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To date, the vast majority of research into software testing has been devoted to technical as-

pects such as the enhancement of testing processes, test criteria, techniques and tools. Mean-

while, there has been very little research into the individual testers themselves, their personal 

characteristics, backgrounds, motivations and skill acquisition. Through an extensive literature 

review and analysis of views elicited from software testing professionals via a questionnaire, the 

aim of this thesis is to gain an insight into the qualities required for success in the field of soft-

ware testing.  

Comprehensive, qualitative analysis and discussion of the research results revealed the im-

portance of the following traits in particular for shaping effective testing teams: communication 

and interpersonal skills, continuous learning abilities, problem-solving and critical thinking skills, 

conscientiousness, diversity, and collaboration, along with the need to promote employee satis-

faction and development.  

Based on there insights, a set of comprehensive recommendations was produced to help guide 

recruitment processes and promote ongoing skill development and employee satisfaction within 

testing teams. These recommendations include strategies for assessing candidates' skills and 

traits, in order to find the most suitable candidates for working in the testing field. Additionally, 

recommendations are provided for making the role as attractive and fulfilling as possible for new 

employees. 

Through actively involving recruitment personnel in the dissemination and implementation of 

these recommendations organisations can enhance their recruitment processes and create an 

environment that attracts, retains and develops top talent. Ultimately, it is hoped that the suc-

cessful implementation of these recommendations will lead to improved testing outcomes, en-

hanced software quality and greater professional growth and satisfaction among testing profes-

sionals. 
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1 Introduction 

I am currently working as a test automation specialist at the Vallila headquarters of OP Financial 

Group, one of the largest financial companies in Finland. Prior to commencing this role, I studied 

for a bachelor’s degree in business information technology (BITe) at Haaga-Helia University of 

Applied Sciences. While the degree covered a wide array of topics and technologies, software 

testing was not one of the components featured in the curriculum. In fact, it was barely touched 

upon during the software development courses at all. At most there was a cursory mention of 

unit testing during one of the classes. The only committed quality assurance course I could find 

on offer at the university was a three-week intensive summer course which, unfortunately, I 

could not participate in. A study by Garousi, Giray and Tüzün (2019) found software testing to be 

one of the main knowledge gaps in software engineering education. 

This lack of consideration for the subject would seem to suggest that software testing is not con-

sidered as such an important part of the software development lifecycle as some other roles, or 

at least it is not seen as a unique role in itself which would require different skills (both soft and 

hard) from that of say a developer or designer. This is especially surprising given that the BITe 

degree course is focused on Business IT, a world where one would have presumed that testing 

was more critical than ever. 

While it is widely acknowledged that testing is a crucial aspect of software development: “Suc-

cessful software projects outcomes are highly dependent on the skills and commitment of the 

testers involved. Having good testers will significantly improve the odds of project success and 

the delivery of high-quality products.” (Deak, 2014). It seems far from accepted that the role of 

tester is a specialist one requiring certain traits of personality, ways of thinking and skills entirely 

different from that of other IT professionals.  

“There have been many studies carried out on the characteristics, personality types and other 

human traits which are common amongst developers, and other IT related roles.” (Cruz, da Silva 

and Capretz, 2014). However, there have been very few studies of this type concentrated on 

software testers and quality assurance specialists. “To date, the majority of software testing re-

search has been devoted to the enhancement of testing processes, test criteria and to the devel-

opment of new techniques and tools for different types of testing” (Bertolino, 2007). This would 

seem to suggest an underlying assumption that testing is just a case of following a systematic, 

standardised and often automated approach, and therefore can be carried out by pretty much 

anyone. “The abilities and expertise needed to apply such techniques and tools - such as per-

sonality traits, education and experience - have attracted a comparatively small amount of re-

search attention” (Kanij, Merkel and Grundy, 2014). 
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This apparent lack of interest in the individual within the testing process may be due to the com-

mon view of testing roles as inferior to those of other members of the software development 

team. Florea and Stray (2019) emphasise the lack of respect for software testers in their paper, 

saying: “No earlier than ten years ago, testing was seen as a side-activity, with testers some-

times regarded as second-class citizens whose role was considered a junior- or entry-level posi-

tion”. Capretz, Varona and Raza (2015) go further still, stating that testing is the least desirable 

task in software development: “Among the people working in software development, tester and 

maintainer are the least popular roles. The vast majority of engineers do not like testing and 

would not choose the role of tester.”  

Prior to studying at Haaga-Helia I had zero formal IT training or professional working experience 

of any kind. Therefore, I feel I have a unique perspective on the process of transitioning from a 

non-IT background to becoming a working software tester. With this in mind, coupled with obser-

vations made during my time working at OP, it seems clear to me that the skills, mindset and 

mentality required for software testing and quality assurance as a whole are entirely different 

from what had been required for the software development work I had been employing in my 

studies. Testing is a creative human endeavour requiring a balance between technical skill and 

intrinsic human qualities. Understanding the human factors at play in software testing is not just 

an academic pursuit but holds substantial implications for various stakeholders within the field.  

In this thesis I will seek to answer fundamental questions about the skills, mindset and back-

grounds that are required to facilitate a successful transition to becoming a qualified quality as-

surance specialist, challenging the notion that a technical background is the sole requirement. 

Moreover, I aim to challenge conventional wisdom surrounding software testing, for instance the 

belief that one must possess an extensive IT background to excel in this field, or on the other 

end of the scale, the belief that someone from any background or with any skill set can become 

a competent software tester when presented with the tester’s tool set. These are just a couple of 

the many assumptions about software testing that this thesis will seek to challenge.  

I aim to do this by firstly exploring literary sources covering these study areas in order to gain an 

insight into the research which has previously been done in the field. I will then utilise these find-

ings to construct a questionnaire that, with the support of my current employers and colleagues 

at OP financial group, will produce data to hopefully help build upon previous research. I then 

plan to discuss and qualitatively examine the responses, as well as compare them to findings 

from the literary review. Given effective testing’s synonymity with successful software projects, 

the ultimate goal of the thesis will be to produce a set of recommendations to aid recruitment at 

OP financial group and recruitment of software testing professionals in general, helping to iden-

tify, motivate and reward high-performing testers. Furthermore, by recognising the importance of 
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human factors, employers can cultivate an environment that not only attracts skilled testers but 

also retains them. This, in turn, will enhance the overall quality of software products and contrib-

ute to future project successes. 

Additionally, individuals considering a career in software testing can glean valuable information 

from this research as it sheds light on the personal attributes and skills that contribute to success 

in the field. Aspiring testers can use this knowledge to tailor their learning journey, focusing not 

only on mastering testing techniques but also on developing the intuition and creativity high-

lighted by industry experts. Also, students undecided about their future career path can find clar-

ity through insights provided by experienced testers. Understanding the human-centric aspects 

of software testing may influence their decisions when choosing study paths. Moreover, the re-

search offers a glimpse into the diverse and dynamic nature of testing careers, potentially steer-

ing students towards a field that aligns with their skills and inclinations. 
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2 Literature Review 

Having decided the focus of my study, the next logical step in the research process is to delve 

deeper into pre-existing literature covering the same or similar themes. In this section I will lay 

out some of the most relevant and interesting findings from current literature on the subject with 

a view to adding context to my own investigation. Understanding previous research findings will 

help build a strong foundation on which to develop my own research plan. Furthermore, it will 

provide data which can be used to compare and contrast with my own findings, to help produce 

more robust and substantiated recommendations for employers and recruitment professionals. 

 

2.1 What Is Software Testing? 

There are a number of different definitions of what the function of a tester is. Rothman (1998) ar-

gues that the purpose of a tester is to assess and report on the quality of the product. “Quality 

involves a wide range of attributes. Your staff will be assessing code, documentation, entertain-

ment value, usability, performance, conformance to written and implicit customer requirements, 

hardware compatibility, and lots of other stuff. Additionally, if they are serious about publishing 

assessments, the group will benefit from staff who understand statistical theory and measure-

ment theory”. Kaner, Falk and Nguyen (1999) believe on the other hand that the testers function 

is much more clear-cut, “the role of the test group is to discover, report, and advocate for the re-

pair of defects”. Weinberg (1989) puts it more concisely still when giving his definition. “Quality is 

value to some person.” 

However it is defined, consistently in the literature is the acceptance that the role of the tester is 

vital to the success of software projects. “Successful software projects outcomes are highly de-

pendent on the skills and commitment of the testers involved. Having good testers will signifi-

cantly improve the odds of project success and the delivery of high-quality products.” (Deak, 

2014). Furthermore, it is also a major part of the overall project. “Software testing is a crucial part 

of the process of producing high quality, reliable software systems. It can consume more than 

fifty percent of the total development effort” (Merkel and Kanij, 2010). 
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2.2 Current Research 

What is also consistent in the literature, and surprisingly so, is the apparent lack of research into 

the characteristics of the types of people who are working in the quality assurance industry. In 

particular, the personal characteristics of those testers who are markedly proficient at software 

testing and so bring the most value to a project. “Although there is extensive work on character-

istics of software engineers, to our knowledge there is a lack of research focusing specifically on 

the characteristics of software testers” (Deak, 2014). “To date, the majority of software testing 

research has been devoted to the enhancement of testing processes, test criteria and to the de-

velopment of new techniques and tools for different types of testing. Underlying such research is 

the assumption that software testing should be, for the most part, a systematic, standardised, 

and automated process.” (Merkel et al, 2010). If this were true, then the only prerequisite for a 

quality tester would be the ability to choose and manipulate the correct tools and techniques to 

do the job. 

 

2.3 Personal Characteristics 

The relatively small amount of research that has been done in this area seems to point to the 

fact that certain character traits are present in testers which are not present in, for example, de-

velopers. Kaner, Johnson, Falk, Nguyen and Lawrence (2000) emphasise the importance of in-

tuition and creativity in testing, asserting that “good testers possess a unique sense of what and 

how to test”. This would seem to suggest that personality traits, experience and individual moti-

vations could significantly contribute to the success of testing and therefore to software projects 

as a whole. This prompts the question of exactly how human factors and personality traits of 

software testers impact on their effectiveness. 

Deak (2014) states: “Since testing projects often occur under tight deadlines, budget constraints 

and organisational challenges, the success of a project can be highly dependent on the em-

ployee’s characteristics.” This study is one of only a few that actually aims to bridge this research 

gap by specifically focusing on the personal characteristics of testing professionals. It notes that 

for software engineers, factors such as growth orientation, need for independence and a low 

need for social interaction are common traits found in significantly higher proportions in the sub-

group than in society as a whole. The author aptly notes the lack of similar research on software 

testers and therefore aims to rectify this by asking which characteristics are perceived as im-

portant for software testing to try to determine if there are specific traits that differ between soft-

ware testers and software developers. 
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The methodology used involved interviews with fourteen participants from four Norwegian com-

panies. Seven interviews were performed in agile working teams from two companies, while the 

other seven interviews were done in two companies following traditional development methodol-

ogy. Semi-structured questions were used in the study in order to encourage the respondents to 

provide the researchers with their own reflections and in their own terms. Anonymity was guar-

anteed to ensure honesty, and the participants were assured that records will be accessible only 

to the researchers. 

The characteristics which the interviewees asserted were important were then ranked in de-

scending order of how often they were mentioned. Communication skills emerged as a recurring 

theme and was the most desired characteristic in the study. The inclusion of participant quotes 

added a qualitative dimension to these findings. “Communication skills are seen as a valuable 

characteristic both from the participants of this study and from the research literature. During the 

communication process the testers must be able to know how to provide the right information 

and how to communicate it properly to all the parties involved” (Deak, 2014). 

This need to be communitive seems to be one of the major differences between the personality 

traits of a good tester and a good software developer. In studies of software developers, having 

a low need for social interaction, or being Introverted, was a significant personality trait, while in 

this study it was not mentioned at all by the interview subjects. “If you are introverted, then 

spending most of your workday behind a computer screen alone, as a developer, is a good 

choice, but not necessarily for a tester. Testers often have to report problems and they have to 

be comfortable with conflict, which lead to a vast amount of communication on a daily basis.” 

(Deak, 2014). Other characteristics seen as valuable for testers but not developers include pa-

tience and curiosity, while testing knowledge and domain knowledge were also valued, but not 

as strongly. 

Another paper which also seeks to tackle the subject is: “Does The Individual Matter In Software 

Testing?” (Merkel and Kanij, 2010). In it the question is posed as to whether techniques and 

tools are the most important determiner of successful testing or are human factors as important 

or even more important. Again, the views of practising software testers were collected to conduct 

the study. However, in this case rather than interviews, a survey on the factors influencing test-

ing effectiveness was used to gather the research data. This allowed for a larger sample group 

to be consulted (104 respondents completed the survey). The survey included sections on many 

of the possible factors influencing the effectiveness of testers, as well as open-ended questions 

allowing participants to express their own ideas on the subject. 
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The first interesting finding from the study was that at high percentage of respondents believe 

that the “best” testers were at least fifty to eighty percent more valuable to the project than an 

“average” tester. This would suggest testers themselves believe that the individual matters a 

great deal in testing. Ninety percent of respondents believed that good knowledge of the specific 

problem domain is a desired quality of a software tester. In other words, experience is consid-

ered important, more specifically, experience of the exact domain being tested. 

Intelligence and dedication are also considered particularly important qualities, as the signifi-

cance of both were actually mentioned by more than ninety percent of the respondents. Commu-

nication and interpersonal were deemed vital too, “to accurately describe faults, persuade devel-

opers as to their existence and importance, and to teach them how to avoid such faults in fu-

ture.” (Merkel and Kanij, 2010). 

All of this would seem to confirm the study’s conjecture that human factors are crucial in soft-

ware testing, supporting the idea that identifying good testers and identifying individuals with the 

potential to be good testers may be improved by taking personality traits as well as other human 

factors into account. The study also asked what would be considered a good measure for the ef-

fectiveness of existing testers and a number of factors were suggested by the respondents. One 

clear finding was that the number of bugs found by a tester is not considered a good measure of 

performance (this is more a good measure of bugs present in the project). Instead, the ability to 

produce high-quality bug reports, and the ability to communicate them effectively to developers, 

were considered much better measures. Only half of respondents at least somewhat agreed that 

a person’s academic record was a good predictor of their software testing ability. Overall, the 

study indicates that testing-specific tools and techniques are important for good testing. How-

ever, factors like intelligence, dedication, interpersonal skills and motivation were viewed as cru-

cial in being an effective tester. As such, yet again, the study would seem to reaffirm that the in-

dividual does very much matter in software testing. 

“A Preliminary Survey of Factors Affecting Software Testers” (Kanij, Merkel and Grundy, 2014) 

again notes the lack of research into individual traits of testers and sets out to study the abilities 

and expertise needed to apply testing techniques and tools, not just the tools themselves. The 

paper utilises an online survey to gather the opinions of professional software testers as the ba-

sis for the research. It attempts to discover the importance of a variety of factors that influence 

effective testing, including testing-specific training, experience, skills and human qualities like 

dedication and general intelligence. The survey results strongly suggest that while testing tools 

and training are important, human factors were considered much more important. As in the pre-

vious studies, domain knowledge, experience, intelligence and dedication amongst other traits, 

were considered crucial for a software tester to be effective. The findings reaffirm the idea that 
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individual attributes significantly influence software testing outcomes which prompts a deeper ex-

ploration into how these could be used to improve tester recruitment and training. 

In “An Empirical Investigation of Personality Traits of Software Testers” (Kanij, Merkel and 

Grundy, 2015) the researchers delve further still into the subject, again noting the importance of 

methods and technologies used in testing, but crucially on the human aspects of testers too. 

They also note that the role of a software tester is fundamentally different from that of other soft-

ware development jobs. “While software designers and programmers are largely constructive, in 

that they design and ‘build’ something that meets customer requirements, a tester's job is often 

in a sense fundamentally destructive, in that they attempt to ‘break’ the software constructed by 

programmers. This fundamentally different task set, mindset and work approach of the testing 

profession raises an interesting research and practical question: might the effectiveness in the 

particular role of a tester be somehow related to their personality?” (Kanij, Merkel and Grundy, 

2015). This distinction forms the basis for the research paper’s supposition that certain personal-

ity traits are significantly common among software testers.  

The researchers collected the personality profiles of a group of software developers and a group 

of software testers, via a web-based survey (around 200 subjects in total). The objective of the 

research study was to conduct a comparative analysis to find out if there are any significant 

trends or notable differences between the two groups. The personality profiles of the participants 

were prepared based on the ‘big five factor’ model of personality (Extraversion, Neuroticism, 

Openness to Experience, Conscientiousness and Agreeableness). 

The main finding in the analysis of the results was a significant difference in conscientiousness 

between the software testers and other software developers with testers displaying a signifi-

cantly higher prevalence of this trait than the developers. The researchers conceded that they 

used quite a broad scale of personality traits and in fact the big five factor traits have sub-traits 

that could have revealed differences between the groups more accurately. However, the fact re-

mains that yet again it was found that testers have unique traits, particular to them in the devel-

opment world. 
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2.4 Exploratory Testing 

Exploratory testing is a paradigm designed to reduce cost by utilising human intuition and experi-

ence. It is different from other testing techniques as it depends more upon the tester’s imagina-

tion. “An Empirical Evaluation of the Influence of Human Personality on Exploratory Software 

Testing” (Shoaib, Nadeem and Akbar, 2009) investigated the relationship between human per-

sonality traits and the effectiveness of testing, focusing specifically on exploratory testing in soft-

ware development. It presupposed that the personality of the tester has a significant influence on 

the success of the testing process. The central hypothesis of the study was that personality 

traits, including intelligence and extroversion, play a pivotal role in shaping the outcomes of ex-

ploratory testing. The research methodology involved the creation of an Exploratory Testing Apti-

tude Test (ETAT) designed to evaluate testers personalities before statistically analysing and 

scrutinising the results. 

The paper’s final conclusion suggested a strong relationship between testing and human person-

ality traits. In particular, extrovert personality types were found more likely to be good exploratory 

testers. Although this research is specifically related to exploratory testing it further strengthens 

links between personality traits and testing in general. 

 

2.5 Experience 

As well as personality traits, another human factor that has a more obvious impact on the ability 

of a tester to perform is experience. This has already been referenced in some on the earlier pa-

pers in this review, in the form of ‘domain knowledge’. However, in “The Role of Experience in 

Software Testing Practice” (Beer and Ramler, 2008) the researchers set out to better understand 

the role of experience for effective testing in order to develop successful testing strategies and 

tool support. 

The case study involved three software projects conducted at Siemens Austria. Each was 

unique and therefore gave the study varying context and attributes. The objective was to dis-

cover ways in which experience shapes software testing practices and how this adds value. In-

terviews, document analysis and real-time observations were employed to gather insights. As 

expected, analysis of the results revealed that experience was crucial in all studied projects, in 

particular substantial domain knowledge (area specific prior experience) was found essential for 

effective testing. The study also found that despite the availability of cutting-edge technology in 

the projects, tools fell well short in leveraging experience for effective testing. This further backs 

up the overall theme of this literary review that human characteristics are vital to testing success. 
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2.6 Employer Preferences 

So far, this review has looked at which human characteristics and personality traits are common 

among software testers, as well as what kind or skills professionals in the field consider as im-

portant. The next couple of papers switch attention to the employers and consider what kind of 

skills they perceive as important for the role. In the paper “The Skills That Employers Look for in 

Software Testers”, Florea and Stray (2019) pose the question “What skills do software testers 

need to have, according to industrial demand?”. 

Four hundred job advertisements for software testers were collected from thirty-three countries 

and analysed. Data collected included job descriptions, responsibilities and requirements. This 

data was then organised and coded, creating a structured taxonomy for the demand in the soft-

ware industry for testing-related skills. The study calculated the percentage and mean number of 

skills mentioned in adverts for each category and subcategory in the testing-skills taxonomy, 

aiming to identify a profile of the type of testers sought by employers. The study also investi-

gated significant differences in requirements for various tester roles, such as software testers, 

test analysts and test managers. 

The results of the analysis reinforce the belief that software testing is a distinct role in the indus-

try that involves a high number of specific competencies demanding individuals with a blend of 

technical prowess and managerial acumen. Meticulous planning and execution were a very 

highly demanded skill set for test design. Employers also commonly seeked proactive individuals 

but displayed fewer requirements for skills like bug identification and meticulous documentation. 

The industry exhibits a clear preference for testers with broad technical skills, emphasising 

adaptability and versatility. While surprisingly domain-specific knowledge is not heavily empha-

sised. The evolving nature of software testing could explain the desire for traits such as adapta-

bility, technical acumen and a holistic approach. The study yet again underscores the distinctive 

personality traits that contribute to making an effective tester. 

In “On the Roles of Software Testers: An Exploratory Study” (Florea, Stray and Sjøberg, 2023), 

this research was taken a step further. The primary objectives of the study were to identify the 

roles that exist within the realm of software testing, understand the role preferences of profes-

sionals, and assess how well these preferences align with the roles sought by employers in job 

advertisements. The researchers conducted in-depth interviews with nineteen software testing 

professionals and analysed four hundred job advertisements, to try to uncover this information. 

The interviews sought to gain information from the experiences and insights of the professionals, 

while the analysis of job ads added a quantitative dimension to the research, allowing for a 

broader understanding of industry trends and employer expectations. 
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The results revealed a significant mismatch between the preferences of professionals and the 

expectations set by job advertisements. While many job ads sought testers with a diverse skill 

set, professionals leaned towards specialising in one role. This misalignment highlighted the 

challenge within the industry of trying to find the right balance between specialisation and versa-

tility. Another notable problem highlighted was the difficulty professionals faced when job ads 

combined highly technical and less technical skills. The study suggested a practical solution in 

the form of a checklist for job ads to enhance clarity in role expectations, hopefully attracting 

candidates with the most suitable skills for the advertised positions. Finally, the study empha-

sised the importance of clear communication in job advertisements and recognised the ongoing 

dynamic between specialisation and versatility in software testing. 

 

2.7 Skill Acquisition 

“A Qualitative Study of the Background, Skill Acquisition, and Learning Preferences of Software 

Testers” (Florea and Stray, 2020) examines how current testers acquired their skill set, and what 

their preferred method of study is. Nineteen senior professionals were interviewed, all with signif-

icant experience (from eight to thirty years). The interviewees had a diverse tertiary educational 

background, including economics, informatics, military, mathematics, engineering, physics, biol-

ogy and linguistics. They had also previously worked in a wide range of industries, such as ac-

counting, banking, logistics, telecommunications, automotive industry, IT services, appraisal, 

tourism and medicine, emphasising the diversity of background in software testing. Just over half 

of those interviewed did not have any IT education and of those that did, none had learned about 

software testing as part of that education. The researchers noted that there is an ongoing need 

for universities to include information or courses on software testing. 

One major revelation in the study was that all the interviewees reported securing their first test-

ing job as a result of a guess, or by chance. Most hadn’t paid attention to the details of the ad-

vertisement as their lack of experience made them unable to fully comprehend the role-specific 

details. Otherwise they said they probably wouldn’t have applied. The respondents also noted 

that they found programming tests being part of the hiring process for software tester positions 

discouraging and didn’t understand the point. 

In terms of learning preferences, the interviewees found that doing the work was the best and 

most efficient source of learning, as well as continuous learning from multiple sources, rather 

than a one-time effort. Most of those interviewed preferred informal learning sources, for exam-

ple using internet searches to find information when it is required for specific tasks. The need to 

master the vocabulary of testing was seen as an important hurdle to pass, in order to work 
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effectively with other team members in a project. Working together with these other team mem-

bers was also seen as hugely benefit for skill acquisition.  

 

2.8 Motivation 

Deak, Stålhane and Sindre (2016) conducted a study focusing on understanding the factors that 

influence the motivation and job satisfaction of software testers, as well as exploring the strate-

gies implemented by companies to encourage their testing staff to perform well. Data was col-

lected through both semi-structured and in-depth interviews with experts from various companies 

in Norway. The research investigated both positive and negative aspects of testing work and 

seeked to gain descriptive knowledge of current strategies employed by companies. 

The study found that motivating software testing teams is a genuine challenge, primarily due to 

the perceived lack of excitement in testing compared to other areas of software development. 

This is compounded by the industry's tendency to undervalue testing, often viewing it as a time-

consuming and unattractive task. Additionally, there's a scarcity of skilled testers, creating a 

pressing need for comprehensive training programs to address this skill gap. 

The paper concludes that it is crucial to shift perceptions of testing by emphasising its pivotal 

role in ensuring software quality. Furthermore, success stories should be showcased to empha-

sise how effective testing contributes to superior outcomes. It also suggests the implementation 

of strategies to integrate testing with development tasks to provide a comprehensive view of the 

software creation process. Offering interesting and challenging tasks keeps the team engaged 

and fosters professional growth. Recognising the significance of testing within the overall project 

is vital, and well-structured training programs contribute to building skilled testers. 

 

2.9 Summary 

The role of the software tester is critical to ensuring the success of any good software project. It 

is therefore surprising, as the literature points out, that there is a gap in research focusing on 

what makes a good tester. Plenty of research has been carried out on software developers, 

while very little attention has been given to similar examinations of quality assurance profession-

als.  

Those few studies that have been carried out have indicated that certain traits, such as intuition, 

creativity, communication skills, patience and curiosity are crucial for effective testing. One study 

in particular emphasised the importance of characteristics like growth orientation and 
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independence, while communication skills consistently stood out as the most important trait 

overall. Various papers also explored whether individual traits matter in testing, with intelligence, 

dedication, communication and investigation skills identified as crucial. Notably, some studies 

suggest academic records might not be important or reliable predictors of testing ability. Explora-

tory testing relies on human intuition and experience much more that other testing roles and, as 

such, requires unique skills. The research suggests a strong link between extroverted personali-

ties and success in exploratory testing. Despite the distinct nature of the role, this still further un-

derlines the impact of human characteristics on testing outcomes. In contrast, when it came to 

traits sought by employers, technical prowess, adaptability and versatility were emphasised as 

most desired. There was also a notable mismatch between professionals' role preferences and 

employer expectations, indicating a challenge in balancing specialisation and versatility, which 

would indicate a need for clearer communication in job advertisements. 

Beyond personality traits, the literature also explored the impact of experience on effective test-

ing, emphasising the importance of domain knowledge. Despite technological advancements, 

tools often fall short in making up for a lack of specific testing experience. However, many cur-

rent testers have diverse educational backgrounds, had little or no prior experience before enter-

ing the field or took unconventional paths into their testing roles. Furthermore, it was also high-

lighted that formal higher education for testers is severely lacking in IT education. Thus, a lack of 

experience is something that can be overcome, certainly at the beginning of a career in testing. 

Current professionals also stated that their preference for skill acquisition was to learn on the job 

and by continuous learning from multiple sources including internet searches rather than one-

time prescribed education, this is ideal for testers looking to overcoming a lack of experience.  

The literature also notes that motivating software testing teams can be challenging due to factors 

such as a perceived lack of excitement and undervaluation of the role within the industry. How-

ever, these obstacles can be overcome by employing strategies such as integrating testing with 

development tasks, showcasing success stories and providing interesting challenges and di-

verse skill building tasks to try to shift perceptions and help foster motivation. 
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3 Methodology 

The literary review has highlighted a number of key subject areas which, when investigated fur-

ther will help to address the subject of this thesis: Investigating common traits and improving re-

cruitment of IT quality assurance personnel. By looking deeper into trends in general skills, per-

sonality traits and backgrounds of current successful software testers, this thesis will endeavour 

to produce a set of recommendations for potential employers to follow. Furthermore, through in-

vestigating areas such as educational trends and preferences, and motivational factors, further 

insights can be gained to help improve the development and motivation of new recruits as well 

as to attract a better prepared next generation of quality assurance professionals into the indus-

try. The Ultimate goal of this thesis is to produce a set of guidelines for employers to understand, 

select and motivate future testing professionals and answer the following Research Questions:  

RQ1: Which common traits and skills do software testers need to prosper in the industry? 

RQ2: How can recruitment of testing professionals be improved? 

RQ3: How can quality assurance professionals be best motivated, rewarded and retained in the 

industry? 

In order to help accomplish this a study was undertaken to collect and analyse perspectives and 

insights from active IT professionals.  

 

3.1 Research Design 

A questionnaire was designed to elicit the most pertinent and useful information from active soft-

ware testing professionals, as well as several professionals working closely with software test-

ers. The decision to use a structured questionnaire (appendix 1) rather than perform semi struc-

tured interviews was taken to allow consistency in test conditions to facilitate better comparison 

of answers and hopefully also reliability in responses. To allow for the most detailed and useful 

information to be produced from the results, the analysis of the data gathered was mostly of a 

qualitative nature. 
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3.2 Questionnaire Design 

The questionnaire was specifically developed to dig deeper into the areas of interest highlighted 

in the literature review and to give a better picture of up-to-date views from current working pro-

fessionals. Meticulous consideration was given to the selection of questions to ensure a compre-

hensive exploration of views, while also trying to prevent the scope of the research becoming too 

wide. Room was also provided for elaboration from the participants to hopefully increase the 

quality and volume of data gathered. The following is a detailed breakdown of the reasoning be-

hind the selection of each question: 

 

1. Can you briefly describe your educational and professional background? (If you are a 

software tester, how did you enter the field?) 

This question aimed to provide foundational context for interpreting the perspectives shared by 

the study participants. Additionally, participants were encouraged to share insights into how they 

entered the field of software testing to try and offer a nuanced understanding of the varied poten-

tial pathways into this area of work. 

2. What is your current role and how long have you been working in it? 

The purpose of this question was to explore the participants' current roles and the duration spent 

in those roles to add a temporal dimension to the responses, hopefully adding more context to 

the overall data collected. It also provided some examples of the roles available within the indus-

try. 

3. What skills do you believe are crucial for success in software testing? Are there spe-

cific technical or soft skills that you find particularly valuable? 

Having gathered some context on the participants, this next question aimed to compile a list of 

skills perceived as crucial for success in software testing (both technical and non-technical) 

along with some reasoning for the choices. Hopefully unveiling insights into potential competen-

cies employers should be searching for in potential recruits. 
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4. From your point of view, in IT education, do you think software testing is adequately 

taught and recognised in comparison to other IT roles (e.g. development)? Why or why 

not? 

By exploring participants' opinions on the recognition and adequacy of software testing educa-

tion within the broader IT landscape, the aim of this question was to gauge the standing of soft-

ware testing within teaching curricula, and to reveal whether participants believe the subject is 

given due emphasis and consideration compared to other IT roles. 

5. How do you view software testing as a career path? Do you see it as a stepping stone 

to other IT roles, and if so, why? 

This aim of this question was to investigate participants' views of software testing as a career 

path by understanding whether they see software testing as a standalone profession or a step-

ping stone to other IT roles. Its intention was to try and gauge perceptions and attractiveness of 

the occupation, and to identify possible discriminations. This may help to provide insights into 

how to attract and retain employees in the long-term. 

6. In your opinion, is software testing a role that anyone can learn, or do you believe only 

individuals with a specific characteristic set can succeed in the field? (Please explain) 

Question six aimed to look at participants' views on the perception that software testing is an 

easy discipline to learn given the appropriate tools, or if it requires specific personal characteris-

tics for success. The intention was to uncover insights into the perceived inclusivity and exclusiv-

ity of the field and to try to delve further into ideas of an ‘ideal candidate’. 

7. Without considering technical skills, are there specific personality traits that you be-

lieve contribute to success in software testing? How do these traits differ from other IT 

roles? 

Exploring the non-technical traits contributing to success in software testing, this question’s aim 

was to identify unique personality characteristics deemed valuable in the field. The goal was to 

differentiate these traits from those considered useful in other roles and to provide a nuanced 

understanding of how these distinct qualities may be used by recruiters when selecting candi-

dates. 
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8. Reflecting on your experiences, do you believe there is a standard "profile" for a suc-

cessful software tester, or is the role more flexible, accommodating different back-

grounds and approaches? 

Following on from the previous two questions, and by reflecting on personal experiences, partici-

pants were encouraged to share insights into whether there exists a standard "profile" for a soft-

ware tester which could help further develop the blueprint for identifying well suited candidates. If 

on the other hand, the role can accommodate diverse backgrounds and approaches, this infor-

mation could inform a widening of the scope for considering potential candidates. 

9. In your experience, how important do you think effective communication skills are for a 

software tester? (Rate on a scale of 1 to 10 and briefly explain your choice.) 

The aim of this question was to quantify the significance of communication skills by providing a 

numerical measure coupled with a qualitative explanations supporting the chosen rating. By 

drawing on participants' experiences in the field the goal was to understand the perceived im-

portance of effective communication skills in the context of software testing. 

10. In your experience, how important do you think conscientiousness is for a software 

tester? (Rate on a scale of 1 to 10 and briefly explain your choice.) 

This question aimed to gauge the significance of conscientiousness in the field. Explanations ac-

companying the rating provide context for participants' assessments on the significance of con-

scientiousness for a successful software tester, offering a deeper understanding of its im-

portance. 

11. In your experience, how important do you think extroversion is for a software tester? 

(Rate on a scale of 1 to 10 and briefly explain your choice.) 

Through asking participants for their rating of the importance of extroversion in software testing, 

this question aimed to capture professional perspectives on the significance of the trait. Partici-

pants were again encouraged to provide a numerical rating and supporting explanation to help 

gauge the relevance and provide context. 
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12. How do you see the role of software testing evolving going forward, and how should 

the tester adapt to this? 

Concluding the survey, this open-ended question invited participants to share their thoughts on 

the future of software testing. By exploring anticipated evolutions in the field and recommenda-

tions for adaptation, the aim was to gather diverse perspectives on the trajectory of software 

testing and the proactive measures recruiters might consider when selecting, developing and 

motivating testers in response to these forthcoming changes. 

  

3.3 Participants 

The candidates selected to complete the questionnaire were mostly software testers currently 

working within OP financial group’s software development team. They were chosen firstly due to 

the access afforded by my role at the company, but also because they provided a unique per-

spective from within a high-profile software testing team working in a current, real-world software 

project. Several other testers and developers from other software development firms were also 

selected, to try to provide a richer data set for the study. 

In total eighteen candidates were selected this number was chosen to allow for a balance be-

tween detail in results and meticulousness of analysis. Moreover, the number also allowed per-

sonal vetting (as a pose to cherry picking) of participants to improve validity, credibility and relia-

bility of results. Unfortunately, data from two of the submissions was corrupted and so was ex-

cluded from the final results. This left 16 participants from which the study data was produced. 

By guaranteeing their anonymity and assuring them that the record of their responses would only 

be accessible by myself, it was hoped that the subjects would be more likely to give honest and 

useful answers. 

 

3.4 Data Collection Procedure 

The data collection process began by approaching participants. To ensure consistency and facil-

itate better comparison of answers the questionnaire was administered in written form, either in 

person or through online questionnaire deployment platforms. An introduction to the study was 

provided, outlining the purpose, confidentiality measures and the voluntary nature of participa-

tion. Informed consent was obtained from each participant before they completed the question-

naire. This approach aimed to uphold ethical standards, ensuring participant confidentiality and 

obtaining honest and useful answers. 
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3.5 Data Analysis 

Upon completion of data collection, a mainly qualitative approach was employed for analysis. 

Responses were subjected to thorough examination, identifying key themes and patterns. The 

intention was to provide a nuanced understanding of participants' experiences, opinions, and ex-

pectations. Quantitative data was also gathered with some questions answered on a scale of 

one to ten. It is essential to note, however, that even though these questions were presented on 

a numerical scale the analysis primarily relied on qualitative insights. The inclusion of these 

quantitative results aimed to present a more comprehensive and multifaceted perspective on the 

software testing landscape. However, the ultimate analysis relied primarily on a qualitative explo-

ration, forming opinions and insights based on the examination of results rather than relying ex-

tensively on statistical analysis. 

 

3.6 Limitations 

While the study aimed for a balanced sample of eighteen and then sixteen participants, limita-

tions exist. The sample primarily consisted of software testers from OP financial group's develop-

ment team, potentially introducing biases related to the specific projects and practices within this 

organisation. Additionally, the exclusion of two corrupted data submissions may have impacted 

the diversity of perspectives. 

Furthermore, the voluntary nature of participation may have led to a self-selection bias, with indi-

viduals choosing to participate based on their interest in the subject. These limitations should be 

considered when interpreting the findings and generalising them to the broader software testing 

community. 

 

3.7 Validity and Reliability 

The validity of the study was strengthened through a rigorous questionnaire design process, in-

formed by the literature review. The questions were crafted to delve into specific areas of interest 

highlighted in the literature, ensuring a comprehensive exploration of perspectives. 

To enhance reliability the questionnaire was piloted before the actual data collection, allowing for 

adjustments based on feedback. The selection of eighteen participants aimed to strike a balance 

between detail in results and meticulousness of analysis, contributing to the validity, credibility, 

and reliability of the study. The final count of sixteen participants still managed to retain this bal-

ance. 
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4 Empirical Findings 

Having gathered responses from the study participants via the questionnaire (appendix 1), the 

data was thoroughly and systematically examined and the most relevant of the findings are pre-

sented in this section. Among the various dimensions explored are the background of the partici-

pants, desirable skills for software testing, useful personality traits, individual suitability, educa-

tion, transiency of the role and the future trajectory of software testing. 

 

4.1 Background of the Questionnaire Participants 

Understanding the context of gathered data is pivotal in any empirical study. Therefore, the first 

two questions put to the participants aimed to provide a picture of their background and previous 

work experience. All of those interviewed were information technology professionals, of which 

the majority had a substantial history in software testing. Twelve of the sixteen participants 

worked actively as software testers, two as test managers and the other ten were testing special-

ists (both automated and manual). Two more worked as penetration testers and the last two as 

software developers working closely with testers. The experience level of the participants varied 

between two and thirty years in the field with the majority somewhere in the middle, between ten 

and twenty years.  

In terms of tertiary education, the interviewees all had very similar backgrounds, almost all had 

degrees in IT of one type or another with only three exceptions. These exceptions were library 

science, historical linguistics, and business administration. The two software developers who 

took part in the study had specifically chosen their education pathway with a view to working in 

their preferred role, while the penetration testers had chosen their discipline after discovering it 

while studying. In contrast, the software testing professionals entered the field through necessity 

rather than choice, or else transitioned from a different career path altogether. 

The main reasons given for becoming a tester was the need for employment. Other reasons in-

cluded as a stepping stone to work for a certain company, switching from a financial role due to 

digitalisation of banking, transitioning from a librarian to testing library software (again due to dig-

italisation), following a friend who had found a job in testing by chance after graduating in a non 

IT discipline, being placed on a testing course by the employment office and finally, moving from 

web development to testing when development work dried up. 
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4.2 Valuable Skills 

When questioned about which skills participants considered crucial for success as a software 

tester, the answers varied in both volume of detail provided, and also in the approach to answer-

ing the question. The first thing to note is that the most common answer given was good commu-

nication skills, with nine out of sixteen identifying it as important. One respondent elaborated: “it 

is important to be able to give sufficient technical information for a developer to triage a problem 

while also being able to describe findings to business people in terms that they understand”. An-

other noted that: “showing things didn't work as expected can ruffle feathers when you're not 

careful. Results don't matter if nobody pays attention to them”. 

The following graph shows the number of survey participants who identified certain skills as im-

portant for software testing success. Skills are shown along the X axis and the number of partici-

pants who chose the skill is shown on the Y axis. 

 

Figure 1. Skills identified as important for software testing 

Respondents unanimously agreed on the critical role of technical proficiency. Understanding 

how information flows through a system and recognising the untrustworthiness of input - whether 

from users or other systems - were highlighted as foundational aspects. Technical understanding 

was also deemed essential for effective software testing. 

As already indicated however, the role of the tester extends beyond technical expertise alone. 

The duality of the tester's responsibility to be both a technical expert and an effective 
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communicator was identified as key. As one respondent aptly noted, "Our job is also to report 

the findings and communicate them to different audiences." This dual responsibility underscores 

the significance of not only technical prowess but also strong written and spoken language skills. 

Other soft skills consistently highlighted as fundamental included proactivity, logical problem-

solving, and a continuous willingness to learn. One respondent succinctly captured this senti-

ment, stating: "You have to start somewhere, be proactive, communicate, have a logical way to 

solve problems (or like to solve problems, for that matter)." 

The dynamic nature of technical skills in software testing was another notable finding. Respond-

ents emphasised the need for adaptability to different technology stacks and methodologies, this 

need for flexibility reflects the ever-evolving testing landscape. Coding skills, particularly the abil-

ity to read and discuss code, were also highlighted as increasingly important. Creativity, attention 

to detail and effective collaboration were consistently identified as crucial soft skills too. Testers 

were described as “the glue between different parties in a team," emphasising this need for col-

laboration and strong interpersonal skills. These findings underscore the diverse nature of skills 

required for success. 

 

4.3 Education 

Perhaps surprisingly, fifteen of the sixteen participants stated that they did not think software 

testing was taught adequately in IT education, with the sixteenth asserting, “I wouldn't know be-

cause I never had any formal IT education but based on what I see in the industry I would guess 

not”. Some of the other participants elaborated on their opinions, with one writing, “There’s not 

enough dedication to testing in education and it’s not identified to a level of what criticality it rep-

resents in real life.” Speaking from personal experience another respondent wrote that in his 

five-year computer science program, “I don't think we talked about software testing at all. From 

what I've heard, the situation hasn't really improved a lot since then, unfortunately.” This senti-

ment was echoed in another reply, “We had one testing course in the whole degree. Testing is 

not considered as an important part of the development process which I think is strange as it is 

crucial part of the development process. Testing is starting to get more and more attention these 

days, but it is still not being taken into account as much as it should. In my current project if there 

is something that has to be cut, it’s always testing first.” Another response lamented this lack of 

testing coverage in education, “Software testing is invisible to students as a valid career path. It's 

just seen as some minor aspect of development.” 

As well as giving examples of the lack of focus on testing in IT education, some of the partici-

pants also offered potential reasons for it: “Up until not long ago, thorough and structured 
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software testing was more of an afterthought in the software development lifecycle and therefore 

universities and other education bodies have not adapted quickly enough.” Another potential ra-

tionale given was: “It is hard to impress the importance of quality assurance in a dry school set-

ting and with the way development projects are structured there.” One respondent sympathised, 

”The variety and depth of topics that can be taught during a degree are limited. If software test-

ing must be prioritised, something else would likely need to be taken out”. The potential risks of 

students not gaining testing experience were also highlighted: “Probably the focus is on pro-

gramming so that students don't get overwhelmed, but they do [become overwhelmed] when 

they land their first roles in the field.” 

 

4.4 Testing as a Stepping Stone Career 

When asked if testing is seen as a stepping stone career, one respondent wrote: "Some of the 

best IT staff I have met have served their time through different roles. The cross-discipline skills 

that they can bring to bear is invaluable". This not only highlights the potential of software testing 

as a stepping stone but also emphasises the broader skill set it can cultivate. Another gave a 

more complex response to the question indicating that it is a stepping stone, “but having said 

that, there is still a good chance that the next step still incorporates many QA tasks, whether it is 

in the direction of DevOps, embedded software testing/automation engineering, or a combo of 

QA/AI/DevOps/big data." This perspective suggests more of a dynamic nature within the devel-

opment landscape, with testing and programming being two sides of the same coin. 

Despite this, a substantial majority of the participants felt that testing is a distinct and fulfilling ca-

reer path in itself, and not at all a stepping stone. One respondent noted: "I see testing as a re-

lated, but separate career path. The mindset and the people that are good at it are different from 

IT/Dev" emphasising the qualities that make software testing unique as a profession. Expanding 

on this, other responses provided more concrete examples of the diverse paths within testing. "A 

tester can specialise in various types of testing, such as automation, load testing, or security 

testing. Sometimes, they can continue as a test manager," according to one participant, show-

casing the versatility and specialisation opportunities within testing career pathways. On the 

other hand, another respondent actually lamented that the discipline does not provide a pathway 

to other roles, "I saw it as a stepping stone, but it was a trap, the QA role is rarely respected and 

the ceiling on salary, skills, and career progression is very low," challenging the idea that testing 

is inherently a means to an end. 
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Overall, while acknowledging its potential as a stepping stone with broad applicability, partici-

pants consistently emphasised that in today's landscape software testing stands as a substantial 

and fulfilling career in its own right.  

 

4.5 Can Anyone Excel in Software Testing? 

When the subjects were asked if they viewed software testing as something anyone could learn 

or is it something that requires particular personality traits in order to succeed, consensus among 

the responses reflected the belief that while anyone can learn testing to a certain extent excelling 

in the field requires specific characteristics and mindset. "Anyone can do it at the most basic 

level but the top 10% roles need a very specific mindset," observed one participant, emphasising 

the need for a unique approach to truly excel in the field. Another respondent remarked: "I think 

the basics can be learned by anyone, but to truly excel in the field you need to have an eye for 

the weak points: the scenario that is not covered, unspecific descriptions, weird user behaviour, 

etc." This perspective underscores the nuanced and specialised nature of testing expertise. 

While acknowledging that many can learn testing, participants highlighted the importance of suit-

ability for the role and the value of a diverse quality assurance team. Similarly, one participant 

said that, "Yes, many can learn it but, as with other skills, not everyone that can learn it is suited 

for the role. I still would like to emphasise that in my view it is important to have a diverse QA 

team. Many perspectives on a problem are likely to lead to a better and more durable solution". 

 

4.6 Personality 

The respondents were next asked to concentrate solely on which personality traits contribute to 

success in software testing and how these differ from those deemed as advantageous for other 

IT roles. Once again, effective communication and teamwork abilities were repeatedly empha-

sised as pivotal. One participant highlighted this distinction: "Testers need to be more communi-

cative and work well in teams than other IT roles." Overall, respondents expressed a genuine en-

joyment of working with people and collaborating in pairs or larger groups. However, it was also 

noted that testers must represent the interests of end-users, occasionally leading to confronta-

tions with teammates, which emphasises the need for traits like patience and diplomatic skills. 

Creativity also emerged as a common thread. Testers have to be imaginative in devising scenar-

ios that developers may not have considered. A “touch of professional pessimism” was acknowl-

edged as beneficial as well, due to the need to scrutinise and challenge assumptions. The 
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expectation for testers to adapt quickly to new challenges and technologies was stressed, em-

phasising openness to learning and versatility, as was the importance of a good memory. 

Additionally, attention to detail, pattern-spotting and lateral thinking were deemed highly relevant 

traits, acknowledging the unique focus on finding inconsistencies and unexpected behaviours. 

Also, an innate interest in exploring systems and learning from real-world product usage, a will-

ingness to question everything and thinking outside the box were seen as valuable assets in 

testing. In contrast to development, testing was portrayed as requiring more curiosity and inter-

est in understanding how things work, especially in manual testing. Developers, on the other 

hand, were characterised as requiring a greater aptitude for problem-solving. 

 

4.7 Standard Profile 

When asked if there is a standard profile for a successful software tester or if the role is more 

flexible, one respondent emphasised the value of diversity, stating: "I love people coming from all 

kinds of different backgrounds and all kinds of different educational routes because all of their 

life skills and cultural knowledge only makes the team stronger, it helps fight bias and people can 

spot things that would otherwise be missed". Another participant also emphasised the im-

portance of varied backgrounds: "We have defined requirements and QA standards we all have 

to live up to, but I think it helps in quality assurance to also have or have had a different back-

ground or working history to either provide you with the necessary field knowledge or have a 

more practical perspective of the software solution in use, QA service quality benefits from the 

diversity of its team." A third respondent stated: "I think a mix of different people in a test team 

gives you the best results. Some might be more technical, some more able to act like the user, 

some specialise in security/performance/accessibility. Each of their findings is valuable feedback 

resulting in a better overall picture of the software. I think testing is uniquely flexible in that re-

gard. Hopefully companies can see it as well."  

Others focused on individual qualities, with one answer emphasising the importance of mindset 

and attitude, "Whenever I've hired a tester for my team, I've looked for mindset and attitude. It's 

easy to teach the technical skills, and harder to teach mindset and attitude." Overall, the consen-

sus from the responses was that there is no standard profile for a successful software tester. 

The role is perceived as flexible, accommodating individuals with diverse backgrounds, experi-

ences, and approaches. 
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4.8 Communication 

The following graph shows the importance that survey participants placed on communication 

skills for success in software testing along with the percentage of each of the chosen responses. 

Answers were chosen on a scale of one to ten which is shown along the X axis and the number 

of participants which chose each number is shown on the Y axis. 

 

Figure 2. Importance of communication in software testing 

Consistently in their answers, the study participants overwhelmingly emphasised the paramount 

importance of effective communication skills in software testing. In their responses to this ques-

tion, eight out of the sixteen respondents chose the highest rating of ten out of ten, five chose 

nine and the final three chose eight (figure 2). One added that a tester, “not only needs to find 

issues, but they must also to be able to communicate what they find to clients, managers, and 

the people who need to find them." Thus, highlighting the ability to convey findings to individuals 

with different backgrounds and different levels of technical knowledge as a key competency for 

post-test actions. 

The importance of communication also extended beyond technical aspects. The nuances of 

communication become particularly crucial when dealing with intangible results. One participant 

emphasised the broader impact, stating: "Communication is key. You can step on toes with test-

ing results, have your bug reports ignored or the impact of an issue misunderstood if you do it 

wrong." Another said: "Testing specialists deliver technical and business-related critical infor-

mation whether or not the quality or functional standards and requirements are met. Communi-

cation is a soft skill that cannot be overvalued but can be horribly undervalued!" This perspective 
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further highlights the importance of communication skills for both the effective delivery of tech-

nical and business-related insights. 

Collaboration is another aspect of software testing where communication skills are vital. One 

participant succinctly put it: "The whole team needs to work together to build quality in. This re-

quires good communication and collaboration." Software testing is not performed in isolation, 

thus it necessitates strong communication skills. 

 

4.9 Conscientiousness 

The following graph shows the importance that survey participants placed on conscientiousness, 

for success in software testing. Answers were chosen on a scale of one to ten which is shown 

along the X axis and the number of participants which chose each number is shown on the Y 

axis. The percentage of each option chosen is also shown. 

 

Figure 3. Importance of conscientiousness in software testing 

The participants also collectively affirmed the significance of conscientiousness for software test-

ers, emphasising traits such as thoroughness, carefulness, and diligence. Seven of the sixteen 

respondents ranked the importance of the trait as ten out of ten and four chose nine out of ten, 

clearly recognising conscientiousness as a vital aspect of the profession (figure 3). One respond-

ent wrote: "Without dedication to and understanding of the testing task, the risk of defects ending 

up in production rises significantly." Another highlighted the role of conscientiousness in 
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advocating for improvements, emphasising its importance: “often nobody [cares] and you as a 

tester have to argue to improve things. If you don't care, nobody else will either." This assertion 

underscores conscientiousness as a driving force for continuous improvement and quality en-

hancement. 

One respondent noted that conscientiousness is particularly important when dealing with unex-

pected outcomes: "Being methodical and rigorous is key when looking for unexpected behav-

iours and edge cases." Another agreed with the importance of conscientiousness, but also noted 

the delicate balance between thoroughness and efficiency, stating that "being thorough is im-

portant, but you can't test it all. Testers need to be able to work within time limits and not get lost 

in detail. You need to be careful and diligent, but also efficient." This perspective reconciles be-

ing pragmatic within the constraints of project timelines. 

On the other hand, one participant provided a contrasting perspective and chose a lower rating 

of just three out of ten, expressing the view that they do not identify the role as detail oriented. In 

their opinion success as a tester shouldn’t rely on having to “save the day as they are so consci-

entious”, and the team as a whole should take responsibility for a successful project. This view-

point challenges the prevalent opinion among the group, however it was very much an outlier. 
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4.10 Extroversion 

The following graph (figure 4) shows the importance that survey participants placed on extrover-

sion for success in software testing. Answers were chosen on a scale of one to ten which is 

shown along the X axis and the number of participants which chose each number is shown on 

the Y axis. Percentage of each of the chosen options is also shown. 

 

Figure 4. Importance of extroversion in software testing 

Unlike communication and conscientiousness, the importance of extroversion for software test-

ing elicited a contrasting range of opinions and diverse perspectives (figure 4). One participant 

took a neutral stance: "It’s not really important for a tester to be introverted or extroverted." An-

other generally agreed with this but acknowledged that testing differs from other IT roles in re-

gard to sociability "In general in IT, it is not important to be extroverted. However, it is a bit more 

important in testing due to the need for communication." Other participants also noted the differ-

ence between extroversion and communication. "While communication is important, I don't think 

the type of communication makes a big difference. You can communicate well through emails, 

reports and by making tickets. Being present in meetings is good but speaking is not always nec-

essary." 

Other participants emphasised the importance of effective communication skills over extrover-

sion. One commented: "It's all about communication and reaching out to the right people." An-

other highlighted the need for diplomatic communication, stating: "You have to know how to tell 

about unpleasant things like faults and be able to ask questions in problem situations. Diplomacy 

is the key word." One respondent approached the topic from a personal perspective, "I'm very 
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shy and introverted. However, I had to learn to build relationships and collaborate continually 

with other people on my team and other teams. That is essential for success."  

 

4.11 The Future 

When asked about how they see the role of software testing evolving and how a tester should 

adapt to this, the respondents gave a range of insightful responses. A common theme was the 

importance of adaptability and staying updated with evolving technologies. One participant said 

that "modern jobs are ever-changing and we need to be mindful of that and be willing to learn 

new trends and techniques to keep our skillset updated and relevant." Several respondents ex-

pressed the belief that testers with advanced and newer skills would be in demand and agreed 

that continuous learning would be essential. "Newer more advanced skills will be needed. We 

need to just keep studying unfortunately!" 

Some participants highlighted the increasing importance of automation, while others cautioned 

against relying solely on it. One participant expressed a balanced view, stating: "Automation is 

great but unfortunately will not solve all testing needs.” The idea of testers moving away from 

manual testing towards more exploratory testing and non-functional testing was emphasised by 

another respondent. "I see testers being freed from monotone repetitive manual testing. Testing 

is going to be less about checking lists and more about exploratory testing, non-functional re-

quirements, and quality coaching." 

The role of artificial intelligence in testing was also a recurring theme. One of the respondents 

underlined its increasing significance, stating: "AI is definitely going to come in and aid various 

parts of software testing, from checking the language presented to users to simulating user inter-

actions in a more realistic manner." Another respondent emphasised the need for testers to em-

brace AI early and explore ways it can enhance productivity: "Testers need to adapt to this by 

embracing it early and finding how it can improve their productivity." 

Several participants discussed the evolving nature of the responsibilities of the testers them-

selves, foreseeing a shift towards supervisory or administrative roles due to the increasing im-

pact of AI. One noted, "AI will have more and more of an impact, and thus the role of the tester 

will be more of an orchestrator of testing services and an editor of solutions." 
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5 Discussion 

Having presented the most pertinent findings from the responses to the questionnaire. The fol-

lowing section looks at how these results, in conjunction with the findings form the literature re-

view, can be interpreted and utilised to provide recommendations for potential recruiters, and 

hopefully inform the production of a proactive guide for candidate selection, motivation and de-

velopment. 

 

5.1 Personal Characteristics 

The literary review section of this paper has highlighted the severe lack of research into which 

personal traits are beneficial for successful software testing professionals to possess. It’s clear 

from the responses to the questionnaire, and from the small amount of research done on the 

subject previously, that effective software testers require unique personality traits, distinctive 

from those of other IT professionals. By targeting these characteristics, recruiters could signifi-

cantly increase their chances of successfully locating and selecting the best candidates for qual-

ity assurance roles within the industry. 

 

5.1.1 Communication and Interpersonal Skills 

Effective communication has consistently been the most proposed personality trait associated 

with software testing success throughout this study. This consensus on the importance of com-

munication skills emphasises a growing recognition of testers as effective communicators and 

collaborators. The need to be able to pass technical information in terms that all audiences and 

stakeholders (both business and technical) can comprehend, and with diplomacy is vital for ef-

fective testing. Relaying the sometimes-intangible results produced from testing is when the nu-

ances of effective communication become particularly crucial. This is true of both written and 

spoken language skills, which therefore should be strong in potential job candidates.  

The importance of these skills for software testing was also strongly supported in the literature 

review. In “What Characterizes a Good Software Tester? A Survey in Four Norwegian Compa-

nies” (Deak, 2014), communication skills were once again identified as the most valued charac-

teristic in the study. The research notes that "Testers must be able to know how to provide the 

right information and how to communicate it properly to the parties involved” and that “Testers 

often have to report problems and they have to be comfortable with conflict, which lead to a vast 

amount of communication on daily basis”. Merkel and Kanij (2010) also echo the importance of 
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communication and interpersonal skills “to accurately describe faults, persuade developers as to 

their existence and importance, and to teach them how to avoid such faults in future”. Therefore, 

communication skills need to be high on the list of requirements when selecting testing candi-

dates. 

As well as gauging candidates’ communication skills organically in an interview scenario, recruit-

ers should also aim to assess their ability to articulate technical concepts. Behavioural questions 

targeting past communication challenges and collaboration assessments may also help to con-

tribute to a comprehensive evaluation. Furthermore, written communication could be assessed 

through applications and résumés. References and recommendations from previous employers 

should also be sought to provide real-world perspectives. 

 

5.1.2 Continuous Learning 

The next most frequently repeated, non-technical skill highlighted in the study was the capacity 

for continuous learning. The expectation for testers to adapt quickly to different technology 

stacks and methodologies reflects the continually evolving nature of software testing. This also 

aligns with the literature review and the broader industry discourse on the importance of continu-

ous learning and adaptability to keep up with the ever-evolving nature of software testing. 

Recruiters should aim to gauge potential recruit’s attitude to continuous learning by enquiring 

about their familiarity with emerging technologies, discussing learning approaches, and posing 

behavioural questions. Through examining résumés for participation in learning initiatives and by 

assessing problem-solving abilities through scenarios and case studies, candidates committed to 

staying updated can be identified. Recruiters should also look for proactive learners who actively 

seek out new information, engage with the testing community and demonstrate adaptability to 

evolving industry trends. 

 

5.1.3 Problem Solving and Critical Thinking 

After communication and continuous learning, problem-solving and critical thinking emerged as 

the next two most important aptitudes, with four of the sixteen participants underscoring their sig-

nificance. Critical thinking involves assessing and evaluating information or situations while prob-

lem-solving concerns actively addressing and resolving specific problems. In practice, these 

skills intersect, effective problem-solving benefits from a foundation of critical thinking. Critical 

thinkers analyse problems thoroughly, consider various options and make informed decisions 

during the problem-solving process.  
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Targeting these abilities should therefore constitute a fundamental part of the recruitment pro-

cesses for potential testers. Implementing practical problem-solving scenarios during interviews 

would allow candidates to demonstrate their analytical abilities in real-world testing situations. 

Additionally, presenting candidates with hypothetical testing challenges and evaluating their ap-

proach, methodical reasoning and decision-making process, would provide an insight into their 

critical thinking skills. Finally, by asking about past experiences where candidates have success-

fully identified and resolved complex issues a measure of their problem-solving capabilities can 

be gained.  

 

5.1.4 Curiosity and Adaptability 

With both being highlighted as important by three of the study participants, the significance of cu-

riosity and of adaptability in software testing cannot be overstated. While distinct, these qualities 

complement each other in fostering a mindset that is open to new experiences, learning and 

change. Both contribute to an individual's ability to navigate and thrive in dynamic environments 

and so are integral for software testing professionals. 

Curiosity is the desire to understand, question and explore. In software testing where technolo-

gies evolve rapidly, a curious tester is more likely to delve deeper into and uncover potential 

problems, and proactively seek innovative solutions. This inquisitive mindset is also a catalyst for 

the afore-mentioned continuous learning, allowing testers to stay abreast of emerging technolo-

gies and methodologies. Adaptability ensures testers can seamlessly adjust to the dynamic na-

ture of the industry. Technological advancements and shifts in requirements necessitate profes-

sionals who can adapt swiftly and embrace change. An adaptable tester not only copes but 

thrives in diverse testing environments. 

To help identify these traits, recruiters should try to incorporate them into their selection criteria. 

As with continuous learning, interview questions should assess a candidate's past experiences 

of exploring new technologies or adapting to changes. Scenarios or case studies that require 

creative problem-solving and showcase an inquisitive approach can also be used to help evalu-

ate a candidate's curiosity. Recruiters can ask about past experiences demonstrating a candi-

date's ability to learn quickly and adapt to different testing methodologies. Assessing how candi-

dates have navigated challenging scenarios, embraced unfamiliar technologies, or led initiatives 

that required flexibility can also help to gauge their adaptability.  
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5.1.5 Conscientiousness 

The main finding of the paper "An Empirical Investigation of Personality Traits of Software Test-

ers," (Kanij, Merkel and Grundy, 2015) was the significant difference in conscientiousness be-

tween software testers and other software development professionals. Software testers dis-

played a significantly higher prevalence of this trait than software developers. Therefore, the 

characteristic was singled out in our study for special attention. Participants were asked how im-

portant they thought it was for software testers to be conscientious. The results show that overall 

they agreed strongly with the findings of the paper, with a majority scoring the trait as very im-

portant. A conscientious tester is more likely to adhere to rigorous testing procedures, leaving no 

stone unturned in their quest to uncover even the most subtle issues. Furthermore, a conscien-

tious tester can be trusted to execute test cases meticulously and consistently produce reliable 

results. This reliability is especially critical in ensuring the accuracy of testing outcomes and con-

tributing to the overall reliability of the software being tested. 

Recruiters should therefore endeavour to flag this trait in their criteria for candidate evaluation. 

During the interview process, asking candidates about their approach to organising testing pro-

cesses and executing testing tasks themselves, can provide insights into their conscientious-

ness. Inquiring about how they prioritise and manage their workload, especially when faced with 

tight deadlines, can help gauge diligence and thoroughness. Their methods for record keeping of 

test cases and results, can help assess their attention to detail. Additionally, scenario-based 

questions that assess how candidates handle complex scenarios or adhere to established proto-

cols can offer insights into their conscientious approach to work. Seeking examples of how con-

scientiousness contributed to successful outcomes in a candidate's professional or personal his-

tory can further test their suitability for the role. References from previous employers or col-

leagues will also offer valuable perspectives on a candidate's work ethic and reliability. 

 

5.1.6 Other Personal Characteristics 

Other notable answers produced by the questionnaire included traits such as cynicism, lateral 

thinking, patience, an eye for detail, creativity, proactivity and teamwork. Cynicism serves as a 

valuable attribute, prompting testers to scrutinise assumptions, question results and approach 

testing scenarios with discernment, enhancing examination of software. Lateral thinking, charac-

terised by creativity and unconventional problem-solving, enables testers to devise innovative 

scenarios and address unforeseen challenges. Patience ensures meticulous examination and 

persistence in navigating complex scenarios, contributing to comprehensive testing coverage. 

An acute eye for detail helps ensure precision, identifying subtle defects and maintaining overall 
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software quality. Creativity acts as a catalyst for devising testing strategies and contributing to 

the quality assurance process. Proactivity helps testers take initiative, anticipate challenges, and 

allows them to actively contribute to the team's success. 

Recruiters should aim to strategically integrate these traits into their assessment criteria by pos-

ing scenario-based questions during interviews, assessing candidates' contributions to team pro-

jects, problem-solving, creativity and patience in dealing with complex scenarios. During inter-

views, posing questions that require candidates to navigate ambiguous situations can reveal 

their cynicism and their lateral thinking abilities. While asking about past experiences, where 

candidates demonstrated patience in dealing with complex testing challenges, may provide in-

sights into their persistence and attention to detail. 

To evaluate creativity and proactivity, recruiters can request candidates to share examples of in-

novative testing approaches or other circumstances where they have innovatively dealt with 

problems in the past, or how they have proactively identified and addressed potential issues. Ad-

ditionally, behavioural interview questions focused on teamwork can unveil a candidate's collab-

orative skills and ability to contribute effectively to a team. 

 

5.2 Background 

Participants in the study came from a diverse range of backgrounds, with varying levels of expe-

rience in software testing. Notably, their educational trajectories were quite varied, challenging 

the conventional notion that a computer science degree is the sole gateway to soft-ware testing 

as a profession. Furthermore, the acknowledgment among the participants themselves that there 

is no standard profile for a successful software tester underscores the diversity in work and edu-

cational backgrounds within the testing profession. This diversity can be viewed as a significant 

asset, offering numerous advantages to both individual testers and the organisations they serve. 

Having software testers with diverse backgrounds offers the potential for cross-disciplinary skills 

and insights. Individuals who have served their time through different roles bring a unique set of 

skills and perspectives to the testing realm. This cross-disciplinary exposure allows testers to 

draw from various experiences, enriching problem-solving approaches and fostering a more ho-

listic understanding of software quality. 

Recruiters should actively encourage this diversity by seeking candidates with diverse educa-

tional backgrounds and work histories. A mix of individuals with technical, non-technical, or even 

non-IT backgrounds can contribute to a well-rounded testing team. For instance, someone with a 

background in business administration may bring valuable insights into user experience and 
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business requirements, complementing the technical expertise of individuals with IT degrees. 

The recognition that diverse teams lead to stronger collaboration and innovation is a well-estab-

lished concept in organisational psychology. A mix of backgrounds fosters a collaborative envi-

ronment where team members learn from each other, leading to more creative problem-solving 

and improved decision-making. 

Recruiters should strive to strategically tap into this diversity by prioritising inclusive hiring prac-

tices. Instead of rigidly adhering to predefined educational or career paths, recruiters can look for 

candidates who bring unique perspectives, soft skills and problem-solving approaches. This ap-

proach will not only enhance team dynamics but also contributes to a more adaptable and resili-

ent testing team. 

 

5.3 Extraversion vs Introversion 

Shoaib et al. (2009) found that within the realm of software testing, exploratory testing requires a 

unique set of skills. The main conclusion of their paper was that extrovert personality types are 

more likely to be successful exploratory testers. With this in mind, the participants in our study 

were asked how important they thought extraversion was to the role of software testing in gen-

eral. Analysis of the results revealed a wide range of responses, with the majority leaning to-

wards lower ratings (figure 4). Out of sixteen respondents, ten chose ratings between one and 

five out of ten. 

Candidates tended to feel that extraversion is not as an essential skill to succeed in the industry. 

Therefore, it should not be necessary for recruiters to look for this trait when conducting inter-

views. Moreover, extraversion and communication skills should not be collated together. The fact 

that an individual is introverted doesn't mean they lack the capacity for strong communication. 

Introverts often excel in one-on-one or small group interactions, they tend to be good listeners 

and thoughtful in their responses. They also exhibit strong observational skills which can contrib-

ute to clear and detailed communication. 

In a professional context, introverts can excel in tasks that require concentration, analysis, and 

strategic thinking, attributes that actually align with certain aspects of software testing. Their abil-

ity to communicate thoughtfully and diplomatically can be particularly valuable when conveying 

complex technical information or reporting testing results to various stakeholders. While extro-

verts may thrive in more dynamic and social settings, introverts bring unique strengths to com-

munication making them well-suited for roles that demand thoughtful and precise interactions. 

Recruiters should recognise that introversion does not inherently impede one's ability to 
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communicate effectively in a professional setting, and neither introversion nor extroversion 

should be considered as factors when recruiting software testers, unless for specific exploratory 

testing roles. 

 

5.4 Domain Knowledge 

Clearly, prior experience and knowledge of a specific competency area is very useful in any field 

of work. In fact, Beer and Ramler (2008) found that substantial domain knowledge was essential 

for effective testing and tools fell well short in compensating for a lack of experience. The data 

gathered from our own study also concurs with this, with participants acknowledging the value of 

domain expertise in enhancing testing practices, identifying nuanced issues, understanding user 

perspectives and ensuring comprehensive test coverage. 

On the other hand, while domain knowledge enriches the testing process, an overemphasis on it 

during recruitment may pose challenges. This could potentially narrow the pool of candidates, 

limiting diversity and preventing the inclusion of varied perspectives in testing teams. As has al-

ready been covered in section 5.2, a diverse team with a mix of backgrounds is a great asset in 

quality assurance and software testing. Therefore, recruiters must weigh the benefits of domain 

knowledge against the advantages of a diverse team composition. A team comprising individuals 

from various educational and professional backgrounds brings different perspectives, fostering 

creativity and innovation. 

To optimise recruitment processes, organisations should aim to strategically blend domain ex-

perts with individuals from diverse backgrounds. This approach combines the depth of domain 

knowledge with the breadth of diverse experiences. This also aligns with the empirical findings, 

where respondents emphasised the importance of collaboration and communication within test-

ing teams, underlining the relationship between technical expertise and soft skills. While domain 

knowledge remains a valuable asset in software testing, a nuanced approach to recruitment is 

essential. 
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5.5 Skill Acquisition 

Both the literature review and the responses gathered from this study emphasise the fact that 

software testing is acutely underrepresented in formal education. Questionnaire participants uni-

formly expressed concerns about the inadequacy of testing in IT curriculums. However, as men-

tioned previously, there are numerous positive aspects of recruiting from diverse backgrounds. It 

is crucial for recruiters to recognise that a lack of formal testing education is not necessarily a 

drawback, but rather an opportunity to incorporate diverse skill sets and innovative problem-solv-

ing approaches into their teams. 

The participants in our study also reiterated the findings of Florea and Stray (2020) that hands-

on experience in the job is considered the most efficient method of learning software testing. The 

preference for continuous informal learning rather than formal courses reflects the dynamic na-

ture of the field, casting further doubt on the importance of formal testing education when recruit-

ing software testers. 

As highlighted in our discussion on conscientiousness (Section 5.1.5) and continuous learning 

(Section 5.1.2), it is more important to create a work environment that values and supports pro-

fessional growth and contributes to overall job satisfaction. Organisations can implement tar-

geted strategies that provide access for employees to resources that help them to gain new skills 

and experiences within the testing domain. Some examples might include, investing in training 

programs, providing learning resources, encouraging mentorship and recognising and rewarding 

growth. 

Clearly more focus on testing during higher education would be preferable, not only for testing 

roles but also for roles in software development and IT in general. However, rather than fixating 

on formal testing qualifications during recruitment, organisations should instead focus on provid-

ing opportunities for testing professionals to acquire new skills while on the job. By doing so re-

cruiters can contribute to the growth and adaptability of their teams, as well as creating an envi-

ronment that attracts, motivates and retains the best candidates for the job. 
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5.6 Motivation 

As well as investigating factors that may be useful when selecting candidates for software testing 

roles, as was touched upon in the previous section another goal of this study is to look at what 

motivates testers and explore how this information could be used to enhance long-term commit-

ment and job satisfaction. Participants in the study were not only questioned about their views on 

software testing as a career but also their motivation to perform effectively, remain in their cur-

rent position and in the industry in general. 

The results revealed that the majority of participants did not perceive software testing as merely 

a stepping stone into other roles within the software development industry. This contrasts with a 

common misconception that testing roles are transient. The participants emphasised that testing 

constitutes a distinct career path with its own set of challenges which requiring a unique mindset. 

The diverse nature of testing offers many opportunities for growth and innovation and so can of-

fer a very fulfilling career. 

Even those who did view testing as a stepping stone acknowledged that the cross-disciplinary 

nature of testing skills made them invaluable across the sector. The participants also noted that 

quality assurance tasks are now performed by individuals in various IT roles, suggesting that 

moving from testing to another role may not necessarily be a forward step in career progression 

but rather a lateral shift. Moreover, within the testing field, there are more senior roles, such as 

testing managers, which can offer opportunities for career advancement without leaving the field. 

Building upon insights from Deak et al. (2016), who explored the motivation and job satisfaction 

of software testers, our research also recognises the challenges of motivating testing teams. 

Testing is often perceived as less exciting than other areas of software development. Some par-

ticipants of our questionnaire raised concerns, highlighting perceived issues such as a lack of 

respect, inadequate monetary rewards and limited career opportunities. These factors could po-

tentially demotivate professionals and impact their commitment. It is imperative for prospective 

employers to address these issues, ensuring that software testing roles are recognised and re-

warded and clear career progression pathways are offered to enhance motivation and commit-

ment within testing teams. Strategies should be considered such as showcasing success stories, 

integration of testing with development tasks, acknowledgement and reward of individuals who 

actively seek to acquire new skills, as well as providing structured career development opportu-

nities, highlighting the potential for upward career progression without leaving the QA domain. 
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6 Recommendations 

Based on the extensive research, examination of results and discussion carried out so far in this 

study, the following section comprises a set of comprehensive recommendations to help direct 

companies when recruiting software testing specialists. The ultimate aim is to guide recruitment 

processes and foster a thriving testing environment within organisations to empower recruiters to 

build well-rounded, diverse and motivated software testing teams equipped to meet the diverse 

challenges of the industry. Furthermore, recommendations are provided to promote employee 

satisfaction and ongoing skill development within the testing teams. 

 

6.1 General Software Tester Recruitment Strategies 

6.1.1 Behavioural Interviews: 

Behavioural Questions: Use structured behavioural interview questions to elicit responses that 

demonstrate candidates' soft skills and past experiences. Tailor questions to each trait, focusing 

on scenarios where candidates faced challenges relevant to testing roles and showcasing the 

desired traits. 

Practical Exercises: Incorporate hands-on practical exercises or simulations to evaluate candi-

dates' technical proficiency and problem-solving abilities. Design exercises that mirror real-world 

testing scenarios, allowing candidates to demonstrate their skills in a simulated environment. 

Provide opportunities for candidates to showcase their ability to apply theoretical knowledge to 

practical testing tasks. 

 

6.1.2 Integration of Key Traits: 

Curiosity: Evaluate candidates' inquisitiveness by posing open-ended questions that assess their 

eagerness to explore new technologies, methodologies and testing approaches assessing their 

inclination towards continuous learning and innovation. Request examples from their past experi-

ences where they demonstrated a thirst for knowledge and a proactive approach to learning. 

Adaptability: Engage candidates in discussions about actual experiences of adopting new tech-

nologies and methodologies. Present hypothetical scenarios reflecting emerging trends or dis-

ruptive technologies and gauge candidates' responses to assess their adaptability and forward-

thinking approach. 
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Conscientiousness: Assess candidates' diligence, reliability and attention to detail. Inquire about 

their methods for organising and executing testing processes, managing workload, prioritisation 

of tasks and adhering to established protocols probing for evidence of conscientiousness in their 

work habits. Request specific instances where their conscientiousness contributed to successful 

testing outcomes, demonstrating their reliability and commitment to quality assurance. 

Lateral Thinking: Gauge candidates' ability to think creatively and approach problems from un-

conventional angles. Present hypothetical testing scenarios or challenges that require innovative 

solutions. Evaluate their thought processes, adaptability and capacity to devise creative testing 

strategies. 

Teamwork: Explore candidates' collaborative skills and their ability to work effectively within a 

team. Pose questions that assess their experiences in contributing to team projects, resolving 

conflicts and fostering a positive team dynamic. Look for examples of how they have supported 

and collaborated with colleagues to achieve common goals. 

 

6.2 Desirable Character Selection in Interview Scenarios 

6.2.1 Communication and Interpersonal Skills 

Structured Interviews: Conduct structured interviews with a focus on candidates' ability to com-

municate technical concepts to both technical and non-technical stakeholders, assessing their 

clarity, coherence and effectiveness in conveying information. 

Evaluate candidates' active listening skills and empathy through role-playing exercises or sce-

nario-based questions involving stakeholder interactions. 

Technical Writing Assessment: Introduce a technical writing assessment where candidates are 

tasked with documenting test plans, bug reports, or technical documentation, evaluating their 

written communication skills and attention to detail. 

Review writing samples from candidates' previous work or academic projects to assess their 

ability to articulate complex ideas in a clear and concise manner. 

Reference Checks: Request references from previous employers or colleagues specifically ad-

dressing candidates' communication abilities, professionalism and collaborative nature, providing 

additional insights into their interpersonal skills and work ethic. 
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6.2.2 Continuous Learning Abilities 

Discussion Forums: Create discussion forums during interviews to explore candidates' learning 

approaches and strategies for staying current in the field, encouraging them to share experi-

ences and insights from their ongoing professional development efforts. Engage candidates in 

conversations about their participation in online communities, forums, or professional networks, 

assessing their engagement with industry trends and emerging technologies. 

Résumé Review: Review candidates' résumés for evidence of continuous learning initiatives, 

such as certifications, courses, workshops, or conference attendance, indicating their commit-

ment to professional growth and development. Assess the relevance and currency of candidates' 

technical skills based on their education, training and certifications, ensuring alignment with the 

evolving demands of the testing industry. 

 

6.2.3 Problem Solving and Critical Thinking 

Practical Scenarios: Implement practical problem-solving scenarios during interviews, presenting 

candidates with real-world testing challenges and evaluating their ability to analyse, strategise 

and execute effective solutions. Encourage them to walk through their problem-solving approach 

step-by-step, providing insights into their critical thinking abilities, resourcefulness and decision-

making processes. 

Hypothetical Testing Challenges: Present hypothetical testing challenges or case studies that 

require candidates to assess risks, identify priorities and devise testing strategies, gauging their 

analytical skills and creativity. Evaluate their ability to think outside the box and propose innova-

tive solutions to complex testing problems, assessing their capacity for lateral thinking and 

adaptability. 

 

6.3 Conscientiousness 

Structured Interview Questions: Structure interview questions around candidates' approach to 

organising and executing testing processes, probing for evidence of diligence, thoroughness and 

reliability in their work habits. Inquire about candidates' methods for prioritising tasks, managing 

deadlines and maintaining attention to detail, assessing their conscientiousness in handling test-

ing assignments. 
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Scenario-Based Assessments: Utilise scenario-based questions or practical exercises to simu-

late challenging testing scenarios and evaluate candidates' response strategies, providing in-

sights into their conscientious approach to work, as well as their problem-solving abilities. Pre-

sent candidates with scenarios involving conflicting priorities, ambiguous requirements, or tight 

deadlines, observing their ability to remain composed, focused and methodical in their approach. 

 

6.4 Diversity and Collaboration 

Diversity and Inclusion Training: Embed diversity and inclusion training into the organisational 

culture by providing comprehensive education and awareness programs for hiring managers and 

interviewers. These initiatives ensure that recruitment practices are fair, unbiased, and inclusive, 

promoting equal opportunities for all candidates. Organisations benefit from a broader range of 

perspectives, experiences, and ideas, leading to enhanced innovation, creativity, and perfor-

mance. 

Cross-Disciplinary Collaboration: Nurture collaboration between individuals with diverse tech-

nical and non-technical backgrounds, recognising the value of interdisciplinary perspectives in 

enhancing problem-solving approaches and driving innovation. Encourage knowledge sharing 

and cross-training initiatives within testing teams, empowering individuals to leverage their 

unique skills and experiences to address complex testing challenges effectively. 

 

6.5 Development and Motivation 

Onboarding and Training Initiatives: Establish comprehensive onboarding programs that provide 

new hires with the necessary tools, resources and support to integrate smoothly into the testing 

team and organisation. Offer a range of training opportunities tailored to the specific needs and 

career goals of testing professionals. 

Access to Learning Resources: Ensure employees have comprehensive access to a diverse 

range of learning resources to facilitate continuous skill development and knowledge enhance-

ment among testing professionals. Empower individuals to stay abreast of the latest trends, tools 

and methodologies in software testing, thereby fostering a culture of lifelong learning within the 

organisation. 

Networking Opportunities: Organise networking events, industry conferences and community 

meetups to facilitate knowledge exchange, collaboration and professional growth. Provide 
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platforms for testers to showcase their work, share best practices and connect with peers and 

industry experts, implementing a sense of community and camaraderie within the testing com-

munity. 

Mentorship Programs: Establish robust mentorship programs designed to provide guidance, sup-

port, and insights to junior members, accelerating their growth and integration into the team. By 

nurturing a culture of mentorship, the organisation encourages collaborative learning, skill acqui-

sition and career advancement opportunities for all team members. 

Integration of Testing Tasks with Development: Recognise the integral role of testing in software 

development by integrating testing tasks into the development process. Collaboration between 

testing and development teams ensure that quality assurance is prioritised throughout the soft-

ware development lifecycle. Enhancing product quality and delivery timelines while minimising 

rework, ultimately resulting in more robust and reliable software products. 

Showcasing Success Stories: Actively promote and showcase success stories that exemplify ex-

ceptional achievements and contributions to inspire and motivate professionals and to reinforce 

the value of their work and the impact it has on the organisation's success. This recognition also 

serves to instil pride and a sense of purpose among team members. 

Recognition and Reward: Implement a formal recognition and reward system to acknowledge 

individuals who actively pursue new skills, demonstrate exemplary performance and contribute 

to the organisation's success. Celebrating achievements and efforts helps the organisation rein-

forces a culture of continuous learning, professional development and excellence. Recognition 

could include monetary rewards, public acknowledgment, career advancement opportunities and 

participation in special projects or initiatives. 

Addressing Concerns: Proactively address concerns related to respect, wages and career op-

portunities through transparent communication channels and structured feedback mechanisms. 

Regular salary reviews ensure that compensation remains competitive and aligned with industry 

standards. Transparent career progression frameworks provide clear guidelines and pathways 

for professional growth and advancement. Open communication channels allow employees to 

voice concerns, aspirations, and expectations, facilitating a supportive and inclusive work envi-

ronment where every individual feels valued and respected. 
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7 Conclusion 

It’s clear from the findings of both the prior research on the subject and from the investigation 

carried out in this study that software testing specialists are a unique subset within the IT profes-

sion. They require different skills, personalities, attitudes and mentalities from their colleagues 

working in other roles within the industry. These Include effective communication, continuous 

learning abilities, problem-solving skills and conscientiousness, among many others.  

The recommendations offered in this paper leverage this research to provide actionable strate-

gies to enhance recruitment processes, foster collaboration and diversity and promote employee 

satisfaction and development. By implementing these recommendations, OP Financial Group 

can streamline their recruitment efforts ensuring they attract and retain top-tier talent in the soft-

ware testing domain. Similarly, these insights offer valuable guidance for the broader software 

testing industry, influencing recruitment and training practices across organisations and contrib-

uting to the advancement of the field. For academia, our study provides empirical insights into 

the personal characteristics and motivations of software testing professionals, enriching the ex-

isting literature on the subject. 

However, much more research still needs to be done to further deepen understanding of the in-

tricacies of software testing and the unique attributes required for success. While this study 

sheds light on some key aspects, there are still many areas left unexplored. Future research 

could delve much deeper into the specific personality traits, motivations and skill sets explored in 

this thesis. Additionally, examining the impact of organisational culture, leadership styles and 

team dynamics on testing outcomes, could provide further valuable insights for enhancing test-

ing practices and team performance. These unexplored areas within software testing present a 

multitude of potential opportunities for further research and advancement in the field. 

As a final step, this thesis has also now been submitted to recruitment personnel at OP Financial 

Group and will be disseminated among relevant individuals. They will then have the opportunity 

to review and analyse the recommendations outlined in the paper. Subsequently, meetings will 

be organised to discuss the implications of the research findings and how they can be integrated 

into OP's recruitment practices effectively. Personnel will have the chance to ask questions, 

share insights and provide feedback on the feasibility and applicability of the proposals. This col-

laborative approach ensures that the recommendations are not only understood but also em-

braced by those directly involved in the recruitment processes. 

To close, I would like to extend sincere gratitude to all individuals, organisations and sources 

that supported my research. Special thanks to OP Financial Group for their collaboration and 

valuable insights, as well as to the research participants who generously shared their time, 
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experiences and perspectives. I would also like to thank my advisor Teemu Havulinna for his 

support and patience throughout the process of writing this thesis. Additionally, I would like to 

acknowledge the contributions of previous research studies and academic literature that in-

formed and enriched this work. 
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Appendix 1. Questionnaire Form 

 

Thank you so much for completing this survey! Your experiences and perspectives are crucial for 
shaping understanding of the dynamic field of software testing. This survey aims to explore various 
aspects of software testing, including skills, career trajectories and the diverse perspectives within 
the testing community. Your candid responses will not only contribute to valuable insights for the 
industry but will also play a key role in shaping my thesis and helping me to graduate. Your time 
and input are greatly appreciated. Thank you, thank you, thank you! 

 

1. Can you briefly describe your educational and professional background? (If you are 
a software tester, how did you enter the field?) 

 

 

 

2. What is your current role and how long have you been working in it? 

 

 

 

3. From your point of view, in IT education do you think software testing is adequately 
taught and recognised in comparison to other IT roles (e.g. development)? Why or 
why not? 

 

 

 

4. How do you view software testing as a career path? Do you see it as a stepping 
stone to other IT roles, and if so, why? 

 

 

 

5. In your opinion, is software testing a role that anyone can learn, or do you believe 
only individuals with a specific characteristic set can succeed in the field? (Please 
explain) 
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6. Without considering technical skills, are there specific personality traits that you be-
lieve contribute to success in software testing? How do these traits differ from other 
IT roles? 

 

 

 

7. Reflecting on your experiences, do you believe there is a standard "profile" for a suc-
cessful software tester, or is the role more flexible, accommodating different back-
grounds and approaches? 

 

 

 

8. In your experience, how important do you think effective communication skills are 
for a software tester? 

 

Mark only one oval. 

 

 

9. Please briefly explain your choice of importance 

 

 

 

10. In your experience, how important do you think conscientiousness is for a software 
tester? (In this context, conscientiousness refers to the trait of being thorough, care-
ful, and diligent) 
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  Mark only one oval. 

 

 

11. Please briefly explain your choice of importance 

 

 

 

12. In your experience, how important do you think extroversion is for a software tester? 

 

  Mark only one oval. 

 

 

13. Please briefly explain your choice of importance 

 

 

 

14. How do you see the role of software testing evolving going forward, and how should 
the tester adapt to this? 

 

 


