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Background: Undoubtedly, one of the most important objectives of any
organization is to provide high quality and desirable goods and services that
depend on the performance of human force of the organization. The
performance of physicians and nurses is a very important factor in establishing
and enhancing the effectiveness of services. Since nurses are the most
fundamental medical staff of the hospital, the present study was performed with
the aim of investigating the factors affecting the job performance of nurses
working in selected teaching hospitals in Tehran in 2018.
Methods: The target group of this study included nurses working in inpatient
wards of hospitals, of whom 354 individuals were selected by simple random
sampling method. The intraorganizational environment questionnaire
(Weisbord), five personality traits (NEO personality inventory), and
Paterson’s job performance questionnaire were the three data collection tools.
The study was conducted in 2018 and the data were analyzed by SPSS20
software using descriptive statistics and artificial neural networks.
Results: In the personality traits questionnaire, neuroticism (40.22 ± 6.66)
dimension had the highest and responsibility (23.94 ± 4.91) dimension had
the lowest mean scores. Also in the inter-organizational environment
questionnaire, communication (14.66 ± 4.52) dimension and rewards (21.33
± 6.54) dimension had the best and worst status, respectively. Comparison
of significance coefficients in neural networks showed that dimensions of
agreeability (100 %) and marital status (8 %) had the highest and lowest
importance in nurses’ job performance.
Conclusion: The results reveal that the dimensions of personality traits and
job agreeability dimension have the most effect on the employees’ job
performance. Hence, it is possible to improve staff performance by hiring
people consistent with their work.
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Factors Affecting Nurses' Job Performance

Introduction
ach organization is formed to meet specific
needs and predetermined goals. One of the
most important objectives of any organization is to
provide high quality and desirable goods and
services that depends on the performance of human
force of the organization (1). Like other
organizations, health organizations also require
professional and knowledge-based staff (2) aiming
at providing and enhancing the health of
individuals in the community (3). In such
organizations, in order to ensure the quality of the
provided product and service, performance
evaluation is performed to improve and enhance
the quality of performance (4, 5). Performance has
various definitions, and each of the experts has
referred to specific aspects of it. Armstrong (6)
names it the achievement of goals whose quantity
and quality are predetermined. Oxford English
Dictionary defines performance as “to act, to
apply, to do every regular or committed thing”.
Moreover, Bramach (7) believes that performance
consists of behavior and outcomes. From his
viewpoint, “performance means behaviors and
outcomes; behaviors originate from an agent,
transforming the performance from thought to
action.” According to different studies, there are
many factors affecting the performance of
employees in an organization, including two factors
of the intraorganizational environment and
personality traits with the most effective role (8-11).
The assessment of the intraorganizational
environment investigates the current conditions of
the organization, an important tool for managing
organizations today (12). Analyzing factors
affecting the intraorganizational environment is
one of the priorities of managers and staff to
achieve the objectives of the organization and
identifying them as well as the quality of their
interaction with each other, besides external
factors, provide the organization with the ability to
compete and accelerate growth and lead to the
future change of the organization (13-15). In the
assessment of intraorganizational environment,
managers use conceptual models and applied
research methods to address the status of an
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organization and discover ways to solve problems,
deal with challenges, or improve performance
(16).According
to
various
studies,
it
hasbeendetermined that challenging and rich work
environments, as well as environments increasing
employee enthusiasm, may play an effective role in
enhancing employees’ performance (11, 17). In the
study by NasiriValikBani and Sepahvand, (18) it
was determined that there was a positive and
significant relationship between the organizational
identity and safety leadership style and the
employees’ job performance. Among the
dimensions of safety leadership style, the
components of acceptance and the use of intrinsic
motivations had the most effect on the prediction of
employees’ job performance. In the study by
Khanjankhani et al (1) intraorganizational factors
including targeting and helpful mechanisms had the
most and leadership and communication had the
least effect on employees’ job performance. Another
study revealed that as an intraorganizational factor,
organizational conflict has a negative and significant
effect on organizational performance (19). On the
other hand, many studies showed that there
is a significant relationship between personality
traits and job performance (20-25). According to
the conducted studies, individual, social and
demographic
variables,
personality
and
psychological traits, development motivation, level
of education, human and social capital, specialized
knowledge and skills, learning capacity, managing
relationships with key persons in the organizational
network, socialization and trustworthiness are all
positively correlated with job performance.
Moreover, organizational characteristics such as
type of work, development strategies, size of
organization, organizational commitment and
leaving the organization are from other factors
affecting job success and performance (26- 30). In
the study by Sheikh Shabani (31) on the role of
personality traits in performance, it was revealed
that neuroticism had a negative correlation with job
performance and extraversion, while having a
positive correlation with responsibility and
agreeableness. The results of another study revealed
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no significant relationship between personality traits
and job performance (32). Since nurses are the
largest group of hospital treatment staff, this study
was aimed at investigating the factors affecting job
performance of nurses working in selected
teaching hospitals in Tehran.
Materials and Methods
This is an analytical cross-sectional study carried
out to investigate the importance of factors affecting
the job performance of nurses working in selected
teaching hospitals in Tehran in 2018. The statistical
population of this study included nurses working in
inpatient wards of educational hospitals (Imam
Khomeini, Cancer, Pediatric Medical Center,
Shariati, Amir A’lam, Bahrami, Baharloo, Roozbeh,
Razi, Arash, Yas, Sina, Ziyaiyanand Farabi). The
inclusion criteria were at least one year of work
experience in these hospitals (with the purpose of
their familiarity with the internal environment and
structure of the hospital). After investigating similar
papers (Summers and Casal) (33) as well as
considering the population size (4507) and through
using Cochran formula, the sample size was
estimated 354 and appropriately distributed in
different sections of the hospital (considering the
number of nurses in each hospital and in each
ward). Then simple random sampling method was
used for distributing the questionnaires to each
hospital and ward. The data were collected in a
timeline(September) and the response rate in this
study was 100 %. Data were collected using Neo
Personality Inventory (five personality traits),
Weisbord intraorganizational environment, and
Paterson’s performance appraisal that the validity
and reliability of all of them were confirmed in
various studies (34-36).
The NEO five-personality traits inventory
consisted of five dimensions and four questions.
The Likert scale was employed to answer these
questions. The scores of each domain were
calculated and interpreted by summing the scores of
questions related to all 12 domains. For each
domain, the score of 12-24 was considered as low
score, 25- 48 as medium score and 49-60 as high
score. The psychometric properties of this tool have
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been investigated in the research by Haqshenas. The
alpha coefficients calculated for the dimensions of
this questionnaire were 0.81 for neuroticism, 0.71
for extroversion, 0.57 for extraversion, 0.71 for
agreeability and 0.83 for responsibility. The testretest reliability was validated over a six-month
period and varied from 0.53 to 0.76 for the
questionnaire’s dimensions, which was statistically
acceptable (37).
The Weisbord interorganizational environment
questionnaire contains seven dimensions. The
questionnaire was scored based on a Likert scale
ranging from 1 to 7 (strongly disagree to strongly
disagree). In their study, Darvish et al. (35)
confirmed the validity of this questionnaire and
obtained its reliability of0.89 using Cronbach’s
alpha. A score of 20 in the questionnaire was a
neutral score, a score of less than 20 indicated
strength, and a score of more than 20 indicated
weakness in the relevant variable.
The Paterson Job Performance Questionnaire has
four questions. The five-item Likert scale was used
to score the questionnaire. This questionnaire was
transformed into a self-assessment questionnaire
with minor modifications and translated by
Arshadi and Shekarshekan (quoted from Aslanpour
Jokandan et al.)(36). A score of 15-35 is considered
as low, 36-55 is average and 56-75 is considered
high. Aslanpouret al. (36) obtained the reliability of
this questionnaire 0.86 and 0.79, respectively
through using Cronbach’s alpha and split-half
method. Furthermore, the validity of this tool was
obtained by correlating with a researcher-made
general question r = 0.61 at the significance level of
0.001 (36). Demographic characteristics were asked
in a questionnaire separate from the sample. Finally,
the data were analyzed using SPSS 20 software and
descriptive statistics as well as artificial neural
networks (to extract rank). Artificial neural
networks are one of the advanced data mining
techniques that can approximate any continuous
dependency between input and output even if a
relationship is nonlinear (38,39). Estimation of
functions, prediction, pattern recognition, control,
optimization etc. are among the capabilities of these
networks (40). The artificial neural network (ANN)
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consists of three layers of input layer (information
delivery), hidden layer (input processing based on
the communication weight between them), and
output layer (extracting significance coefficients
and ranking inputs according to the hidden layer's
activity) (40, 41). Multilayer perceptron neural
network, which is one of the most powerful ANN
models, was used in this study. Given the output
variable, the multilayer perceptron neural network
assigns one percent of the coefficient of
significance to each input variable, in a range from
zero percent (meaning completely unimportant) to
100 percent (meaning completely significant).
These coefficients help the researcher prioritize the
dimensions. Fig.1 represents the conceptual model
of the neural network for this study. As observed in
the figure, the dimensions of demographic
characteristics, as well as the dimensions and total
score of the questionnaire of personality traits and
intraorganizational environment are considered as
the model inputs and the total score of job
performance questionnaires as model output.
Obtaining the consent of subjects to participate in
the study consciously, avoiding coercion, threats,
lure and seduction, and disclosing information to
the subjects, while preserving confidentiality were
among the ethical considerations of this study.
This paper is the result of a research plan
approved by Tehran University of Medical
Sciences and Health Services under the code of
ethics IR.TUMS.VCR.REC.1397.243.
Results
Among the studied nurses, the two groups aged
31-40 and fewer than 30 respectively had the
highest and lowest frequencies among the age
groups (41.9 % vs. 19.7 %). In terms of the
employment type, the formal employees with 68.7
% and the contractual employees with 4.3 % had the
highest and lowest percentages of the types of
employment, respectively. 85.8 % of the
respondents had BA education degree, 13.1 % had
MA education degree and 0.9 % had high school
diploma and Associate degree. 92.3 % of the
respondents were women and 7.7 % were men. 70.7
% of them were married.
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Table 1 represents the mean score and standard
deviation of dimensions of the intraorganizational
environment assessment. Among the studied
dimensions in the intraorganizational environment,
two dimensions of communication (14.66 ± 4.52)
and rewards (21.33 ± 6.54) respectively had the best
and worst status.
Table 2 exhibits the mean score and standard
deviation of the dimensions of five personality traits.
Among the studied dimensions, neuroticism (40.22 ±
6.66) obtained the most and the responsibility (23.94
± 4.91) obtained the least score. The mean score and
standard deviation of job performance in the studied
hospitals were reported 18.36 ± 5.80.
Table 3 presents the weight of demographic
characteristics and dimensions of the five traits and
intraorganizational environment related to job
performance.
Given
the
results,
among
demographic characteristics, the variables of level
of education (53.8 %) and marital status (0.8 %)
respectively had the highest and the lowest
significance coefficients. Investigation of the
results of personality traits revealed that the
dimension of agreeability (100 %) and neuroticism
(36.7 %) respectively had the highest and the
lowest percentage of importance coefficient and
ultimately, communication dimensions (63.8 %)
and attitudes toward change (28.6 %) respectively
obtained the highest and the lowest percentages of
importance coefficient in examining the
dimensions of the intraorganizational environment.
Fig. 1 illustrates the ranking of the factors
affecting the nurses’ job performance in the studied
hospitals. This section addresses our question about
the rankings of each of the components of
personality traits, intraorganizational environment,
and demographic characteristics related to job
performance. As observed in the chart, dimensions
of agreeability (100 %) and marital status (0.8 %)
have the highest and the lowest importance on
nurses’ job performance, respectively.
Chart 2 exhibits the ranking of total score of
factors affecting nurses’ job performance. This
section addresses our question about ranking of total
score of personality traits, intraorganizational
environment, and demographic characteristics
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versus job performance. As observed in the chart,
total score of personality traits and marital status
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have the highest and least importance on nurses’ job
performance, respectively.

Figure 1.Conceptual model of research neural network
Table 1. Mean score and standard deviation of the dimensions of the assessment of the intraorganizational environment
Mean ± SD
15.60 ± 5.33
6.60 ± 17.63
6.25 ± 16.12
4.52 ± 14.66
6.54 ± 21.33
6.10 ± 17.29
5.59 ± 17.51

Dimensions
Objective
Structure
Leadership
Communication
Rewards
Coordination
Attitudes toward change
[ Downloaded from jebhpme.ssu.ac.ir on 2022-05-26 ]

Table 2. Mean score and standard deviation of the dimensions of the personality traits

Table 3. Weight of demographic characteristics and dimensions of five personality traits and intraorganizational
environment in relation to job performance
Variable

Demographic Characteristics

Five Personal Traits
[ DOI: 10.18502/jebhpme.v3i3.1506 ]

Mean ± SD
6.66 ±40.22
4.98 ±30.84
4.29 ± 33.59
5.55 ± 28.05
4.91 ± 23.94

Dimension
Neuroticism
Extroversion
Flexibility
Agreeability
Responsibility

Intraorganizational
Environment
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Dimension
Age
Employment type
Level of education
Working ward
Gender
Work experience
Marital status
Neuroticism
Extroversion
Flexibility
Agreeability
Responsibility
Objective
Structure
Leadership
Communication
Rewards
Coordination
Attitudes toward change

Weight
41.9 %
45.1 %
53.8 %
10.2 %
49.1 %
46.8 %
8.0 %
36.7 %
67.2 %
63.6 %
100.0 %
38.6 %
37.6 %
44.3 %
37.5 %
63.8 %
60.0 %
31.2 %
28.6 %
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Chart 1. Ranking of factors affecting nurses’ job performance
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Chart Title
Personality traits score
Work experience
Inter-organizational environment score
Level of education
Gender
Working ward
Employment type
Age
Marital status
0.00%

20.00% 40.00% 60.00% 80.00% 100.00% 120.00%

Chart 2. Ranking of total score of factors affecting nurses’ job performance

Discussion
As a major factor in people’s lives, health is in
close relationship with health organizations.
Hospitals, as the largest part of the health system
in providing health and treatment services,
have to provide high quality required services.
Furthermore,
the
services
provided
in
organizations are directly related to the job
performance of their employees. Nurses’
performance as an important and essential part in
the provision of health services in hospitals is of
great importance. Employees’ performance is
associated with a variety of factors, most notably
the intraorganizational environment as well as
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personality traits. Hence, the present study was
aimed at investigating the importance of factors
affecting the job performance of nurses working in
selected teaching hospitals in Tehran in 2018.
The results of this study reveal that among
demographic characteristics, the variables of level
of education and marital status respectively
had the highest and least importance (effect)
in nurses’ job performance. In addition, among
the dimensions of the intraorganizational
environment, the dimensions of communication
and attitudes toward change respectively are the
most and least important factors affecting nurses’
job performance, and the communication
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dimensionhas the best status. Investigation of
dimensions personality traits indicated that the
dimensions of agreeability and neuroticism
respectively had the highest and lowesteffecton
nurses’ job performance with the highest mean
score related to neuroticism. Comparing all
dimensions of variables used in the study showed
that the dimensions of agreeability and marital
status respectively had the highest and the
lowest importance in nurses’ job performance.
Furthermore, by comparing the studied variables
including personality traits, intraorganizational
environment and demographic characteristics, it
was recognized that the variable of personality
traits are more important in nurses’ job
performance. In this study, the personality traits
inventory was used thatdue to the complexity of
some of the questions for nurses, the researcher
was required to be present for some explanations
about the questionnaire. In addition, some nurses
did not fully complete the demographic
information part of their questionnaire that the
questionnaires were completed after re-referring
of the researcher and providing information and
assuring them of data confidentiality.
Different studies have examined the job
performance and factors affecting it. For instance,
a study concluded that emotional commitment
had a significant effect on nursing staff’s job
performance (42). Another study revealed that
transformational and entrepreneurial leadership
styles significantly affected the job performance
(43). Moreover, working pressure significantly
affectsthe nurses’ job performance (44). Another
study considers organizational design a factor
affecting job performance (45). The organization
has to communicate with its staff to advance its
goals and activities. Barati et al. (46) consider
communication essential for hospitals. Moreover,
SoleymaniNejad et al. (47) have shown that by
improving the relationships between managers and
employees, their organizational performance
would be improved. The communication
dimension in the studied hospitals was better
than other dimensions of the intraorganizational
environment, indicating the openness of
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communication channels as well as clarity of
communication
pathways,
affecting
the
achievement of hospital goals. In the study of
Darvish (35) and Habibipour (48), it was revealed
that targeting and setting the objectives of the
organization would enhance the job motivation and
performance of the organization’s employees. For
greater success, organizations may align their goals
and that of their employees in the same way
that will improve the performance of those present
in the organization. In addition, the studied
hospitals had relatively good status in the target
dimension, showingthe well-definedgoals in these
organizations and the alignment of staff with the
goals of the organization. Personality is one
of the most important factors in predicting
job performance, since personality determines
individual’s attitude toward a job and the way
that the person responds to job requirements.
Najari et al. (49) specified that there was a
significant relationship between personality type
and nurses’ internal and external job success.
Bazol et al.(50) showed that extroverted and
neurotic personality traits predicted the job
performance of the European senior executives.
Consequently, all of these studies confirm the
important effect of personality traits and types on
job performance.
Conclusion
As the results of this study showed, the
total score of personality traits had the
highest importance and impact on nurses'
job performance, and it is suggested that
personality traits should be considered by hospital
managers before employment and so that
managers can select more suitable individuals for
recruitment.
Acknowledgments
Hereby, the authors acknowledge the
collaboration of Student's Scientific Research
Center (SSRC) of Tehran University of Medical
Sciences in conducting this study.
Conflicts of interests
The authors declared that they have no conflict
of interests.

Volume 3, Issue 3, September 2019; 172-81

Factors Affecting Nurses' Job Performance

[ DOI: 10.18502/jebhpme.v3i3.1506 ]

[ Downloaded from jebhpme.ssu.ac.ir on 2022-05-26 ]

Authors' contributions
Saberzadeh V designed research; Asheqi H,
Abdollahinia J and Nourizadeh P collected data;
Khanjankhani Kh analyzed data; Saberzadeh V
wrote manuscript; Khanjankhani Kh had primary
References
1. KhanjankhaniKh, AskariShahi M, Askari R,
Shafii M. Evaluate the Dimensions of The Internal
Environment and the Five Personality Traits in
Nurses'job Performance in an Educational
Hospital. The J UrmiaNurs Midwifery Fac. 2018;
16(5): 324-34. [In Persian]
2. MirghafooriSh, FarhangNejad MA, SadeghiArani
Z. Performance Evaluation of Yazd's Health
Sector on Applying Knowledge Management
Process. Journal of Health Administration. 2010;
13(39): 79-88. [In Persian]
3. Roudbari M, Sanjarani F, Hosseini S. The
patients' satisfaction of the function of KhatamAl-Anbia emergency department at Zahedan.
Zahedan journal of research in medical sciences.
2010; 12(4): 49-53. [In Persian]
4. EmamzadehGhasemi
HS,
Vanaky
Z,
Dehghannayeri N, Salehi T, Salsali M,
Faghihzadeh S. Management by Objective
Approach in Nursing Performance Appraisal and
its Impact on Quality of Nursing Care. Hayat.
2007; 13(3): 5-15. [In Persian]
5. Nikpeyma N, Abed-Saeedi J, Azargashb E,
AlaviMajd H. a Review of Nurses'performance
Appraisal in Iran. JHPM. 2014; 3(1): 74-83. [In
Persian]
6. Armstrong M. Performance management: Key
strategies and practical guidelines. 2006.
7. Haghighi M, Ahmadi I, RaminMehr H.
The Effect of Organizational Justice on
employee’s Performance. Organizational Culture
Management. 2010; 7(20): 79-101. [In Persian]
8. Sadeghi A, DarziRamandi S, Toroski M, Emami
O, HeydariGh, Shahraki H. Viewpoints of the
Staff of North Khorasan University of Medical
Sciences about the Motivational and Hygiene
Factors Affecting Their Performance and
Satisfaction. Sadra Medical Sciences Journal.
2017; 2(2): 111-21. [In Persian]

Volume 3, Issue 3, September 2019; 172-81

Saberzadeh V, et al.

responsibility for final content. All authors read
and approved the final manuscript.
Contract number of this study is 37787-61-0197 dated 2018/7/4.

9. Piriaei S, Arshadi N, Neisi A. The Effect of
Organizational Justice on Job Performance,
Organizational Commitment and Turnover
Intention: Mediating Role of System Trust and
Interpersonal Trust. Journal of Psychological
Achievements. 2014; 4(2): 69-92.
10. Golbabaei F, Panjali Z, Borhani M, Rahmani
A, Afzali M, Asghari M. The effect of
environmental factors on job Performance using
manual and mental tests. JHSW. 2014; 4(2): 7992. [In Persian]
11. Baharlou M, Mahmoodikia M, Ahmadi C.
Investigate Relationship Between Proactive
Personality With Job Performance by Mediating
Job Crafting And Job Engagement in Employees
of Airline Agencies in Tehran. Journal of social
psychology (new findings in psychology). 2013;
8(28): 53-68.
12. Camisón C, Villar-López A. Organizational
innovation as an enabler of technological
innovation capabilities and firm performance.
Journal of Business Research. 2014; 67(1): 2891902.
13. Sousa MF, Corning-Davis B. Management and
Leadership: Quality Improvement: Friend or Foe.
Journal of Radiology Nursing. 2013; 32(3): 141-3.
14. Trickett K. The need for management functions
within computer-aided design systems. ComputerAided Design. 1980; 12(2): 84.
15. Van Harten WH, Casparie TF, Fisscher OA.
Methodological considerations on the assessment
of the implementation of quality management
systems.Health policy. 2000; 54(3): 187-200.
PMID: 11154788.
16. Weick KE. Diagnosing Organizations:
Methods, Models, and Processes.Psyccritiques.
1988; 33(7): 633.
17. Demerouti E, Cropanzano R. From thought to
action: Employee work engagement and job

179

[ DOI: 10.18502/jebhpme.v3i3.1506 ]

[ Downloaded from jebhpme.ssu.ac.ir on 2022-05-26 ]

Factors Affecting Nurses' Job Performance

performance. Work engagement: A handbook of
essential theory and research. 2010;65:147-63.
18. Sepahvand S, Nasirivalikbani F. An Analysis of
Correlation between Organizational Identity and
Security-Oriented
Leadership
Style,
and
Employees’ Job Performance.Journal of Research
in Human Resources Management. 2017; 8(4):
237-62.
19. Ardalan MR, Beheshtirad R. The Mediating
Role Of Mental Health In The Relationship
Between
Organizational
Conflict
And
Organizational Performance Among Private
Hospitals Personnel. Quarterly Journal Of Nursing
Management. 2017; 6(1): 9-19. doi: 10.29252/
ijnv.6.1.9. [In Persian]
20. Barrick MR, Mount MK. The Big Five
Personality Dimensions and Job Performance: a
Meta‐Analysis. Personnel psychology. 1991;
44(1): 1-26.
21. Ghasemzadeh A, Abbaszadeh M, Hassani M,
Hashemi T. Structural modeling of personality
traits on stress and job performance considering
the mediating effects of individual accountability.
Iran Occupational Health. 2013; 10(2): 54-64.
22. Samari A, Lalifaz A. The Study of reciprocal
relationships of personality characteristics and job
stress in work area. The Quarterly Journal of
Fundamentals of Mental Health,. 2004; 6(21-22):
19-28.
23. Hejazi Y, Iravani M. The relationship between
personality traits and job performance.Journal of
Psychology and Education. 2002; 32(2): 171-89.
24. Askaroghli N, Abedi R. Impact of
entrepreneurial
personality
on
employee
performance through empowerment mediation.
Journal of Entrepreneurship Development. 2013;
6(3): 105-24.doi: 10.22059/JED.2013.36648. [In
Persian]
25. Savari K, Falahi M, Zayerchi N. The
relationship
between
self-efficacy,
work
engagement and inner motivation with teacher's
job performance. Quarterly Research on
Educational Leadership and Management.
2017; 3(11): 101-20. doi: 10.22054/ JRLAT.
2018. 30757. 1362. [In Persian]

180

Saberzadeh V, et al.

26. Ng TWH, Eby LT, Sorensen KL, Feldman DC.
Predictors of objective and subjective career
success: A meta‐analysis. Personnel psychology.
2005; 58: 367-408.
27. Yean TF, Yahya KK. The relationship between
career strategies and career success.Ijms. 2008;
15(1): 85-101.
28. Hurtz GM, Donovan JJ. Personality and job
performance: The Big Five revisited. Journal of
applied psychology. 2000; 85(6): 869-79. doi:
10.1037//0021-9010.85.6.869.
29. Simo P, Enache M, Sallan J, Fernandez V.
Analysis of the relation between subjective career
success, organizational commitment and the
intention to leave the organization. 2010.
30. Shafii M, Askari R, Askarishahi M,
Khanjankhani K. The Relationship between
Nurses' Five Personality Traits and Organizational
knowledge with their Job Performance in
2016Case Study: A Trauma Hospital. EBHPME.
2018; 2(1): 51-60.
31. Hashemi Sheykhshabani S.E. The role of
personality traits in predicting police officers' job
performance.
Journal
of
Psychological
Achievements. 2011; 4 (1): 153-68. [In Persian]
32. Hejazi Y, Iravani M. relationship between
personality traits and job performance. Journal of
Psychology and Education. 2002; 32(2).: 171-89.
[In Persian]
33. Somers MJ, Casal JC. Using artificial neural
networks to model nonlinearity: The case of the
job satisfaction—job performance relationship.
Organizational Research Methods. 2009; 12(3):
403-17.
34. Khosroshahi JB, Abad THN, Abassi NM.The
relationship between personality traits, emotional
intelligence and happiness among university
students.Journal of Kermanshah University of
Medical Sciences (J Kermanshah Univ Med Sci).
2012; 16(6): 473-9.
35. Darvish H, Kermani B, Kolivand P. Internal
environmental analysis of KhatamAnbia Hospital
based on Weisbord’s organizational diagnosis
model. The Neuroscience Journal of Shefaye
Khatam. 2014; 2(3): 11-8. doi: 10. 18869/
acadpub. shefa.2.3.11. [In Persian]

Volume 3, Issue 3, September 2019; 172-81

[ Downloaded from jebhpme.ssu.ac.ir on 2022-05-26 ]

36. AslanpoorJokandan M, Shahbazi F, Maleki R.
The relationship between vigor, health and job
performance in employees of the industrial
company, Ahvaz. Journal of Social Psychology
(New Findings In Psychology). 2012; 7(21): 6573.
37. Haghshenas H. Persian version and
standardizljtion of NED Personality InventoryRevised. IJPCP. 1999; 4(4): 38-48. [In
Persian]
38. Phillips-Wren G, Sharkey Ph, Dy SM. Mining
lung cancer patient data to assess healthcare
resource utilization. Expert Systems with
Applications. 2008; 35(4): 1611-9.
39. AfsharKazemi M.A, Bigdeli N, Manoochehri J,
Jenab Y. Predicting A Pattern of Patient Arrival at
Emergency Department by Using Data Mining
Technique and Neural Network Model. Journal of
Hospital. 2014; 12(4): 73-81. [In Persian]
40. Mohebbi Z, SedghiSh, Roudbari M,
Gholamnejad J.An artificial neural network model
to predict the service quality of academic libraries.
JHA. 2014; 16(54): 24-33. [In Persian]
41. Jain AK, Mao J, Mohiuddin KM. Artificial
neural networks: A tutorial. Computer.1996; 29:
31-44.
42. Sharma J, Dhar RL. Factors influencing job
performance of nursing staff. Personnel Review.
2016; 45(1): 161-82.
43. Masa'deh R, Obeidat B, Tarhini A. A Jordanian
empirical study of the associations among
transformational
leadership,
transactional
leadership, knowledge sharing, job performance,
and firm performance: A structural equation
modelling approach. Journal of Management
Development. 2016; 35(5): 681-705.

[ DOI: 10.18502/jebhpme.v3i3.1506 ]

Factors Affecting Nurses' Job Performance

Volume 3, Issue 3, September 2019; 172-81

Powered by TCPDF (www.tcpdf.org)

Saberzadeh V, et al.

44. Wazqar DY, Kerr M, Regan S, Orchard C. an
integrative review of the influence of job strain
and coping on nurses' work performance:
Understanding the gaps in oncology nursing
research. Int J Nurs Sci. 2017; 4(4): 418-29. doi:
10.1016/j.ijnss.2017.09.003.
45. Crêteur M, Pochet Y. Organizational design
and hospital performance. IAG Working Papers.
2002 ; 2002(51)
46. Barati O, Sadeghi A, Khammarnia M, Siavashi
E, Oskrochi G. A Qualitative Study to Identify
Skills and Competency Required for Hospital
Managers. Electronic physician. 2016;8(6):245865. doi: 10.19082/2458.
47. SoleimaniNejad A, ValiNezhad M, Asadollahi
Z. A Survey on the Correlation Between
Management-Staff
Relationship and Staff
Organizational performance in Rafsanjan
University of Medical Sciences in 2016. Journal
of Rafsanjan University of Medical Sciences.
2018; 17(2): 157-68.
48. Habibipour B, Vanaki Z, Hajizadeh E. The
Effect of Implementing “Goal Setting Theory” By
Nurse Managers on Staff Nurses’ Job
Motivation.IJN. 2009; 22(57): 67-76. [In Persian]
49. Najari R, Kermani B, Farzad H. Relationship
Between The Nurses’ Subjective And Objective
Career Success And Extraversion And
Introversion Personality Types. journal of
Kermanshah University of Medical Sciences.
2014; 18(7): 426-32. [In Persian]
50. Boswell WR, Roehling MV, Boudreau JW.
The role of personality, situational, and
demographic variables in predicting job search
among European managers. Personality and
Individual Differences. 2006; 40(4): 783-94.

181

