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Abstract

Person-organization fit, which is generally desedbas a degree of compatibility
or similarity between the person’s values anddtganization’s values, is one of
the base factors required for an organization’s cass. Organizations should
accomplish person-organization fit in their orgaatibns by using employee
selection and hiring process which is congruenceelain cultural values or by
applying socialization tactics. We proposed findagsorrelation in this study

between person-organization fit and job stress aadflict. In this context, we
have reached some findings about person-organizdiioand its outcomes by
conducting a survey on employees of Dalaman Intemal Airport. The findings

showed us there is a statistically negative cotreta between person-
organization fit and job stress and conflict.

Key Words: Person-organization fit, job stress and conflict.
Jel Classification: M10.

1. INTRODUCTION
Organizations are the communal systems which aree® to defeat their own
inadequacies or get rid of them by people. Theqguersia organizations, has

understood that blocking to reach most of their ayaals, the most important
factor results from the case of the unwillingnessvorking with the others or
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non- working Simsek, 2010: 213-214). Working with others needs perand
organization fit. There are restlessness, stredsanflict in working environment
where there are people who can’t work with eacleit fit.

Organizations protect both the members’ qualifmawf being different person in
the whole, and try to quarantee their becominggmatied with the whole within

the scope of the concept “fit”. In this frame, thien of this study is to present
analytically that this fit causes what kind of effe on job stress and conflict by
examining person and organization fit comprehemgivEhe application part of

this study composes of the results of questionapplied to managers and
employees of the companies which operate in diftergectors in Dalaman

International Airport.

1.1. Person-Organization Fit

The idea “person-organization fit” is built on thleeory “attraction-selection-
attrition” which Schneider suggested in 1987. Saeresuggests that individuals
feel more comfortable in the organizations wherenimers have similar features,
so they participate much more to this type of oizgions. In the same way,
organizations employ the people who are closehgoorganization culture. After
employing, both sides are trying to maintain thosnpatibility status. Later, the
organization runs its own socialization proces$eesdapting its own traditions
and values. The attractiveness of the organizatmn individual and the
attractiveness of the individual for the organiaatimust be permanent to
maintain the compatibility as long as possible. Exygrs and employees review
the degree of the compatibility between them retpli@dauenstein et al., 2007:
4). According to Schneider, organizational climasecreated by people and
person-organization fit is dynamic and flexible.cBese people show adaptation
to organization climate as well as changing it. Tperson-organization
researchers rely on values and needs while thesgifjjathe personality traits in
terms of person and organization. (Vianen, 2001: 2)

Organizational norms and values are the produgradp although all members
don’t have the same values. Most of the organinaiiembers accept these norms
and values. The person-organization fit is desdride the compatibility between
the values of people and the values and norms efotganization (Chatman,
1989: 339-340). According to Kristof, the persogatization fit is the status of
compatibility which can be determined when one $apghe needs and wills of
the other or organization and employee have sincttaracteristics (Kwantes et
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al.,, 2007: 96). According to Chatman, the persayanization fit is the
compatibility between the unchangeable charactesisf the organization and the
individual. There is a convenience between persandlorganizational values in
the centre of this compatibility. This compatihjiltatus is related to employees’
behaviours such as commitment, satisfaction antbuar intention (Ambrose et
al., 2007: 324). The literature has proved that pleeson-organization fit has
positive benefits on the employer’s attitudes aefidviours. According to this,
when the compatibility increases between the omgdimn and individual,
employees have become more satisfied, more conuratbel more productive
(Bright, 2007: 364-365). According to Backhaus,esshes on the person-
organization fit reveal that the convenience inighHevel between personal and
organizational values, will have positive resutis éverybody. The researches on
this subject show that people prefer working in dinganizations where they can
reflect their own personal values. The person-dmgdion fit is related to the
decrease of turnover, job satisfaction in highgelleorganizational commitment
and interpersonal appeal and so on (Backhaus, 2003:

1.2.Job Stress

That the relationships in the organization are ist@st and healthy decreases the
individual's problems about job partly. On the othand, negative relations, the
difficulties in distributing authority and respohsities, being restricted in
behaviours and policies which conflict with the aimake up important stresses
in the organization. Unless individuals have thelifg of belonging to the
organization where they work, they lose the trukiciv they feel to the their
organization. Communications’ channels'’not workingroperly, informal
communication’s being spread and its dependingossigs and guesses effect the
inner environment of the organization. And so, thitiation reflects to the
employees as stres. Also, French and Caplan haserilded the quality of
people’s relationships with their inferior and senmanagers as an important
tension resource related to organization (Ozkaki&l, 2001: 441). The focus of
person-organization fit studies is revealing theriaction between the person and
specific features of the organizational environménfact, person-organization fit
in literature tells that the compatibility will for when there is a convenience
between a person’s characteristics and the valfigeeoorganization. On the
contrary, the incompatibility status comes up wteermperson’s characteristics
don’t correspond to the unchangeable values ofotiganization. In the study,
Pervin has made the theory that the performancesatisfaction will be high and
the stres will be low if there is a conveniencenwssn a person’s characteristics
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and the organization’s features (Brigham et alQ7201042). Kristof expresses
that there is a relationship between the compdtibdnd lots of employees’

attitudes and behaviours. Vancouver and Schmitie Haund that there is a
negative relationship between the compatibility atre@s and trend in employee
turnover (Autry et al., 2005: 60).

1.3.Conflict

That the members of the organization communicatnligpand correctly, satisfy
from working together and coordinate themselvesasgmts the compatibility,
while the status of the coordinate difficulty, timactive communication process
and incompatibility represents the conflictg(id, 2001: 241-242). The conflict is
the controversions which come up as a result ofrtbempatibility between two
or more people. In the organizations, people andugg can work in
compatibility, but this compatibility can disappear some situations and the
conflict begins. Especially, that there are diffégreleas in solving problems and
everybody insists on own idea can create the ainfidzkalp & Kirel, 2001:
387). Katz and Kahn have proposed that the conflittappear when one of the
two systems (person/group, organization) compedsdiimer to some results or
goes towards the tendency of prevention. The aindibliterate the behaviours
which are in favor of the organization by beingatetl to management. Family
companies which digress from managerial behavi@mwsh as trust, mutual
sacrifice, mutual deal, nonfinancial family targetend to become conflict
(Memili & Barnett, 2008: 3).

2. APPLICATIONS AND METHODOLOGY OF THE RESEARCH
2.1.Scope of the Research

In this section, person-organization fit and thealdes which are affected by this
compatibility are examined by depending on theifigd of the research which is
done on the employees and the managers in 20 caoespaumich carry on a
business in different sections in Dalaman Inteamati Airport. This study
contributes to person-organization fit and undexditag this convenience’s effects
on job stres and conflict.

In this study, the managers and the employeeseofdmpanies which carry on a

business in “Dalaman International Airport” wheeeim Dalaman of Mgla are
chosen as sample. Dalaman Airport is an extremglpitganization which serves
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as tourism gate of spreading from Marmaris to FethSouth Aegean with its
passenger traffic over three millions annually s domestic and international
terminal and with its over 1500 staffs.

Constraints of the Research

As in every social research, some constraints Hmen come across in this
research, too. The constraints of this researchdatermined in terms of cost-
benefit and being practical. According to this, tomstraints of the research can
be ordered like this;

* It needs to be considered that the research has dm®e on relatively small
sample by paying attention to time lag and costheaesearch group is limited in
representing the total and the conclusions canageneralised.

» The person-organization fit which makes up the exttbpf the research, is an
intangible process and it is hard to both measuack raach generally accepted
conclusions.

2.2.The Model of Survey

In this study, while the Person-Organization Fith®sen as independent variable,
Job Stres and Conflict are chosen as dependertilesi Here, the relationships
(positive or negative) between dependent and intbkpd variables are searched
and measured. Some hypotheses are improved retatiis subject and these
hypotheses’ accuracy and whether they are supportewht are searched. That
whether the variables change together or not,afehs a change together, how
this can be is tried to learn and the correlatygetrelations are looked for.

Hypothesis 1: Person-Organization Fit has a negatdffect on the employees’
Job Stress.

Hypothesis 2: Person-Organization Fit has a negatdffect on the employees’
Conflict attitudes in the organization.

As the research model, a symbolical model like Wwelas been used.

Job Stress (Y)

A\ 4

Person-
Organization Fit

)

Conflict (Y ,)

A 4

Figure 1: The Relations Between Person-OrganizatioRit, Job Stress and Conflict
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2.3.The Method of Data Collection

A guestionnaire form has been used as the badiotdloe research. The answers
given to the questions have been taken with thp dkb point Likert type scale
(1: certainly disagree; ...; 5: certainly agree). Tuestion list has been prepared
by starting from the conceptual model of the redeaihe large part of the
guestions in the list have been made up the quesstised before in literature. The
guestionnaire forms have been distributed by han800 people in the level of
manager and employee and 383 forms of them hauvenszt. 16 of the forms
which returned have not been included in the amgalymcause they have been
filled by chance and there are many questions whaten’'t been marked, so the
number of the questionnaire forms totally used6s. 3Accordingly, the turn over
rate of the questionnaire forms which have beefuated is 73.4 %.

2.4.Data Analysis

The data which have been attained from totally §G&stionnaire forms in the

sample in the research have been subjected tougasiatistical analysis in the

direction of the aims of the study and hypotesidbyg used SPSS 15.0 statistic
program. Before being subjected to these analgsisie necessary conversions
related to reverse questions, have been done isake of the answers of the
guestionnaire’s being well and later the analyaigehbeen done.

3. RESULTS
3.1.Factor and Reliability Analysis

In factor analysis, the dependent and independanthles were considered

separately and variables were analyzed in this Wayal variance explained is

62.514 %. According to the factor analysis, it t@nsaid that scale has structural
validity.

In reliability analysis, alpha coefficients of eaghriable are checked. Alpha
coefficients obtained were accepted because theg gher than 0.50 and 0.70
defined by Bagozzi & Yi (1988) and Nunally (1978ppectively in the literature.
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Table 1: The Factor Loadings of Dependent Variabl@and The Results of Reliability Analysis

Independent/Dependent . Alfa (a)
VETTEES Questions| Component Reference Coefficients
POF.1 .619 .
Person-Organization Fit POF.2 .645 Aumann (200.7)’ V|Ie_|a et
(X) POF 5 682 al. (2008) & Piasentin 719
por.6 | .e69 |2007)
JS.1 .750
JS.2 770
Job Stress (¥) Js.3 737 gzﬂ':ssi:g”ﬁam 875
JS4 T74 '
JS.5 .604
C.1 .623
C.2 .745
Conflict (Y ) C.3 .502 Wright (2008) .785
C.4 754
C5 752
Rotation Method: Varimax with Kaiser Normalization.
Rotation converged in 6 Iterations

3.2.Correlation, Regression Analysis and Hypotheses $ts

Pearson correlation coefficients are shown in Tdhle In table, relationship
between dependent variables and independent variadohd one to one
relationship of dependent variables are examined.

Table 2: The Values of Correlation and Regression halysis

Variables X Y, Y,
X Person-Organization Fit (X) 1.000
Y, Job Stress -392 | 1.000
Y, Conflict -164 | 597 | 1.000
Pearson Corr. and Significance.
** Corr., p=0.01./* . Corr.p=0.05.
Independent Variable Beta ) Sig. @)
Person — Organization Fit (X) -.392 .000
R® = .153, F= 66.174 (Anova Test)
**_Corr. is significant at the .01 level (2-tailgl . Corr. is significant at the .05 level (24&)
Independent Variable Beta () Sig. @)
Person — Organization Fit (X) -.164 .000

R® = .027, F= 10.060 (Anova Test)

When looking at Table 2, it can be seen that;

* There is a significant relatiorp£0.01 andB= - .392) in a negative way
between person-organization fit and job stress.
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* There is a significant relatiorp£0.01 andB= - .164) in a negative way
between person-organization fit and conflict attés in workplace.

Except for "person-organization fit" independentiaiale, the main subject of this
research, one to one relationships of dependerables were also examined. It is
understood that there is a positively significapt.01 andp=.597) relation
between "Job Stress" and "Conflict attitudes inkptace". Hypotheses in model
are tested by regression analyses. The independeable X represents person-
organization fit. Similarly, Y (dependent variable) represents Job Stress and Y
(dependent variable) represents Conflict. At the @inthe regression analysis, our
hypotheses will be accepted or rejected accordingatiablesp coefficients and
significance ) levels. The elements shown in these tables aperent
variables, independent variable, beta coefficigfijs significance (), RZ and F
values. Findings of linear regression analysis.edeith the aim of examining the
effect of person-organization fit on job stress awaflict, are as follows: As
shown in Table 4, "Job Stress" was taken as depémn@giable in analysis and
"Person-Organization Fit" was chosen as independardble effecting the job
stress; and regression analysis was done in this Wwahis regression model:’R
= .153;p= .000 and F=66.174 values were obtained. The médavalues, Rand
F, show that the variable used in the model explalob Stress".

According to regression analysis results in Tahlp&ticipators' attitude change
caused by job stress results from person-organizdit. In this context, R
determination coefficient indicates that 15.3 %th#d employees' attitude change
caused by job stress results from person-orgaoizafit. WWhen employees'
person-organization fit increases 1 unit, that eau3.392 unit fall on their job
stress. H hypothesis is supported by this result. In othewrds, person-
organization fit reduces the job stress. As itensi@ Table 2, “Conflict” is taken
as dependent variable and “person-organization ifittaken as independent
variable in the regression analysis. In this regjoes analysis following values
were obtained; = .027;p= .000 and F=10.060. The obtained valuesafd F
shows that the variable used in the model expl&mnflict". According to the
regression analysis results in Table 2, particigatattitude change caused by
conflict results from person-organization fit. Ihis context, R determination
coefficient indicates that 2.7 % of the employesisitude change caused by
conflict may result from person-organization fit. hdh employees' person-
organization fit increases 1 unit, that causesd it fall on their job stress.H
hypothesis is supported by this result. In otherdsp person-organization fit
reduces the employees's conflict attitude in theworkplaces. The results
concerning hypotheses are shown in Table 3. Ally@otheses in the model are
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one-sided; there is no bi-directional hypothesiseré are 2 hypotheses in total,
and the result criterias are as follows?, Beta ), Significance §) and
Accepted/Rejected status (A/R). As a result, 2 Hygges are accepted as they are
significant at the rate of 1 %.

Table 3: The Results of Hypothesis
No Hypothesis R? B p |AR
H, Person-Orgqmzatlon fit has a negative effect ore t'fl53 -397" | 000! A
employees’ job stress.
Person-Organization fit has a negative effect ore tfb
A L A .027
employees’ attitudes conflict in the organization.

4. CONCLUSIONS AND RECOMMENDATIONS

H, -164" | .000| A

In this study, it is aimed to search whether thisre significant relationship
between person-organization fit and job stress andflict in respective
organizations. The results of our research showpttdable compliance problem
in organization causes stress and, as a resulgnizagions experience stress
related problems. Lovelace and Rosen's (1996) r@dséadings also support that
result. The findings of this research state thaitflad affects person-organization
fit adversely and in organizations with high cociflievel, compatibility level will
be low. Organizations, capable of keeping empldyeaspatibility level under
control, can protect themselves from the advergeomes like stress, conflict,
etc. caused be incompatibilities.
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