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Abstract 

 

The present study examined the relationship among personality traits, career satisfaction and career 

commitment of medical doctors. It was a co-relational study and the survey technique was used 

for collecting the data from doctors working in government and private hospitals of Islamabad. 

Three assessment measures were used along with demographic sheet; Big Five Inventory (John, 

Naumann & Soto, 2008) to measure personality traits, Career Satisfaction Scale (Greenhaus, 

Parasuraman & Wormley, 1990) to measure career satisfaction and Career Commitment Scale- 

Long Form (Colarelli & Bishop, 1990) was used to determine the level of career satisfaction. 

Sample of the study (N=300) comprised of medical doctors from government and private hospitals 

of Islamabad. Data were analyzed by using the SPSS (statistical package for social sciences). 

Findings of the study suggested that conscientiousness, extroversion and agreeableness traits were 

positively correlated while neuroticism trait was negatively correlated to career satisfaction and 

career commitment of medical doctors. Career satisfaction and career commitment of medical 

doctors were positively correlated with each other. Career commitment acted as a mediator 

between personality traits and career satisfaction of medical doctors. Research findings provided 

insight to career counselors in guiding the client about the health profession on the basis of 

personality traits. 

Keywords: Personality, career satisfaction, career commitment, extroversion, agreeableness, 

openness to experience, neuroticism and conscientiousness.  
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                                                                                                                               CHAPTER I 

                                                               Introduction                                                                                                                                                                                          

Introduction  

The current research objective is to study the correlation among traits of personality and 

satisfaction within a career and observe the mediating effect of career commitment in predicting 

the correlation between personality traits and career satisfaction of medical doctors working in 

government and private hospitals of Islamabad. 

 Traits of personality act as important predictor of career selection choices and it has huge 

impact on career satisfaction (Ijaz & Khan, 2015). Career choice is one of the major events in an 

individual’s life and a person’s success and satisfaction is highly dependent upon accurate 

selection of career choice. Due to rapid global changes in technology and economic sector, the 

field work is also facing prompt changes due to which scholars face difficulty in understanding 

the traditional concept of career development of employment, education and retirement (Brown & 

Lent, 2000; Madaukalom, 2010). The transition from educational institutions to the working field 

may be a perplexing experience for youngsters if they are unable to find an employment relevant 

to their career goals. 

Employee satisfaction plays crucial part within an organization success and medicine is no 

exception. Doctors’ training is time-taking and demanding. It is costly for both the trainee and for 

people in general. Doctors’ degree depends upon the time, effort and money. But if doctors are not 

satisfied with their job that is directly linked with commitment, then health industry may suffer 

from losing valuable doctors to other countries (Sharma, Lambert & Goldacre, 2012). Doctors’ 

career satisfaction is imperative for health industry to guarantee commitment, effective training, 

provision of services and retention.  

Hirschi, Herrmann and Keller (2015) cited that strong connection was found among types 

of personality and career choices but during training wrong career choices are made because of the 

obliviousness of particular personality type of the individuals. 

Commitment level of an employee within an organization and satisfaction with career 

assume a focal part of their retention in the field of healthcare practice, as a disappointed worker 

will probably leave the healthcare field. The pressure and demands that are applied on the 
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healthcare practitioners is to such an extent that turnover could be higher by a great degree if 

workers are not happy with their job or career (Ganu & Kogutu, 2014). If specialists' personality 

traits match with their career, then they are more committed to attain career satisfaction.  

Variables of Study 

1.1 Personality 

Personality is a broad concept; and is describe by different approaches. History of the term 

personality came from ancient Greek; meaning a “mask” that an artist wore in the theater during 

acting multiple roles representing different characters (Engler, 2013). Earlier psychologists like 

Allport (1961), described that personality is characterized as dynamic system, in which 

psychosocial system of person develops characteristic patterns of behavior, thoughts and feelings. 

In 1960s, a lot of work was done on personality traits and traits were considered as part of 

personality definition and this concept is still followed. 

Personality is described as traits that are more or less stable (Zafar & Menasha, 2012). In simple 

words, personality is the pool of intrinsic and extrinsic traits that affect individuals’ behavior. 

Traits play a major role in understanding the personality of person. 

1.1.1. Theories of Personality 

Personality psychologist proposed different theories of personality other than the trait theory. 

Main purpose of these theories is to systematically organize the diverse traits present in 

individuals, describe major differences in the characteristics of different personalities, explore the 

different personalities of individuals and suggest how life of individuals can be improved by 

analyzing the different personalities (Kasschau, 2000). Main approaches of personality are type 

approach, trait approach, psychoanalytical approach, humanistic approach, behavioral/learning 

approach, social cognitive approach and biological/genetics perspective.  

Type approach mainly focused on an individual’s characteristics (stubbornness, shyness) and 

how these characteristics are linked into systems. Hippocrates (400 BC) and Galen (120 AD) were 

the pioneers of the type approach of personality. He divided people into four temperament types:  

Phlegmatic are generally calm and unexcitable; choleric with angry temperament; melancholic are 

depressive and moron and Sanguine are cheerful and optimistic (Merenda, 2010; Psychology 

Encyclopedia, 2010). Psychoanalytical approach deals with unconscious process, motives, 

impulses and psychological processes. Sigmund Freud proposed the psychoanalytic theory in the 
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early 1900. Psychoanalytic approach has following key parts; motive force, structure of 

personality, topographical aspect and psychosexual development. 

Humanistic approach deals with the capacity of an individual to grow and emphasizes on 

individual’s basic needs and their tendency to grow to higher level of functioning. Carl Rogers 

(1971) is one of the major followers of humanistic approach. Roger’s suggested that people have 

a desire for positive regard that reflects general requirements to be loved and respected. While 

social cognitive theories deals with the issues that how social and cognitive processes affect the 

individual’s behaviors. 

Behavioral approach recommends that personality is shaped due to interaction between 

individual and environment. On the other hand, biological/genetic approach claims that genes are 

responsible for human behavior. Eysenck was one of the best known biological theorists who 

associated personality to biological process. And in the last trait approach claims that personality 

can be measured by classifying different traits of individuals (Cherry, 2018). 

1.1.2. Trait Theories 

According to Robbins et al. (2013) personality is often described as- a set of measurable traits 

that a person exhibits. Trait theories of personality assumes that, personality traits are inherent, 

relatively stable and unchanged throughout a person’s life time, and determine a person’s behavior 

(Brooks, 2008). There are a number of theories on personality traits.  Major Trait Theories are 

based on two assumptions. The first is that all traits are applied on all people meaning individuals 

can be ranked as low or high in specific traits but traits exist in all individuals. The second 

assumption is that the traits are measurable and quantifiable (Kasschau, 2000). 

Researchers have reported the traits of personality in different ways. Gordon Allport is 

considered as the pioneer researcher to discover the Personality Traits in 1936- 1960. In 1936, 

Allport proposed the concept of trait theory and divided the 4000 personality defining words into 

three categories as central, secondary and cardinal traits. Central traits are the common features 

that build the personality basics and secondary traits are the representation of preferences and 

attitudes. While cardinals are traits that dominate the individual’s whole life span. The work on 

personality dimensions of Allport was further refined by Raymond Cattell. He used factor analysis 

technique to present personality characteristics. Cattell reduced the initial list of Allport personality 
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traits from 4000 to 171 and explained the 16 primary and 5 secondary factors of personality. 

According to Cattell (1950) these traits are the representation of human personality. Following 

Cattell, Eysenck also used the factor analysis to identify personality traits. He presented the model 

with two super-traits in 1975: Extraversion vs. Introversion discusses about which one is social, 

outgoing and open and Stability vs. Instability measure to what level an individual has control over 

their emotions. Later on, he identified another trait named as Psychoticism in 1982 which refers to 

the degree to be antisocial, caring or aggressive. 

Afterwards personality psychology felt the need of taxonomy that allows researchers to study 

the main facets of personality features rather than examining the thousands of personality traits 

separately. After several decades, there is consensus on the dimensions of personality and the term 

“Big Five” is now used as a result of extensive research on psychology of personality. This concept 

works as integrative function as it is the representation of diverse and various personality traits 

description in the common framework. 

1.1.3. Big Five Personality Traits 

 Five-factor personality is the established framework of personality proposed by Lewis 

Goldberg in 1960s. Goldberg identified extroversion, agreeableness, conscientiousness, 

neuroticism and openness to experience as prime components of personality. Two famous 

researchers, Paul Costa and Robert McCrae also worked on big five and confirmed the model 

validity. This framework was labelled as “Big Five” and described multiple personalities in 

numerous regions and cultures. “OCEAN” is famous acronym of Big Five. Detail of five features 

are given below 

1. Openness to experience is related to entity’s desire to make effort for new things, to be 

susceptible, and think beyond the box. It is often known as intellect or imagination. 

Openness to experience includes common traits such as imaginative, insightful, original, 

creative, curious and clever. People having this trait possesses a deductive capacity to 

investigate problems which comprises of characteristics like being creative, philosophical, 

tolerant and inquisitive (Hossain & Siddique, 2012). A person who scores higher has 

affection for knowledge, appreciates human expressions, takes part in inventive tasks or 

interest, and enjoys gathering with new individuals (Lebowitz, 2016). 
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2. Conscientiousness is the ability to control desires and behave in acceptable ways, show 

behavior that smooth goal-directed behavior (John & Srivastava, 1999). Conscientiousness 

factors includes determined, motivated, in-depth, self-disciplined, reliable, predictable, 

energetic and preserving traits. The conscientious employee endures until the job is 

finished (John & Srivastava, 1999, cited in Ganu & Kogutu, 2014). That is the reason this 

individual is considered as the steadiest indicator of performance crosswise over 

employments. 

3. Extroversion means how individuals interact with others and utilize their energy. 

Extrovert attributes include being active, garrulity, social balance, self-assuredness, and 

getting a charge out of being in social circumstances (Carpenter, Bauer & Erdogan, 

2010).This trait has two dimensions: extroversion and introversion. Overall, extrovert get 

“recharge” by intermingling with others and sharing their thoughts. On the contrary 

introverts are becoming bored in gatherings and feeling full when they are alone. 

Individuals high in extroversion are comfortable in social gathering, expressive and 

inclined to activity as opposed to consideration (Lebowitz, 2016) while individuals low in 

extroversion will probably be individuals "of few words”, tranquil, reflective, hoarded and 

observant. 

4. Agreeableness means how well individuals behave with others. Following qualities like 

altruistic, gullible, modest, persistent, kind, well-mannered, trustworthy, cheerful came in 

the agreeableness. Agreeable individuals are generally sympathetic for others, always 

ready for their help and in return want the same behavior while those on the lowest level 

of agreeableness are individuals who are antagonistic, egocentric and competitive instead 

of cooperative. According to personality psychologists agreeableness is the most divisive 

trait of Big Five Personality Traits (McCrae & Costa, 1997).  

5. Neuroticism is mostly described as low level of emotional stability. Neuroticism is 

described as an individual tends to face sorrow and emotionally unstable (Costa & McCrae, 

1992). Traits such as moody, jealous, nervous, anxious, timid and insecure fall under the 

category of neuroticism. Individuals’ scoring high on neuroticism trait are more able to be 

irritable than normal and experience negative feelings such as stiffness, anxiety, distress, 
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outrage, regret, grudge, envy, guilt, disheartened state of mind and depression (Jeronimus, 

Riese, Sanderman & Ormel, 2014). 

1.1.4. Criticism on Big Five Personality Model 

There are multiple researchers who claimed that Big Five Personality model is not a true 

representation of personality, some criticized that five traits are not adequate and they presented 

alternative models while others argued on the integrity of model (Briggs, 1989; Hogan, Jackson & 

Paunonen, 1980; McAdams, 1992; Waller & Ben-Porath, 1987). But with all the criticism, big five 

model is generally accepted and agreed taxonomy of personality. Because there are sufficient 

evidences that prove Big Five Personality Model as the most authenticated, most widely used and 

most widely cited model to measure personality (Armon, Shirom, & Melamed, 2012; Celik & 

Oral, 2016; Kisten & Kluyts, 2018;Wolff & Kim, 2012; Wortman, Lucas, & Donnellan, 2012;). 

1.2 Career satisfaction  

It is a significant construct for study as it deals with the subjective feeling and is based on 

different factors of work behavior and well-being. Greenhaus, Parasuraman and Wormley (1990) 

defined satisfaction in career as satisfaction level that is actually derived from the career extrinsic 

and intrinsic facets and it includes salary, progression and opportunities for development. Jen-Ruei 

Fu (2010) mentioned that the overall happiness level once experienced during career selection 

choice is known as career satisfaction. Employee’ satisfaction in career is the representation of 

feelings about career related goals, achievements and undertaking. Barnett and Bradley (2007) 

described resources, provision of material and social support in fulfilling employee’s personal 

goals are considered as major predictors of career satisfaction.  

1.3 Career Commitment 

According to Cohen (2003), in 1950s, the concept of career commitment attained attention in 

academicians and practitioners. Different concepts were suggested to understand “career 

commitment”. The term “side-bets” is used to explain career commitment. The side-bets approach 

explains that when he/she leaves the career or organization, value of accretion of asset by a person 

will also be lost (Becker & Carper, 1956). Greenhaus (1971) also did pioneering work and defined 

the term “career salience” which means how much a person provides importance and gives 

meaning to his/her work. One’s level of motivation towards work in choosing the career is known 



8 
 

as career commitment (Hall, 1971). Furthermore, Blau (1985) suggested that one’s motivation 

towards profession is career commitment. Professionals whose personality traits match with their 

profession are more committed and satisfied as compared to those who personality traits do not 

match with their profession who have lower career commitment and are less satisfied. Chung 

(2002) mentioned that career commitment is the measurement through which individuals gain 

meaningful career by giving value to career planning. 

1.4 Literature Review 

1.4.1. Personality traits & Career Satisfaction 

The most studied variable in social sciences are personality traits but its relationship with 

career satisfaction and career commitment seems to be little in previous studies. Various studies 

are conducted by academicians and researchers in the past to determine the traits of personality  

importance within career success (Wille, Fruyt & Feys, 2013), job performance (Judge & Zapata, 

2015), citizenship behavior within organization (Kumar, Bakshi & Rani, 2009) and burnout 

(Alarcon, Eschleman & Bowling, 2009). Williamson, Pemberton and Lounsbury (2015) 

determined the correlation among the personality variables and IT professionals’ job and career 

satisfaction which revealed that significant correlation exists between personality variables and IT 

professionals’ job and career satisfaction.  

Ranasinghe and Kottawatta (2016) discussed personality traits influence on job satisfaction 

within the male and female school teachers of Sri Lanka. 229 school teachers were taken as sample 

of the study. Study findings confirmed that firstly, big five personality traits and satisfaction in job 

are interlinked and secondly it has significant impact on the personality traits of both male and 

female school teachers and their job satisfaction 

Bakotic (2015) discussed the correlation between employees’ performance within an 

organization and job satisfaction and determined the direction and intensity of relationship within 

the employees of large and medium sized Croatian companies. Study findings confirmed that job 

satisfaction of employees’ and organizational performance are directly related to each other but 

intensity of relationship between these two variables are week. In-depth analysis revealed that 

intensity of correlation among satisfaction in job and employees’ progress within organization is 

higher as compare to organizational performance and job satisfaction. In other words, it highlights 

that job satisfaction is the predictor of organizational performance. 
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Ghani, Yunus and Bahry (2016) cited that job performance of employees is necessary to 

achieve organization mission, goals and objectives. Within an organization, effective leadership 

play major role in achieving the company targets and goals. This totally depends upon leadership 

behavior with employee in the working condition. Study was conducted on the government 

servants working in the public sector of Putrajaya, Malaysia. Study results revealed that there are 

four traits of leadership personality that are positively related to job performance of employees. 

These traits are openness, conscientiousness, extroversion and agreeableness. On the other hand, 

neuroticism is negatively related to employee job performance. 

Khizar, Orcullo and Mustafa (2016) studied the satisfaction level of police officers’ in relation 

to personality traits.Data were gathered from 300 senior police officers including both genders. 

Findings suggested the negative correlation between neuroticism, openness and  satisfaction with 

job while extroversion, agreeableness and conscientiousness are positively correlated with job 

satisfaction. 

Association among traits of personality and satisfaction in career has also been supported by 

the latest literature in health sector. Kisten and Kluyts (2018) examined the influence of personality 

traits upon satisfaction level of South African anesthetists. Neuroticism was seemed to be negative 

predictor of job satisfaction while agreeableness is positively correlated with satisfaction level. 

Demographic variables such as age, gender and qualification is directly linked with level of 

satisfaction. An individual cannot be satisfied with all facets of his job at one moment. However, 

physician’s satisfaction from his job significantly improves his services and vice versa (Sharma, 

Goel, Singh, Sharma & Gupta, 2014). Doctor’s behavior with peers and physician patient relation 

is basically reliant upon level of his career satisfaction. Atif, Khan and Maqbool (2015) studied 

satisfaction level among doctors of tertiary care hospital of Lahore and determined its correlation 

with demographic variables. The findings established significant correlation between age group, 

education, income and job satisfaction of doctors while gender has no significant impact upon 

doctors. Similarly, another research in a tertiary care hospital of eastern India to determine 

satisfaction level among doctors revealed that more than half of the doctors were satisfied with 

their job (Bhattacherjee et.al. 2016). 

Ganu and Kogutu (2014) analyzed impact of health-care workers’ personality traits on job 

satisfaction and organizational commitment. Responses were taken from 252 healthcare 

employees of Kenya. Health-care workers included health consultants, nurses, chemists, and lab 
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technicians. Study noted significant relationship between traits of personality, job satisfaction and 

organizational commitment. There was positive association between organizational commitment, 

openness, conscientiousness and neuroticism traits. On the other hand, extroversion and 

neuroticism are also positively related to job satisfaction. Moreover there was progressive 

correlation among commitment in organization and satisfaction with job. This study suggested that 

employees possessing traits of openness, neuroticism, extroversion and conscientiousness have 

higher sense of commitment and job satisfaction within Healthcare sector. 

Mullola et.al (2018) studied about career choices and personality traits among Finnish 

physicians. Physicians who were practicing in private setup and specialized in psychiatry 

possessed higher openness trait whereas low level of openness trait was present in those physicians 

who had greater contact with patients and specialized in general practice, ophthalmology and 

otorhinolaryngology. Conscientiousness was high among those surgeons who had greater contact 

with patients and internal medicine specialties while conscientiousness level was lower in 

psychiatrist and those belonging to hospital service specialties. Agreeableness trait was high 

among those who are linked with private setup and specialized in general practice and occupational 

health while agreeableness and neuroticism were low in surgeons. Pediatricians possessed higher 

extroversion and lower extroversion was linked to those who are not practicing with patients. 

Previous studies examined the relationship between personality traits and medical careers 

of students (Doherty & Nugent, 2011;Wolf & New Port, 2015; Woods, Patterson, Wille & 

Koczwara, 2016) and a few specialties, mainly surgery (Hoffman & Coons, 2010; Mehmood, 

Khan, Walsh &  Borleffs, 2013) and psychiatry (Bexelius et.al, 2016; Hoffman & Coons, 2010), 

with partly inconsistent findings (Borges & Savickas, 2002; Mehmood, Khan, Walsh &  Borleffs, 

2013;Wolf & New Port, 2015). Health students who prefer to go in the field of surgery in 

comparison to other fields possessed high extroversion (Mehmood, Khan, Walsh & Borleffs, 2013) 

and lower agreeableness (Bexelius et.al, 2016) but inconsistent differences in neuroticism 

(Mehmood, Khan, Walsh & Borleffs, 2013). While students who specialized in psychiatry had 

lower conscientiousness as compared to surgeons (Bexelius et.al, 2016), and higher openness, 

neuroticism (Maron et.al, 2007) and agreeableness compared with other specialties. It seemed that 

junior doctors who prefer psychiatry were more likely to switch their career as compared to those 

who had chosen general practice (Wolf & New Port, 2016). 



11 
 

1.4.2. Personality traits & Career Commitment 

Literature supported noteworthy relationship among traits of personality and career 

commitment of specialists. Arora and Rangnekar (2016) observed the correlation among traits of 

personality and career commitment. In this study three dynamics of career commitment like career 

identity, career resilience and career planning are considered in Indian context. Study findings 

confirmed that agreeableness had positive effect on planning regarding career. One of the 

significant predictor of career commitment was openness to experience while predictor of career 

identity was conscientiousness.  

Agreeableness is considered to be prime feature of interpersonal attributes amid persons 

(Sharma, Kaveri & Yadava, 2010). Multiple studies cited affirmative association among 

agreeableness and career outcomes like career satisfaction (Ng, Eby, Sorensen & Feldman, 2005), 

career adaptability (Teixeira et al., 2012), and career exploration (Li et al., 2015).  Li et al. (2015) 

found out the predictors of career exploration within a sample of 264 undergraduates students. 

These students were enrolled in university of North China. According to research findings, 

conscientiousness was reported as a strong predictor of career exploration. While extroversion & 

openness to experience strongly predict career identity, career resilience, and career planning.  

1.4.3. Relationship between Career Satisfaction & Career Commitment 

 Satisfaction in career has great significance upon the physical, psychological and social 

prosperity of an employee. Afonso, Ramos, Saraiva, Moreira and Figueira (2014) mentioned that 

it has significant impact on employees’ output. This basic construct within administrative behavior 

shows summary of in what manner a person serious about his/her work. According to Kong, 

Cheung and Song (2012) administrations are serious about development of employees in their 

career as it is one of the fruitful processes of increasing and retaining workers. Career commitment 

is driven from career development. Career development has direct influence upon employees’ 

career commitment and career satisfaction (Afonso et al., 2014). 

Career commitment has a strong impact upon employees’ satisfaction and success within 

career. Career satisfaction is considered as one of the significant predictors of career commitment 

in IT professionals. It is associated with positive career outcomes (Jen-Ruei Fu, 2010). Direct 

impact of career satisfaction on career commitment has been seen in health care executive (Myrtle, 

Chen, Lui & Fahey, 2011). According to this study, opportunities are creating for individuals due 
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to organizational changes in finding the career satisfaction that ultimately influences career 

commitment. 

Cristovao (2015) examined the antecedents that cause commitment in entrepreneurs. Survey 

was conducted to analyze the five constructs namely career commitment, general self-efficacy, 

career identity, career orientation and career satisfaction. Research findings revealed that 

entrepreneurs with high level of career orientation, self-efficacy and career identity are more 

satisfied and committed with their careers as compared to those having low level of career 

orientation, self-efficacy and career identity. Researchers investigated the impact of personal and 

contextual characteristics on employee career satisfaction. Joo and Ready (2012) suggested that 

employees who have higher goal orientation performance possessed higher career satisfaction and 

in those which received good learning culture and better relationship with boss. 

 Mafini and Dlodlo (2014) examined the relationship between employee satisfaction, 

organizational commitment and three work-related factors i-e job security, person environment fit 

and work-family balance. According to this study, job security and person-environment fit are both 

positively correlated and predictor of employee satisfaction. However association between 

employee satisfaction and work family balance was weaker and has no predictive value. 

 Chen, Tsai and Lei (2013) studied the satisfaction level, commitment and well-being in 

pediatricians. Survey was conducted to explore Taiwanese pediatricians’ life management, career 

commitment and satisfaction in 79 certified training institutions. Study results declared that 

pediatricians are not satisfied with their jobs, have poor self-care, low career commitment and 

wellbeing.  

1.4.4. Factors Influencing Doctors’ Career Satisfaction & Career Commitment 

 Lambert, Smith and Michael (2016) examined the factors that influence health 

practitioners’ preferences towards selection of field of specialization during 1-5 years after 

graduation in U.K. Findings revealed that enthusiasm and career commitment have great influence 

on career choice during years 1and 5. Other important factors are hours/working conditions, job 

experience and self-appraisal of own skills. It seemed that doctors were committed towards the 

field but stronger issues raised due to domestic concerns, working hour’ conditions and economic 

prospects during years 1- 5.  

 Surman, Lambert and Goldcre (2015) did survey on doctors in UK. Research was 

conducted on doctors who received training up to 5 years after graduation. Doctors rated their job 
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satisfaction and enjoyment on a scale from 1 to 10. 1 is considered as the lowest level of 

satisfaction and enjoyment while 10 is the highest level of satisfaction and enjoyment. Results 

indicated an inclination of increasing totals for both constructs i-e enjoyment and leisure. 

Demographic features like gender, ethnicity and attendance of medical school had no significant 

impact upon doctors’ enjoyment and leisure.   

1.4.5. Career Commitment as Mediator 

 Various studies confirmed the mediating role of career commitment and career satisfaction 

with different variables. Kim, Kang, Lee and McLean (2015) studied the mediating effect of career 

commitment as mediator in determining correlation among motivation for training and turn over 

intention and organization related variables. Responses were gathered from 389 Korean employees 

which revealed that ethical behavior i-e career success and outcome variables e.g. ambition to 

participate in training and turnover intentions are fully mediated by career commitment. While 

career commitment is partially mediated organizational politics and turnover intentions.  

Zhang, Wu, Miao, Yan and Peng (2014) examined career commitment as mediator in 

determining the influence of self-evaluation upon job satisfaction of 312 male Chinese soldiers. 

Study findings revealed that core self-evaluation and career commitment are significantly 

correlated with job satisfaction. Further research data revealed that commitment in career 

moderately mediates the association among job satisfaction and core self-evaluation. Karavardar 

(2014) investigated career commitment effect on subjective career success in Turkey context by 

taking career satisfaction as mediator. Study sample was hazelnut processing industry employees 

of Giresun. Result findings confirmed career satisfaction as mediator in finding the association 

between career commitment and subjective career success.  

Cai, Ocampo, Restubog, Kiazad, Deen and Li (2017) studied organizational commitment as 

mediator in finding relationship between career commitment and employee-organization 

framework. Sample of study was 396 chemists and laboratory specialists working in health-care 

organization of China. Findings revealed that organizational commitment acts as mediator between 

employee-organization framework and career commitment. 

While exploring the previous literature on the relationship between big five personality traits, 

career commitment and career satisfaction it was found that mostly literature on career satisfaction 

was found in Germany, US, Turkey and Kuwait context while little work is done on these 

constructs in the Pakistani context. Most of the studies target different variables along with 
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personality while very few researches have been found about the career satisfaction, success and 

career commitment.  

Faqeer-Ul-Ummi, Javed and Amjad (2014) examined the impact of personality on career 

success in the sample of professionals and educators who were employed at different 

organizational designations. Researchers judged personality by the Big Five personality model and 

determined the intrinsic career success (life success, job success, fiscal achievement) and extrinsic 

career success (pay, advancement and rank) in the study. Study findings have shown the 

insignificant impact of personality, job performance and person environment fit on career success. 

Researchers of this study argued that in our society, the meaning of success is to earn money only 

while personal life and interpersonal relationship has less worth in measuring success.  

Iqbal, Riffat, Sarim and Siddiq (2014) studied the correlation between the career commitment 

and employee performance. Study results have established the strong relationship between the 

career commitment and the employee performance. This research has observed the moderating of 

job satisfaction whose high or low affection will decide the output of an organization. Ahmad, 

Ather and Hussain (2014) examined the organizational commitment as mediator which is a 

multidimensional construct in defining the relationship between big five personality traits and job 

performance. Researchers developed theoretical model for explaining the mediating effect of 

organizational commitment on personality performance relationship.  

The following research gaps were identified through review of literature review. Several 

studies have examined the relationship between personality traits and job satisfaction (Gannu & 

Koguto, 2014; Khizer, Orcullo & Mustafa, 2016; Kisten & Kluyts, 2018) but there were few 

studies on career satisfaction (Williamson, Pemberton & Lounsbury, 2015). Research on 

personality traits and career satisfaction has examined different occupational groups across studies. 

These groups were information technologists, and clericals (Lounsbury et al., 2003), librarians 

(Williamson, Pemberton & Lounsbury, 2005), managers (Xiong, 2010) and MBA graduates and 

Engineers (Seibert & Kraimer, 2001). But there was scarcity of work done in the field of medicine. 

One study was conducted by Garfinkel et.al, (2001) on psychiatrists. In Pakistan, there was no 

study that examined the relationship between personality traits and career satisfaction of medical 

doctors. Identified gaps will be bridged by designing the current study to examine the relationship 

between personality traits and career satisfaction of medical doctors.  
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1.4 Rationale of study 

Analysis of literature has shown that there is scarcity of work done on career satisfaction 

construct. Previous studies mostly discussed the association among traits of personality and job 

satisfaction while career satisfaction is not discussed in detail. To the researcher’s knowledge, no 

empirical studies in Pakistan have directly assessed the mediating effect of career commitment in 

predicting the connection among big five personality traits and career satisfaction of medical 

doctors. Based on that, this is an important area of research that is worth investigating. By better 

understanding any potential relationship between these variables, counselors could better serve 

clients facing dilemmas regarding medical career choices.  

In Pakistani context, career satisfaction and commitment construct are not studied in detail.  

It is evident through literature review that significant relationship was found between the big 

personality traits, career commitment and career satisfaction but overall these three constructs were 

not studied yet. Previous literature has highlighted the mediating role of career commitment in 

predicting job satisfaction (Zhang, Wu, Miao, Yan & Peng, 2014). That’s why, linking to this 

scenario the present study will investigate the relationship between personality traits and career 

satisfaction through analyzing the mediating effect of career commitment. So, this research will 

be helpful in finding the relationship between personality traits and career satisfaction of medical 

doctors. 

Medicine profession is considered as highly respectable profession in Pakistan. Huge amount 

of investment and resources are required in the training of a physician at medical school and further 

in specialization. This ultimately provides benefit to patients and health-sector of country. 

However, if they do not achieve a level of satisfaction with their work that is appropriate for their 

level of commitment, the health service may risk losing their valuable expertise to other countries 

or other careers. It is essential to make sure the right fit among doctors and their selected fields. 

Good career planning is highly dependent upon the matching between the job traits and youth 

personality, so this study will provide help to medical students in taking the good career decision.  

Career satisfaction is highly dependent upon how accurately a person choses his/her career. In 

recent era changes have taken place in all fields and its effects have also been seen in the working 

life. Career choice is the developmental process and has deep impact on an individual’s entire life. 

Selection of the right career brings lifetime social and economic stability. Hence it is essential to 

adopt a career in field of your interest. In Pakistani society, people tend to follow the adopted 
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practices and that’s why majority of the students are pushed to either become doctors or engineers. 

Those students who are not interested in these professions are told that there is hardly any growth 

in others career due to which they make wrong career choices. Improper career selection is very 

harmful for psychological health of those individuals and due to this they will not be able to serve 

the country in making progress. The findings of this study provide awareness to the career 

counselors so that they can look in terms of traits before providing guidance to students about the 

field of medicine.  
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Significance of Study  

The current study determines the relationship between personality traits, career commitment 

and career satisfaction of professionals.  The findings of this study will provide insight to career 

counselors in guiding the client about career decision-making. As, it is the agenda of the career 

counseling to provide self-motive help and personality desiring needs that enable the 

occupants/professionals to develop uniqueness that are necessary for career growth.  Study results 

will facilitate the counselors to guide the students about career on the basis of personality traits.   

Good career planning is highly dependent on the matching between job traits and youth 

personality, so this study will help students in taking good career decision. Right career selection 

is the base of job/career satisfaction. Further, good career planning will result in good career 

adjustment. Successful career will boosts the individual's self-esteem and develop sense of 

belonging in employees and enable individuals to develop good relationship with other society 

members. 

  Personality traits bring significant difference in career satisfaction and career commitment 

of professionals. Present study suggests that recruiters test the personality traits before hiring 

employees within an organization. It serves as an important tool in the selection and recruitment 

process of employees and will therefore have a positive impact on organizations performance. It 

can reduce the costs and turnover rate within organization. The findings of this research will be 

applicable in the field of education and social sciences. 

 

 

 

 

 

 

 

 

 

 

 



18 
 

1.5 Research Questions 

Study have been conceptualized with following research questions 

1. Is there any relationship between personality traits, career satisfaction and career commitment 

amongst medical doctors? 

2. Does career commitment mediate the relationship between career satisfaction and personality 

traits of medical doctors? 

3. How demographic variables influence the career satisfaction of medical doctors?          

1.6 Theoretical Background 

This study has theoretical background and evidence embedded in the following theories. 

1.6.1. Personality Job Fit Theory 

           Foundation of current study revolves around the main theme of personality job fit theory.  

Personality-job fit theory suggests that an individual's personality traits reveal insight about 

adaptability within an organization. Person-Organization (P-O) fit is thought as degree of 

harmoniousness between a person and the organization (Anderson, Flynn & Spataro, 2008). 

1.6.2. Attraction Selection-Attrition (ASA) Model 

 Schneider (1995) mentioned that within organizational context an individual is important 

and equally responsible for the structure, processes and culture of the organization. ASA model 

explained that attributes of people are the fundamental aspects of organizational behavior. There 

are three core assumptions of this framework; attraction, selection and attrition. Individuals are 

differentially attracted towards careers on the basis of their interests and personality traits 

(Holland, 1985). Individuals’ are in search of those working environment that suits their 

personality and would be able to acquire their outcomes by picking a specific organization. On the 

other hand, firms hire those employees who possess knowledge, skills and abilities like their 

existing workers. In that way, mostly individuals’ who share common personal attributes are 

selected in an organization though they may differ in competencies. While attrition process refer 

to the idea that when people do not fit within an organization they tend to leave it.                                                                            

1.7 Conceptual Framework 

Conceptual framework of the current study is designed on the basis of above mentioned 

theories. The Attraction selection attrition framework states that there is diversity exists in an 
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individual’s personality within the organization, but only those individuals remain employed in 

the organization, whose personality features is similar to that working condition. In terms of the 

present study, when individuals select organizations according to their personality types, then they 

show positive career commitment and attain career progress and goals by staying in organization 

over a longer period of time. However, individuals’ whose knowledge, interest and skills do not 

match with the requirement of the organization are more likely to leave due to unfit match. 

Similarly, foundation of current study revolves around the main theme of personality job fit theory. 

According to person-job fit theory, personality traits play important role in determining how an 

individual selects a specific job or organization. When individuals select career or organization 

according to personality traits, then they are more likely to stay committed within an organization. 

On the basis of above discussion, employee career satisfaction is dependent upon the career 

commitment and right career choice which matches with personality. Within this conceptual 

framework personality traits are taken as the independent variable which is known as predictor 

variable. Career commitment is the mediating variable and career satisfaction is the outcome 

variable as shown in Figure 1. 
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                                    Figure 1.    Conceptual Mediation Model of current study 
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CHAPTER II 

Methodology 

                                     

2.1 Objectives 

 Objectives of study are given below: 

1. To explore the relationship between personality traits (openness to experience, 

conscientiousness, extroversion, agreeableness and neuroticism), career satisfaction and 

career commitment among medical doctors. 

2. To study the mediating role of career commitment between personality traits (openness to 

experience, conscientiousness, extroversion, agreeableness and neuroticism) and career 

satisfaction of medical doctors.  

3. To examine the role of demographic variables (gender, age, marital status, years in practice, 

weekly working hours, monthly income and work setting) in relation to career satisfaction 

of medical doctors. 

2.2 Hypotheses 

 Following are the alternative hypotheses of current study: 

1. Openness to experience, conscientiousness, extroversion and agreeableness will be  

positively correlated with career satisfaction of medical doctors.  

2. Neuroticism will be negatively correlated with career satisfaction of medical doctors.   

3. Openness to experience, conscientiousness, extroversion and agreeableness will be 

positively correlated with career commitment of medical doctors. 

4. Neuroticism will be negatively correlated with career commitment of medical doctors. 

5.  There will be positive relationship between career satisfaction and career commitment 

among medical doctors.  

6. Career commitment will mediate the relationship between personality traits (extroversion, 

agreeableness, conscientiousness, neuroticism and openness) and career satisfaction of 

medical doctors.  

7. Career satisfaction will be predicted by demographic variables (monthly income, weekly 

working hours, gender, primary work setting, years in practice, marital status and age).   
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2.3 Sample & Sampling strategy 

 Convenient non-probability sampling technique has been used in this study. Sample has 

been taken from government and private hospitals of Islamabad and it included medical doctors. 

Sample size was calculated through G-power as 311. Sample comprised of medical doctors 

(N=300), both male (n=165) and female (n=135) respondents. 

Inclusion criteria. 

 Doctors working in government or private hospital of Islamabad 

 Both male and female doctors were included in the study 

 Doctors having the degree of FCPS  

2.4 Research Design  

 It was correlational study designed to examine the correlation between career satisfaction 

and personality traits of medical doctors working in government and private hospitals. Research 

data was collected by using the survey technique. 

2.5 Operational Definitions of the Variables 

2.5.1. Personality Traits 

Personality is comprised of traits, characteristics and quirks that set you apart from others 

(Ackerman, 2017). In current study, personality traits were calculated which were openness to 

experience, conscientiousness, extroversion, agreeableness and neuroticism through the sub-scales 

of big five inventory. Openness refers to individual’s ability to be in search of new experiences. 

Respondents who score high on this factor are imaginative and appreciate arts and those having 

low score in this category hardly adopt new things and prefer rigid schedule. Conscientiousness is 

related to persistence, the ability to follow through on goals and objectives and show punctuality. 

Conscientiousness was measured by the respondents resulting scores on conscientiousness sub-

scale of BFI. Respondents who score high on this sub-scale are well-organized, hardworking and 

punctual. 

Extroversion is an ability to relate with others. Extroverts are talkative and feel comfortable 

in group setting. Individuals’ possessing high score on this trait are optimistic and perform their 

duties better within group while on the opposite end are introverts who work better alone. 

Agreeableness is related to person’s capacity for empathy. Those who score high on this trait are 

understanding in nature and feel the needs of others while low score respondents like to debate 

and try to impose their views on others. Neuroticism is the last sub-scale of big five inventory and 



23 
 

refers to inability to deal with difficult situations in life. Respondents who score high on this trait 

don’t show consistent behavior and behave unpredictably. Results of big five inventory in each 

category are placing the respondents in a high, medium or low level for each trait.   

2.5.2. Career Satisfaction 

Career satisfaction has substantial and optimistic impact on the output of an employee. In 

present study, career satisfaction was determined by the respondents resulting scores on career 

satisfaction scale. High scores on this scale show higher level of career satisfaction while low 

scores on this scale show lower level of career satisfaction.  

2.5.3. Career Commitment  

It is one of the significant sources of occupational meaning and continuity (Colarelli & 

Bishop, 1990). According to Kelsey (2015), career commitment refers to identification and 

involvement in one’s occupation. In current study, career commitment was determined by the 

respondents resulting scores on career commitment scale. High scores on this scale show higher 

level of career commitment and low scores on this scale show lower level of career commitment.  

2.6 Research Instruments 

2.6.1. Demographic Sheet 

  Participants’ basic information was gathered by using demographic sheet that included 

age, gender, marital status, field of specialization, years in practice, monthly income, weekly 

working hours and primary work setting.  

2.6.2. Big Five Inventory (2008) 

 In the current study, personality traits among medical doctors were measured by Big Five 

Inventory (BFI) developed by John, Naumann and Soto (2008). This tool has been used in many 

latest studies (Celik & Oral, 2016; Kisten & Kluyts, 2018) and has sound alpha reliability. BFI is 

self-report inventory designed to measure the five personality dimensions; openness to experience, 

conscientiousness, extroversion, agreeableness and neuroticism. It is quite brief multidimensional 

personality inventory (44 items total) and consists of short phrases with relatively accessible 

vocabulary. It is based upon five point rating scale: disagree strongly (1), disagree a little (2), 

neither agree nor disagree(3), agree a little (4) and agree strongly (5). In BFI 16 out of 44 items 

are reverse-coded. BFI subscales; openness to experience is comprised of 5, 10, 15, 20, 25, 30, 

35R, 40, 41R and 44 items, conscientiousness 3, 8R, 13, 18R, 23R, 28, 33, 38 and 43R items, 
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extroversion 1, 6R 11, 16, 21R, 26, 31R and 36 items, agreeableness 2R, 7, 12R, 17, 22, 27R, 32, 

37R and 42 items and neuroticism subscale is comprised of 4, 9R, 14, 19, 24R, 29, 34R and 39 

items. As the population of study was educated (medical doctors), therefore the tool was 

administered in English language. 

2.6.3 Career Satisfaction Scale (1990) 

 Career Satisfaction among medical doctors was measured by Career Satisfaction scale 

(CSS), developed by Greenhaus, Parasuraman and Wormley in 1990. It has 5 items and scoring is 

based upon five point rating scale: strongly disagree (1), disagree to some extent (2), uncertain (3), 

agree to some extent (4) and strongly agree (5). It is used to determine five parameters of career 

satisfaction: achieved success, overall career goal, goal for advancement, goal for income and goal 

for development of new skill. The reliability coefficient of CSS scale is 0.88 which is consistent 

with Nunnally’s (1967) who suggested reliability estimates of 0.70 (minimum) as the cut-off value. 

In current study, scale was administered in English language.  

2.6.4. Career Commitment Scale-Long Form (1990) 

Career commitment was determined through career commitment scale–long form 

established by Colarelli and Bishop in 1990 among doctors. It has 17-item and scoring is based 

upon seven-point rating scale: strongly disagree (1), disagree (2), somewhat disagree (3), neither 

agree nor disagree (4), somewhat agree (5), agree (6) and strongly agree (7). In career commitment 

scale 6 out of 17 items are reverse coded. Item no 4, 9,11,12,13 and 15 are reverse coded. The 

reliability coefficient of career commitment scale-long form is 0.94 which is good evidence of 

convergent validity.  

 2.6.5. Validity of Research Instruments 

 The scales used in the present study were firstly displayed to four specialists to check the 

items cultural relevance. Feedback was provided by the experts and their suggestions were 

incorporated in the study. Cognitive interviewing was done upon suggestion of one expert prior to 

pilot study. 

2.6.6. Cognitive Interviewing 

Cognitive interviewing was done for the Big Five Inventory, career satisfaction scale and 

career commitment scale-long form. Main objective of this step was to check/find out if there are 

any statements that are difficult to understand. Scales were pretested on 10 doctors and they were 
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debriefed initially. They were asked to highlight if they found any word difficult to understand or 

unacceptable. Participants reported that the language of questionnaire were easy to 

understand/comprehend. 

2.7 Procedure 

Pilot testing 

Pilot testing was done in order to check out the research instruments (Big Five Inventory, 

Career Satisfaction scale & Career Commitment scale-Long Form) feasibility, time, cost and 

statistical variability. Pilot testing helps in getting the picture of whether the research follows the 

research protocols or research methods or instruments. Pilot data was collected from 30 doctors 

by using the convenience non-probability sampling technique. It was found that questionnaires 

were easy to understand for them and 40-50 minutes would be required for administration. The 

calculated Cronbach’s alpha values of extroversion (.82), neuroticism (.89), agreeableness (.89), 

conscientiousness (.81), openness (.79), CSS (.82) and CCS-LF (.81) indicated that the scales were 

reliable to use. 

Main Study 

 For the intention of data collection, government and private hospitals of Islamabad were 

approached. Approval was taken by the researcher from the head of the hospitals in order to collect 

data from the doctors. Once the process of permission was accomplished, the participants were 

approached and briefed about the purpose of the research and informed written consent was taken 

from each of the respondents (Appendix A). Questionnaires were then given to the participants 

and they were assured that the confidentiality of data will surely be maintained. The researcher 

provided withdrawal opportunity to respondents from the study at any given time according to 

their free will.  Further they were briefed about how to respond on each scale as well as on 

demographic form. Respondents completed all questionnaires in the supervision of researcher and 

took 40-50 minutes to complete three questionnaires and demographic form. After the data 

collection process, the next phase was to analyze data on SPSS in order to get results followed by 

discussion and recommendations. 
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2.8 Ethical Considerations 

Authors’ Permission for Tool Usage 

 In compliance with ethical guidelines for research, permission for the usage of research 

instruments was obtained via email from Stephen Colarelli and Jeffrey Greenhaus. Emails of 

correspondence with each author are attached in appendix B. 

Participants’ Informed Consent 

  An informed written consent was signed from the participants after briefly describing the 

importance and purpose of research. Purpose of designing consent form was that it automatically 

directed those who assented to participate in the study to the questionnaires and ended the survey 

for those who declined. A sample of the informed consent form is attached in appendix A. 

2.9 Statistical Analysis of the Study 

 Data was analyzed by using the Statistical Package for Social Sciences (SPSS) version 20. 

While seeing the nature of data, following descriptive and inferential techniques were employed: 

Data Cleaning: Initially data was cross-checked by the investigator for data cleaning purpose 

through descriptive statistics. Missing values and outliers were identified. 

Assumptions of normality: To examine the distribution of participants ‘scores in the study, 

histograms and normality curve of the data were examined. Moreover, the assumption of normality 

was also checked through the values of skewness and kurtosis. 

Reliability of the measures: To determine the internal consistency of the items of scales and sub-

scales, which were used in the study, alpha co-efficient was determined. 

Data descriptive: To report characteristics of the study participants, mean, standard deviations, 

ranges, frequency and percentage of demographics and study variables were reported. 

Inferential Statistics:  

 Pearson Product Moment Correlation to see the relationship between big five personality traits, 

career satisfaction and career commitment among medical doctors. 

Mediation Analysis to determine the mediating role of career commitment between big five 

personality traits and career satisfaction in medical doctors. 
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Hierarchical regression analysis to observe the predictive role of demographic characteristics in 

career satisfaction of medical doctors 
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                                                                                                         CHAPTER III 

Results 

 

This chapter describes detailed review of data analysis, interpretation and results to 

evaluate the relationship between personality traits and career satisfaction of medical doctors 

through analyzing the role of career commitment as mediator. Study results are divided according 

to tables: 

1. Table 1 shows the frequencies and percentage of demographic characteristics of 

participants 

2. Table 2 shows the descriptive statistics and Cronbach’s alpha of all scales used in study 

3. Table 3 shows the correlation matrix of all variables of the main study  

4. Table 4, 5, 6, 7 and 8  shows summary of mediation analysis of career commitment on 

career satisfaction through personality traits; extroversion, agreeableness, 

conscientiousness, neuroticism and openness 

5.  Table 9 shows the predictive role of demographic variables upon career satisfaction of 

medical doctors 
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3.1 Frequency Statistics 

Table 1  

Demographics F % 

Gender   

Male 

Female 

165 

135 

55.0 

45.0 

Age Range   

21-30 5 1.7 

31-40 234 78.0 

41-50 49 16.3 

older than 50 12 4.0 

Marital Status   

Married 160 53.3 

Unmarried 140 46.7 

Years in Practice   

0-5 200 66.7 

6-10 33 11.0 

11-15 32 10.7 

more than 15 35 11.7 

Work setting   

only hospital based 187 62.3 

hospital & private clinic 77 25.7 

hospital & teaching 36 12.0 
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Monthly Income   

70000-14999 222 74.0 

150000-249999 54 18.0 

250000-349999 12 4.0 

above 350000 12 4.0 

Weekly working Hours   

31-60 144 48.0 

61-90 125 41.7 

91-110 25 8.3 

111-140 6 2.0 

Specialization   

Cardiology 22 7.3 

Dental 13 4.3 

Dermatology 59 19.7 

ENT 8 2.7 

Gynae 14 4.7 

Medicine 55 18.3 

Neurology 6 2.0 

Neurosurgery 51 17.0 

Orthopedic Surgery 4 1.3 

Orthopedics 5 1.7 

Pediatrics 18 6.0 

Pathology 2 0.7 
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 Frequencies and percentage of demographic characteristics of participants (N=300)        

Note. f = Frequency of the participants, % = percentage 

 

Table 1 shows the frequency and percentage of demographic characteristics of participants 

related to their field of specialization, monthly income, work setting, weekly working hours, 

number of years in practice, age range, gender and marital status used in present study. 55% of the 

doctors who participated in the current study are male and 45% are female. Most of the doctors 

(78%) who participated in the current study are in the age range of 31-40 years and 62.3% are 

working in hospital setting only. It also shows that 66.7% of the doctors who participated in study 

are having the experience of 0-5 years. Additionally, 19.7% of the doctors belong to dermatology 

field, 18.3% are from medicine and 17% are from neurosurgery field. 

 

 

 

 

 

 

 

 

 

 

Surgery 30 10.0 

Urology 13 4.3 
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3.2 Descriptive Statistics and Alpha Reliabilities of scales 

Table 2 

Descriptive Statistics and Alpha Reliabilities Coefficient of the scores for all the scales (N=300) 

Scales 
No of 

items 
M 

SD Skewness  Kurtosis 
 

α 

 

 Statistic Statistic Statistics Std. 

Error 

Statistic Std. 

Error 

 

Openness 10 4.0 .59 -.98 .14 2.93 .28 .76 

Conscientiousness 9 3.44 1.07 -.34 .14 -1.1 .28 .92 

Extroversion 8 3.25 1.05 .10 .14 -1.0 .28 .89 

Agreeableness 9 3.77 .88 -.60 .14 -.23 .28 .84 

Neuroticism 8 3.56 1.11 -.52 .14 -.82 .28 .91 

CSS 5 12 5.28 .71 .14 -0.36 .28 .91 

CCSLF 17 89 14.73 -.14 .14 -.36 .28 .82 

Note. M=Median, SD=Standard Deviation 

Table 2 displays the descriptive statistics and alpha coefficient for the scales of Big Five 

Inventory five sub-scales, Career Satisfaction scale (CSS) and Career Commitment Scale-Long 

Form (CCSLF).  The alpha values show that all the scales and sub-scales have adequate reliability 

ranges i-e. α > .7 as values between 0.7 to 0.8 are in acceptable range of consistency (Field, 2016). 

BFI subscales have adequate internal consistency as alpha coefficient values of its subscales range 

from .76 to .92 respectively.  Reliability of career satisfaction scale was found to be high (α=.908), 
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and career commitment scale has good internal consistency (α =.819). The normality data curve 

was checked through skewness and kurtosis, ranging from -2 to 2 (Wallnau & Gravetter, 2014).The 

skewness of the present sample on the measures used lies in the normal range of absolute skewness 

<2 (George & Mallery, 2010; West et al., 1996 as cited in Kim, 2013) which indicated that the 

obtained data is normally distributed. Similarly, the normality of data is also reflected in the 

kurtosis values on all measures used i-e, <7 (West et al., 1996 as cited in Kim, 2013). The data 

was found to be accurate for further analysis. 
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3.3 Correlations Matrix 

  Pearson Product Moment Correlation was carried out to find out the strength of relationship 

between variables (career satisfaction, career commitment, personality traits that are extroversion, 

agreeableness, conscientiousness, neuroticism and openness) before carrying out the prediction 

analysis. 

Table 3 

Pearson’s Product Moment Correlation of Career Satisfaction, Career Commitment and sub- 

scales of Big Five Inventory (N=300) 

 Variables 1 2 3 4 5 6 7 

 

1 Career Satisfaction 1 .38** .35** .36** .33** -.51** -.09 

2 Career Commitment  1 .35** .30** .31** -.42** .21** 

3 Extroversion   1 .19** .68** -.43** .05 

4 Agreeableness    1 .31** -.32** .11 

5 Conscientiousness     1 -.43** .11* 

6 Neuroticism      1 .08 

7 Openness       1 

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

(2-tailed)  

Table 3 shows the Pearson product –correlation coefficient among the variables of current 

study. The analysis reveals that there is weak, positive, statistically significant relationship 

between career satisfaction and career commitment, r=0.38, p<0.00 which infers that increase in 

the level of satisfaction is associated with increase in career commitment of doctors. This supports 

the hypothesis regarding positive relationship between career satisfaction and career commitment 

of doctors. There is weak, positive, statistically significant relationship between career satisfaction 
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and extroversion, r=0.35, p< 0.00 which means that increase in career satisfaction is positively 

associated to extroversion. Analysis also indicates that there is weak, positive, statistically 

significant relationship between career satisfaction and agreeableness, r=0.36, p<0.00 which infers 

that there is positive association between career satisfaction and agreeableness. There is weak, 

positive, statistically significant relationship between career satisfaction and conscientiousness, 

r=0.33, p< 0.00 which indicates that career satisfaction and conscientiousness are positively 

associated with each other.  

 Analysis also indicates that there is moderate, negative, statistically significant 

relationship between career satisfaction and neuroticism, r=-0.51, p<0.00 depicting that if there is 

increase in neuroticism then there is decline in the level of career satisfaction. This supports the 

hypothesis regarding negative relationship between neuroticism and career satisfaction of doctors. 

There is very week, negative, insignificant relationship between career satisfaction and openness, 

r= -0.10, p>0.00 which means that there is no association between career satisfaction and 

openness. Hypothesis was not supported regarding positive association between openness and 

career satisfaction of doctors. 

 Furthermore, there is weak, positive, statistically significant relationship between career 

commitment and extroversion, r=0.35, p<0.00 which depicts that increase in extroversion is 

positively associated with career commitment of doctors. Analysis reveals that there is weak, 

positive, statistically significant relationship between career commitment and agreeableness, 

r=0.30, p<0.00 which means that career commitment and agreeableness are positively correlated 

with each other. There is weak, positive, statistically significant relationship between career 

commitment and conscientiousness, r=0.33, p<0.00 which infers that career commitment and 

conscientiousness are positively correlated with each other. Analysis also indicates that there is 

moderate, negative, statistically significant relationship between career commitment and 

neuroticism, r=-0.42, p<0.00 depicting that career commitment and neuroticism are negatively 

correlated with each other. If there is increase in level of neuroticism, then there is decline in career 

commitment of doctors. And analysis specifies that there is weak, positive, significant relationship 

between career commitment and openness, r=0.21, p<0.00 which means that career commitment 

and openness are directly associated with each other. This supports the hypothesis regarding 

positive association between openness and career commitment of doctors. 
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3.4 Mediation Analysis 

 PROCESS macro (Hayes, 2018) was used to investigate the mediating role of career 

commitment on the relationship of personality traits and career satisfaction. Model 4 was used to 

assess five mediated models. Detailed description of these models is given below.  

Table 4 

Indirect effect of openness on career satisfaction through career commitment (N=300) 

Career Satisfaction 

Variables                   Model 1               Model 2 

                                                                                                           95% CI 

   β  β  LL  UL 

Constant 15.84*** 5.50 1.07 9.93 

Openness -.87 -1.64*** -2.58 -.71 

Career 

Commitment 

 .15*** .11 .19 

R2 .01 .18   

F 2.90 32.27***   

Note. β= Standardized Coefficient. 

*p<.05, **p<.01, ***p<.001 

 

   Career commitment was examined as a mediator between openness and career satisfaction. 

Results indicated that the total effect of openness on career satisfaction is non- significant (β=-.87, 

p=.09) as described in model 1. While model 2 explained that the direct effect of openness on 

career satisfaction is also significant after controlling the effect of career commitment (β=-1.64, 

95%CI=-2.58,-.71, p<.001). Furthermore, results indicate that career commitment significantly 

mediated the relationship of openness and career satisfaction (β = .77, 95% CI=.28, 1.22, p<.001) 
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and explained 18% of the variance in the domain of career satisfaction. The mediated model is 

presented in the figure given below: 
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              Note. These are standardized coefficient  

             *p<.05, **p<.01, ***p<.001 

 

There was a significant indirect effect of openness on career satisfaction through career 

commitment, β = .77, 95% CI [.28, 1.22]. Figure 2 illustrates that career commitment interacts 

with openness to predict career satisfaction. Hence, the hypothesis that career commitment acts as 

mediator between openness and career satisfaction has been supported. 
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                   5.14***                                                           .15*** 

 

                                                      -1.64*** 

                                                                                   

                                 

                               Total effect (β= -.87, 95% CI=-2.58, -.71) 

                                 Indirect effect (β=.77, 95% CI=.28, 1.22)                                    

       

Career Commitment 

 Openness Career 

Satisfaction 

Figure 2.  Indirect effect of openness on career satisfaction through career commitment 
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Table 5 

Indirect effect of conscientiousness on career satisfaction through career commitment (N=300) 

Career Satisfaction 

Variables                   Model 1              Model 2 

                                                                                                           95% CI 

   β  β  LL  UL 

Constant  7.12*** -1.15 -4.52 2.21 

Conscientiousness 1.62*** 1.16*** .63 1.69 

Career 

Commitment 

 .11*** .07 .15 

R2 .11 .20   

F 36.87*** 36.32***   

Note. β= Standardized Coefficient. 

*p<.05, **p<.01, ***p<.001 

 

Career commitment was examined as a mediator between conscientiousness and career 

satisfaction. Results indicated that the total effect of conscientiousness on career satisfaction is 

significant (β=1.62, p<.001) as described in model 1. While model 2 explained that the direct effect 

of conscientiousness on career satisfaction was also significant after controlling the effect of career 

commitment (β=1.16, 95% CI=.63, 1.69, p<.001). Furthermore, results indicate that career 

commitment significantly mediated the relationship of conscientiousness and career satisfaction 

(β = .46, 95% CI=.23, .70, p<.001) and explained 20% of the variance in the domain of career 

satisfaction. The mediated model is presented in the figure given below: 
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Note. These are standardized coefficient  

           *p<.05, **p<.01, ***p<.001 

  

There was a significant indirect effect of conscientiousness on career satisfaction through 

career commitment, β=.46, 95% CI [.23, .70]. Figure 3 illustrates that career commitment interacts 

with conscientiousness to predict career satisfaction. Hence, the hypothesis that career 

commitment acts as mediator between conscientiousness and career satisfaction has been 

supported. 
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Figure 3. Indirect effect of conscientiousness on career satisfaction through career     

commitment 
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Table 6 

Indirect effect of extroversion on career satisfaction through career commitment (N=300) 

Career Satisfaction 

Variables                  Model 1           Model 2 

                                                                                                              95% CI 

   β  β  LL  UL 

Constant  6.78*** -.91 -4.24 2.42 

Extroversion 1.76*** 1.24*** .69 1.78 

Career 

Commitment 

 .10*** .07 .14 

R2 .12 .19   

F 41.84*** 36.98***   

Note. β= Standardized Coefficient. 

*p<.05, **p<.01, ***p<.001 

 

Career commitment was examined as a mediator between extroversion and career 

satisfaction. Results indicated that the total effect of extroversion on career satisfaction is 

significant (β=1.76, p<.001) as described in model 1. While model 2 explained that the direct effect 

of extroversion on career satisfaction was also significant after controlling the effect of career 

commitment (β=1.24, 95% CI=.69, 1.78). Furthermore, results indicate that career commitment 

significantly mediated the relationship of extroversion and career satisfaction (β = 0.52, 95% 

CI=.29, .80) and explained 19% of the variance in the domain of career satisfaction. The mediated 

model is presented in the figure given below: 
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             Note. These are standardized coefficient  

            *p<.05, **p<.01, ***p<.001 

  

   There was a significant indirect effect of extroversion on career satisfaction through career 

commitment, β = 0.52, 95% CI [.29, .80]. Figure 4 illustrates that career commitment interacts 

with extroversion to predict career satisfaction. Hence, the hypothesis that career commitment acts 

as mediator between extroversion and career satisfaction has been supported. 
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Figure 4. Indirect effect of extroversion on career satisfaction through career 

commitment 



42 
 

Table 7 

Indirect effect of agreeableness on career satisfaction through career commitment (N=300) 

Career Satisfaction 

Variables              Model 1               Model 2 

                                                                                                            95% CI 

   β  β  LL  UL 

Constant  4.74***  -2.87 -6.39 .65 

Agreeableness 2.14*** 1.59*** .95 2.23 

Career 

Commitment 

 .11*** .07 .15 

R2 .13 .21   

F 43.14*** 39.32***   

Note. β= Standardized Coefficient. 

*p<.05, **p<.01, ***p<.001 

 

  

Career commitment was examined as a mediator between agreeableness and career 

satisfaction. Results indicated that the total effect of agreeableness on career satisfaction is 

significant (β=2.14, p<.001) as described in model 1. While model 2 explained that the direct effect 

of agreeableness on career satisfaction was also significant after controlling the effect of career 

commitment (β=1.59, 95% CI=.95, 2.23, p<.001). Furthermore, results indicate that career 

commitment significantly mediated the relationship of agreeableness and career satisfaction (β = 

.55, 95% CI=.27, .87, p<.001) and explained 21% of the variance in the domain of career 

satisfaction. The mediated model is presented in the figure given below: 
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             Note. These are standardized coefficient  

          *p<.05, **p<.01, ***p<.001 
  

There was a significant indirect effect of agreeableness on career satisfaction through 

career commitment, β=.55, 95% CI [.27, .87]. Figure 5 illustrates that career commitment interacts 

with agreeableness to predict career satisfaction. Hence, the hypothesis that career commitment 

acts as mediator between agreeableness and career satisfaction has been supported. 
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Figure 5. Indirect effect of agreeableness on career satisfaction through career 

commitment 
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Table 8 

Indirect effect of neuroticism on career satisfaction through career commitment (N=300) 

Career Satisfaction 

Variables                 Model 1                 Model 2 

                                                                                                            95% CI 

   β  β  LL  UL 

Constant 20.36*** 12.54*** 8.21 16.87 

Neuroticism -2.42*** -2.02*** -2.51 -1.51 

Career 

Commitment 

 .07*** .04 .11 

R2 .26 .29   

F 104.31*** 61.82***   

Note. β= Standardized Coefficient. 

*p<.05, **p<.01, ***p<.001 

 

Career commitment was examined as a mediator between neuroticism and career 

satisfaction. Results indicated that the total effect of neuroticism on career satisfaction is 

significant (β=-2.42, p<.001) as described in model 1. While model 2 explained that the direct 

effect of neuroticism on career satisfaction was also significant after controlling the effect of career 

commitment (β=-2.02, 95%CI=-2.51,-1.51, p<.001). Furthermore, result indicates that career 

commitment significantly mediated the relationship of neuroticism and career satisfaction (β = -

.41, 95% CI=-.65,-.18, p<.001) and explained 29% of the variance in the domain of career 

satisfaction. The mediated model is presented in the figure given below: 
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Note. These are standardized coefficient  

            *p<.05, **p<.01, ***p<.001 

 

There was a significant indirect effect of neuroticism on career satisfaction through career 

commitment, β= -.405, 95% CI [-.65, -.18]. Figure 6 illustrates that career commitment interacts 

with neuroticism to predict career satisfaction. Hence, the hypothesis that career commitment acts 

as mediator between neuroticism and career satisfaction has been supported. 
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Figure 6. Indirect effect of neuroticism on career satisfaction through career 

commitment 
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3.5 Role of Demographic Variables in predicting Career Satisfaction  

Hierarchical regression analysis was run to study the predictive role of demographic 

variables upon career satisfaction of medical doctors. 

Table 9 

Summary of Hierarchical Regression Analysis for demographic variables predicting career 

satisfaction in medical doctors (N=300) 

Predictor variable R R2 B SE B β ∆R2 α 

Step 1 .38 .15    .13 .000 

Monthly income   -2.6 .58 -.37***   

Weekly working Hours   .04 .01 .14***   

Gender   -.1 .6 -.01   

Work setting    .21 .47 .03   

Years in Practice   -.32 .38 -.1   

Step 2 .39 .16    .14 .000 

Monthly income   -2.6 .58 -.36***   

Weekly working hours   .03 .01 .13***   

Gender   -.20 .56 -0.19   

Work setting   .24 .47 .03   

Years in Practice   -1.7 .40 -.03   

Marital status   -.11 .1 -.07   

Age   1.0 .65 -.9   

Note. B = unstandardized coefficient, β= standardized beta coefficient, α= significance level of 

model, CI= confidence interval 

***p< 0.01, **p<.05 
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Table 9 reveals the results for hierarchical regression analysis with career satisfaction as 

dependent variable and six predictors in two blocks. In first step of hierarchical regression, 5 

predictors were entered: monthly income, weekly working hours, gender, work setting and years 

in practice. This model was statistically significant F (5, 294) =10.13; p<.01 and explained 15% 

variance in career satisfaction. Monthly in\come and weekly working hours made a significant 

contribution to the model. After entry of marital status and age at step 2, total variance explain by 

the model as a whole was 16% [F (7, 292=7, 8, p= .01]. Marital status and age does not explain 

much increase as percentage of variability went up from 15% to 16% only. In the final adjusted 

model, two out of seven predictor variables are statistically significant with monthly income 

recording a higher beta value (β=-.37, p<.01) than the weekly working hours (β=.14, p<.01). 

Hierarchical regression analysis explains that monthly income and weekly working hours 

are two major predictors of career satisfaction among medical doctors. 
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CHAPTER IV 

 

Discussion 

  

 Purpose of study was to find out the correlation amongst traits of personality, career 

satisfaction and career commitment of medical doctors working in government and private 

hospitals of Islamabad, while secondary purpose was to study the mediating role of career 

commitment in predicting the correlation among career satisfaction and personality traits. Three 

research instruments; Big Five Inventory, Career Commitment scale-Long Form and Career 

Satisfaction Scale were administered to meet the study objectives. As explained in chapter IV, 

responses of 300 medical doctors were gathered. These respondents were employed in government 

and private hospitals of Islamabad. The findings of current study suggested that positive 

association among openness, conscientiousness, extroversion, agreeableness and career 

satisfaction of medical doctors. While there is negative correlation among neuroticism and career 

satisfaction of medical doctors. Career commitment is mediating the association among 

personality traits and career satisfaction of medical doctors. 

Discussion on study demographics has revealed that there is almost equal participation of 

male and female doctors in health industry so data were collected from both gender (male=55% 

and female=45%). Other demographics such as field of specialization, monthly income, work 

setting, age and number of years in practice were also noted. Most of the respondents who 

participated in the study had experience of 5 years in practice after completion of FCPS degree 

while others had 10, 15 and more than 15 years of working in hospitals. Doctors from different 

departments such as cardiology (7.4%), dental (4.3%), dermatology (19.7%), ENT (2.7%), gynae 

(4.7%), medicine (18.3%), neurosurgery (17%), orthopedics (1.7%), pediatrics (6%), pathology 

(0.7%), surgery (10%) and urology (4.3%) were included in the current study. Among these 

doctors, 62.3% reported that they were working in hospital setting only while 25.7% were also 

busy in their private clinic along hospital job. And 12% doctors were doing teaching. Hence 

demographic analysis displays that there is a great diversity in the attributes of respondents and 

sample is considering the maximum diversified attributes of employees. 
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 First five hypothesis of current study was based on the association among traits of 

personality, career satisfaction and career commitment among medical doctors. Findings have 

shown that personality traits (conscientiousness extroversion and agreeableness) are positively 

correlated with career satisfaction of doctors. Extroverts are more likely to hold and be satisfied 

with jobs rich in social interaction (Huang et.al, 2015). In the profession of medicine, doctors are 

interacting with new clients every day so individuals possessing extroversion traits are more 

satisfied in hospital culture as compared to introverts. The relationship between extroversion and 

performance constructs is consistent with meta-analysis (Allameh, Ghafari, & Davoodi, 2012). 

Similarly, individuals possessing agreeableness traits are mostly cooperative and have kind 

feelings about others and they perform better in their task (Abdullah, 2013). Being cooperative 

and having kind feelings towards patients is helpful for doctors especially during rapport building. 

Conscientiousness trait is considered as the most reliable trait of personality. As far as the 

association among conscientiousness and career/job performance is concerned, positive 

relationship of conscientiousness and career satisfaction is supported through correlation matrix. 

Probably, this might be due to conscientiousness trait that is directly linked with performance 

related attributes like sense of responsibility, organized and disciplined personality. And these 

findings are reliable with the study of Yildirim, Gulmez and Yildirim (2016) which state that 

noteworthy relationship occurs among job satisfaction and conscientiousness. 

There is negative relationship between neuroticism and career satisfaction of doctors. It 

explained that, if there is increase in level of neuroticism, then there is decline in satisfaction level 

of doctors. Research stated that neuroticism trait is one of the strongest and consistent negative 

correlate of job satisfaction (Kisten & Kluyts, 2018).There was negative relationship found 

between neuroticism personality and career satisfaction. This might be because an employee 

having high level of stress is unable to create understating and emotional attachment with 

organization. Similarly, a neurotic individual is unable to focus upon career at a time, so negative 

relationship is found between neuroticism and career satisfaction.  Next hypothesis of the current 

study is related to positive relationship between openness to experience and career satisfaction of 

medical doctors. But findings of this study did not support the hypothesis and showed insignificant 

relationship between the openness to experience and career satisfaction. Kappagoda (2013) 

explained that there is insignificant relationship between openness to experience and career 

satisfaction. 

https://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=1867506
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There is positive relationship between extroversion, agreeableness, conscientiousness traits 

and career commitment among medical doctors. Talking about the relationship between 

extroversion and career commitment, results have shown that there is positive relationship between 

extroversion and career commitment. So extroversion significantly predicts career commitment. 

By seeing the literature on this relationship, there is consent by the researchers upon this positive 

relationship that is present between extroversion and commitment level of employee (Hawass, 

2012; Kumar & Bakhshi, 2010; Spagnoli & Caetano, 2012).  Study results supported the 

hypothesis which indicated that there will be positive relationship between agreeableness and 

career commitment. This is becsause employees possessing agreeableness traits are pleasantly 

linked to communication with other people which in turn is directly associated with affective 

intimacy (Syed, Saeed & Furrukh, 2015). Such affection can increase employee social identity in 

the workplace and provide supportive environment. Results have shown the positive relationship 

between conscientiousness and career commitment of doctors. Probably, this significant result is 

because an employee who possesses highly responsible, disciplined and careful personality can 

easily impress the surrounding workforce and a natural bond is created with the organization and 

its environment that makes the individual emotionally attached to that organization. So the high 

level of commitment within an organization can be an important antecedent of conscientious 

individuals and these findings are consistent with the results of different studies (Hawass, 2012; 

Chandel, Muscat; Kumar & Bakhshi, 2010; Sharma & Bansal, 2011). 

Negative significant relationship exists between neuroticism and career commitment 

among doctors and correlation analysis supported the hypothesis. It means that if an employee 

possesses highly neurotic traits, then it is difficult for an employee to show high commitment in 

the career of medicine. Individuals possessing high neurotic traits are low in level of commitment 

within an organization (Abdullah, 2013). Hospital sector neurotic employees with high stress and 

nervousness prefer to quit the job instead of staying committed with organization. On the other 

hand, there is direct relationship between openness to experience and career commitment among 

doctors. Openness to experience is considered to be significant predictors of job performance 

constructs that are task and contextual performance. Individuals who scored high on openness to 

experience trait can attain the power to accept multiple challenges which means that career will 

grow in them (Jazayeri, Naami, Shekarshekan, & Taghipour, 2006). 
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Fifth hypothesis is related to the positive relationship between career satisfaction and career 

commitment among medical doctors was accepted. It means that the, more the doctors are satisfied 

with their career, the more they are committed towards job. As employees with high level of 

organizational commitment are more committed towards their career and they stay in the 

organization for the longer period of time. Belief and acceptance of goals and values within 

organization make them inspired, satisfied and committed towards career (Ahmed, 2017). Findings 

of this study are in line with the study of Alpena, Tas and Okur (2013) which stated that significant 

relationship is present between the commitment and satisfaction level of medical doctors. 

Previous studies have suggested that career commitment acts as significant predictor and 

mediator in multiple studies (Kim et.al, 2015; Duffy et.al, 2011). It is hypothesized in the present 

study that career commitment acts as mediator between the personality traits (openness to 

experience, conscientiousness, extroversion, agreeableness and neuroticism) and career 

satisfaction of doctors. Mediation analysis confirmed the mediating role of career commitment 

with personality traits. Full mediation of career commitment is supported in the relationship of 

extroversion and career satisfaction that shows extrovert hospital sector employees (doctors) attain 

greater career satisfaction because of career commitment. Career commitment fully mediated the 

relationship between agreeableness and career satisfaction that shows that agreeable doctors attain 

greater career satisfaction because they are committed towards their hospitals. Conscientiousness 

positively and significantly affects the career satisfaction of doctors through the mediating role of 

career commitment. This shows that doctors possessing high sense of responsibility leads towards 

career commitment and hence conscientious doctors tends to attain higher career satisfaction. 

While neuroticism negatively and significant predict career satisfaction through mediating role of 

career commitment. It means that neuroticism interacts with career commitment to predict career 

satisfaction among doctors. Full mediation of career commitment has been proven in the 

relationship of openness to experience and career satisfaction of doctors. Doctors who have high 

openness to experience trait in their personality will have high career commitment that leads them 

towards higher career satisfaction level. 

Satisfaction and commitment level of doctors’ has no concern with gender. It means that 

gender has no impact on doctors’ career satisfaction and career commitment (Atif, Khan & 
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Maqbool, 2015). It may be because of health sector known as respectable profession for both 

genders in the society of Pakistan.  

Conclusion 

 Doctor’s career satisfaction plays significant role in health industry and is influenced by 

different factors. The results showed personality traits to be associated with career satisfaction and 

career commitment of medical doctors. Personality traits like conscientiousness, extroversion and 

agreeableness are positively and neuroticism is negatively correlated to career commitment and 

career satisfaction of medical doctors. Apart from personality traits, monthly income and weekly 

working hours are predictors of career satisfaction of doctors. This study provided understanding 

to career counselors in guiding the client about the health career and serve as important tool in the 

selection and recruitment of doctors in hospitals at government and private sector.  

Implications of the Study 

 Current study was conducted on a small scale so research findings cannot be generalized 

on larger scale. Few implications are mentioned below: 

1. Present study provides insight to career counsellors’ in guiding the client about the 

medicine profession on the basis of personality traits. 

2. The present study can also be an impetus for researchers to plan more rigorous studies for 

exploring the multiple factors affecting career satisfaction and career commitment of 

professionals. 
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Annexure A  

Annexures 

 Consent Form for Participation in Research Study 

 

You are being invited to participate in the research study about personality traits and career 

satisfaction of professionals. The main purpose of this study is to examine the impact of personality 

traits either positive or negative on career satisfaction of medical doctors with mediating role of 

career commitment. Three questionnaires Big Five Inventory, Career Satisfaction Scale & Career 

Commitment Scale-Long Form will be administered. You are being asked to join the study because 

you fulfil the criteria of professionals required for this study. If you agree to participate in this 

study, you will be asked to complete demographic sheet & three questionnaires after instructions. 

This activity should take approximately 40 minutes. Your responses will be kept confidential and 

only researcher will have access to data. Upon completion of the questionnaire compensation will 

be provided. Your participation is voluntary and you may withdraw the session at any time. There 

is no harm for participants involved in this study and no risks are anticipated with your 

participation. Your participation would be very helpful to understand the relation of personality 

with career commitment and career satisfaction of medical doctors. 

To Contact: If you have any further questions about this research, please feel free to contact the 

researcher Ayla Khan (aylakhan3241@gmail.com) at Department of Behavioral Sciences (DBS), 

School of Social Sciences & Humanities (S3H), NUST. You may also contact the faculty member 

supervising this research work Dr. Saeeda Khanum (saeeda.khanum@s3h.nust.edu.pk) at S3H, 

NUST.  

Your participation in this research will be highly appreciated. 

Consent Statement: I agree voluntarily to participate in this study; the research purpose and its 

nature has been satisfactorily explained to me. 

 

Signature: _____________________                                  Date: _________________                                                                                                                                  
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  Annexure B   

Author's Permission for Research instruments 
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Annexure C  

DEMOGRAPHIC SHEET 

 

Please complete the following information: 

 

1. Gender:            [   ] Male            [   ] Female 

2. Age:                 [     ] 21-30        [    ] 31-40        [    ] 41-50       [     ]  Older than 50 year  

3. Marital Status:            [     ] Married    [     ] Unmarried  

4. Field of Specialization:      _______________________________________ 

5. Years in Practice:         [   ] 0-5 yrs.      [   ] 5-10 yrs.       [   ] 10-15 yrs.    [   ] More than 15 

yrs.   

6.  Monthly Income:        [    ] 70,000 to 149,999        [    ]   150, 000  to 249, 999        

                                     [     ] 250,000 to 349,999       [    ] above 350,000 

7. Weekly working Hours:   __________________________________________ 

8. Primary Work setting:   [   ] only hospital based    [   ]  Hospital &  Private Clinic  

                                       [    ] Hospital & Teaching    [   ]   others 
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Annexure D  

Career Satisfaction Scale 

Instructions: Read statement carefully and indicate the degree to which you agree or disagree 

with each rating scale scoring from 1-5. 

Strongly Disagree = 1                                       Disagree to some extent= 2 

Uncertain = 3                                                     Agree to some extent = 4 

Strongly Agree= 5 

S. 

No 

Statements Strongly 

Disagree 

Disagree 

to some 

extent 

Uncertain Agree 

to some 

extent 

Strongly 

Agree 

1 I am satisfied with the 

success I have achieved in 

my career. 

     

2 I am satisfied with the 

progress I have made 

towards meeting my 

overall career goals. 

     

3 I am satisfied with the 

progress I have made 

towards meeting my goals 

for income. 

     

4 I am satisfied with the 

progress I have made 

towards meeting my goals 

for advancement 

     

5 I am satisfied with the 

progress I have made 

towards meeting my goals 

for the development of 

new skills. 
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Annexure E  

 
Big Five Inventory 

 

Here are a number of characteristics that may or may not apply to you.  For example, do you agree 

that you are someone who likes to spend time with others?  Please write a number next to each 

statement to indicate the extent to which you agree or disagree with that statement. 

 
1 

Disagree 

Strongly 

2 

Disagree 

a little 

3 

Neither agree 

nor disagree 

4 
Agree 

a little 

5 

Agree 

strongly 

 

I am someone who… 
 

1. _____  Is talkative 

 

2. _____  Tends to find fault with others 

 

3. _____  Does a thorough job 

 

4. _____  Is depressed, blue 

 

5. _____  Is original, comes up with new ideas 

 

6. _____  Is reserved 

 

7. _____  Is helpful and unselfish with others 

 

8. _____  Can be somewhat careless 

 

9. _____  Is relaxed, handles stress well.   

 

10. _____  Is curious about many different things 

 

11. _____  Is full of energy 

 

12. _____  Starts quarrels with others 

 

13. _____  Is a reliable worker 

 

14. _____  Can be tense 

 

15. _____  Is ingenious, a deep thinker 

 

16. _____  Generates a lot of enthusiasm 

 

17. _____  Has a forgiving nature 

 

18. _____  Tends to be disorganized 

 

19. _____  Worries a lot 

 

20. _____  Has an active imagination 

 

21. _____  Tends to be quiet 

 

22. _____  Is generally trusting 

 

23. _____  Tends to be lazy 

 

24. _____  Is emotionally stable, not easily upset 

 

25. _____  Is inventive 

 

26. _____  Has an assertive personality 

 

27. _____  Can be cold and aloof 

 

28. _____  Perseveres until the task is finished 

 

29. _____  Can be moody 

 

30. _____  Values artistic, aesthetic experiences 

 

31. _____  Is sometimes shy, inhibited 

 

32. _____  Is considerate and kind to almost everyone 

 

33. _____  Does things efficiently 

 

34. _____  Remains calm in tense situations 
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35. _____  Prefers work that is routine 

 

36. _____  Is outgoing, sociable 

 

37. _____  Is sometimes rude to others 

 

38. _____  Makes plans and follows through with them 

 

39. _____  Gets nervous easily 

 

40. _____  Likes to reflect, play with ideas 

 

41. _____  Has few artistic interests 

 

42. _____  Likes to cooperate with others 

 

43. _____  Is easily distracted 

 

44. _____  Is sophisticated in art, music, or literatur
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                                                                                                                                                                                              Annexure F    

Career Commitment Scale-Long Form 

Instructions: Read statement carefully and indicate the degree to which you agree or disagree 

with each rating scale scoring from 1-7. 

Strongly disagree = 1      Disagree = 2        somewhat disagree=3        neither agree or disagree=4 

Somewhat agree= 5    agree=6    strongly agree=7 

S. 

No 

Statements Strongly 

disagree 

Disagree Somewhat 

disagree 

neither 

agree or 

disagree 

Somewhat 

agree 

Agree strongly 

agree 

1 What I am doing 

now is helping 

develop competence 

in the career I am 

interested in. 

       

2 I am willing to put 

in a great deal of 

effort beyond that 

normally expected 

in order to be 

successful in this 

career. 

       

3 I talk up this career 

to my friends as a 

great career to work 

in. 

       

4 I feel very little 

loyalty for this 

career.  

       

5 I would accept 

almost any type of 

job assignment in 

order to keep 

working this year. 

       

6 I find that my 

values and those 

associated with my 

career are very 

similar. 
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7 I am proud to tell 

others I am working 

in this career. 

       

8 This career really 

inspires the very 

best in me in the 

way of job 

performance. 

       

9 It would take very 

little change in my 

present 

circumstances to 

cause me to leave 

this career. 

       

10 I am extremely glad 

that I chose this 

career over others I 

was considering at 

the time. 

       

11 There is not too 

much to be gained 

by sticking with this 

career identity. 

       

12 I am thinking of 

choosing a new 

career. 

       

13 There is not enough 

opportunity for 

advancement in my 

career. 

       

14 For me, this is the 

best of all possible 

careers in which to 

work. 

       

15 Deciding to work in 

this career was a 

definite mistake on 

my part. 

       

16 I have a good 

chance to use 

important skills and 

abilities of mine in 

this career. 

       

17 My present 

occupational 

situation leads in the 
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career direction that 

I want. 
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                                                                                                                  Annexure G  

Item total correlation of Career satisfaction Scale 

 

Item No      Statements   r 

item 1 I am satisfied with the success I have achieved in my career. .82** 

item 2 I am satisfied with the progress I have made towards meeting my 

overall career goals 

.78** 

item 3 I am satisfied with the progress I have made towards meeting my 

goals for income. 

.68** 

item 4 I am satisfied with the progress I have made towards meeting my 

goals for advancement 

.82** 

item 5 I am satisfied with the progress I have made towards meeting my 

goals for the development of new skills. 

.75** 
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Item-total correlation of Career Commitment Scale-Long Form 

 

Item No                    Statements                     

r 

item 1 What I am doing now is helping develop competence in the career I am interested 

in 

            

.38* 

item 2 I am willing to put in a great deal of effort beyond that normally expected in order 

to be successful in this career. 

.29* 

item 3 I talk up this career to my friends as a great career to work in .42* 

item 4 I feel very little loyalty for this career. .26* 

item 5 I would accept almost any type of job assignment in order to keep working this 

year. 

.52** 

item 6 I find that my values and those associated with my career are very similar. .24* 

item 7 I am proud to tell others I am working in this career .56** 

item 8 This career really inspires the very best in me in the way of job performance. .55** 

item 9 It would take very little change in my present circumstances to cause me to leave 

this career. 

.54** 

item 10 I am extremely glad that I chose this career over others I was considering at the 

time. 

.45* 

item 11 There is not too much to be gained by sticking with this career identity. .50** 

item 12  I am thinking of choosing a new career. .41* 

item 13 There is not enough opportunity for advancement in my career .28* 

item 14 For me, this is the best of all possible careers in which to work. .48* 

item 15 Deciding to work in this career was a definite mistake on my part .44* 

item 16 I have a good chance to use important skills and abilities of mine in this career. .45* 

item 17 My present occupational situation leads in the career direction that I want. .42* 
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Item total correlation of BFI Subscales 

 

  Extroversion 

Item No      Statements   r 

item 1 Is talkative .69** 

item 11 Is full of energy .54** 

item 16 Generates a lot of Enthusiasm .69** 

item 26 Has an assertive personality .71** 

item 36 Is outgoing, sociable  .71** 

item 6 Is reserved .80** 

item 21 Tends to be quiet .64** 

item 31 Is sometimes shy, inhibited .64** 

 

 

Agreeableness 

Item No      Statements   r 

item 7 Is helpful and unselfish with others .68** 

item 17 Has a forgiving nature .73** 

item 22 Is generally trusting .44* 

item 32 Is considerate and kind to almost everyone .59** 

item 42 Has few artistic interests .38* 

item 2 Tends to find fault with others .71** 

item 12 Starts quarrels with others .65** 

item 27 

item 37 

Can be cold and aloof 

Is sometimes rude to others 

.35* 

.51** 
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Conscientiousness 

Item No      Statements   r 

item 3 Does a thorough job .82** 

item 13 Is a reliable worker .81** 

item 28 Preserves until the task is finished .72** 

item 33 Does thing efficiently .63** 

item 38 Makes plane and follow through with them  .62** 

item 8 Can be somewhat careless .78** 

item 18 Tends to be disorganized .74** 

item 23 Tends to be lazy .67** 

item 43 Is easily distracted .67** 

 

Openness to experience 

Item No      Statements   r 

item 5 Is original, comes up with new ideas .41* 

item 10 Is curious about many different things .29* 

item 15 Is ingenious, a deep thinker .51** 

item 20 Has an active imagination .48* 

item 25 Is inventive  .48* 

item 30 Values artistic, aesthetic experiences .51** 

item 40 Likes to reflect, play with ideas .47* 

item 44 Is sophisticated in arts, music or literature .49* 

item 35 Prefers work that is Routine .28* 

item 41 Has few artistic interests .46* 
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Neuroticism 

Item No      Statements   r 

item 4 Is depressed, blue .62** 

item 14 Can be tense .62** 

item 19 Worries a lot .62** 

item 29 Can be moody .79** 

item 39 Gets nervous easily  .81** 

item 9 Is relaxed, handles stress well .78** 

item 24 Is emotionally stable, not easily upset .67** 

item 34 Remains calm in tense situations .74** 

 

 

 

 

 

 

 

 

 

 

 

 


