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Abstract

In balancing the mission of state security forces and bodies, private security guards are 
expected to provide partial fulfillment to society’s sturdy desire for safety and security. 
They exert responsibility for protecting housing and commercial communities, as well 
as institutions and critical infrastructure systems, including manufacturing, utilities, 
transportation, and health and educational facilities. Acknowledging that these indi-
viduals must possess specific capabilities for a satisfactory level of performance, this 
study aims to empirically explore how those capabilities interact to obtain a good fit 
for their job. In order to accomplish this objective, the paper scrutinizes the insights of 
94 Colombian security guards. It examines the potential associations (through a partial 
least squares-structural equation modeling) and configurations (through a fuzzy-set 
qualitative comparative analysis) between the personality trait of conscientiousness 
and two relevant cognitive skills: mental agility and visual memory. The findings re-
vealed coincidences and contradictions between techniques and addressed constructs’ 
arrangements to understand how individual capabilities are associated with work out-
comes. Even though conscientious individuals tend to perceive strong compatibility 
with the security job, the skills under study display signs of being contingent on ob-
taining the same work attachment effect. This study concludes that a security guard’s 
job specification must privilege the possession of a conscientiousness trait and, if pos-
sible, self-perception of proficiency in cognitive skills, such as mental agility and visual 
memory, to obtain a correct fitting for the job.
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INTRODUCTION

It appears that involving security guarding activity in everybody’s life 
has never been more evident (and necessary) than now. Regardless of 
whether evidence and facts show that humankind lives in a reason-
ably secure environment, people increasingly feel unsafe (Raja et al., 
2020). Security personnel, in general, and private security guards, in 
particular, strive to compensate for such feelings. They protect prop-
erty, people, equipment, money, and other assets from various risks by 
enforcing preventive measures (Nalla & Wakefield, 2014). Accordingly, 
what security guarding services offer, ultimately, is to meet a natural 
need of the human being, which consists in experiencing a perception 
of safety. In that sense, calls have been made to promote better devel-
opment of the private security profession (Akbas et al., 2018). Human 
resource management (HRM) professionals must adequately devel-
op security guards’ characteristics and competencies to fit their job 
correctly. That is why working as a private security guard is only for 
somebody or some conditions (Button, 2008).
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For its part, HRM literature has proven that psychosocial traits predict the appropriate specification of 
any job (Resick et al., 2007). Likewise, different elements like specific skills and dexterities have been 
identified as mechanisms for determining the compatibility between individuals and the tasks they 
perform at work (Matzler et al., 2011). However, considering those characteristics can reflect individual 
capacities, they could also be connected in various manners or even treated as categories that illustrate 
unconventional realities among these concepts. Security guarding is not the exception to these notions. 
Given its criticality, it seems worthwhile to obtain a reasonable understanding of this job’s conditions 
and circumstances (Fagel et al., 2020; İşsever et al., 2021; Nalla & Cobbina, 2017).

For instance, it is common to conceive that an archetypal security guard should possess a conscientious-
ness (CT) personality and be proficient in skills such as mental agility (MA) and visual memory (VM). 
Nonetheless, it is unclear how these individualities interact to explain an eventual fit with their job 
(person-job fit; JF). Consequently, it is suggested that a more nuanced coverage of these variables’ roles 
is contingent on combinations of several alternative paths for explaining results concerning individual 
work-related behaviors. The present study contemplates addressing the abovementioned problem. In es-
sence, it provides a better understanding of how traits and capabilities can interconnect for determining 
the status of relevant outcomes, such as the compatibility of individuals with their own job.

1. LITERATURE REVIEW  

AND HYPOTHESES

Job analysis may be viewed as the input of any 
human resource-related decision par excellence 
(Singh, 2008). Within the HRM body of knowl-
edge, job analysis reflects earning data and infor-
mation about jobs through methodical scrutiny of 
job content (Lunenburg, 2012). Job design is the 
subsequent outcome of this process. According to 
Voskuijl (2005), the typical components of a job 
analysis/design are a job description (i.e., duties 
and responsibilities) and a job specification (i.e., 
profile and qualifications). Correspondingly, it 
is acknowledged that jobs should be designed by 
considering the knowledge, skills, abilities, and 
personalities of the individuals performing those 
jobs (Afsar et al., 2015). In that spirit, it has been 
stated, for example, that personality characteris-
tics can foresee the appropriate specification of 
any job (Resick et al., 2007). In the same manner, 
different elements like specific skills and dexteri-
ties have been identified as mechanisms for deter-
mining the compatibility between individuals and 
their tasks at work (Matzler et al., 2011). 

Several notions imply the compatibility of an indi-
vidual with their work environment: person-organ-
ization fit, person-group fit, person-value fit, and 
JF, among others. This last concept mainly refers 
to the congruence of an individual’s knowledge, 
skills, abilities, needs, and values with the job re-

quirements (Edwards, 1991). In addition, it is usu-
ally described as the perceived degree of adjustment 
between an individual and his/her job (Wong & 
Tetrick, 2017). Since organizations bet on obtaining 
and achieving good profiles to fill the correct posi-
tions within their structures (Mitchell et al., 2001), 
JF is, therefore, a crucial element in admitting (i.e., 
recruitment, selection, and hiring) and training 
employees.

Within the relevant literature, the concept of JF is 
generally understood as a desired outcome in the 
workplace. It is also usually more associated with 
personal and career development than with aspects 
of an organizational nature (Cable & DeRue, 2002). 
For instance, concerning the association between 
person-job fit and innovation behavior, Huang et 
al. (2019) assert that knowledge and skills in a par-
ticular arena are crucial to obtain creative conduct 
among individuals. Likewise, JF theoretical ap-
proach suggests that personality traits are essential 
in determining how individuals will adapt to a spe-
cific job or tasks they perform (Bui et al., 2017).

Security guards are at the core of the private securi-
ty industry, which has now seen a significant expan-
sion worldwide (Gooptu, 2013; Nalla & Wakefield, 
2014). By keeping this in mind and attending the 
call of scholars like Fagel et al. (2020) and İşsever et 
al. (2021), it is worthwhile to revisit the importance 
of understanding psychological traits and cognitive 
skills in shaping these individuals’ JF. The funda-
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mental assumption underlying this idea is that a 
security guard should be hardworking, dependa-
ble, responsible, careful, and reliable (Abraham & 
Morrison, 2003). At the same time, it is expected 
that security guarding constitutes a job that re-
quires self-control, initiative, response capability, 
and attention to detail (Dvojmoč, 2016; Lésmez-
Peralta et al., 2022; Lubbe & Barnard, 2013). A focus 
on the CT trait, together with abilities like VM and 
MA, are, in consequence, expected for completing 
this specific job specification. 

Considering personality as a set of cognitions and 
emotional patterns that evolve and define the po-
tential for observable behaviors, an individual’s 
personality has always been considered a significant 
predictor of performance (He et al., 2019; Uher et 
al., 2013). In this sense, numerous scholars (Cobb-
Clark & Schurer, 2012; DeYoung et al., 2007; Milfont 
& Sibley, 2012; Zell & Lesick, 2022) are familiar with 
the term conscientiousness because of its inclusion 
in the five-factor model (‘Big Five’) of personality 
traits: agreeableness, extraversion, emotional sta-
bility, openness, and conscientiousness (John & 
Srivastava, 1999). Specifically, the notion of CT is a 
continuum of concepts that describes personal dis-
similarities in the propensity to be self-controlled, 
to plan, to be goal-directed, and to be capable of de-
laying gratification (Roberts et al., 2014).

CT performs a role in most of the main domains of 
life. It is considered the most potent factor among 
the ‘Big Five’ when organizational behavior schol-
ars are interested in understanding the working 
behavior of employees. Indeed, CT is one of the 
most reliable predictors of work outcomes, includ-
ing integrity (Murphy & Lee, 1994), empowerment 
(Sutherland et al., 2007), and even job productivity 
(Perry et al., 2010). Workers ranked highly on the 
CT scale tend to be more productive, fair, honest, 
dependable, and high-performance-oriented than 
their colleagues (Brown et al., 2011). Consequently, 
adhering to behaviors related to CT constitutes a 
desirable set of features for almost any job in any 
workplace.

Since conscientious individuals are preferred for 
occupying security positions, it could be expected 
that this personality trait is a determinant for fit-
ting this job. Therefore, in that order of ideas, and 
considering the working context studied in the 

present paper, CT has been proposed as an essen-
tial element for defining a competency model in 
the security occupation (Lubbe & Barnard, 2013).

Subsequently, as an essential theoretical founda-
tion, it is underlined that several cognitive skills 
are usually demanded to appropriately perform 
a job within any organization (Kautz et al., 2014). 
Security positions are not the exception to this 
notion. To this effect, cognitive skills or cognitive 
capacities are generally defined as intelligence or 
mental abilities. However, in reality, they are be-
yond that characterization. Cognitive skills are 
mental mechanisms developed in childhood and 
allow individuals to function effectively. These 
mechanisms are intended for receiving, select-
ing, processing, storing, and retrieving the infor-
mation individuals need to relate to their context 
(Ericsson & Oliver, 1994). Specifically, the most 
common cognitive skills imply memory, attention, 
perception, creativity, and abstract or analogical 
thought. MA and VM, for example, are two of 
them.

On the one hand, MA is the scope to which a per-
son is comfortable with complexity, sifts through 
problems, is inquisitive, and can make new con-
nections between different concepts (Veale et 
al., 2013). On the other hand, Kristjánsson and 
Campana (2010) define VM as the retaining and 
processing of visual data amid it is no longer avail-
able in the sensory system. 

Particularly in organizational behavior and HRM, 
it is worth mentioning that “the highest levels of 
cognitive skills are generally referred to as expert 
performance” (Ericsson & Oliver, 1994, p. 416). It 
is then expected that a personal trait demanded 
as a requirement for a specific job (such as CT for 
security guards) must be complemented by the 
specific cognitive skills in the corresponding job 
specification. Furthermore, positions related to 
security functions demand many skills, such as 
MA and VM (Ioffe & Yesin, 2012). Therefore, it is 
conceivable to insinuate that security guards’ con-
scientiousness is directly associated with mental 
agility and visual memory.

Nonetheless, a lineal logic like the one present-
ed up to this point seems distant to be sufficient. 
Thus far, the study has suggested the role of CT 
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as a possible antecedent of JF, MA, and VM. The 
combined effects of conscientiousness and abili-
ty appear to be very effective in various contexts 
(Perry et al., 2010). Furthermore, studies consist-
ently support the influence of both MA and VM 
on JF for security guarding occupations (Matzler 
et al., 2011). Quick decision-making and visual 
recognition are critical elements of security activ-
ities (Lésmez-Peralta et al., 2022). Several studies 
have emphasized their complementarity as criti-
cal indicators of the level of fit a specialized job 
compels.

Within the context of security guarding, the pres-
ent study aims to explore how a conscientious per-
sonality can interact with cognitive skills such as 
MA and VM to predict individual compatibility 
with their job. To do so, the study tests a concep-
tual model through a mixed-method (i.e., correla-
tional and configurational) approach.

First, the study explores the conventional ef-
fect of CT, combined with MA and VM, on the 
JF of private security guards. Second, in line 
with Gębczyńska and Kwiotkowska (2018) and 
Kuchciak and Warwas (2021), the study intends to 
obtain alternative configurations of those interac-

tions to comprehend how to harmonize these con-
cepts for the sake of predicting (or not) individual 
compatibility with the job. In this spirit, and con-
sidering the analysis performed up to this point, it 
is hypothesized that:

H1: Security guards’ conscientiousness is directly 
associated with their person-job fit.

H2: Security guards’ conscientiousness is directly 
associated with their mental agility.

H3: Security guards’ conscientiousness is directly 
associated with their visual memory.

H4a: Security guards’ mental agility partially 
mediates the association between conscien-
tiousness and person-job fit.

H4b: Security guards’ visual memory partially 
mediates the association between conscien-
tiousness and person-job fit.

H5: Alternative configurations exist that ad-
dress model equifinality and allow various 
construct combinations for establishing per-
son-job fit among security guards.

Figure 1. Correlational model 

Conscientiousness 

(CT)
Mental Agility (MA)

Visual Memory 

(VM)
Person-Job Fit (JF)

H2/H4a

H3/H4b H1 H4a

H4b

Figure 2. Configurational model 

Conscientiousness
(CT)

Mental Agility
(MA)

Visual Memory
(VM)

Person-Job Fit (JF)H5
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The correlational research model (for representing 
H1, H2, H3, H4a and H4b) is shown in Figure 1. 
The configurational research model (for represent-
ing H5) is shown in Figure 2.

2. METHODOLOGY

The data collection was based on an in-person 
survey conducted on 101 private security guards. 
The instrument ensured written informed con-
sent, which highlighted the confidentiality of 
the data and stressed that respondents’ names 
and other personal data would not be requested. 
After excluding seven responses that could not 
be used for analysis, 94 individuals constituted 
the final sample (Table 1). Specific methodolog-
ical indications (Hair et al., 2022; Ragin, 2009) 
reassure the sample size’s sufficiency for claim-
ing external validity. The fieldwork was com-
pleted in Colombia; a country with more than 
292,000 security guards (SuperVigilancia, 2022), 
representing a figure that outnumbers the num-
ber of police guards operating within that ter-
ritory – 141,000 (Policía Nacional de Colombia, 
2022).

Apart from demographic questions targeted at 
gathering respondents’ information, the instru-
ment comprised 25 items assessing the four la-
tent variables in the study. They were measured 
on a five-point Likert scale from ‘strongly disa-
gree’ to ‘strongly agree.’ 

In order to increase reliability and comparability, 
all the measurements resulted from recognized 
scales. CT was measured through a 9-item scale 
designed and validated by John and Srivastava 
(1999). Self-perceptions of both MA and VM 
were measured through corresponding scales (a 
4-item scale for the former and a 3-item scale for 
the latter) adapted from Yedinak and Fleserius’ 
(2014) proposal. Finally, perceptions of JF were 
measured through a 9-item scale designed and 
validated by Brkich et al. (2002). All the scales 
were translated into Spanish using a structured 
translation and back-translation process to en-
sure reliability. Lastly, the questionnaire items 
were presented in a mixed order to reduce com-
mon method bias. Corresponding scales can be 
seen in Table 2.

Table 1. Respondents’ profile 

Demographic and control variable Frequency %

Gender
Male 74 78.72%

Female 20 21.28%

Age

21-25 18 19.15%

26-30 25 26.60%

31-35 16 17.02%

36-40 22 23.40%

Over 40 13 13.83%

Seniority in security 

guarding (years)

1-3 16 17.02%

4-6 20 21.28%

7-12 20 21.28%

12-15 27 28.72%

16 or more 11 11.70%

Note: n = 94.

Three control variables were considered to ensure 
suitable model specification and account for prob-
able alternative interpretations for dissimilarities 
in JF behavior. It is realistic to assume that par-
ticular respondent individualities would influence 
several effects. In particular, the study controlled 
for the respondent’s age, gender (weighed with a 
dummy variable), and seniority (years) in security 
positions. 

Concerning the data analysis, in the first instance, 
a correlational examination was applied to test H1, 
H2, H3, H4a, and H4b. In turn, the study then used a 
configurational assessment to test H5. This dual ap-
proach aims to complement and contrast both meth-
ods (Contreras-Pacheco et al., 2022; Rahman et al., 
2022; Skarmeas et al., 2018). Furthermore, the above 
permits the study to analyze, in detail, different 
paths of the possible arrangements of the proposed 
model and ultimately provides a new approach to 
understanding linear results (Skarmeas et al., 2018). 

First, the study employed a partial least 
squares-structural equation modeling (PLS-SEM) 
approach, a component-based statistical proce-
dure for correlational modeling applicable in ex-
ploratory research. The data are analyzed in two 
simultaneous steps by considering their qualities. 
Firstly, within the measurement model, the study 
evaluated the validity and construct reliability, as 
well as the model’s capability to reproduce the da-
ta satisfactorily (i.e., the goodness of fit). Second, 
the structural research model is inspected to as-
sess the linear relations (H1, H2, and H3) and 
the mediation analyses (H4a and H4b). For that 
purpose, a consistent bootstrapping procedure 
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of 5000 sub-samples was applied. Afterward, the 
study observed path coefficients, t-statistics, p-val-
ues of each association, and the explained variance 
of each dependent variable. PLS-SEM was chosen 
because it is a highly efficient multivariate analyti-
cal technique and makes virtually no suppositions 
about the primary data distributions (Lowry & 
Gaskin, 2014). This process was done through the 
use of SmartPLS v3.3.1.

The second examination method was through a 
fuzzy-set qualitative comparative analysis (fsQ-
CA), which was used to assess alternative ar-
rangements for the four constructs in the study 
(H5). In order to do so, the study transformed 
the set of predictor variables into fuzzy varia-
bles. Following Skarmeas et al. (2018), a set of 
variables representing the constructs used ini-
tially in the correlational examination was creat-
ed. Intending to do this, the study calculates the 
observed variables’ arithmetical means for every 
construct. A new dataset contains the four eval-
uated constructs, transmuted into a condition to 
determine set belongingness. Each of these condi-
tions denotes a value that specifies either the pres-
ence or absence of the corresponding condition 
in a specific result (Ragin, 2009). This procedure 
of transmutation is named ‘data calibration.’ For 
this purpose, it is presumed that the constructs 
presented, in advance, a structure implying that 
once the value of the measured variable rises, the 
membership of this same variable also rises to a 
given result within the fuzzy set (Goertz, 2006). 
Attending Woodside (2013), the study stipulat-
ed three qualitative calibration anchors: 0.05 for 
complete non-belongingness, 0.50 for the maxi-
mum ambiguity point, and 0.95 for the threshold 
of complete belongingness.

Lastly, the study addressed the configurations of 
constructs (in presence or absence) that bring out 
the diverse outputs. This analysis was completed 
through the fs/QCA v3.0 software. It aims to un-
derstand how a particular latent variable can be 
explained by agreeing to the levels of belonging-
ness of the remaining variables. According to the 
others, every construct is independently analyz-
ed as an output variable (i.e., four different fsQ-
CA inspections were performed). In order to do 
so, several suggestions formulated by Fiss (2011), 
Ragin (2008, 2009), and Skarmeas et al. (2018) 

were taken into account. Based on them, the study 
calculated both consistency and coverage. While 
the former indicates the extent (on a 1-10 scale) 
to which a construct combination spawns a par-
ticular outcome, the latter refers, in percentage, 
to the number of cases with high belongingness 
represented by a specific linear complex condi-
tion (Ragin, 2008). The present paper proposes 
the consistency cut-off point for every combina-
tion with a value higher than 0.8 (which indicates 
adequacy). 

3. RESULTS

Before obtaining correlational findings, the study 
measures the Kaiser-Meyer-Olkin test (KMO) 
and Bartlett’s sphericity (BTS) test. The former 
test validates sampling adequacy and strength of 
the partial correlation among variables. The lat-
ter test discards a possible redundancy between 
variables and factors, indicating that the dataset is 
suitable for a data reduction technique. While the 
score of the KMO was 0.89 (above the threshold of 
0.60), the result of the BTS indicated a significant 
level (p = 0.00) (Tabachnick & Fidell, 2014).

The study then weighted the items on their cor-
responding factors. Most items achieved ade-
quate factor loadings (FL) between 0.65 and 0.95 
(Tabachnick & Fidell, 2014). Although assessing 
the model’s goodness is not a significant con-
cern for PLS (Chin, 1998), the study still checked 
this on the measurement model. Model fit indi-
ces were measured; first, the standardized root 
means residual (SRMR = 0.070), and second, 
the normed fit index (NFI = 0.901). These ade-
quate model-fit scores, together with acceptable 
values of Cronbach’s Alpha (α) and Composite 
Reliability (CR), were obtained for each con-
struct, indicating the reliability and robustness 
of the empirical model (Hu & Bentler, 1999; 
Loewenthal & Lewis, 2021). Following indica-
tions from Lowry and Gaskin (2014), the values 
achieved for the determination coefficients (R2) 
additionally expose that the model adequately 
replicates the observed outcomes (MA, VM, and 
JF). Acceptable discriminant validity is achieved 
since every construct’s average variance extract-
ed (AVE) is higher than 0.5. The values in Table 2 
support these outcomes.
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As for the hypotheses testing, Table 3 shows the 
correlations among the different studied variables. 
It also shows the path coefficients and determines 
whether they occur. The path coefficients corre-
sponding to H1 and H3 were significant, while the 
path coefficient corresponding to H2 was insig-
nificant. Additionally, the study tested the media-
tion analyses addressed in H4a and H4b accord-
ingly. However, while H4a was rejected, H4b was 
supported. Hence, H1, H3, and H4b were finally 
endorsed. However, H2 and H4a were rejected. 

Therefore, by considering a direct association 
between CT and JF (H1) and between CT and 
VM (H3), empirical findings support the hy-
pothesis, which affirms that VM can act as a 
partial mediator within the former relationship 
(H4b). Similarly, since the study did not find 
support for a direct association between CT and 
MA (H2), there was no support for the medi-
ation function of MA within this relationship 

(H4a) either. Finally, even though it was not hy-
pothesized, the results did find support for con-
sidering JF an outcome resulting from both MA 
and VM independently (paths number 4 and 5).

Notably, no control variable inf luence was sta-
tistically significant (t < 1.96). However, since 
this behavior did not modify connections in the 
model, these results are not informed here.

Subsequently, the configurational results are re-
ported. Table 4 shows the most substantial fsQCA 
results for the four studied variables. In support of 
H5, the study identifies a pattern of equifinality in 
obtaining JF. Furthermore, the study suggests that 
each variable (except MA) is susceptible to being 
understood in light of the remaining constructs.

According to these findings, the study can sus-
tain that the models achieved by the fsQCA are 
informative since most have consistency values 

Table 2. Measurement model (loadings, reliability, and model determination)

Constructs and Items FL Mean SD α CR AVE R2

Conscientiousness (CT) (John & Srivastava, 1999)
CT1 I am someone who does a thorough job. 0.849

3.951 1.033 0.781 0.801 0.670 –

CT2 I am someone who can be somewhat careless. (R) 0.711

CT3 I am someone who is a reliable worker. 0.900

CT4 I am someone who tends to be disorganized. (R) 0.698

CT5 I am someone who tends to be lazy. (R) 0.774

CT6 I am someone who perseveres until the task is finished. 0.799

CT7 I am someone who does things efficiently. 0.926

CT8 I am someone who makes plans and follows through with them. 0.881

CT9 I am someone who is easily distracted. (R) 0.795

Mental Agility (MA) (Yedinak & Fleseriu, 2014)
MA1 I make mistakes easily. (R) 0.871

3.887 1.109 0.880 0.897 0.617 0.431
MA2 My head feels foggy. (R) 0.707

MA3 I am slow to think about things. (R) 0.833

MA4 I need help with daily/monthly personal matters. (R) 0.718

Visual Memory (VM) (Yedinak & Fleseriu, 2014)
VM1 I have trouble remembering faces and facial features. (R) 0.920

4.262 1.038 0.850 0.876 0.753 0.398VM2 I easily forget car license plates. (R) 0.791

VM3 People remind me of things I have forgotten or recent events. (R) 0.887

Person-Job Fit (JF) (Brkich et al., 2002)
JF1 My current job is not really for me. (R) 0.874

4.105 0.956 0.809 0.912 0.660 0.347

JF2 This job is not really what I would like to be doing. (R) 0.859

JF3 All things considered; this job suits me. 0.901

JF4 This is not the right type of work for me. (R) 0.752

JF5 My goals and needs are met in this job. 0.701

JF6 My current job is motivating. 0.804

JF7 My abilities, skills, and talents are the right type for this job. 0.866

JF8 There must be another job for which I am better suited. (R) 0.798

JF9 I can use my talents, skills, and competencies in my current job. 0.732

Note: (R) Reverse coded.
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larger than 0.74 and coverage between 0.25 and 
0.65 (Ragin, 2008). In this spirit, when examin-
ing the conditions that persist in the different 
alternatives (pathways), it is concluded that: i) 
CT is a function of VM and JF; ii) MA appears 
not to be a function of any other construct; iii) 
VM is a function of CT, but presents a periph-
eral, or not a necessary condition of either MA 
or JF, that is, no separate construct (neither in 
absence or presence) has an effect on all the as-
semblies that leads to it; and finally, iv) JF is a 
function of CT, MA, and VM, that is, high val-
ues or self-perceptions of these variables imply 
the presence of JF. The relationships are sum-
marized in Table 5.

The findings clearly show that the compatibili-
ty between an individual who performs security 

guarding and the tasks they perform at work is 
related to the self-perception of mental agility 
and the self-perception of conscientiousness in 
complementing the capability of having an ex-
cellent visual memory. However, these findings 
are more complex than envisioned beforehand. 
This study insinuates that conventional associ-
ations among variables exist but can also be ev-
idenced through alternative patterns and com-
binations obtained through the methodological 
complementarity of correlational and configu-
rational techniques. In this sense, several up-
front findings (obtained in the correlational ex-
amination) can be subject to various conditions 
better described in the configurational analysis. 
These findings deliver a more nuanced discern-
ment about managing a security guard job anal-
ysis and design.

Table 3. PLS-SEM research model results

Path – Hypothesis Examined Path Regression Weight t* Link Exists? Result

Direct Paths

1. H1 CT → JF 0.613 21.337 ✓ Supported

2. H2 CT → MA 0.108 0.874 ✗ Not supported

3. H3 CT → VM 0.458 3.250 ✓ Supported

4. MA → JF 0.736 26.495 ✓ –

5. VM → JF 0.874 36.002 ✓ –

6. MA → VM 0.225 1.539 ✗ –

Indirect Paths

7. H4a CT → MA → JF 0.024 0.012 ✗ Not supported

8. H4b CT → VM → JF 0.399 1.979 ✓ Supported

Note: * When t > 1.96, the existent association is significant, with a confidence level equal to 95%.

Table 4. fsQCA consistency and coverage

Complex solution Consistency Coverage

1. Conscientiousness (CT)
a) VM * JF 0.843 0.596

M1 0.843 0.596

M1: VM * JF → CT
2. Mental Agility (MA)

M2 0.708 0.221

M2: MA

3. Visual Memory (VM)
a) CT * MA 0.903 0.583

b) CT * JF 0.870 0.691

M3 0.892 0.647

M3: CT * MA + CT * JF → VM
4. Person-Job Fit (JF)

a) CT * MA * VM 0.834 0.527

M4 0.834 0.527

M4: CT * MA * VM → JF
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4. DISCUSSION

The correlational analysis found that self-per-
ceived individuals as conscientious are a determi-
nant for feeling compatible with the security job. 
Conscientiousness can be shaped by the self-as-
sessment of visual memory in simultaneous con-
currence with the perception of having a position 
in which one can feel compatible. Besides, the 
study concludes that the self-perception of good 
visual memory performance is a partial media-
tor for such job adjustment. Conversely, the study 
learned that alternative arrangements exist thanks 
to the configurational analysis. Moreover, it was 
found that, although it was impossible to demon-
strate any correlation between the two cognitive 
skills in the study, the configurational analysis im-
plies other realities. Within the explored context, 
MA and VM do not precisely behave in an exclu-
sionary fashion.

The configurational results also suggest that 
conscientiousness, mental agility, and even per-
son-job fit can influence (tangentially) the self-as-
sessment of visual memory. This observation 
means that, although the three former constructs 
are indeed conditions of the latter, they do not 
have to be together to explain how an individual 
self-perceives in terms of their visual memory and 
recall. Finally, the study can somehow describe 
a significant vagueness regarding the influence 
of adjustment-with-job achievement. While the 
correlational analysis unveils an apparent suffi-
cient connection of only two constructs (CT and 
VM) for influencing JF, the configurational anal-
ysis indicates a mandatory concomitance of the 

three independent variables (CT, MA, and VM) 
for obtaining the same output. In other words, 
even though MA does not correlate with the other 
variables, this particular cognitive skill could be 
needed, together with the other two capabilities, 
for assembling appropriate security guarding job 
specifications.

According to the results obtained, it is confirmed 
that cognitive skills may be required for a particu-
lar job or position that are not necessarily recon-
cilable with the personality characteristic that, in 
appearance, is acknowledged as the most appro-
priate for such a job/position. Conversely, this phe-
nomenon should be seen as something other than 
an inconsistency. On the contrary, it results from 
the natural dynamics of the contemporary HRM 
essence. For this case, in line with previous litera-
ture (Abraham & Morrison, 2003; Dvojmoč, 2016; 
İşsever et al., 2021; Lubbe & Barnard, 2013), the 
study determined that an individual who holds a 
security guarding position should be a scrupulous 
individual with clear skills to retain visual imag-
es in his memory. However, that same individu-
al would also need to reason efficiently to quick-
ly and effectively make certain decisions, which 
might not seem like the previously manifested 
conscientiousness. The present work claims that, 
instead of conflicting with each other, these char-
acteristics can be complementary among them to 
reach the appropriate level of compatibility of the 
individual with the respective position.

The study provides several contributions. In the 
first instance, the present work confirms previ-
ous academic insights. By acknowledging the im-

Table 5. fsQCA results

Configuration Model Pathway CT MA VM JF

Conscientiousness (CT)
CT = f (MA, VM, JF) a) ● ●
Result ● ●

Mental Agility (MA)
MA = f (CT, VM, JF)
Result

Visual Memory (VM)
VM = f (CT, MA, JF)

a) ● ●
b) ● ●

Result ● Ø Ø

Person-Job Fit (JF)
JF = f (CT, MA, VM) a) ● ● ●
Result ● ● ●

Note: While a small black circle points out a high presence of a particular condition, a large white circle (not in this case) 
points out a low presence or absence. While a large black circle points out a core-necessary presence condition, a large white 
circle (not in this case) points out a lack. The symbol “Ø” implies a peripheral, but not necessary, condition. A blank space in 
a pathway means “do not care.”
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portance of defining security guarding functions 
(Fagel et al., 2020; Nalla & Cobbina, 2017) and 
intending to complement Lubbe and Barnard’s 
(2013) competency model, it suggests a plausible 
pathway that interlinks conscientiousness with 
visual memory in order to establish person-job fit. 
Although conscientiousness is usually presented 
as a personality trait, the study relaxed this notion 
to explore its proclivity to interact with other in-
dividual capabilities; thus, it was treated as such. 
In this spirit, more than a determination of per-
sonal descriptions contained in a specific category 
of individuals, the particular quality of being con-
scientious is found to be a proper compliment to 
the ability to preserve characteristics of the senses 
of visual experience for the sake of achieving good 
security guarding JF.

The second contribution is derived from the con-
figurational results. Indeed, several scholars have 
recently recommended configurational tech-
niques to obtain more and better insights into the 
fundamental nature of different occupations, pro-
fessions, and trades (Gębczyńska & Kwiotkowska, 
2018; Kuchciak & Warwas, 2021). In that sense, 
this complementary study could better under-
stand how to design or analyze security positions. 
It discovered alternative configurations that lead 
to different interpretations of the involvement of 
conscientiousness, mental agility, visual memory, 
and person-job fit. The most noteworthy finding 
was that an intersection of the three former indi-
vidualities creates the perception of the latter out-
come. In agreeing with this result, a security job 
specification must contain such elements to indi-
cate satisfactory job performance.

In the context of the security industry, this paper 
has practical implications for companies in gen-
eral and human resource managers in particular. 
The findings reveal the need to address the many 
constructs’ arrangements to understand how job 
competencies are related to each other to ade-
quately design/analyze job positions. In line with 
Resick et al. (2007), a good job design must con-
sider different characteristics to guarantee prop-
er job implementation. Since the components of 
a job specification tend to produce diverse work 
outcomes (Lunenburg, 2012), the result appears to 
help make appropriate decisions within the HRM 
domain. The findings are relevant insights for 

constructing a proper security guard job design. 
In consequence, the HRM function of a security 
company must ensure the incorporation of these 
criteria into the different HRM activities: the se-
lection of the right individual to carry out the 
work as a security guard, the initial and project-
ed training, the future job prospects, and the level 
of compensation and the measurement of perfor-
mance, among others.

The study also has a methodological benefit. 
By addressing the example of several scholars 
(Contreras-Pacheco et al., 2022; Rahman et al., 
2022), it provides a novel example demonstrating 
the rewards of using a dual correlational-configu-
rational approach within the HRM literature. This 
complementarity offers insights into the asym-
metric versus symmetric associations among the 
observations and somehow compensates for each 
method’s limitation between them. Several prob-
lems, such as the capability to deal with asymme-
try, equifinality, causal complexity, and nonline-
ar relationships, are adequately overcome when 
using this dual technique. Notably, concerning 
the configurational approach, the study address-
es an issue that has remained elusive by asking 
how different factors combine to influence work 
outcomes, like JF. For instance, the results chal-
lenge some conventions of correlational method-
ologies. It highlights the asymmetric and nonlin-
ear relationship between two cognitive skills (MA 
and VM) that are, in appearance, away from each 
other. In this sense, the fsQCA results displayed 
some equifinal conditions (causal formulas) lead-
ing to the same effect, insinuating equifinality and, 
therefore, causal complexity. 

Regardless of the several attractive insights ob-
tained, the study must acknowledge the existence 
of some limitations. First, since the survey was de-
veloped in Colombia, the results may not be pos-
sible to generalize for every geographical context. 
Despite this, future researchers are encouraged 
to consider transferring the framework proposed 
here to similar contexts like Latin American coun-
tries or other developing economies. This practice 
can lay the groundwork for further conclusions, 
which, in the long run, would create a substantial 
research contribution with both relevance and 
rigor. Next, this is a cross-sectional study. Even 
though there is a methodological balance between 
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correlational and configurational analyses, they 
cannot overcome the study’s restriction for exam-
ining the causal relationship. However, given that 
the equifinality discussion is explicitly addressed 
when achieving the fsQCA findings, it is believed 
this fact appropriately frames the research inten-
tions and does not influence the interpretation. In 
this sense, the study obtains insights based on the 
different variables’ connection, but clarifications 
of the time-based order between them are achiev-
able only with a longitudinal examination. 

Notwithstanding the difficulty of the study con-
text, future studies could collect panel data and 

test a causal model, leading to more insightful 
understandings. Further, considering that knowl-
edge cannot be negligible, future studies can be 
more wide-ranging by involving other individual 
capabilities and work outcomes. The purpose of 
these eventual examinations would be to assimi-
late better how these constructs interact, evolve, 
and handle HRM managers. At the same time, 
there are also compelling research opportunities 
for being more normative-oriented. Instead of fo-
cusing on the mere worker perception, they can 
be concentrated on more functional aspects of 
HRM, like the correct compensation scale or the 
adequate performance appraisal criteria.

CONCLUSION

Framed within the context of private security HRM, this paper aimed to explore associations and con-
figurations among a conscientious personality and both mental agility and visual memory of security 
guards to predict person-job fit. The study concludes that the personal trait of conscientiousness can 
influence the self-assessment of visual memory and the security guard’s perception of having a job in 
which they can feel compatible. 

Furthermore, the study established that the self-perception of good visual memory performance is a 
partial mediator for achieving such alignment. It is also found that alternative arrangements exist for 
understanding the phenomenon, as mentioned above. Although the correlational analysis could not 
demonstrate any association between the cognitive skills in the study, a closer look at the potential mod-
el configurations helped to elucidate a more comprehensive idea. A conscientious security guard who 
feels proficient in both skills (mental agility and visual memory) is prone to experience a proper sense 
of fitting with their job. 

Consequently, the study deepens the theoretical understanding of relationships between traits and ca-
pabilities and provides relevant guidance for private security HRM professionals to achieve adequate 
individual and organizational outputs.
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