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ABSTRACT 
 

The aim of this study was to examine the relationship between conscientiousness and 
versatility characteristics and impact of these two traits with job performance province 
Kerman's Department of Education. To perform this research evaluated extensive 
theoretical research in the field of personality and job performance. Special relationship 

took based on scientific literature and who opinion of experts and all the hypotheses of this 
study are based on established, The population of the study consisted of a total staff of 
education s Kerman is 330 people. Data was collected using questionnaires and by using 
SPSS software were analyzes through descriptive and inferential. Results showed a 
significant relationship between conscientiousness and versatility and also there is 

positively and directly relationship between personality traits variable and job 

performance. 
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INTRODUCTION 

Pace of change in organizations, society and technology 

requires that today's employees are constantly changing, 

manage both on their own and their environment. The 

personalities is one of the most important issue for the 

career counselors. If individuals are selected according to 

each job, making sure will improved their performance and 

also organizational performance. Obviously, people have 

different personalities and also careers have these features, 

By the way, many efforts have been made to be placed 

people in good jobs. 

The study of personality structure always has been an 

important issue in personality research. As a result, 

personality traits, especially those that reflect the 

willingness to change are increasingly causing people to be 

successful and competitive advantage for the organization. 

Most of this research has been on personality traits and 

behavior patterns and less emphasis on organizing the 

relationship between thoughts, feelings and personal 

behavior. 

Personality is unique and yet has similarities as well, the 

adults characters remain relatively constant, but experience 

and growth can change it. The aim of this study was to 

investigate the relationship between conscientiousness and 

versatility as well as their relationship to job performance. 

Principles and Theoretical  framework 

 

Job performance refers to activities that are directly or 

indirectly linked to the organization's technical core. The 

organization with the superior performance is the 

organization on a long-term period will be achieved to better 

results of an organization-alignment by good ability to 

adapt, rapid changes and response to these changes, the 

creation of a coherent and purposeful management, 

continuous improvement of key features and proper 

treatment of employees as the most important asset. 

Personality is the character, qualities and somewhat 

predictable behavioral patterns that everyone shows either 

consciously or unconsciously as their life style. In other 

words, traits of emotional, behaviors, attitudes and attributes 

at typical conditions that represent person for each 

individual and is relatively stable and predictable. The 

character is composed of two main factors: (1) heritable 

characterization (2) life experiences (particularly 

experiences early in life) traits approach attempts to defined 

character in repetitive behaviors (attributes). Theorists have 

worked in conjunction with the theory of characteristics 

(Alport, Isenk, Catlle, etc.) In determining the traits that 

comprise human personality is different from each other, but 

they believe that these traits (such as conscientiousness and 

versatility) constitute the main pillars of character. 

Liao et al argued that employees with high 

conscientiousness and versatility with people who have 

similar personality traits, work more effectively. Employees 

who have high conscientiousness and low versatility than 

other employees are more involved in the complaint and 

create division among the group members. These studies 

suggest that high conscientiousness do not always lead to 

positive behaviors of employees, especially among workers 

who have low versatility. Groups that had the high 

conscientiousness in the ability to communicate with others 

at working were poor. Witt and colleagues were examined 

Interactive relation between personality and organizational 

politics on contextual performance with a sample of 540 

employees of an organization. Their results showed that 

conscientiousness was significantly related to job 

dedication. Roberts et al. 

The research concluded that conscientiousness has the 

greatest impact on job performance. Bell came to the 

conclusion that a group of conscientious doctors will have a 

high performance. Among these features is the duty of the 

highest credit. 

Schmidt & Hunter have been category duty to the most 

important variable of motivated behavior in this field. 

Conscientiousness represents individual responsibility, 

academic perseverance and the ability to organize 

information. 

Barrick  et al stating that the other dimensions of 

personality may be related to job performance through their 

effects on motivational purposes. Their study concluded that 

conscientiousness was a strong and valid predictor of job 

function in all occupations and criteria. 

Driskell et al stated that individuals who are high in 

conscientiousness have lower performance in tasks that 

require creativity. Employees with high versatility for 

creating collaborative relationships with other motivated, 

they have a strong network of social relations that can 

support the job function. Social networking should be 

especially helpful in difficult working conditions. In 

addition, conscientiousness related to goal setting and 

motivation for success. . Similarly, Bowling & Eschleman 

found that employees who dutifully features are counter-

productive behaviors are less stressful work environment. 

Research Methodology 

With regard to the issue raised in this study, the aim of this 

research is applied, But the manner of performing is a cross-

correlation studies. Community as a case study in this 

research, the education of the whole  Kerman province, 

which has more than 300 employees and the Kokaran 

formula, 178 samples were analyzed and classified random 

sample selection method was used. The required data 

collection tool was a questionnaire. to assess personality 

used and McCra &  Costa traits questionnaires and in the 

job performance used  of Q- Paterson a professional 

performance . Data were analyzed by using SPSS software. 

A conceptual model is designed for research evaluation in 

the field of management theory and the relationship between 

job characteristics and versatility of job performance the 

theories and insights of contemporary thinkers and combine 

theories in a theoretical framework for examining the 

relationship between personality and performance . 
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Research Objectives  
 

1 The relationship between conscientiousness and individual 

versatility characteristics.  

2 The relationship between job performance and versatility 

characteristics.  

3 The relationship between conscientiousness and 

individuals job performance characteristics. 

Research Hypotheses  
1 there is a significant relationship between individual 

versatility and duty.  

2 there is a significant relationship between 

conscientiousness characteristics and job performance.  

3 there is a significant relationship between versatility 

characteristics and job performance. 

Data Analysis and research Findings  

Demographic data 

Of the 178 evaluated patients, 132 patients (2.74%) males 

and 44 (24.7%) were women, 2 patients (1.1%) did not 

respond. Also, 13 patients (3.7%) less than 7 years, 50 

patients (28.1%) were between 8 and 14 years, 64 patients 

(36%) 15 to 22 years, 42 (19.1%) were between 23 and 29 

years, 7 patients (3.9%) were 30 years or older, had work 

experience. Of these, 2 patients (1.1%) did not respond. Of 

the 178 patients evaluated in 2 patients (1.1%), under 

Diploma, 15 patients (4.8 percent) Diploma, 112 patients 

(9/62%) of undergraduate and 43 (24.2 percent) were 

graduate. Of these, 6 patients (3.4%) and also did not 

respond. 

Research Variables 

 

The independent variable is the variable which the 

dependent variable is predicted through it. Also this variable 

is said stimuli or input variable and the variable that is 

measured manipulated or selected by the investigator to 

measure the impact or relationship with other variables and 

the dependent variable is the variable that can be observed 

or measured to determine the effect of independent 

variables(Delavar,2006) According to the definition, 

features of versatility and conscientiousness as a predictive 

variable and job performance as the criterion variable was 

considered. 

the frequency distribution of subjects basic on duty:  

Of the 178 patients evaluated, 40 (22.5 percent) strongly 

agree, 108 (7/60 percent) agreed, 12 patients (7.6%) were 

No comments, 8 patients (4.5 percent) disagreed and 10 

strongly disagree (6.5%) patients 

Table: Distribution of subjects according to duty 

 Frequency 
Frequency 

percentage 
Valid percent 

Cumulative 

percentage 

 

Strongly agree 40 22.5 22.5 22.5 

agreed 108 60.7 60.7 83.1 

No comments 12 6.7 6.7 89.9 

disagreed 8 4.5 4.5 94.4 

strongly 

disagree 
10 5.6 5.6 100 

total 178 100 100  

 

Frequency Distribution of subjects according versatility:  

Of the 178 patients evaluated, 35 patients (19.7 percent) 

strongly agree, 102 (3/57 percent) agreed, 17 patients 

(6.9%) had no opinion, 11 patients (2.6 percent), 13 were 

completely opposed disagreed (3.7%) patients.  

            

Table: Distribution of subjects according versatility 

 Frequency 
Frequency 

percentage 
Valid percent 

Cumulative 

percentage 

 

Strongly agree 35 19.7 19.7 19.7 

agreed 102 57.3 57.3 77 

No comments 17 9.6 9.6 86.5 

disagreed 11 6.2 6.2 92.7 

strongly 

disagree 
13 7.3 7.3 100 

total 178 100 100  

 

Frequency Distribution of subjects based on job 

performance  

Of the 178 patients evaluated, 92 patients (7/51 percent) 

strongly agree, 53 (29.8 percent) agreed, 21 patients 

(11.8%) were no comment, and 5 (2.8%) were totally 

disagree and 7 disagreed (3.9%) patients. 

  

table- distribution of subjects based on job performance 

 Frequency 
Frequency 

percentage 
Valid percent 

Cumulative 

percentage 

 

Strongly agree 92 51.7 51.7 51.7 

agreed 53 29.8 29.8 81.5 

No comments 21 11.8 11.8 93.3 

disagreed 5 2.8 2.8 96.1 

strongly disagree 7 3.9 3.9 100 

total 178 100 100  
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Between the features of versatility and conscientiousness 

there is a relationship. Suppose H0: There is no relationship 

between conscientiousness and versatility. Suppose H1: 

There is a relationship between conscientiousness and 

versatility. To review test conscientiousness and versatility 

was used of Kendall's tau b and Spearman's correlation 

coefficient. The relationship between these two variables is 

direct and positive. According to the results table, the 99% 

confidence level with an error of less than 01/0 statistical 

relation between two variables, conscientiousness and job 

performance. 

   
Job 

performance 

conscientio

usness 

Kendall's 

tau_b 

Job 

performance 

Correlation 

Coefficient 
1 353 /0 ** 

Sig. (1-tailed) 0 000./  

N 178 178 

conscientiousne

ss 

Correlation 

Coefficient 
353 /0 ** 1 

Sig. (1-tailed) 0 0 

N 178 178 

Spearman's 

rho 

Job 

performance 

Correlation 

Coefficient 
1 364 /0 ** 

Sig. (1-tailed) 0 000/0  

N 178 178 

conscientiousne

ss 

Correlation 

Coefficient 
364 /0 ** 1 

Sig. (1-tailed) 000/0  0 

N 178 178 

 

Compared with the results based on the findings of other 

investigators cited the significant relationship between 

personality trait conscientiousness and versatility that is 

consistent with the findings of Liao.  There is significant 

relationship between conscientiousness and job performance 

and also job performance and versatility that were consistent 

with the findings of the meta-analysis of Monte Slim in 

America, Vander Walt et.al in South Africa  and Salgado et al 

and in Europe, Dryskl & Associates, Roberts & Associates, 

boling and Askelman, Schmidt and Hunter. 

Conclusions and recommendations 

Surveys conducted the survey results with results of other 

studies concerning the existence of a significant 

relationship, based on each hypothesis was consistent. Since 

there is a significant correlation between characteristics and 

job performance review, managers should be looking for 

ways to employed persons according to their personality 

characteristics fit with their job. So if managers consider the 

psychological characteristics of individuals in hiring will 

certainly their function and thus the efficiency and 

effectiveness of the organization will improve significantly. 

Therefore, it is recommended more research is done about 

other aspects affecting on job performance to provide 

enhancing understanding and awareness of managers and 

researchers. Research done to suit job on each personality. 

The present study will be done about "examines the 

relationship between conscientiousness and versatility on 

the job performance of employees in the Directorate of 

Education, Kerman Province" solutions to companies 

operating in various cities. 
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