchers using
many types of personality tests as underlying the structure of personality (Daniel &
Larry, I 992)

A review of these studies (Wilson, 1978) based on testing predictions derived
from Eysenck's theory presented an impressive array of findings. Some additional
empirical established ways in which introverts and extraverts have been found to differ
include:

•

Introverts attain higher grades in college than do extraverts. Also students
who

withdra~

from college for psychiatric reasons tend to be introverts,

whereas those who withdraw for academic reasons tend to be extraverts.
•

Introverts report more frequent masturbation than do extraverts engaging
in sexual intercourse earlier in life, more often, and with more partners
than do extraverts.

•

Introverts prefer theoretical and scientific vocation, whereas extraverts
tend to prefer people-oriented jobs.
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•

Introverts show higher arousal levels in the morning, whereas extraverts
show higher arousal levels in the evening. Furthermore, introverts work
better in the morning, and extraverts work well in the afternoon.

2) Theory of Gordon Allport ( 1961)

Trait theory is the personality theory stating that in order to understand
individuals, it must break down behavior patterns into a senes of observable traits.
According to trait theory, combining these traits into a group forms an individual 's
personality. Gordon Allport (1961) stated that the leading trait theorist see traits as a
broad general guide, that lends consistency to behavior. Allport' s belief is that each
person's behavior derives from a particular configuration of personal traits as the
trademark of his orientation to personality. Also other personologists have taken on the
challenge of building comprehensive schemes for the identification and measurement of
the basic traits that fonn the core of personality. Hens Eysenck and Raymond Cattell
have tried to show how the underlying organization of traits dimension influences the
individual's observed behavioural qualities (Daniel & Lany, 1992).

3) Theory of Raymond Cattell (1973) ·

Cattell explained another prominent trait theories to identify sixteen traits, which
form the basis for differences in individual behavior. He pointed out traits in bipolar
adjective combinations such as self-assured I apprehensive, reserved I outgoing, and
submissive I dominant.
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Raymond Cattell (1979) viewed personality as consisting of at least sixteen major
traits dimensions. He also believes that equations can be used for predicting behavior
based on precise measures of traits weighted according to their relevance to the situation.
In fact, people actively seek out social situations that encourage the expression of their
traits. A person possessing a strong disposition of sociability not only responds in a
charming manner when in a group of people but also initiates contacts with others when
s/he is alone.

Gordon Allport ( 1960) cited a study in which the traits of insight and humor are
found to be highly con-elated with one another. Allport (1 961) mentioned that mature
persons are fully capable of conscious, rationally based actions. They conduct their lives
in terms of goals, long-ranged plans, and an overall philosophy- all, of which are founded
upon rationality. He insisted that one important criterion of an adequate theory of
motivation was attributed to dynamic force to the person's cognitive process, such as
thinking, planning, and intending. Allport described mature persons as posing realistic
perceptions, skills, and assignments. This clearly implies that such persons know where
they are going and how to get there. Allport argued that personality would never be fully
understood by examining each trait separately. He maintained that a trait must be related
to the total pattern of personality of which it is a part (Evans, 1971).

Christal and Tupes (1961 , 1992) have labelled the five factors of Surgency,
Agreeableness, Dependability, Emotional Stability, and Culture. Norman (1963).
Digman and Takemoto-Chock (1981) have used a variety of labels for these five such as
Surgency which is often referred to as

Extraversion~

Dependability is often referred to as
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Conscientiousness; Emotional stability is adjustment or Neuroticism; Culture is Openness
to Experience, Intellect, or Intelligence.

The research conducted by Digman ( 1990) had suggested that all personality traits
could be reduced to what is referred to as the "Big five" as of Extraversion,
Agreeableness, Openness to experience, Conscientiousness, and Emotional stability.

(1)

Agreeableness is a personality dimension that describes someone who is

good-natured, trusting, helpful, and cooperative.

The nature factor of Agreeableness is one's orientation along a continuum from
compassion to antagonism in thoughts, feelings, and actions.

(2)

~

Extraversion is a personality dimension describing someone who is

sociable, talkative, optimistic, and assertive.

-

The nature factor of Extraversion is a capacity for joy, and a need for stimulation.

(3)

Emotional Stability is a personality . dimension that characterizes

someone who is calm, ~elaxed, enthusiastic, secure (positive) to tense, nervous,
depressed, worrying, emotional, and insecure (negative).

The nature factor of Emotional Stability is proneness to psychological distress,
excessive carvings or urges, unrealistic ideas.
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(4)

Openness to experience is a personality dimension that characterizes

someone who is imaginative, creative, curious, original, artistically sensitive, and
intellectual.

The nature factor of Openness to experience is Toleration for & exploration of the
unfamiliar.

(5)

Conscientiousness is a personality dimension that describes someone who

is responsible, ambitious, neat, dependable, and persistent and achievement oriented.

The nature factor of Conscientiousness is Individual has degree of organization,
persistence, and motivation in goal-directed behavior.

Mount & Barrick ( 1991) conducted a research of the Big 5 and also found that
there are relationship between the personality dimensions and job performance. He found
that conscientiousness is one of the Big five Traits, which are only consistently related to
job performance, though extraversion does predict the job performance of managers.

Jackson, Tett, and Rothstein (1991) also conducted a meta-analysis to
"confirmatory" studies. Contrary to the results of Barrick and Mount, Tett found that only
neuroticism displays a nonzero correlation with job performance and emotional stability
and agreeableness are not related to job performance.

Homey (1950) maintained that anxiety results from feeling of insecurity in
interrelationships. In Homey's view, a child with excessive basic anxiety is heading
towards becoming a neurotic adult.
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Strengths of The Big Five Model

Trait psychologists have been very active in research. The recognition that human
behavior is complex and determined by traits shows that the different uses of traits have
been obtained. Pervin (1993) cited three interesting.hypotheses of other authors that have
emerged from parts of the model as follows:

•

The fundamental lexical hypothesis, suggesting that important individual
differences will be encoded in language (Yang & Bond, 1990).

•

The interesting hypothesis that environments are important in personality
development, but that it is the enviromnent that is not shared by members
of the same family that is crucial (Plonmin & Daniels, 1987; Plominetal.,
1990).

•

,_,

-

There is the evolutionary - based hypothesis that traits evolved to solve
adaptive problems (D.M.Buss, 1990; Tooby & Cosmides, 1990).

4) Theory of Freud .(1960)

For Psychodynamic Theory, he has argued that people deal with their
unconscious, fundamental drives differently. He described an ongoing battle between the
id (the primitive, unconscious storehouse of basic drives in the personality that functions
irrationally and impulsively), the superego (where parental and societal values are
internalised at the unconscious level), and the moderating ego (the arbitrator and filter
between the id and superego).
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An understanding of major ego defences mechanisms are especially useful in

understanding individual resistance to change and other workplace problem. An
awareness of defence mechanisms can help us see others and ourselves more realistically.
Rationalization is a justification of one's actions when behaviour may not be justifiable.
Denial of reality is a self-protective defence that causes people to avoid or escape reality.
Compensation is the process of covering up weaknesses in one area by emphasizing
desirable strengths in another. The major force in psychoanalytic theory, criticisms of
Freud's theory have gained credence due to the assumptions and maj or arguments cannot
be tested or proven and it is subjective and philosophic (Weiss, 1996) and the
contribution of this theory to our understanding of personality is its focus on unconscious
influence on behaviour (Nelson & Quick, 1996).

5) Theory of Hovle & Clark (1990)

Integrative approach is integrated to the study of personality. Personality is
explained as a combination of psychological processes and disposition that include
fantasies, attitudes, moods, expectation, and eqi.otiorts. The focus is on the interaction of
persons (dispositions) and situations (as behaviour' influences). Positive and negative
affectivity are two important concepts of the integrative approach. Positive affectivity is a
personality characteristic that is more stable and enduring than moods; it is manifested in
people who tend to be unbeatable, who sees the world, works with others in a positive
light. Negative affectivity is manifested in people who generally view themselves, others,
and work negatively, in overly cautious or critical way (Brief & George, 1992).
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However, studies relating positive and negative affectivity to organizational
behaviour found that salespeople who work in-groups with positive affectivity offer more
assistance to customers than do those in-groups with negative affectivity. People in-group
with similar personalities tend to be attracted to, selected by, and retained in those
groups. Manager must be aware of the personality characteristics of those responsible for
selecting, hiring, and evaluating. People who are high on positive affectivity tend to have
an overall sense of well being and to be positively engaged in the world around them, in
terms of both achievement and interpersonal relations. People high on "Positive
affectivity" tend to feel-efficacious, experience positive moods and emotions, and feel
good about the activities they are engaged in (Tellegan, 1988; Watson & Pnnebaker,
1989). High Positive affectivity individuals also tend to perceive stimuli (including other
people), think, and behave in a way that will support and maintain their positive feeling.
Due to their positive outlook, individuals high on Positive affectivity tend to enjoy a11d
seek out social intersaction.

For Jung's Personality (1923), Carl Jung, a pioneer in the field of psychoanalytic
theory, argues that there are basic personality types: introverts and extroverts. He also
holds that there are two types of perceptions, c;ensing and intuiting, and two types of
judgments, thinking and feeling. Perceptions and judgments are the basic mental
functions that are used by everyone. · Individual differences can be understood by
combining these different preferences.

The extroversion and introversion preference refers to the source of the person's
energy. Extroverts are energized by interacting with other people that is, with the outside

29

world. Introverts are energized from internal sources. Extroverts like variety in their work
settings. Interruptions from others are welcome. Introverts like quiet and privacy for
thinking and for solving problems. In an organizational content, it is interesting to note
that the extrovert is usually drawn into an occupation that allowed them to be
conventional, sociable and outgoing (Kevin, Ed Rose, Mc Clelland, Reynolds and tomb,

1996).
The sensing and intuiting preference refers to how people prefer to get
information. The sensor uses their five senses and is reality based. The intuitor uses the
sixth sense of intuition and is attuned to possibility over reali ty (Hirsch & Kummerow,
1982). Sensors prefer specific solutions to problems and are frustrated with fuzzy

instructions. They prefer routine and order. They search for precise details when
gathering infom1ation to solve a problem. They prefer to work with established facts
rather than to search for new possibilities. Intuitors prefer working on new problems, are
restless with details and routine. They prefer an overall perspective or the big picture and
would prefer to look for possibilities rather than work with facts.

The thinking and feeling preference refer to decision-making styles. Thinkers are
logical and objective. Feelers are personal and value-oriented in their decision processes.
At work, thinkers show little emotion and become uncomfortable with emotional people.
Feeler shows emotion at work.

The judging and perceiving preference represents one's approach to the external
environment. Judgers are organized, structured, and like to plan and make decision.
Perceivers are flexible and spontaneous. They prefer to see more alternatives before
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making a decision. Critics of Jung's theory pointed out to whether his sources of the
archetypes are valid. However,

because of the current widespread and successful

applications of this theory in organization,

it is called

"The Myers-Briggs Type

Indicator (MBTI)". Many managers prefer to use and interpret the employee personality.
Results from this test can be used to coach employees, improve team building, conflict
management, job assignment, assess management styles, and career counselling (Benfari
& Know, 1991).

2.3 Critical Analysis of Personality Traits.

The Big Five Factors are bipolar dimensions of personality that have been
found to form the taxonomic (and factorial) core of personality models and also
capture laypersons ' descriptions of personality as found in everyday language
(Digman, 1990; Hogan, & Roberts, 1996). The Five Factors are presented in
Table 2.1

Big Five Factor

Alternate Names

Trait Descriptions

Extraversion

Sample Associated

Sample Associated

~!

Trait Descriptions

Surgency,

- Positive Pole
Sociable, Gregarious,

- Ne2ative Pole
Quiet, reserved, Shy;

Assertiveness

Assertive, Talkative,

Retiring, Taciturn,

active, Ambitious,

Inhibited.

Expressive, Energetic,

Conscientiousness Conformity,
Dependab ii ity

Careful, Thorough,

Inconsistent,

Responsible, Planful,

Impulsive,

Diligent, Persevering

Undisciplined
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Cairn, Relaxed, Self-

Anxious, Depressed, Angry,

Confident, Steady

Worried, Insecure, Tense.

Likeability,

Courteous, Flexible,

Spiteful, Self-Centred, Self-

Friendliness

Cooperative, Tolerant,

Aggrandizing, Hostile,

Caring

Coarse

Culture,

Imaginative, Creative,

Simple, Concrete, Narrow,

Intellectuals,

Curious, Cultured,

Imitative, Unimaginati ve

Inquiring Intellect

Complex

Neurotic ism

Emotional
Stability

Agreeableness

Openness to
Experience

--

_J

I
!
I
_J

Table 2.1: The Big Five Taxonomy of Personality
Source: Adapted and extended from James Kierstead (1998), Personality and Job
Pe1formance: A Research Overview

The "Big Five" model of personality places five general personality traits at the
top

of the

trait

hierarchy:

extraversion,

emotional

stability,

agreeableness,

conscientiousness, and openness to experience. Each of the general and specific traits
represents a continuum along which a certain aspect or dimension of personality can be
placed. A person can be high, low, average, or anywhere in between on the ·continuum for
each trait
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I

Extra version

Agreeableness

Low

Low

High

.. -·.·.

High
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Figure 2.1 A Big Five Personality Profile: shows a profile of a person who
is low on extraversion, high on emotional stability, about average on agreeableness and
conscientiousness, and relatively high on openness to experience.

Source: Adapted and extended from Jennifer MGeorge and Gareth R.Jones (2001):
Understanding and Managing Organizational Behavior, Figure 2.4: A Big Five Personality Profile.

2.4

Theories related: to Job performance

Porter and Lawler (1968) defined job performance as the accomplishment of
those tasks that comprise a person's job. March and Simon (1958). and Katz (1964)
mentioned that there are two distinct subcategories of job performance: "normal" or
expected role Gob) performance, and what is called "extra-role behaviour". The former
refers to performance that meets the minimal expected standard that the organization has
designated for someone in a particular job. Extra-role behaviour, on the other hand, goes
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"above and beyond" what is nonnally expected (by the organization) in the psychological
contract. It is behaviour that is spontaneous and innovative (Katz, 1964).

Personality and Job Performance

In the last decade there have been a series of advances which unequivocally
demonstrate that personality, as assessed through standardized instruments, has a
predictive relationship with job perfonnance approaching, and in some cases exceeding,
that of cognitive ability. The greatest single advance in personality research has been the
emergence and broad acceptance of the Five Factor model of personality, commonly
referred to as the "Big Five" (Digman, 1990; Hogan, Hogan & Roberts, 1996). Since the
introduction and general acceptance of the Five Factor model in the early l 990's,
research examining the link between personality and job performance has intensified.
Almost a decade of research in academic and applied settings has accumulated supporting
the assertion that personality can be reliably measured and is a valid predictor of job
perfonnance for most jobs. Recent research ahs demonstrated that personality assessment
contributes unique information to the prediction of job perfonnance, over and above that
offered by methods such as cognitive ability testing and managerial assessment centres
(Goffin, Rothstein, & Johnston, 1996).

Barrick & Mount, (1991 ), Tett, Jackson, & Rothstein, (1991) present evidence
from over 200 studies examining the personality~job performance link and concluded
that, at' the broadest level, conscientiousness is positively related to job performance
across the majority of mainstream job types.
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According to Raymark, Schmit, & Guion (1997), the predictive utility of
personality assessment is enhanced when job type and personality constructs are
matched, either based on the findings of previous research, rational analysis, or a
thorough personality oriented job analysis. The different jobs demand different
personality profiles (Hogan, 1996). For example, studies have shown that for sales jobs,
extraversion and agreeableness are highly predictive of performance. For blue-collar
workers, conscientiousness and agreeableness show a positive relationship to job
performance while extraversion

~nd

openness to experience are shown to be unrelated or

in some cases negatively related to performance.

2.5 Definition and Features of Motivations

s1,.y
()A\

Hellriegel, Slocum, & Woodman (1998) define motivation as a determinant of
effective performance. The personality traits are one of the factors that influence
motivation. The manager's job performances are influenced by the individual differences.
As for the personal characteristics which vary from person to person, they may respond
in vastly different ways to their jobs and their employee ' s practices.

· Hellriegel, Slocum, and Woodman (1998) explained that a motivation dicates
individuals tq behave in certain ways to satisfy their needs and performance. The two
major classes of models of motivation composed of content and process. Content models
focused on the factors within the person that drive, sustain, or stop behavior. On the
contrary, the process approach emphasized on how and why people choose certain
behavior in order to meet their personal goals. These theories attempt to describe and
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analyze how the personal factors interact and influence each other to produce certain
kinds of behavior.

2.5.1

Intrinsic and Extrinsic Motivators

The interaction between intrinsic and extrinsic rewards and motivation ts not
entirely clear. People can be induced to work because they enjoy the work itself and the
work envirorunent. Extrinsic rewards can influence people to try new, or difficult, or even
dangerous jobs. A number of studies, however, suggest that extrinsic rewards can
undermine a person's intrinsic motivation (Jordan, 1986 ).

Furthennore, inducing an individual to engage in a particular task for monetary
reasons, a manager may weaken that person's intrinsic interest in the task. The internal
feeling of accomplishment and achievement may be reduced when the task is done
primarily for the external reward offered by the manager. Moreover, some research
suggests that adding extrinsic rewards to an already intrinsically rewarding job does not
necessarily increase an individual's motivation, perfonnance, or satisfaction. In fact,
extrinsic outcomes (such as a sense of economic security) integrated with intrinsic
outcomes (such as greater control, recognition) are suggested to be impo$nt components
of effective organizational productivity improvement program (Hamerstone, 1987).

Dubrin (1997) defined intrinsic and extrinsic motivations as having two parallels
in the workplace. The concept of empowerment is associated with intrinsic motivation.
The changes in compensation system generally referred to as new pay systems. This
corresponds to the use of extrinsic reinforcement. In reality, these two ideas of employee
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empowerment and revised pay systems combine both intrinsic and extrinsic rewards.
Intrinsic motivators can come in many varieties and forms.

Nowadays, people appear to be interested in the quality of work life, not just the
amount of pay or other compensation. Intrinsic motivators include quite a list. First
among them is probably the sense of achievement and accomplislunent that doing a job
well can bring. The kinds of recognition can be both formal and informal. If fully
internalised, recognition can come from judgments and evaluations the employee makes
about his or her own work. The sense of mastering new skills and increasing the range of
competence also is an intrinsic motivator. Mastery over skills prepares the individual for
more challenges and presumably, for greater satisfaction from continuing to grow and
meet those challenges.

2.5.2 Theories related to Motivations

1)

Theory of Alderfer (1972)

Alderfer (1972) modified Maslow's theory of motivation and proposed a model
reducing the need categories to three: existence or basic survival needs; relatedness,
involving social interaction and respect or recognition from others; growth, involving
self-fulfilment, autonomy and success. Several studies support the three categories of
need identified by Alderfer, and some research indicates that individuals move among the
three needs levels. Also the research suggests growth needs increase in importance when
they are satisfied. Intuitively, managers can easily grasp the idea for existence,
relatedness, and growth needs as they attempt to understand employee motivation.
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2)

Theory of Maslow (1943)

Maslow suggests that people have a complex set of exceptionally strong needs,
which can be arranged in a hierarchy (hierarchy needs). The hierarchy is the basic
assumptions as follows:

•

The needs network for most people is very complex, with several needs
affecting behavior at any one time. Clearly, when someone faces an
emergency, such as desperate thirst, that need dominates until it is
gratified.

•

Once a need has been satisfied, its motivational role decreases in
importance. However, as one need is satisfied, another need gradually
emerges to take its place, so people are always striving to satisfy some
need.

•

-

Lower level needs must be satisfied, in general, before higher level needs
are activated sufficiently to drive behaviour.

Maslow proposed five classes of human needs, which are hierarchically ordered:

(1)

Physiological - the need for food, drink, warmth etc., (survival factors);

(2)

Safety - the need for physical and psychological safety in other words, a

predictable and non - threatening environment;

(3)

Social - the need to feel a sense of attachment to another person or group;
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Aii

Self-esteem - the need to feel valued and respected by the self and

significant other people; and

(5)

Self-Actualization - the need to fulfil one's potential, develop one 's

capacities and express them.

3)

Theory of Herzberg (1959)

In the original study (Herzberg, 1959), 200 US engineers and accountants were
asked to describe times when they felt either particularly dissatisfied with their jobs.
Analysis for these accounts reveal a pattern suggesting that different sets of factors are
involved in being satisfied or being dissatisfied.

It is concluded that there are two types of factors: motivators or satisfi ers, which,
when present, result in motivation or satisfaction with the job; and hygiene factors or
dissatisfiers, which are a source of dissatisfaction. The motivator is achievement,
recognition, the work itself, responsibility, and advancement and personality growth. This
is all intrinsic to the job. The hygiene factors are company policy and administration,
supervision, interpersonal, rnoney, status and security. These are all extrinsic to the job.
Motivation has little or no impact on dissatisfaction; hygiene factors have little or no
effect on feeling motivated or satisfied. Two separate factors are argued to influence
motivation to work and satisfaction with it.

By the way, the above theories emphasize the basic motivational concepts of
needs, achievement motivation, and hygiene motivators. Maslow's hierarchy of needs
serves as the basis for the ERG theory. Therefore, there are some important similarities
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between the two: self-actualization and esteem needs make up growth needs; social needs
are similar to relatedness needs; and safety and physiological needs are building blocks of
existence needs in ERG theory. A major difference between these two theories, however,
is that Maslow's offers a static needs hierarchy whose pinnacle is fulfilment, whereas the
ERG theory presents a flexible, three - needs system.

Herzberg's two - factor theory drawn on both of the needs theories. That is, if
hygiene factors are present, relatedness and existence needs (ERG theory) are not likely
to be frustrated. Motivator factors focus on the job itself and the opportunity for people to
satisfy their own higher-order or growth needs (ERG theory) Need achievement theory
does not recognize lower-order needs; the need for affiliation can be satisfied if a person
meets hygiene factors on the job; if the job itself is challenging and provides an
opportunity for a person to make meaningful decisions it is motivation. These conditions
go a long way toward satisfying the need for achievement.

Maslow's theory assumes that people have five types of needs: physiological,
security, affiliation, esteem, and self- actualisation. When a need is satisfied, it no longer
motivates a person. Alderfer agrees with Maslow that needs motivate people but claims
that people have only three types of needs: existence, relatedness, and growth. If a
person's growth need cannot be satisfied, the person focuses on satisfying relatedness
needs. McClelland believes that people have three learned needs (achievement,
affi liation, and power) that are rooted in the culture of a society. Achievement need is
associated withthe characteristics associated with high achievers. The final content model
discussed was Herzberg's. He claims that two types of factors affect a person's
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motivation: motivators and hygienes. Motivators, such as job challenge, lead to job
satisfaction but not to job dissatisfaction. Hygiene factors, such as working conditions,
prevent job dissatisfaction but cafUlot lead to job satisfaction.

4)

Theory of McClelland (1971)

McClelland proposes a learned needs model of motivation that he believed to be
rooted in culture. He argues everyone has three particularly important needs: for
achievement, affiliation, and power. Individuals who possess a strong power motive take
action that affects the behaviours of others and has a strong emotional appeal. These
individuals are concerned with providing status rewards to their followers. Individuals
who have a strong affiliation motive tend to establish, maintain, and restore close
personal relationships with others. Individuals who have a strong achievement motive
compete against some standard of excellence or unique contribution against which they
judge their behaviours and achievement. By the way, motives are stored in the
preconscious mind just below the level of full awareness. They lie between the conscious
and the unconscious, the area of daydreams, where people talk to themselves without
quite being aware of it. A basic premise of the model is that the pattern of these
daydreams can be tested and· that people can be taught to change their motivation by
changing these daydreams.
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2.6

Theories related to Ability

Ability has an importance implication for understanding and managing
organizational behaviour. However, ability is the most important factor and one of the
key individual characteristics when a company wishes to select the right person for a
company. Ability has been defined as "what a person is capable of doing" (lrwin, 1992).

It determines the level of performance a worker can achieve and the effectiveness
of an organization as a whole depends on the performance levels of all individual workers

The key issue regarding ability is to make sure that workers have the abilities they
need to perform their jobs effectively. There are two types of ability affecting
performance in organizations: Cognitive Ability and Physical Ability

I)

Cognitive Ability

The most general dimension of cognitive ability is general intelligence. There are
eight types of cognitive ability identified and described by psychologist Jum Nunnally,

•

Verbal ability: Ability to understand and use written and spoken
language

•

Numerical ability: Ability to solve arithmetic problems and deal
with numbers.
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•

Reasoning ability: Ability to come up with solutions for problems
and understand the principles by which different problems can be
solved

•

Deductive ability: Ability to reach appropriate conclusions from an
an-ay of observations or evaluate the implications of a series of
facts.

•

Ability to see relationships: The ability to see how two things are

related to each other and then applies this knowledge to other
relationships and solutions.
•

Ability to remember: Ability to recall things ranging from simple

associations to complex groups of statements or sentences
•

Spatial ability: Ability to determine the location or an-angement of

objects in relation to one's own position and to imagine how an
object would appear if its position in space were altered
•

Perceptual: Ability to uncover visual patterns and see relationships
within and across patterns.

2)

Physical Ability

There are two types of physical ability: motor skill and physical skill
(P.J.Dowling and R.S.Schuler, 1990).

Motor skill is the ability to physically manipulate objects in an

environment. Such as reaction time, manual dexterity, and speed of arn1 movement.
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Physical skill is a person's fitness and strength. Such as static strength,
which includes the ability to lift weights and stamina.

In organization, ability can be managed by selecting individuals who have the
abilities needed to accomplish tasks, placing workers in jobs that capitalize on their
abilities, and training workers to enhance their ability levels.

According to the above theories, people try to understand the causes of behaviour
m order to gain predictability and control over future behaviour. Organizational
behaviour seeks to analyze and interpret human behaviour in the work place. The more
managers understand individual differences, the better they can work with others.
Personality is one factor of individual difference, which differs from one individual to
another.

Furthermore, there are four types of personality theory that describe the details of
personality. Traits theory comparing to other theories is the most suitable theory for
describing the personality traits. The reason is that in order to study the effect of
personality on the job performance, behaviour pattern should be broken down into series
of t~aits, as mentioned in the trait theory. Many theorists and researchers have described
personality traits. Allport (193 7), and Cantell (1973) have developed various kinds of
personality traits. Tupes and Christal (1961 and 1992) together with Norman (1963) and
Digman (1981) have categorized a variety of traits into five factors with different names
but actually referred to the san1e label of traits. These are extraversion, agreeableness,
openness to experience, conscientiousness, and emotional stability, which are referred to
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as the "Big five". Barrick and Mount (1991) and Tett, Rothstein & Jackson (1991) also
have a research concerning the relationship of the "Big five" and job performance.

Motivation can be a determinant of effective perfom1ance. The personality traits
are one of the factors that influence motivation. Herzberg ( 1959) mentioned two types of
factors that affect a person's motivations: motivator and hygiene. Motivator is referred to
as advancement growth and achievement and hygiene as job security, sala1y and work
condition. The content in this theory can be matched to the theory of Maslow and
Alderfer.

Intrinsic and Extrinsic Reward are the factors that also affect the job

performance. Hamerstone (1987) and Dubrin ( 1997) have described the integration of
Intrinsic and Extrinsic Reward in the work place are important components of effective
organization.

For Irwin, 1992, there are two types of abilities factor that describe the details of
abilities : Cognitive ability and Physical ability. Cognitive ability is that reflected
competence in different areas of mental functioning (Jum Nunnally,1940).

According to Dowling and Schuler,(1990), there are two types of physical ability
which are motor skill and physical skill.

In many organizations, it is important to accurately assess ability level to know
what a worker is capable of doing, and it is also necessary to know when and why ability
may be impaired on the job. Furthermore, an ability can be managed by selecting
individuals who have the abilities needed to accomplish tasks, placing workers in jobs
that capitalize on their abilities, and training workers to enhance their ability levels.
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Mount and Barrick (1991) have a research concerning personality traits and Job
performance. They found that personality traits could be used to predict Job performance.
Hollenbeck (1987) and Hellriegal & Slocum and Woodman (1998) also mentioned that
personality traits can interfere with an individual 's effectiveness.
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CHAPTER3

RESEARCH FRAMEWORK

This chapter consists of four parts as follows. First, the theoretical framework
which shows theories being used as a basic reference. These are drawn from the literature
review. The framework shows, clarifies, and summarizes significant ideas and
relationship of variables in this research. Second, the conceptual framework shows the
specific map of ideas of this research. In the first part of the conceptual framework,
personality is treated as independent variable. Motivation and ability are treated as
dependent variables.

Third, the research hypotheses show the statements which the

researche r wants to prove in this research. Fourth, operationalzation of the independent
and dependent variables give an example of how to translate into action different subvariables for the independent and dependent variables.

-

The purpose of this section is to address the theoretical concepts and their
applications of personality traits and impact on motivational factors and ability factors in
order to come-up with a Conceptual Framework.

3.1

Theoretical Framework
In this research theoretical framework will integrate Personality traits (No1man

and Digman, 1989), the five-factor model such as Extraversion, Agreeableness,
Conscientiousness, Emotional Stability, and Openness to Experience. The " Big Five" is
emerging as a consensus that the five- factor model of personality describes as the most
salient aspects of personality. The application of the five-factor model has been used in
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the area of personnel selection; as it appears that the classification of personality into the
five factors substantially improve the ability of personality traits to predict an individual's
job performance. A relationship between the level of task performance and intrinsic or
extrinsic rewards is apparent. There are the relationships between an interactive view of
the personality and motivations, between an interactive view of the personality and
abilities. Job activities are conceptualised as they involve a series of person-environment
interactions, each demanding a somewhat different set of behaviours for effective work
motivators.

"Big-Five Personality and Motivators" and "Big-Five Personality and Abilities"
are adapted to incept the theoretical framework for this study. They are used to examine
the relationship between personality and their correlates with intrinsic and extrinsic
motivators, and to examine the relationship between personality in con-elation with
cognitive and physical abilities. The general framework for this study is diagrammed in
Figure 3.1
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Intrinsic and E.driasic
Motivaton

. ·. -~.~:.-.:

~--~

Cognitive and Physical
Abilities

L- /

\"ERS1r
Figure 3.1 Theoretical Framework for

THAI SHIPPING GROUP COMPANY

LIMITED 's Management's Perception on Personality towards Motivators and Abilities

Based on the above theoretical Framework, this model identifies the Big Five
traits in an effort to predict the various dimensions of extrinsic and intrinsic motivator
and the various dimensions of cognitive and physical abilities.

3.2

Conceptual Framework .

1

The conceptual framework, as shown in Figure 3.2,
independent

variables:

Personality

Traits

presents the following

(Extraversion,

Agreeableness,

Conscientiousness, Emotional Stability, and Openness to Experience). The dependent
variables are Motivators (Intrinsic and Extrinsic) and Abilities (Cognitive and Physical).
For better understanding of the above framework, Figure 3.2 shows an integrated
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conceptual framework of variables, which have been scrutinized in the Literature Review
in Chapter 2.

To relate these variables into the conceptual framework, each of these variables is
to be used for developing the statements of hypothesis. This is to test the relationship and
impact on Motivators and Abilities. The variables are expanded to generate a sub-sub
variable to be measured in the survey questionnaire.

Independent Variable

r

Personality Traits
• Extraversion
• Agreeableness
• Conscientiousness
• Emotional Stability
• Openness to
Experience

Dependent Variable

Motivation Factors
• Intrinsic Motivator
• Extrinsic Motivator

Ability Factors
• Cognitive Ability
• Physical Ability

Figure 3.2 Conceptual Framework of the Study
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3.3

Research Hypotheses

The research hypotheses of the study are as foll ows:

Hypothesis 1

Ho 1:

There is no relationship between employees with extraversion type of

personality traits and intrinsic motivator.

Hal:

There is a relationship between employees with extraversion type of

personality traits and intrinsic motivators.

Hypothesis 2

Ho2:

There is no relationship between employees with extraversion type of

personality traits and extrinsic motivator.

Ha2:

,.....

There is a relationship between employees with extraversion type of

personality traits and extrinsic motivator.

Hypothesis 3

Ho3:

There is no relationship between employees with extraversion type of

personality traits and cognitive abilities.

Ha3:

There is a relationship between employees with extraversion type of

personality traits and cognitive abilities.
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Hypothesis 4

Ho4:

There is no relationship between employees with extraversion type of

personality traits and physical abilities.

Ha4:

There is a relationship between employees with extraversion type of

personality traits and physical abilities.

Hypothesis 5

Ho5:

There is no relationship between employees with agreeableness type of

personality traits and intrinsic motivator.

Ha5:

There is a relationship between employees with agreeableness type of

personality traits and intrinsic motivator.

Hypothesis 6

Ho6:

There is no relationship between employees with agreeableness type of

personality traits and extrinsic motivator.

Ha6:

There is a relationship between employees with agreeableness type of

personality traits and extrinsic motivator.

Hypothesis 7

Ho7:

There is no relationship between employees with agreeableness type of

personality traits and cognitive abilities.
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There is a relationship between employees with agreeableness type of

personality traits and cognitive abilities.

Hypothesis 8

Ho8:

There is no relationship between employees with agreeable type of

personality traits and physical abilities.

Ha8:

There is a relationship between employees with agreeable type of

personality traits and physical abilities.

Hypothesis 9

Ho9:

There is no relationship between employees with conscientiousness type

of personality traits and intrinsic motivator.

Ha9:

.,_.

-

There is a relationship between employees with conscientiousness type of

personality traits and intrinsic motivator.

Hypothesis 10

HolO:

There is no relationship between employees with conscientiousness type

of personality traits and extrinsic motivator.

HalO:

There is a relationship between employees with conscientiousness type of

personality traits and extrinsic motivator.
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Hypothesis 11

Holl:

There is no relationship between employees with conscientiousness type

of personality traits and cognitive abilities.

Hal 1:

There is a relationship between employees with conscientiousness type of

personality traits and cognitive abilities.

Hypothesis 12

Hol2 :

There is no relationship between employees with conscientiousness type

of personality traits and physical abilities.

Hal2:

There is a relationship between employees with conscientiousness type of

personality traits and physical abilities.

Hypothesis 13

Hol3:

There is no relationship between employees with emotional stability type

of personality traits and intrinsic motivator.

Ha13 :

There is a relationship between employees with emotional stability type of

personality traits and intrinsic motivator.

Hypothesis 14

Ho14:

There is no relationship between employees with emotional stability type

of personality traits and extrinsic motivator.
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Ha14:

There is a relationship between employees with emotional stability type of

personality traits and extrinsic motivator.

Hypothesis 15

Ho15:

There is no relationship between employees with emotional stability type

of personality traits and cognitive abilities.

Ha 15 :

There is a relationship between employees with emotional stability type of

personality traits and cognitive abilities.

Hypothesis 16

Ho l6:

There is no relationship between employees with emotional stability type

of personality traits and physical abilities.

Hal6:

.,_.

-

There is a relationship between employees with emotional stability type of

personality traits and physical abilities.

Hypothesis 17
Hol7:

*

There is no relationship between employees with openness to experience

type of personality traits and intrinsic motivator.

Ha l 7:

There is a relationship between employees with openness to experience

type of personality traits and intrinsic motivator.

55

Hypothesis 18

Hol8:

There is no relationship between employees with openness to experience

type of personality traits and extrinsic motivator.

Hal8:

There is a relationship between employees with openness to experience

type of personality traits and extrinsic motivator.

Hypothesis 19

Ho19:

There is no relationship between employees with openness to experience

type of personality traits and cognitive abilities.

Hal9:

There is a relationship between employees with openness to experience

type of personality traits and cognitive abilities.

Hypothesis 20

Ho20:

There is no relationship between employees with openness to experience

type of personality traits and physical abilities.

Ha20:

There is a relationship between employees with openness to experience

type of personality traits and physical abilities.
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3.4 Operationalization of the Independent and Dependent Variables

This section will translate all sub-variables of independent variables (Personality
traits) and dependent variables (Motivation and Ability) into action by using sub-sub
variables.

The various independent and dependent variables as derived from the literature
and modified into the research framework requiring rectification are operationalized as
explained below and are measured in the form of ordinal scale in the questionnaire.

Ordinal scale is because the data used involve characteristics that have an
underlying order among the categories. That is, one observation is of greater value than
the other or more important.

3.4.1 Personality traits. The personality traits for this study consist of
Extraversion, Agreeableness, Conscientiousness, Emotional Stability and Openness to
Experience.
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Table 3.1 Operationalization of personality traits.

SUB-VARIABLES

SUB-SUB VARIABLE DEFINITION I

I

I

EXAMPLE
Extraversion

- A personality dimension describing someone
who is sociable, talkative, and assertive.
Ex. I usually enjoy spending time talking with
friends about social events or parties.
Ex. I enjoy taking care of other people's needs

Agreeableness

- A personality dimension that describes someone
who is good-natured, cooperative, and trusting.
Ex. I would rather cooperate with others than
compete with them.

Conscientiousness

- A personality dimension that describes
someone who is responsible, dependable,
persistent, and achievement oriented.
Ex. In making a decision, I always think carefully
about what's right and proper.

Emotional stability

- A personality dimension that characterizes
someone as calm, enthusiastic, secure (positive)
versus tense, nervous, depressed, and insecure
(negative).
Ex. I have more ups and downs in mood than
most people I know.
Ex. I occasionally feel too responsible for the
things that happen around me.

Openness to experience

- A personality dimension that characterizes
someone in terms of imaginativeness, artistic
sensitivity and intellectualism.
Ex. I get new ideas about all s01ts of things, too
man · to ut into ractice.
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St. Gahriel*s Library, An'
3.4.2 Motivation Factors The motivator factors in this study refers to the tasks

people actually do in job content. They are sources of job satisfaction. They consisted of
intrinsic and extrinsic motivators.

Table 3.2 Operationalization of Motivation Factors.

SUB-VARIABLES
DEFINITION I EXAMPLE
Intrinsic Motivator

- The personal satisfaction outcomes
such as achievement, self-recognition,
and personal growth as well as the
pleasure or value one receives from the
content of a work.
Ex. I feel a sense of personal
satisfaction when I do this job wel l.
Ex. I like to get to know other people
while on the job.

Extrinsic Motivator

- The outcome supplied by the
organization such as pleasant working
conditions, a fair salary, status, job
security, and fringe benefits as well as
rewards received from the environment
surrounding the context of the work.
Ex. I feel comfortable to work in a
good environment.
Ex. I feel that high amount of work
should be rewarded with higher pay.
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3.4.3 Ability The ability factors in this study consist of cognitive and physical

abilities.

Table 3.3 Operationalization of Abilities Factor.

SUB-SUB VARIABLE

SUB-VARIABLES

DEFINITION I EXAMPLE
Cognitive ability

\

- The dimension of cognitive ability is
general intelligence. The general
intelligence is specific types of
cognitive ability that reflect
competence in different areas of mental
functioning.
Ex. I have an ability to understand and
use written and spoken language.
Ex. I have an ability to come up with
solutions for problems and understand
the principles by which different
problems can be solved.

Physical ability

- The dimension of physical ability can
be measured by having a person
engaged in the relevant activity.
Ex. I am strong enough to work, as I
am patient, diligent~ and responsible.
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Table 3.4. Operationalization of the Independent and Dependent Variables

Variables

Extraversion

Operational

Level of

Component

measurement

- A personality

Questions no.6-10

Ordinal

dimension describing

examines the

Definition

I employees who

someone who is

Agreeableness

sociable, talkative, and

are sociable, and

assertive.

talkative.

- A personality

\'1

dimension that

Questions no.11-

Ordinal

15 examines the

describes someone who employees who

Conscientiousness

is good-natured,

are good-natured,

cooperative, and

cooperative and

trusting.

trusting.

- A personality

Questions no.16-

dimension that

20 examines the

~

~

Ordinal

(:)

describes someone who employees who
is responsible,

are responsible,

dependable, persistent,

dependable,

and achievement

persistent and

oriented.

1

11'
I

I

achievement
oriented.

Emotional
stability

- A personality

Questions no.21-

dimension that

25 examines the

characterizes someone

employees who

as calm, enthusiastic,

are calm and

and secure.

enthusiastic.

Ordinal
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Openness to
experience

A personality

Questions no.26-

dimension that

30 examines the

characterizes someone

employees who

in terms of

are artistic,

imaginativeness,

sensitive and

artistic sensitivity and

intellectual.

Ordinal

intellectualism.
Intrinsic
Motivator

The personal

Questions no. 31-

satisfaction outcomes

I 35 examines the

such as achievement,

employees who

self-recognition, and

feel a sense of

Ordinal

personal growth as well personal
as the pleasure or value

1

I

satisfaction when

I

Extrinsic
Motivator

Cognitive Ability

one receives from the

they do a job

content of a work.

well.

The outcome supplied

Questions no.36-

by the organization

40 examines the

such as pleasant

employees who

working conditions, a

feel comfortable

fair salary, status, and

to work in a good

job security.

environment.

The dimension of

Questions no.41-

cognitive ability is

45 examines the

general intelligence.

employees who

The general

have an ability to

intelligence is specific

come up with

types of cognitive

solutions for

ability that reflect

problems and

competence in different understand the
areas of mental
functioning.

principles.

Ordinal

r-

l=it
~

Ordinal

I
I

I
I

!
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Physical Ability

The dimension of

Questions no.46-

physical ability can be

50 examines the

measured by having a

employees who

person engaged in the

are strong enough

relevant activity.

to work such as

Ordinal

being patient and
diligent.

I

Ii
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CHAPTER4
RESEARCH METHODOLOGY

This chapter consists of fi ve sections. The first section is about the methods of
research used. The second section is about the details of the respondents and sampling
procedures, including criteria in selecting sample. The third section is about the research
instruments and questionnaires. It contains the questions to ask the respondents. The
fou1th section is the collection of data including the action plan of how to collect the data.
The last section is about the statistical tools to be used to answer the problems and the
criteria used in selecting the appropriate statistics.

4.1

RESEARCH METHOD USED

This research uses census survey to measure each element in the group or
population of interest. A census is an investigation of all the individual elements that
make up the population: a total enumeration rather than a sample.
Both correlation and descriptive methods, which describe in quantitative terms,
are used. The use of descriptive statistics is quite convenient in describing data gathered.
In order to highlight actual data, these will be presented in tabular framework for easy
understanding. The correlation relates the dominant independent variable to the two
main dependent variables and describe the relationship between variables. Furthermore,
after gathering all data concerned, the SPSS software is used for evaluation.
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4.2 RESPONDENTS AND SAMPLING PROCEDURES

Target Population
The target respondents of this research are the employees of THAI SHIPPING
GROUP COMPANY LIMITED. The total number of employees in this company is 188.
The researcher sets the sample size of 188 persons.
Thai Shipping Company is a shipping transport industry. It consists of 5
companies: Thai Shipping Company Limited, Thai Shipping Agency & Trading
Company, TSC Holding Company Limited, Fast Inter model Service Company and Thai
shipping service company limited.
The main business of Thai Shipping Group is providing container for importers
and exporters in order to import or expo1t dry or refrigerated goods from one country to
other countries.

4.3 RESEARCH INSTRUMENTS I QUESTIONNAIRES
A set of questionnaire was developed to examine the degree to which each type of
the personality traits and their impact on motivator and ability factors. The survey
instru~ents,

entitled "Personality Traits" as conducted by Digman, 1990 and "Intrinsic

and Extrinsic Motivators" adapted from Cammann, Fichman, Jenkins and Klesh, 1979
and "Cognitive and Physical Abilities" adapted from Jum Nunnally and P.J.Dowling and
R.S.Schuler, 1990 are designed to systematically analyse and implement application of
the examination on the statement of problems and hypothesis (see Appendix A)
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Questionnaires are used as the instrument for studying the relationship between
personality traits and their impact on motivator and abilities . . The questions have been
established to answer the research hypothesis and sub-variables of the three main
variables. The questionnaire consists of four parts as follows:

•

Part 1 Demographic Profile.

•

Part 2 Personality Traits Measurements.

•

Part 3 Intrinsic and Extrinsic Motivators.

•

Pait 4 Cognitive and Physical Abilities.

The researcher has developed the questionnaires in easily understandable
language. The respondents can answer all items in a short time period.

In part 1, the researcher intends to explore the general profiles of participants.
The profiles include: gender, education level, age level, the period of time working at the
company, and the main function of work responsibility .question Multiple choice format
is used/or the questions.

In part 2, the questions measure personality traits. The questions are designed to
use jive-points scale of Likert. The researcher will use it to analyse responses by degrees
of the answers and to figure out the reliability and the confidence levels of the results.

In part 3-4, the researcher needs to identify the motivation and ability of
employees to perform the job by usingjive-point scale of Likert. The questionnaires are
clarified as shown below:
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Table 4.1 Scale Teclmique Applied in Each Part of the Questionnaire.

PART

TECHNIQUE

1. Demographic Profile

Multiple Choice

2. Personality Traits

Five point scale of Likert

.)

" . Motivator

Five point scale of Likert

4. Abilities

Five point scale of Likert
-

-

The researcher applies "Multiple Choice" technique in Part l (Demographic
Profile) for simple determinant. While applying the five-point scale of Likert from
"Always" to "Never" for Part 2 and applying the five-point scale of Likeii from
"Strongly Disagree" to "Strongly Agree" for Parts 3 and 4.

-

The formation of questionnaires was constructed based on the basic conceptual
framework as depicted in Table 4.2: Outline of Questionnaire.
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Table 4.2 Outline of Questimmaire

Part

Main Variables

Sub Variables

Question No.

I

Demographic Profile

-Gender, Education, Age,

1-5

the time that employees

I

worked at the company,

I

and the main function of
work responsibility.

2

Personality Traits

- Extraversion

~

6-10
~

~

Q..

:E
::::>

3

4

Motivator

Abilities

~

- Agreeableness

11-15

- Conscientiousness

16-20

- Emotional Stability

2 1-25

- Openness to Experience

26-30

- Intrinsic Motivator

3 1-35

- Extrinsic Motivator

36-40

- Cognitive Ability

41 -45
~v

4

- Physical Ability

46-50

The completed 188 sets of questionnaires were received from all the 188
employees in this company.
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4.4

COLLECTION OF DATA I GATHERING PROCEDURES

The researcher distributed the questionnaires to the respondents m THAI

SHIPPING GROUP COMPANY. Before distributing the questionnaires, the researcher
translated all questions into the Thai language for easy understanding of respondents. The
researcher has personal contacts with people of this organization due to her past work at
this company and they have promised to offer full help in conducting the research. The
time to collect the filled questionnaires will take around two or three weeks.

4.5

PRETEST

In order to measure the reliability of the questionnaire, reliability analysis was
performed to test groups of consistent questions. The Reliability Analysis procedure
calculates a number of commonly used measures of scale reliability and also provides
information about the relationship between individual items in the scale.
The researcher conducted a pre-test by distributing questionnaires to the randomly
selected respondents who are employees in Thai Shipping Group of Companies in order
to test the reliability of the questionnaire. Twenty respondents were considered as target
population.
After gathering the da~ from the pre-tested questionnaire, the data was coded and
processed in SPSS program. The model that was used for testing the reliability is Alpha
(Cronbach). This is a model of internal consistency, based on the average inter-item
correlation. Sekaran ( 1992) mentioned that if the reliability value is at least 0.6, it is
considered reliable. The results of reliability are shown as follows:
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Table 4.3 Reliability Analysis-Scale (Cronbach's Coefficient Alpha)

Terms

Reliability

Extra version

0.6667

Agreeableness

0.8403

Conscientiousness

0.6221

Emotional Stability

0.7191

Openness to Experience

0.6137

Intrinsic Motivator

0.6727

Extrinsic Motivator

0.741 5

Cognitive Ability

0.6662

Physical Ability

0.6245

Average

0.7527

-

As Cronbach's alpha values ranged between 0.6137 and 0.8403, this indicates that
the reliability and validity of the questionnaire were in the high range appropriate for
collecting the data.

4.6

STATISTICAL TREATMENT OF DATA
After completion of data collection, Statistical Package will interpret the data for

Social Sciences (SPSS). The form of data presentation is presented in easily interpretable
formats for evaluation and analysis of the following statement of the problems:
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" What is the relationship between different types of personality traits of
employees of Thai Shipping Group of Companies and motivation and ability
factors?"

This is to measure the perception of responses of respondents toward the
personality traits to motivation and ability factors.
The means scores are used to measure the diffe rent perception of respondents. For
this research study, the mean scores were weighted into categories as follows:

Perception Average Weigltted Means for Personality Traits.

Rating Scales

~

Interpretation

5.00-4.20

Never

.,_.

4.19- 3.40

Rarely

r-

3.39-2.60

Sometimes

2.59- 1.80

Often

1.79 - 1.00

*cf/'11~

-:z:.

Always

°'

For the analysis of the relationship between the concepts of personality traits and the
concepts of motivation and ability, Spearman 's rank correlation coeffzcient. was used .

Spearman 's rank correlation coefficient is a non-parametric measure of
association between two variables x and y (William, 1995). The value of rs
is given by
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rs= 1 - 6 L d/
n(n 2 - 1)
Where 1:. d/ represents the sum of the squares of the differences between the ranks
of the values ofx and the ranks of the cotTesponding values of y, and where n is the
number of data pairs.
Speamian's rank-order correlation coefficient indicates the degree to which the
variation in independent variable is related to the variation in dependent variable in the
form of a range of+ I to - 1. A perfect correlation of+ 1 means that the value of Y, a
dependent variable, increases by the same amount for each unit of increasing value of X,
an independent variable.

On the other hand, a corre lation of -1 indicates a perfect

inverse relationship, in which the value of the dependent variable decreases by the same
amount for each unit increase in the value of the independent variable. A COlTelation
coefficient of zero indicates that no relationship exists between the dependent and
independent variables. In other words, no consistent change in the value of the dependent
variable occurs for each unit change in the value of the independent variable (Fink,
1995).
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· CHAPTERS
PRESENTATION OF DATA AND
CRITICAL DISCUSSION OF RESULTS

This chapter presents the data generated from the responses received from
questionnaires distributed to employees of the Thai Shipping Group of Companies. The
sample size is I 88 respondents. Researcher uses 50 questions to collect the data from the
respondents. The data will show the respondents' demographic profile, the perception
towards three main variables that compose of personality traits, motivation, and ability.
These data will also highlight relationship between personality traits and motivation, and
personality traits and ability.

Descriptive analysis refers to the transformation of the raw data into a form that
will make them easy to understand and interpret. Describing responses of observation is
typically the first form of analysis. Descriptive Statistics describe data in terms of
measures of central tendency that of the data found in the samples. The primary purpose
of descriptive statistics is to describe and characterize the sample under study (Davis,
1998).

The findings are presented in the sections as follows:
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5 .1

The Demographic profile of respondents
Respondents' gender

Table S.1

Gender

~req uenc'

Valid

Male

Percent Valid Percenl

Cumulative
Percent

83

44.1

44.1

44.1

Female

105

55.9

55.9

100.0

Tota l

188

100.0

100.0

Figure 5.1

Respondents' gender

Gender

Male

Ft:male
SS.9".

The analysis of information in Table 5.1 and Figure 5. 1 highlights that 188
respondents included in the research included 55.9% (105 respondents) female
respondents and 44. l % (83 respondents) male respondents. It signifies that the majority
of the respondents were female respondents.
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Table 5.2

Highest educational level ofrespondents

Highest Education level

Valid

Cumulative
Percent
7.4

7.4

Valid Percent
7 .4

High school

12

6.4

6.4

13.8

Diploma degree

18

9.6

9 .6

23.4

Bechelor degree

135

71.8

71.8

95.2

9

4.6

4 .8

100.0

168

100.0

100.0

FreQuencv
14

Primary school

Master degree or Higher degre e
Total

Figure 5.2

Pen~ent

Highest educational level ofrespondents

Highest Educati on level
Pnma1y school
Master degree or His
4.8%

7.4%

High school
6.4%

Diploma dts,roe
9 .6%

7 LS%

The analysis of information in Table 5.2 and Figure 5.2 highlight that 71.8% (135
respondents) were holding bachelor's degrees. It also explains that 9.6% (18
respondents),7.4% (14 respondents), 6.4% (12 respondents), and 4.8% (9 respondents)
were holding diplomas, primary school certificates, high school certificate, and master's
degrees or higher degrees respectively. This signifies that the majority of the respondents
were holding bachelor's degrees.
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Table 5.3

Respondents' Age Level

Age level

Valid

25 yeras old or lower

Frequency
36

Percent
19.1

Valid P ercent
19.1

Cumulative
Percent
19.1
46.6

26-30 years

52

27.7

27.7

31-35 years

40

21.3

21 .3

68. 1

36-40 years

30

16.0

16.0

84 .0
100.0

41 years or over
Total

Figure 5.3

30

16.0

16.0

188

100.0

100.0

Respondents ' Age Level

Age level
41 rrors or over

15

~-ems

old or !owe

l9. l %

16.G%

26-30 years
27.7'/,

31-JS yea,.
21.3%

The analysis of information in Table 5.3 and Figure 5.3 highlights age group of
respondents. It explains that 27.7% (52 respondents) respondents ranged between 26-30
years. It also suggests that 21.3% (40 respondents) respondents, 19.1% (36 respondents)
respondents, and16% (30 respondents) respondents' ranged between 31-35 years, 25
years old or lower, and 36-40 years and 41 years or over respectively. This signifies that
the largest group of respondents ranged between 26-30 years.
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Number ofyears respondents have worked for the company

Table 5.4

Number of years working for the company

Valid

Percent
24.5

Valid Percent
24.5

3-5 years

41

21.8

21.8

46.3

6-8 years

37

19.7

19.7

66.0

9- 12 years

41

21.8

21.8

87.8

13 years & above

23

12.2

12.2

100.0

188

100.0

100.0

2 years or below

Total

Figure 5.4

Cumulative
Percent
24.5

Freauencv
46

Number ofyears years respondents have worked for the company

Num ber of years working for the company
! 3 years & above
12.2%

2years()(bclow
24.59/t

9-12 years

21.8%

~
6- 8 years
19.1%

*

3-5 years
21.8%

The analysis of information in Table 5.4 and Figure 5.4 highlights that 24.5% (46
respondents) were working 2 years or below. It also explains that 21.8% (41 respondents,
19.7% (37 respondents), and 12.2% (23 respondents) have been working 3-5 years, 6-8
years, 9-12 years and 13 years and above respectively. This signifies that the largest
group of respondents have been working for 2 years or below.

77

Table 5.S

Respondents' work responsibility

Work reaponalbllity

Valid

Cumulative
Percent
24.5

FreQuency
46

Percent
24.5

Valid Percent
24.5

Customer service

30

16.0

16 .0

40.4

Document division

32

17.0

17.0

57.4

Finance and Accounting

29

15.4

15.4

72.9

Operation division

28

14.9

14.9

87.8
100.0

Sales and Marketing

Others
Total

Figure 5.S

23

12.2

12.2

188

100.0

100 .0

Respondents' work responsibility

Work responsibility

12.2%

S.'.Jlc:s and Markcrins

24.5%

14.9%

Customer service
16.0%
15,4%

11.0%

The analysis of info1mation in Table 5.5 and Figure 5.5 highlights that
24.5% (46 respondents) were holding sales and marketing positions. It also explains that
17% (32 respondents), 16% (30 respondents), 15.4% (29 respondents), 14.9% (28
respondents), and 12.2% (23 respondents) were holding document division, customer
service, finance and accounting, operation division, and others respectively. This signifies
that the largest group of respondents were holding sales and marketing.

78

5.2

The perception of respondents toward the personality traits

The personality traits for this study consisted of Extraversion, Agreeableness,
Conscientiousness, Emotional Stability and Openness to Experience.

Average J.Veight Means for Personalitv Traits
Table

5.6:

Thai

Shipping

Group

Employees

Based

on

their

Personality Traits Classification.

No. Of

Personality Traits

Percent(%)

employees

8

4.25

44

22.34

71

37.77

12

7.45

53

28.1 9

188

100

Table 5.6 highlights classification of each employee by his I her dominated
personality traits. The responses are distributed in all the five categories of options. This
explains that 37-.77% (71 respondents) respondents had a conscientiousness personality
trait. It also suggests that 28.19% (53 respondents) respondents, 22.34% (44 respondents)
respondents,

7.45%

(12 respondents) respondents,

and 4.25% (8 respondents)

respondents had personality as openness to experience, agreeableness, emotional
stability, and extraversion. This signifies that the largest group of respondents had
conscientiousness personality traits.
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5.3 Hypothesis Testing
The implications of hypothesis statements are presented as follows:

Hypothesis 1
Hol:

There is no relationship between employee with extraversion type of personality

traits and intrinsic motivator.

Hal:

There is a relationship between employee with extra version type of personality

traits and intrinsic motivator.

Table 5.7

Correlation berween emplovees with extraversion tvpe of

personality traits and intrinsic motivator.

f..

Correlations

Extraversion
Spearman's rho

Extraversion

Correlation
Coefficient
Sig. (2-tailed)
Correlation
Coefficient
Sig. (2-taifed)

N

*

Correlation 1s significant at the 0.05 level (2-tailed).

-.759(*)

1.000

N
I ntrinsic Motivator

Intrinsic
Motivator

8
-.759(*)

e.

.029

8
1.000

.029

·-

8

8

v

The result shows that the null hypothesis is rejected as the table indicates that
there was a statistically significant in spearman rank correlation between employees with
extraversion type of personality traits and intrinsic motivator. The two-tailed significance
value is 0.029, which is less than 0.05. Therefore, there is a relationship at 0.05
significant levels.
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Hypothesis 2
Ho2:

There is no relationship between employees with extraversion type of personality

traits and extrinsic motivator.
Ha2: There is a relationship between employees with extraversion type of personality

traits and extrinsic motivator.

Table 5.8

Correlation between emplovees with extraversion tvpe of

personality traits and extrinsic motivator.

Correlations

Extraversion
Spearman's rho

Extra version

Extrinsic Motivator

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Extrinsic
Motivator

1.000

-.259

8

.535
8

-.259

1.000

.535

8

8

The result shows that the null hypothesis failed to reject as the table indicates that
there was no statistically significant in spearman rank correlation between employees
with extraversion type of personality traits and extrinsic motivator. The two-tailed
significance value is 0.535, which is more than 0.05. Therefore, there is no relationship at
0.05 significant levels.
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Hypothesis 3

Ho3:

There is rio relationship between employees with extraversion type of personality

traits and cognitive ability.

Ha3:

There is a relationship between employees with extraversion type of personality

traits and cognitive ability.

Correlation between employees with extraversion type of

Table 5.9

personality traits and cognitive ability

Correlations

!
Extraversion
Spearman's rho

Extraversion

Cognitive Ability

Correlation
Coefficient
Sig . (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

1.000

Cognitive
Abilitv

-.578
.134

8

-.578
1
.134
8;

8
1.000

8

The result shows that the null hypothesis failed to reject as the table indicates that
there was no statistically significant in spedrman rank correlation between employees
with extraversion type of personality traits and cognitive ability. The two-tailed
significance value is 0.134, which is more than 0.05. Therefore, there is no relationship at
0.05 significant levels.
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Hypothesis 4

Ho4:

There is no relationship between employees with extraversion type of personality

traits and physical abilities.

Ha4:

There is a relationship between employees with extraversion type of personality

traits and physical abilities

Table 5.10

Correlation between employees with extraversion type o{

personality traits and physical abilitv
Correlations

Extraversion
Spearman's rho

Extraversion

Correlation
Coefficient
Sig. (2-tailed)

N
Physical Ability

Correlation
Coefficient
Sig. (2-tailed)

N

1.000

Ph sical Abifi
-.729(*)
.040

8

8

-.729(*)

1.000

.040

8

8

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

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant .in spearman rank correlation between employees with
extraversion type of personality traits and physical ability. The two-tailed significance
value is 0.04, which is less than 0.05. Therefore, there is a relationship at 0.05 significant
levels.
In addition, the value of spearman rank correlation is negative and equals to 0.729
with which the mean in the relationship is weak.
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Hypothesis 5

Ho5:

There is no relationship between employees with agreeableness type of

personality traits and intrinsic motivator.

HaS:

There is a relationship between employees with agreeableness type of personality

traits and intrinsic motivator.

Table 5.11

Correlation between employees with agreeableness type o[

personality traits and intrinsic motivator.

Correlations

I
Agreeablen
ess
Spearman's rho

Agreeableness

Intrinsic Motivator

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

1.000

Intrinsic
Motivator

-.061
.696

44

44

-.061

1.000

.696

44

44

*. cf'4'111
The result shows that the null hypothesis failed to reject as the table indicates that
there was no statistically significant in spearman rank correlation between employees
with agreeableness type of personality traits and intrinsic motivator. The two tailed
significance value is 0 .696, which is more than 0.05. Therefore, there is no relationship
at 0.05 significant levels.
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Hypothesis 6

Ho6: There is no relationship between employees with agreeableness type of
personality traits and extrinsic motivator.

Ha6: There is a relationship between employees with agreeableness type of personality
traits and extrinsic motivator.

Table 5.12

Correlation between employees with agreeableness type of

personality traits and extrinsic motivator.

Correlations
II
I

Agreeablen j Extrinsic
Motivator
ess
Spearman's rho

Agreeableness

Extrinsic Motivator

*

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

1.000

-.354(*)
.018

44

44

-.354(*)

1.000

.018

44

44

Correlation is signific:ant at the 0.05 level {2-tailed).

The result shows that the null hypothesis failed. to reject as the table indicates that
there was a statistically significant in speannan rank correlation between employees with
agreeableness type of personality traits and extrinsic motivator. The two-tailed
significance value is 0.018, which is less than 0.05. Therefore, there is a relationship at
0.05 significant levels.
In addition, the value of speannan rank correlation is negative and equals to 0.354
with which the mean relationship is weak.
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Hypothesis 7

Ho7:

There is no relationship between employees with agreeableness type of

personality traits and cognitive ability.

Ha7:

There is a relationship between employees with agreeableness type of personality

traits and cognitive ability.

Table 5.13

Correlation between employees with agreeableness type of

personality traits and cognitive ability

Correlations
I

Agreeablen
ess
Spearman's rho

Agreeableness

Cognitive Ability

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Cognitive
Ability

1.000

-.459(**)

44

.002
44

-.459(**)

1.000

.002
44

44

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

.The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees with
agreeableness type of personality traits and cognitive ability. The two-tailed significance
value is 0.002, which is less than 0.01. Therefore, there is a relationship at 0.01
significant levels.
In addition, the value of spearman rank correlation is negative and equals to 0.459
with which the mean relationship is weak.
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Hypothesis 8

Ho8:

There is no relationship between employees with agreeable type of personality

traits and physical ability.

Ha8:

There is a relationship between employees with agreeable type of personality and

traits physical ability.

Table 5.14

Correlation between employees with agreeableness type o{

personality traits and physical ability.

Correlations

Agreeablen
ess
Spearman's rho

Agreeableness

Physical Ability

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

**

I

1.000

-.422(**)

44

.004
44

-.422(**)

1.000

.004
44

44

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

The result shows that the null hypothesis failed to reject as the table indicates .that
there was a statistically significant in spearman rank correlation between employees with
agreeableness type of personality traits and physical abilities. The two-tailed significance
value is .004, which is less than 0.01. Therefore, there is a relationship at 0.01 significant
levels.
In addition, the value of spearman rank correlation is negative and equals to 0.422
with which the mean relationship is weak.
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Hypothesis 9

Ho9:

There is no relationship between employees with conscientiousness type of

personality traits and intrinsic motivator.

Ha9:

There is a relationship between employees with conscientiousness type of

personality traits and intrinsic motivator.

Table 5.15

Correlation between employees with conscientiousness type of

personality traits and intrinsic motivator.

Correlations

Conscienti
ousness
Spearman's rho

Conscientiousness

Intrinsic Motivator

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

*

1.000

Intrinsic
Motivator
-.235(*)

.049

71

71

-.235(*)

1.000

.049
71

71

Correlation is significant at the 0.05 level (2-talled).

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in

spearm~

rank correlation between employees with

conscientiousness type of personality traits and intrinsic motivator. The two-tailed
significance value is 0.049, which is. less than 0.05. Therefore, there is a relationship at
0.05 significant levels.
In addition, the value of spearman rank correlation is negative and equals to 0.235
with which the mean relationship is weak.
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Hypothesis 10
HolO: There is no relationship between employees with conscientiousness type of
personality traits and extrinsic motivator.

HalO: There is. a relationship between employees with conscientiousness type of
personality traits and extrinsic motivator.

Correlation between ·employees with conscientiousness type of

Table 5.16

personality traits and extrinsic motivator.

Correlations

Conscienti
ousness
Spearman's rho

Conscientiousness

Extrinsic Motivator

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

I
!

Extrinsic
Motivator

1.000

-.028

71

.815
71

-.028

1.000

.815
71

f

71

The result shows that the null hypothesis failed to rejects the table indicates that
there was no statistically significant in Spearman rank correlation between employees
with conscientiousness type of personality traits and extrinsic motivator. The two-tailed
significance value is 0.815, which is more than 0.05 Therefore;. there is no relationship at
0.05 significant levels.
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Hypothesis 11

Holl: There is no relationship between employees with conscientiousness type of
personality traits and cognitive ability.

Hall: There is a relationship between employees with conscientiousness type of
personality traits and cognitive ability.

Correlation between employees with conscientiousness type o(

Table 5.17

personality traits and cognitive ability

Correlations

Consci en ti
ousness
Spearman's rho

Conscientiousness

Cognitive Ability

*

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Cognitive
Abili

1.000

-.249(*)

71

.037
71

-.249(*)

1.000

.037
71

71

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

*
The result shows that the null hypothesis failed to reject as the .table ·indicate that
there was a statistically significant in spearman rank correlation between employees with
conscientiousness type of personality traits and cognitive abilities. The two-tailed
significance value is 0.037, which is less than 0.05. Therefore, there is a relationship at
0.05 significant levels.
In addition, the value of speannan rank correlation is negative and equals to 0.249
with which the mean relationship is weak.
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Hypothesis 12

Ho12: There is no relationship between employees with conscientiousness type of

personality traits and physical ability.

Ha12: There is a· relationship between employees with conscientiousness type of

personality traits and physical ability.

Table 5.18

Correlation between employees with conscientiousness type of

personality traits and physical ability

Correlations

Conscienti
ousness
Spearman's rho

Conscientiousness

Physical Ability

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Ph sical Abili

1.000

-.378(**)

71

.001
71

-.378(**}

1.000

.001
71

71

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

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees with
conscientiousness type of personality traits and physical abilities. The two-tailed
significance value is 0.001, which is less than 0.01. Therefore, there is a relationship at
0.01 significant levels.
In addition, the value of spearman rank correlation is negative and equals to 0.378
with which the mean relationship is weak.
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Hypothesis 13

Ho13: There is no relationship between employees with emotional stability type of

personality traits and intrinsic motivator.

Hal3: There is a relationship between employees with emotional stability type of
personality traits and intrinsic motivator.

Correlation between employees with emotional stability type o[

Table 5.19

personality traits and intrinsic motivator.

Correlations

Rs1ry
Emotional
Stability

Spearman's rho

Emotional Stability

Correlation
Coefficient
Sig. (2-tailed)
N

Intrinsic Motivator

Correlation
Coefficient
Sig. (2-tailed)
N

l

Intrinsic
Motivator

1.000

.510
.090

12

12

.510

1.000

.090

12

~

12

~

*

The result shows that the null hypothesis failed to rejects the table indicates that
there was no statistically significant in spearman rank correlation between employees
with emotional stability type of personality traits and intrinsic motivator. The two-tailed
significance value is 0.09, which is more than 0.05. Therefore, there is no relationship at
0.05 significant levels.
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Hypothesis 14

Ho14: There is no relationship between employees with emotional stability type of
personality traits and extrinsic motivator.

Ha14: There is a relationship between employees with emotional stability type of
personality and extrinsic motivator.

Correlation between employees with emotional stability type of

Table 5.20

personality traits and extrinsic motivator

Correlations

i
Emotional
Stability
Spearman's rho

Emotional Stability

Extrinsic Motivator

~

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Extrinsic
Motivator

1.000

.147

12

.648
12

.147

1.000

.648

12

12

*

The result shows that the null hypothesis failed to rejects the table indicates that
there was no statistically significant in Spearman rank correlation between employees
with emotional stability type of personality traits and extrinsic motivator. The two-tailed
significance value is 0.648, which is more than 0.05. Therefore, there is no relationship at
0.05 significant levels.
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Hypothesis 15

Ho15: There is no relationship between employees with emotional stability type of

personality traits and cognitive abilily.

Ha15: There is a relationship between employees with emotional stability type of

personality traits and cognitive ability.

Table 5.21

Correlation between emplovees with emotional stabilitv type of'

personality trails and cognitive ability.

Correlations

Emotional
Stabili
Spearman's rho

Emotional Stability

Cognitive Ability

*

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

1.000

-.595(*)
.041

12

12

-.595(*)

1.000

.041

12

12

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

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees with
emotional stability type of personality traits and cognitive abilities. The two-tailed
significance value is 0.041, which is less than 0.05. Therefore, there is a relationship at
0.05 significant levels.
In addition, the value of Spearman rank correlation is negative and equals to 0.595
with which the mean relationship is weak
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Hypothesis 16

Ho16: There is no relationship between employees with emotional stability type of
personality traits and physical ability.

Ha16: There· is a relationship between employees with emotional stability type of
personality traits and physical ability.

Table 5.22

Correlation between employees with emotional stability type o[

personality traits and physical ability.

\JERSJry
~

Correlations

()A'
Emotional
Stabili

Spearman's rho

Emotional Stability

Physical Ability

Correlation
Coefficient
Sig. (2-tailed)
N
Correlation
Coefficient
Sig. (2-tailed)
N

Ph sical Abili

1.000

.228

12

.476
12

.228

1.000

.476
12

~

12

The result shows that the null hypothesis failed to rejects the table indicates that
there was no statistically significant in spearman rank correlation between employees
with emotional stability type of personality traits and physical ability. The two-tailed
significance value is 0.476, which is more than 0.05. Therefore, there is no relationship at
0.05 significant levels.

95

Hypothesis 17

Hol 7: There is no relationship between employees with openness to experience type of
personality traits and intrinsic motivator.

Hal 7: There is a relationship between employees with openness to experience type of
personality traits and intrinsic motivator.

Correlation between emplovees with openness to experience tvpe

Table 5.23

o[personality traits and intrinsic motivator.
Correlations

I
r

'

Openness to
Experience
Spearman's rho

Openness to
Experience

Correlation Coefficient
Sig . (2-tailed}
N

Intrinsic Motivator

Correlation Coefficient
Sig. (2-tailed)
N

j

Intrinsic
Motivator
-.365( **}
1.000
.007
.'
53
53 1
I

i

I

-.365(**)
.007
53

1.000
53

** Correlation is significant at the 0.0 1 level (2-tailed).

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees'
openness to experience type of personality traits and intrinsic motivator. The two-tailed
significance value is 0.007, which is less than 0.05. Therefore, there is a relationship at
0.05 significant levels.
In addition, the value of spearman rank correlation is negative and equals to 0.365
with which the mean relationship is weak
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Hypothesis 18

Ho18: There is no relationship between employees with openness to experience type of

personality traits and extrinsic motivator.

Hal8: There is a relationship between employees with opeIU1ess to experience type of

personality traits and extrinsic motivator.

Table 5.24

Correlation between employees with openness to experience type

Correlations
I

I

Spearman's rho

*

Openness to
Experience

Correlation Coefficient
Sig. (2-tailed)
N

Extrinsic Motivator

Correlation Coefficient
Sig. (2-tailed)
N

Openness to
Experience
1.000

53
-.291(*)
.035
53

I

I

Extrinsic
Motivator
-.291(*)
.035
53

1.000
53

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

The result shows that the null

hypot~esis

failed to reject as the table indicates that

there was a statistically significant in Spearman rank

correlat~on

between employees with

openness to experience type of personality traits and extrinsic motivator. The two tailed
significance value is 0.035, which is less than 0.05 Therefore, there is a relationship at
0.05 significant level.
In addition, the value of spearman rank con-elation is negative and equals to 0.291
with which the mean relationship is weak.
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Hypothesis 19

Ho19: There is no relationship between employees with openness to experience type of

personality traits and cognitive ability.

Hal9: There is a relationship between employees with openness to experience type of

personality traits and cognitive ability.

Table 5.25

Correlation between employees with openness to experience type

ofpersonality traits and cognitive ability.

p:;,

Correlations

~
Spearman's rho

Openness to
Experience

Correlation Coefficient
Sig. (2-tailed)
N

Cognitive Ability

Correlation Coefficient
Sig. (2-tailed)
N

Openness to
Experience
1.000
53

Cognitive
Ability
-.443(**)
.001
53

-.443(**)

1.000

.001
53

53

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

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees with
openness to experience type of personality traits and cognitive abilities. The two tailed
significance value is 0.001, which is less than 0.01 Therefore, there is a relationship at
0.01 significant level.
In addition, the value of spearman rank correlation is negative and equals to 0.443
with which the mean relationship is weak.
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Hypothesis 20

Ho20: There is no relationship between employees with opermess to experience type of

personality traits and physical ability.

Ha20: There is a relationship between employees with openness to experience type of

personality traits and physical ability.

Table 5.26

Correlation befl.veen employees ·with openness to experience type

ofpersonality traits and physical ability

Co rreIt•
a ions

~

<

1

Openness to
Experience
Spearman's rho

Openness to
Experience

Correlation Coefficient
Sig. (2-tailed)
N

Physical Ability

Correlation Coefficient
Sig. (2-tailed)
N

53

Physical Ability
-.387(**)
.004
53

-.387(**)

1.000

1.000 I

.004
53

53

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

*

The result shows that the null hypothesis failed to reject as the table indicates that
there was a statistically significant in spearman rank correlation between employees with .
openness to experience type of personality traits and physical abilities. The two-tailed
significance value is 0.004, which is less than 0.01. Therefore, there is a relationship at
0.0 l significant levels.
In addition, the value of spearman rank correlation is negative and equals to 0.387
with which the mean relationship is weak.
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Table 5.27

Summary o(findings regarding hypothesis testing

Conclusion

Extraversion
Agreeableness

Intrinsic
motivator
correlation
-.759*
-.061

Conscientiousness

?

-.235*
.510

Extrinsic
motivator

Cognitive
abilities

Physical
abilities

.029

correlation
-.259

Sig.
.535

correlation
-. 578

Sig.
.134

correlation
-.729*

.696

-.354*

-.459**

-.028
.147

-.249*
-.595*

.002
.037
.041

-.422**

.049

.018
.815
.648

Sig.
.040
.004

-.378**
.228

.001
.476

-.443**

.001

-.387**

.004

Sig.

.090

Emotional
stability
-.365**
-.291 *
.007
.035
Openness to
experience
*Correlation is significant at the .05 level (2-tailed).
**Correlation is significant at the .01 level (2-tailed).

Summary of findings regarding hypothesis testing

According to the hypothesis testing results, it can be concluded that intrinsic
motivators can motivate the extravert employees. They also have the physical abilities to
work effectively. The agreeable employees have extrinsic motivator, cognitive ability,
and physical ability.
The conscientiousness employees have both cognitive and physical abilities,
which are useful for the organization. The management can support them to progress in
their work by using intrinsic motivator. It does not prove that an emotionally stable
employee will have cognitive abi~ity only.
The openness to experience employees. h~ve cognitive and physical abilities, and
the manager can support them by using intrinsic and extrinsic motivators.
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CHAPTER6
SUMMARY OF FINDINGS, CONCLUSIONS AND
RECOMMENDATIONS

The researcher has collected responses of the respondents by using self
administered questionnaires and subsequently analyzed and interpreted the data received
by this process. This chapter presents just the highest percentage for each variable and
sub variable and the summary of each data. It will also include suggestions for further
study on similar or related topics and specific recommendations based on the findings of
this research.
This chapter includes the highest percentage of respondents' on each dimension
of demographic profile, and their perception on issues related to independent and
dependent variables.

6.1

Summary of Findings

This is a summary of the data received from the responses to the questions
included in the questionnaires. The description for assessing demographic profile and the
perception of respondents has been considered. The researcher has suggested the
consummation of the correlation between personality traits and motivators and between
personality traits and ability factors of employees for further studies.
The findings about demographic profile show that the highest percentage of
female respondents included in this research is 55.9%. From the viewpoint of the
educational level , there were more respondents with bachelor's degrees or lower in

101

comparison to all other identified educational levels. The largest groups of respondents
were 26-30 years old. The largest group of employees works as sales and marketing
personnel. There are as many as 24.5% respondents who are working in this position.
Similarly, the largest group of employees has been working for the company for 2 years
or below. There are as many as 24.5% employees who belonged to this group.

Table 6.1

Summary of results from hypothesis testing

Hypothesis

Hol: There is no relationship
between employees with

Statistics
test

Speannan'

Level of Correlation
Significant

0.029

-0.759*

Rank of order

Reject Ho l

~
,_.

test

-

extraversion type of
personality and intrinsic

r-

~

motivators.

Ho2: There is no relationship

Results

Speannan'

between employees with

Rank of order

extraversion type of

test

f/1

personality and extrinsic

-0.259

0.53 5

Fail to
reject Ho2

'e}i\

~

~

motivators.
Ho3: There is no relationship
between employees with
extraversion type of

Spearman'
Rank of order

0.134

-0.578

Fail to
reject Ho3

test

personality and cognitive
abilities.

102

103

Ho8: There is no relationship
between employees with
agreeableness type of

Spearman'

-0.422**

0.004

Reject Ho8

Rank of order
test

personality and physical
abilities.

Ho9: There is no relationship

Speannan'

between employees with

Rank of order

conscientiousness type of

test

personality and intrinsic

between employees with
conscientiousness type of

Spearman'

-0.028

0.815

Rank of order

Fail to

~
,_,

test

reject Ho l 0

,.....

personality and extrinsic
motivators.

Holl : There is no relationship

Reject Ho9

sir

motivators.

HolO: There is no relat ionship

-0.235*

0.049

Spearman'

between employees with

Rank o f order

conscientiousness type of

test

-0.249*

0.037

~

personality and cognitive

Reject Ho ll

~

abilities.

Hol2: There is no relationship

Spearman'

between employees with

Rank of order

conscientiousness type of

test

0.001

-0.378**

Reject Hol2

personality and physical
abilities.
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Hol3: There is no relationship
between employees with
emotional stability type of

Speannan'

0.090

Fail to

0.510

reject Hol 3

Rank of order
test

personality and intrinsic
motivators.

Ho14: There is no relationship

Spearman'

between employees with

Ran k of order

emotional stability type of

test

0.648

Fail to

0.147

l

reject Ho l 4

personality and extrinsic

"

moti vators.

Hol5: There is no relationship

Spearman'

between employees with

Rank of order

emotional stability type of

test

0.041

-0.595*

~
,_,

-

personality and cognitive

,.....

abilities.

Ho16: There is no relationship

Reject Ho I 5

Spearman'

between employees with

Rank of order

emotional stability type of

test

0.476

0.228

Fail to
reject Hol6

personality and physical
abilities.

Ho17: There is no relationship

Spearman'

between employees with

Rank of order

openness to experience

test

0.007

-0.365**

Reject Hol7

type of personality and
intrinsic motivators.
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Hol8: There is no relationship
between employees with
openness to experience

Speam1an'

0.035

-0.291 *

Reject Hol8

0.001

-0.443**

Reject Hol9

0.004

-0.3 87**

Rej ect Ho20

Rank of order
test

type of personality and
extrinsic motivators.

Ho19: There is no relationship
between employees with

openness to experience

Spearman'
Rank of order
test

type of personality and

"

cognitive abilities.

Ho20: There is no relationship
between employees with
openness to experience

Spearman'

Rank of order
test

type of personality and

~
.,_.

physical abilities.

The results of the test highlighted in table 6.1 suggest that 13 hypotheses
should be rejected and the other 7 hypotheses failed to reject.
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6.2

Objective I:

Conclusion

To classify employees (by using Big Five Model of personality) on the

basis of their personality traits.
The researcher can classify employees on the basis of their personality traits; with
these it can be concluded that 37.77% (71

respondents) respondents had a

conscientiousness personality traits. It also suggests that 28.19% (53 respondents)
respondents, 22.34% (44 respondents) respondents, 7.45% (12 respondents) respondents,
and 4.25% (8 respondents) respondents had personality types of openness to experience,
agreeableness, emotional stability, and extraversion. This signifies that the largest groups
of respondents have conscientiousness personality traits.

Objective 2:

To find the relationship between different types of personality of
employees and motivation ,and ability factors (determinants of job
performance).

The findings about relationship between different types of personality of
employees and motivation, and ability factors are discussed as follows:
There is a relationship between employees with extraversion type of
personality traits and intrinsic motivators.
There is a relationship between employees with extraversion type of
personality traits and physical abilities.
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There is a relationship between employees with agreeableness type of
personality traits and extrinsic motivators.
There is a relationship between employees with agreeableness type of
personality traits and cognitive abilities.
There is a relationship between employees with agreeableness type of
personality traits and physical abilities.
There is a relationship between employees with conscientiousness type of
personality traits and intrinsic motivators.
There is a relationship between employees with conscientiousness type of
personality traits and cognitive abi lities.
There is a relationship between employees with conscientiousness type of
personality traits and physical abilities.
There is a relationship between employees with emotional stability type of
personality traits and cognitive abilities.
There is a relationship between employees with openness to experience
type of personality traits and intrinsic motivators.
There is a relationship between employees with openness to experience
type of personality traits and extrinsic motivators.

'i)

There is a relationship between employees with openness to experience
type of personality traits and cognitive abilities.
There is a relationship between employees with openness to experience
type of personality traits and physical abilities.
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With ·these it should be concluded that:
-

The extravert employee is sociable, talkative, and assertive. He/she tends to

have intrinsic motivators and physical abilities.
The agreeable employee is good-natured, cooperative, .and trusting. He/she
tends to have extrinsic motivators. He/she also has cognitive abilities to work
effectively with working skill as languages, computer skills, etc., and physical
abilities, which shows a healthy appearance.
The conscientiousness employee is responsible, dependable, persistent, and
achievement oriented. He/she will have intrinsic motivators, cognitive and
physical abilities.
The emotionally stable employee

is calm, enthusiastic, secure, nervous, and

depressed. He/she will have only cognitive abilities.
The openness to experience employee is imaginative, artistic, sensible, and
intellectual. This employee will have both intrinsic and extrinsic motivators
and also have cognitive and physical abilities.

6.3

Recommendation

The recommendations for the study are indicated as follows;
The employees can be classified, based on their characteristics, by using the Big 5
personality traits: Extraversion, Agreeableness, Emotional stability, Conscientiousness,
Openness to experience (Digman, 1990). The research results indicated that:
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Extraversion relates to both physical abilities and intrinsic motivators.
Extraversion characteristics are evident in people who are sociable, talkative, and
assertive. The extraversion employees, therefore, have intrinsic motivators and physical
abilities.
For intrinsic motivators, the manager can motivate them by givinge a special
reward.for personal sati~faction such as allowing them to take a holiday on their
birthdays, and giving them birthday presents. The manager can also consider other kinds
of rewards such as an incentive, welfare or increasing salmy. These intrinsic motivators
will appreciate how the organizations care about employees. Care can create employee's
positive.feelings and loyalty to the organization.

Agreeableness variable relates to extrinsic motivator, cognitive and physical
abilities. Agreeableness characteristics are seen in people who are good-natured, trusting
and cooperative. The agreeableness employees, therefore, also have cognitive abilities
such as having good English, computer skills, etc., having physical ability, and having a
healthy appearance.
For agreeable employees, the company can motivate them to put in more effort to
accomplisli their jobs ejfe<;:tively by using extrinsic motivators such as giving an incentive
for top sales and commission in order lo enhance their job performance and productivity
to the organization.
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Conscientiousness variable relates to intrinsic motivator, cognitive and physical

abilities. The conscientiousness characteristics are seen in people who are responsible,
dependable, persistent, and achievement oriented.
Therefore, the manager can serve this employee's high growth needs performing
ajob by matching the right person to the right job of the company.
In addition, the rnanager can motivate them by using intrinsic motivators such as
setting special activities to relax and create unity in the organization. For example,
sports day, parties.for special events, a trip to Phuketfor vacation etc. can be
implemented.

Moreover, the manager should clearly explain the policies of the organization,
and how these are related to rewards in order to encourage and retain employees with the
organization.

Emotional stability variable relates to cognitive abilities only. The emotional

stability characteristics are evident in the people who are calm, enthusiastic and secure.
The manager should assign a job to them that has these characteristics by
selecting the right person

to the right job.

If the organization can do

that, it can save

cost for hiring people who are not necessary fo r the company.
For example, set a staff that is good at English to take care of or contact
foreigner customers should be hired However, the manager should assign
the job for contacting Thai customers to people who are not good at English.
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Openness to experience variable relates to all independent variables: intrinsic and
extrinsic motivators, cognitive and physical abilities. The openness to experience
characteristics is evident in the people who are artistic, sensitive, and imaginative. The

manager can motivale their staffs that have these characteristics by using intrinsic and
extrinsic motivators.
For extrinsic motivators, managers should allocate the special rewards such
as a double bonus for top sales of the years to openness to experience employees
in order to encourage creative thinking and motivate their employees to work
effectively.
For intrinsic motivators, the manager should creale good relationship among
employees to serve the basic need such as security. For example, the manager
should act as a person who supports and guides this kind of employee to achieve
the department goal.

-

Jn addition, the manager should provide their employees with new knowledge
such as being rotated to work in the new position and organize the seminar to
enhance his I her special skill.
The findings of this research will offer very useful information to the human
resource department of Thai shipping company as a guideline to select an appropriate
employee to work in the organization by using personality trait, which affects motivators
and abilities that enhance the job performance. This is an advantage of the company, as
they can save time and cost to recruit the right person to the right job.
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6.4

Suggestions for Future Research

I.

A similar study may be conducted m larger scope such as the whole

business of shipping industry.
2.

Similar research may be conducted to generalize findings of this research

in other types of business structures by considering specific issues related to those
structures of businesses.
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APPENDIX A:
Questionnaire (English Version)

11 9

Questionnaire
This questionnaire is an instrument that was designed for collecting data of
respondents ' perceptions about personality traits, motivation and ability. Please answer
all questions according to your honest opinion and perceptions.

Part 1: Demographic Profile
Directions: Please mark (-,/) in the following sentences in according with your personal

data.
I.

What is your gender?

D Male
2.

0

Female

What is your highest educational level?

0 Primary school

0

High school

D Bachelor degree

D

Master degree or Higher degree

3.

D

Diploma degree

r-

What is your age level?

~

D 25 years old or lower

0

26-30 years

0 31-35 years

0

36-40 years

0 Over 41 years
4.

*

'f:b~

How long have you been working for the company?

O 2 years & below

O 3-5 years

D 9-12 years

0 13 years & above

5.

~

*

O 6-8 years

Please specify your main function of work responsibility.

D Sales and Marketing

0 Customer service

o

0

Finance and Accounting

D Document division

Operation division

O Others (please specify)_ __ _ _ _ _ _ _ __ _
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Part 2: The Personality Assessment
Directions: Indicate the degree, to which you rate the following statements, which best
describes you by circling the appropriate number.
1 =Always

2 =Often

3 = Sometimes

4 =Rarely

5 =Never

...

4

5

.)

...

4

5

2

3

4

5

2

3

4

5

2

3

4

5

2

3

4

5

6. I usually enjoy spending time talking
with friends about social events or parties.

2

.)

7. I enjoy taking care of other people's needs.

2

8. I'm usually the one who takes the first step
in making new friends.
9. I usually like to do my planning alone,
without interruptions and suggestions from
others.
10. I like it best when I have people around me.

1

11. In a situation where I'm in charge, I feel
comfortable giving people directions.
12. If people are doing something wrong, I
usually tell them what I think.

1

2

3

4

5

13. I always pay attention to other person's
motives.

1

2

3

4

5

14. I would rather cooperate with others than
compete with them.

2

3

4

5

15. Ifl notice that another person's line of
reasoning is wrong , I usually point it out.

2

3

4

5

16. I think that being free to do what I want is
more important than good manners and respect
for rules.

2

3

4

5

17. I'm somewhat of a perfectionist and like to
have things done just right.

2

3

4

5
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18. When I do something, I usually take time to
think of everything I will need for the job first.

2

3

4

5

19. I like to plan ahead so that I don't waste time
between tasks.
20. In making a decision, I always think carefully
about what' s right and proper.

2

.)

"

4

5

2

3

4

5

21. In my everyday life, I hardly ever meet
problems that I can't cope with.

2

.)

4

5

22. I consider myself less of a worrier than
most people.

2

.)

"

4

5

23. Sometimes I get frustrated with people too
quickly.

2

3

4

5

2

3

4

5

25. I sometimes feel too responsible for things
that happen around me.

2

3

4

5

26. I get new ideas about all sorts of things,
too many to put into practice.

2

3

4

5

2

.)

4

5

2

3

4

5

24 . Even when someone is slow to understand
what I'm explaining, it's easy for me to be patient.

27. I like to think better ways of doing things
than to follow well-tried ways.

1

l

28. I find people more interesting if their views
are different from most people.

...,

...,

29. I like to think out ways ih which our world
could be changed to improve it.

1

2

3

4

5

30. Work that is familiar and routine makes me
feel bored and sleepy.

1

2

3

4

5
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Part 3 : Motivators Assessment
Directions : For each of the following, please circle the number that most nearly
describes how you feel about the statement (during work at your company).
l =Strongly Disagree 2 = Disagree

4 =Agree 5 =Strongly Agree

3 =Uncertain

31. I like to have the chance to work alone
o n the job.

2

32. I foel secured when things look better in
the future in this organization.

,,
.)

4

5

2

3

4

5

33. I like to have the chance to do something
that uses my ability.

2

.)

4

5

34. I like lo have the chance to try m y o wn
methods of doing the job.

2

3

4

5

2

3

4

5

36. The degree to which I am fairly paid for
what I contribute to the organization is enough.

2

3

4

5

37. I feel that high amount of work should be
rewarded with higher pay.

2

3

4

5

38. I like to have the chance to tell people what
to do.

2

3

4

5

2

3

4

5

2

3

4

5

35. My job provides for steady employment.

39. Handling more work increases my chance
for promotion.
40. I feel comfortable working in a good
environment.

1

1

,,
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Part 4: Abilities Assessment
Directions: For each of the following, please circle the number that most nearly describes
how you feel about the statement (during work at your company).
l =Strongly Disagree 2 = Disagree

4 =Agree

3 =Uncertain

41. I have an ability to understand and use
written and spoken Engli sh.

2

42. I have an ability to come up with solutions
for problems and understand the principles by
which different problems can be solved.

2

43. I have an ability to recall things ranging
from simple associations to complex groups
of statements or sentences.

5 = Strongly Agree
4

5

j

4

5

2

3

4

5

2

3

4

5

4

5

3
,.,

s

44. I have an ability to see how two things are
related to each other and then apply this
knowledge to other relationships and solutions.
45. I have an ability to reach appropriate
conclusions from an array of observations or
evaluate the implications of a series of facts.

1

2

3

46. I have an ability to reaction time, manual
dexterity, and speed of aim movement.

1

2

3

4

5

47. I have ability to lift weights.

1

2

3

4

5

48. I am physically fit and have static strength.

2

3

4

5

· 49. I have an ability to manipulate my entire job.

2

3

4

5

· 50. I~ strong enough to work with patience,
diligence, and responsibility.

2

3

4

5
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Questionnaire (Thai Version)
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