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Abstract

The importance of “human” has become more apparent in today's increasingly
competitive environment. In the light of developing technology, increasing of
technology-based organizations gets managers to pay attention to intellectual capital
that is indispensable element. Retaining qualified employees and get them to commit
to organization are remarkable factors for human resource management. The
antecedent of organizational commitment in this type of organizations gains
importance as one of the topics for academicians and professionals. The employees’
fit with organizations and their groups can be antecedents of organizational
commitment. The effects of fit the employees’ values with organization values/group
values and perception of job execution similarity (relational demography) on the
organizational commitment are investigated in this study. 293-employee sampling is
selected in technology-based organizations for this research. According to findings,
dimensions of human-result oriented-stability and development-reward in terms of
person-organization values fit, dimension of result oriented in terms of person-group
value fit, and job execution similarity with supervisor have significant effects on
organizational commitment. Contrary to expectations, person-group value fit explain
the variance in the organizational commitment, negatively. This result highlights
complementarity regarding values in a group besides supplementary fit.

Key Words: Values, person-group fit, person-organization fit, relational
demography, organizational commitment.
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1. INTRODUCTION

Intellectual capital gain importance in today’s competitive environment. Awareness
of demographic, dispositional and socio-cultural differentiations that employees
face is a critical phenomenon for managers so as to utilize differentiations and
minimize their adverse effects (George and Chattopadhyay, 2002; Erdogan et. al,
2004). Person-environment fit is remarkable factor for managing these
differentiations in this respect.

Person-environment fit is defined as congruence and correspondence degree
between individual and environmental variables (Muchinsky and Monahan, 1987;
Sekiguchi, 2004). Depending on concepts defined for environmental factors,
several fit categorizations are developed (Kristof, 1996;Yang et al., 2008), and then
person-environment fit is investigated in the light of environment dimension
considered.

Retaining qualified employees and get them to commit to organization are
remarkable factors for human resource management The antecedent of
organizational commitment in technology-based organizations gains importance as
one of the topics for academicians and professionals. The employees’ fit with
organizations and their groups can be antecedents of organizational commitment.
The aim of this research is to investigate the effects of congruence of the
employees’ values with group/organization values and perception of job execution
similarity (relational demography) with group members/supervisor on the
organizational commitment in technology-based organizations.

2. LITERATURE REVIEW AND HYPOTHESES

Fit is examined with the concept of supplementary fit/complementary fit in the
literature. Supplementary fit involves employees sharing similar attributes among their
group members, whereas complementary fit is concerned with providing the skills and
abilities that are not widely shared by other group members (Muchinsky and Monahan,
1987;Werbel and DeMarie, 2005).

Employees perceive themselves as fit with work environment because they are similar
to other employees having some features or they are different from others.
Supplementary fit occurs when individual has the same features as other employees in
work environment (Muchinsky and Monahan, 1987, Werbel and DeMarie, 2005).
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Complementary fit occurs when individual’s features constitute the environment or
complement a component that is missing in work environment (Muchinsky and
Monahan, 1987 Werbel and DeMarie, 2005).

In this research, value congruence between individuals and their groups, value
congruence between individuals and their organizations, and attitude similarity
regarding job execution between individual and group members /supervisor are
examined by means of supplementary fit aspect.

2.1. Value Congruence

Value in organizational level is determined by most of organization employees who are
aware of organizational support for creating value (Chatman, 1989). Organizational
value is defined as criteria for employees’ evaluation about events, activities, and
individuals desirably or undesirably. Organizational values form subjective and
internal side of culture. It indicates solving way seen as acceptable and convenient for
organizational issues. Organizational values reflect general aims and standards for an
organization and makes employees’ individual values fit with organizational values
and enable individual to complement or supplement with organization. Organization
causes employees to want to imitate the behaviors which serve reaching aims.
Organization rewards the employees behaving parallel to organizational aims, whereas
it punishes the behaviors contrary to organizational aims and values. Therefore, the
possibility of fulfilling individual values increase when employees adopt
organizational values and behave in accordance with these values (Eren, 2000).

According to supplementary fit aspect, value congruence is fit between individual
values and values in prevailing in organization . Congruence between personal values
and organizational values is also called as person-culture fit (Kristof, 1996).

Organizational working groups (i.e. geographical sub-units) have unique norms and
values different from organizations in which there are (Schein, 1992; Werbel and
Johnson, 2001). Therefore, fit between person and sub-units will be different from
person-organization fit (Kristof, 1996). The effects of local culture and frequent
communication among the employees working in the same location mean for person-
group value congruence more than person-organization congruence (Metzler, 2005).

Sub-cultures in the organization are affected by hierarchical levels and
functional/departmental structure (Rousseau, 1990). These differences cause to
consider a new approach by researchers to evaluate person-organization fit regardless
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of consistency among perceived organizational values. The necessity becomes more
important due to increment in the number of sub-cultures depending on differentiations
in the workplace (Warren, 1996; Verquer, 2002). The groups share common values.
The value dimension of person-group fit is congruence between personal values and
values prevailing in the group or shared by group members.

2.2. Relational Demography

Pfeffer (1983) stated that demographic similarity with group affects organization
related outputs such as creativity, performance, and managerial success. According to
Pfeffer, to investigate synchronous demographic features such as age, gender and
education level have more valuable effects instead of individual effects (O’Reilly et al,
1989; Surgevil, 2008). Therefore, the term relational demography is introduced.
Comparing demographic similarity among group members can explain attitude and
behaviors of employees. That is to say, the demographic characteristics affecting work
outputs are appeared (Tsui and O’Reilly, 1989). Lots of demography researchers
focused on variables of age and tenure for investigating effect on turnover. However,
when analyzing the effects of demography, all characteristics should be considered,
together. Demographic profile for the group is made, afterwards (Tsui and O’Reilly,
1989; Surgevil, 2008). Perceptual similarity is a fit type that can be investigated in
relational demography. Self categorization process describe group attractiveness in the
light of psychological group emerged via perceptual similarity/differentiation with
group members. These features can be related vocational and functional categories, as
well (Surgevil, 2008).The employees different from counterparts attribute
psychological meanings to these differentiations (Turner et al, 1989; Riordan, 2000).
Williams and O’Reilly (1989) highlighted adverse effects of differentiations on group
process depending on the degree of feeling about similarity/dissimilarity with group
members. Attraction among people due to similarity of attitudes and experiences
(Byrne, 1971) strengthen communication among employees (Roberts and O’Reilly,
1979; Surgevil, 2008). When group members have common attitudes regarding job
execution, it is strongly possible to collaborate. Otherwise, conflict occurs (Molleman
and Slomp, 2006). Therefore, similarity of employees attitudes regarding job execution
with those of coworkers/supervisors can be research in this study.

Two dimensions of congruence (value similarity and perceptual attitude similarity)
cause desired positive outputs in accordance with similarity-attraction theory and
social categorization theory. Similarity/attraction theory (Byrne, 1971) posits that
people like and are attracted to others who are similar, rather than dissimilar, to
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themselves. Before explaining self categorization theory, it is useful to mentioned
about the term social identity. A social identity is the portion of an individual's self-
concept derived from perceived membership in a relevant social group (Tajfel and
Turner 1979). Social identity theory is best described as a theory that predicts certain
intergroup behaviors on the basis of perceived group status differences, the perceived
legitimacy and stability of those status differences, and the perceived ability to move
from one group to another. Self-categorization process describes the circumstances
under which a person will perceive collections of people (including themselves) as a
group, as well as the consequences of perceiving people in group terms. Social
categorization theory was in part developed to address questions that arose in response
to social identity theory about the mechanistic underpinnings of social identification.
People divided the world into “them” and “us” based through a process of social
categorization. This is known as in-group (us) and out-group (them). Social identity
theory states that the in-group will discriminate against the out-group to enhance their
self-image. According to these propositions, the employee who is fit with organization
(group) in terms of values and perceptual attitudinal features will carry out social
categorization with his or her organization and group.

2.3. Value Congruence and Relational Demography as an Antecedent of
Organizational Commitment

Person-organization aim fit that is one of the criteria for describing organizational
commitment indicates that one of the desired results on value congruence is
organizational commitment. Porter et al proposed that when individual identifies with
organizational aims and values, organizational commitment occurs. The organizational
commitment scale developed by Porter et al grounded on the framework of person-
organization aim fit (Reichers, 1985).

Meyer ve Herscovitch (2001) asserted that shared values caused the affective
commitment that is one type of organizational commitment. Awareness of shared
values as an significant element cause the individual to support behavior patterns
imposed by organization. Common interpretations decrease uncertainty and make role
expectations clear. Predicting others’ behavior becomes easier. Interactions among
employees develop and then conflicts and misinterpretations decrease in this situation.
Therefore, organizational commitment in high level emerges. (Finegan, 2000, Kraimer,
1997; Meglino et al., 1989). Locke (1976) investigated the effects of similarity and
proposed that when individuals are aware of shared own values with co-workers or
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organization, affective commitment is established easily. Value congruence influence
affective commitment the most (Meyer and Herscovitch, 2001).

Kristof-Brown et al. (2005) carried out a meta analysis depending on 172 studies. The
researcher demonstrated that there is a strong relationship between person-organization
fit and organizational commitment. Person-group fit has a moderate effect on
organizational commitment and intention to quit. Verquer et al. (2003) showed the
effect of person-organization fit on organizational commitment and intention to quit by
means of meta-analysis utilizing 21 person-organization fit research. Saks and Asforth
(1997) investigated the relationship between value congruence and affective
commitment and then reported significant positive relationship. O’Reilly III et al.
(1991) demonstrated the relationship between person-organization value congruence
and organizational commitment. Rosete (2006) questioned the value congruence
between employees and human resource managers, and then indicated significant
positive relationship between value congruence and organizational commitment (Amos
and Weathington, 2008). Maurer (2006) showed organizational commitment is directly
related to person-organization fit the most. Cable ve Judge (1996) reported that
person-organization fit is a predictor of organizational commitment for employee
candidates searching job and new-hired employees. Amos and Weathington (2008)
questioned relation between value congruence in seven dimensions and organizational
commitment. According to results, person-organization fit perceived by individuals
influences organizational commitment, positively.

Positive relationship between value congruence and organizational commitment is
reported in research carried out in Turkish sampling (Giineser, 2007; Iplik et al.,
2011; Coskun 2007; Karakurum, 2005).

Attitudinal differences depending on incongruence in terms of relational demography
highlight attraction in low level among employees and social isolation that cause
organizational commitment in low level (Tsui ve dig, 1992; Siirgevil, 2008).

In the light of theoretical knowledge explained and previous research findings, the
hypotheses below can be proposed for this research:

H; : Similarity between personal values and values prevailing in group affects
organizational commitment, positively.

H, : Similarity between personal values and organizational values affects organizational
commitment, positively.
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Hj;: Similarity between individual’s attitudes towards job execution and those of co-
workers/supervisors affects organizational commitment, positively.

3. METHODOLOGY
3.1. Sample and Data Collection

Sampling is selected from technology-based organizations. Technology and
information-systems units of banks, software companies, production firms including
high-tech R&D department, communication and GSM operators are the types of firms
in which the research is carried out. 293 employees participate in this research.

Supplementary fit is evaluated for the dimensions of value congruence. Values are
determined for three times: personal values, values prevailing in team, and
organizational values. Value congruence is measured via absolute difference between
personal values and group values/organizational values as other fit researches (i.e. Enz,
1998; Yildirimbulut, 2006; Giineser, 2007; Cicek, 2013). The more the difference is,
the less the supplementary fit is. Job execution similarity is evaluated via employee
perception.

Values: Short version (40 items) of Organizational Culture Profile originally developed
by O’Reillt et. al (1991) is utilized for determining values. Cable and Judge (1996)
tested reliability and validity of 40-item scale. Seven dimensions of values are
innovation, stability, respect for people, outcome orientation, attention to detail, team
orientation, and aggressiveness. Items are evaluated via 5-degree Likert scale.
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Job execution similarity with members/supervisor (relational demography): Perception
of job execution similarity with group members and supervisor is evaluated by means
of 2 items with 5-degree Likert scale.

Organizational commitment: Affective commitment sub-scale of organizational
commitment scale developed b y Meyer and Allen (1991) is utilized. Turkish version
of the scale was adopted by Wasti (1999). 6 items out of 18 item-scale is used for
measuring. Two items are reversed coded as original form.

3.2. Reliability and validity of scales

Difference between personal values and group values: Before calculating differences,
internal reliability is calculated for personal values and group values, separately.
Cronbach alpha is 0.854 and 0.925 for these scales, respectively. Exploratory factor
analysis is carried out for difference scores. Dimensions and internal reliability are
shown at Table 1. (Kaiser-Meyer-Olkin: 0.90; Bartlett’s Test of Sphericity: 0.00).

Table 1 :Exploratory factor analysis for person values-group values

E Ttems Factor Eigenvalue Explained Sub-scale
5 Loads g variance (%) reliability
12. people oriented 0.621
13. fairness 0.657
14.tolerance 0.813
1 15. informality 0.641 7.289 13.271 0.821
17.supportive 0.611
20. being reflective 0.551
29.developing friends at work 0.481
24.opportunites for professional growth ~ 0.510
25.high pay for good performance 0.796
2 26. security of employment 0.776 2.235 9-870 0.773
27.offers praise for good performance 0.747
1. adaptability 0.770
3.being innovative 0.598
3 6.autonomy (R) _0.530 1.657 8.570 0.192
8. Being analytical 0.580
28.confronting conflict directly 0.575
31.working long hours (R) -0.671
4 37.result oriented 0.467 1254 8.490 0.227
40. being highly organized 0.576
2.stability 0.591
5 7 .rule oriented 0.792 1.201 8.381 0.627
9.attentian to detail 0.622
18.being aggressive 0.758
6 21. achievement oriented 0.499 1113 8.148 0-660
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35.having a good reputation 0.593
39.being competitive 0.719

Total 56.73 0.889

The 6™ item in the 3™ factor and the 31" in the 4™ factor decreased the reliability of
sub-scales. Therefore, these items are deleted from sub-scales. Internal reliability
increased to 0.726 for 3™ dimension, to 0.657 for 4™ dimension. The dimensions are
named considering the content of items loaded and adhering original sub-scale names
as much as possible. 1-respect for people 2-development and attention to rewards 3-
innovativeness 4- result oriented 5- detail oriented and stability 6- competitiveness.

Difference between personal values and organizational values: Before calculating
differences, internal reliability is calculated for organizational values as 0,941.
Exploratory factor analysis is carried out for difference scores. Dimensions and
internal reliability are shown at Table 2. (Kaiser-Meyer-Olkin: 0.922; Bartlett’s Test of
Sphericity: 0.00)

Table 2 :Exploratory factor analysis for person values-organizational values

= Ttems Factor Eigenvalue Explained Sub-sc.ale
g Loads variance (%) reliability
=
10. team oriented 0,567
11.Sharing information freely 0,579
12. people oriented 0,618
13. fairness 0,680
14. tolerance 0,749
1 16. being calm (R) - 0,445 8,664 17,313 0,808
17. supportive 0,617
20. being reflective 0,559
38: having a clear guiding 0.591
philosophy
40. being highly organized 0,531
24.opportunities for professional 0,580
growth
2 zz&or;ﬁlﬁe SR 1.857 11,997 0,807
26. security of employment 0,685 ’ ’ ’
27. offers praise for  good 0737
performance
28. confronting conflict directly 0,509
18. being aggressive 0,660
3 21. achievement oriented 0,500 1,358 9,214 0,667
39. being competitive 0,797
1. adaptability 0,773
4 3. being innovative 0,732 1,258 9,005 0,735
5. risk taking 0,681
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22.taking individual

2 0,792

5 responsibility 1,029 8,130 0,864
23.having high expectations for 0810 ’ ? ’
performance ’
7. rule oriented 0,843

6 32. not being constrained by 0.566 1,008 5,034 -0,344
many rules ?

Total 60,693 0,903

The sixth factor is deleted from the scale due to unacceptable internal reliability value
(<0,65). The dimensions are named considering the content of items loaded and
adhering original sub-scale names as much as possible. 1-respect for people-result
oriented-stability 2-development and attention to rewards 3- competitiveness 4-
innovativeness 5- initiative.

Organizational commitment: 6 items are loaded to one dimension as expected.
Explained variance of this scale is 56.23 % and cronbach alpha is 0.839. (Kaiser-
Meyer-Olkin: 0.842; Bartlett’s Test of Sphericity: 0.00).

4. FINDINGS

Multiple regression analysis is utilized for diagnosing the effects of independent
variables on dependent variable. Independent variables are value congruence
dimensions (person-organization value congruence and person-group value
congruence) and job execution similarity dimensions for this research. The effects
of value congruence and relational demography on variance in organizational
commitment are shown at Table 3.

Table 3: The effects of value congruence and relational demography on organizational commitment

Dependent variable Organizational Commitment

Independent variables Standardized T P
Beta

Person-organization value -0,328 -3,988 0,00

difference (respect for
people-result oriented-

stability)

Job execution similarity with 0,189 2,789 0,006
supervisor

Person-organization value -0,238 -2,710 0,007

difference (development and

attention to rewards)

Person-group value 0,153 2,090 0,038
difference. (result oriented)
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R”: 0,289 Adj. R*: 0,272
F:16573 Sign.:0,00

Two dimension of person-organization value congruence and one dimension of person-
group value congruence have significant effects on the variance in organizational
commitment. 5 dimensions of person-group value congruence and 3 dimensions of
person-organization value congruence have not significant effect. Only job execution
similarity with supervisor influence organizational commitment for employees,
significantly.

According to findings, hypotheses H; , H, , Hs are partially supported.

S. CONCLUSION AND SUGGESTION

According to Shin (2005), perception of person-organization congruence is related to
organizational level variables more than person-group congruence. This research
findings support this view. Organizational commitment is influenced by relatively
more dimensions of person-organizational value congruence.

Organizational commitment of employee in organizations where respect for people is
prevailed as one aspect of organizational culture is increased. Result oriented and
stable dimensions of values are essential elements of culture in technology-based
organizations because nature of jobs and execution of project with deadline and
previously decided demands require employee congruence with these value aspects.
Therefore, dimensions of result oriented has effect for both person-organization
congruence and person-group congruence on organizational commitment.

Elements in work environment are mostly related to supervisor. Satisfaction and
commitment for employees result from meaningful job proposing career opportunities,
fair salary, comfortable work environment that are seen as in control of supervisor
(Dogan and Kilig, 2007). Previous research highlights that management and
managerial style increase the level of job satisfaction of employees in work
environment proposing insufficient salary which is a source of motivation (Erkutlu,
2008). In this research, supervisor is seen as a remarkable factor in project group. If
the employees are similar to their supervisors in terms of job execution attitude, the
level of employees’ organizational commitment is high. Similar job execution attitude
with supervisor develop communication and relations between supervisor and
employees. Employees will identify with their supervisors regarding job execution
attitude.
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Innovation is the most prominent value in technology based organizations. Emerging
innovation and creativity are seen as related to composing different values.
Considering task interdependency in high level in this type organizations, composing
different views and values cause complementary fit and then develop innovation
performance. Value differentiations depending on complementary task roles are
significant in holistic meaning. In this research result oriented dimension of
complementary value congruence in group is seen as important for organizational
commitment.

In technology-based organizations nature of jobs and projects give prominence
individual contribution depending on specific job description for all employees. Highly
developing technology and competition in sector damper initiative for employees
while working. Therefore, it can be obviously expressed that initiative dimension of
person-organization value congruence has not significant effect.

Individual, environmental and time-related factors determine what dimension has the
most remarkable effect on experiencing person-environment fit (Jansen and Kristof-
Brown, 2006). Jansen and Kristof-Brown (2006) highlighted that when individuals
evaluate person-environment fit for themselves, they give more importance to fit with
prominent dimension(s) of environment (Shin, 2005). Kristof-Brown et. al (2002)
stated that individual’s previous working experience affects the importance attributed
by individual for fit types (Jansen and Kristof-Brown, 2006).

Person-organization (group) fit and types of fit are considered for function of
personnel selection/recruitment and retain employees in human resource management.

Traditional job analysis is not enough to select an employee for group-oriented work
environments. Traditional job analysis is utilized for determining the level of
knowledge, skill, and ability so as to execute job. This type of analysis is carried out at
individual level, it ignores analysis at group level for group-oriented works in
personnel selection process. Therefore, evaluating person-job fit, person-group fit, and
person-organization fit synchronously is a robust approach in personnel selection
process (Barber,1998). In this way, the relative importance of perception about person-
job fit, person-group fit, and person-organization fit can be evaluated in job choice
(Carless, 2005).

The effect of value congruence in strong/weak cultures is considerable factor for
human resource management. Acceptance or rejection of individual behavior is
prominent in strong cultures. Individuals in the organization having strong cultures
have similar perception about organization (group)’s operations and the tool/way of
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pursuiting goals (DelCampo, 2006). There is agreement about values among
employees. Diagnosing cultural values is more difficult for individuals in weak
cultures, and they have opportunity to shape cultural values. For this viewpoint,
turnover rate is lower. Consistent with these views, Ashfort (1987) stated that the
organizations (groups) having strong culture enhance culture. The researcher
investigated the moderators of power of culture on the relationship between person-
organization fit and turnover. Strong cultures react for values harder than weak
cultures. Therefore, management should consider power of culture in the organization
in addition to value congruence.

Diagnosing moderators of the relationship congruence-organizational commitment is
questionable research field to minimize the effects of misfit and to utilize the different
viewpoints stemming from heterogeneity of working values and personality traits
(Erdogan, et. al, 2004). Kristof-Brown et al. (2005) suggested that moderator variables
such as dispositional/individual and environmental characteristics and mediation
variables should be diagnosed. Complementary fit is seldom attributed for emerging
person-organization (group) fit in the literature (Shin, 2005). The proposed congruence
between person and organization (group) can be measured according to aspect of
complementary fit. The effects of fit components on organizational commitment
should be examined.
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