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1. INTRODUCTION

During the time, organizations found out that one of the major concerns in both the private and
public sectors is to increase employees' productivity and promote their efficiency, since demand for offering
high quality and better services is increasing [1]. Person organization fit is related to conformity with
individual and organizational characteristics and is created when at least one of them satisfies another's needs
or have common major characteristics; or even both states exist [2-3]. Person organization fit is one element
of the wider concept of person environment fit which historically roots in Levin's thinking (1935). It means
that the individual's behavior subjects to the individual and his.her environment. Satisfaction, productivity,
creativity and stability are enhanced whenever there is such fit [4]. Recent studies on business strategy have
shown that competitive advantage for organizations can be obtained via human resource concentration as the
most important strategic source for the organization. In other words, human resources are a kind of intangible
asset, which can result in the establishment of values for the organization in order to be able to face the
current turbulent environment [5]. This feature emphasizes the fact that human resource strategies must be
interwoven into the texture of the organization and support realization of its purposes [6].

There are many researches of person-individual fit at the important issue in the organization.
Recently study in this can be referred is exploring the relationship between person-Organization Fit and
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organizational citizenship behavior. In this study, the authors collected data via a survey aimed at exploring
the relationship between person-individual fit and organizational citizenship behavior at the University of
Isfahan. The research hypotheses were tested through variables such as workplace congruence, KSA
(knowledge, skills, abilities) congruence, goals congruence, values congruence, and personality congruence,
as dimensions of person-individual fit [7].

In this paper, the authors collected data via a survey aimed at exploring the relationship between
person-individual fit and organizational effectiveness at the University of Isfahan. Assuming that managers
and staff can be a fundamental issue for the organization's human capital and to develop appropriate
(inappropriate) students are considered, it seems the factors influencing their attitudes and behaviors can be
many key issues, invest in human resources in organizations to achieve competitive advantage. Therefore,
this study aimed to evaluate the fit between features and characteristics of university staff and managers to
determine the consequences of their attitude and relationship with OE's important.

Academic environments such as universities, certain behavioral expectations is felt. Directors and
staff of the university who have been chosen to have university degrees and in administrative and
responsibility seem formidable. So we decided to measure perceptions of the relationship between person-
organization fit and organizational effectiveness in the reality of the organization.

2. RESEARCH METHOD
2.1. Effectiveness

Hoy and Mishkle believe that each organization has to employ the best resources; deals successfully
with external threatening forces; leads their energy towards the main objective of the organization; and
develops it permanently by maintaining its ability and sustainability besides compatibility with the
changeable environment and confronting with any problem in order to be effective [8]. Previous studies on
effectiveness disclose that there is not the best way for effectiveness, because it depends on the viewpoint of
management in any organization with regard to effectiveness. In fact, the topic, purpose and ways of
achieving effectiveness should be clear in organizations for employees and then management should try to
internalize the characteristics about effectiveness as a common viewpoint for all organizational members [9].
Robins (1990) defines organizational effectiveness as degree of achieving short term and long term goals
considering the expectations of beneficiaries, assessment, and organizational life level [10].

2.2. Effectiveness from Parsons’ Viewpoint

Effectiveness has been considered in each model from different angles. Talcott Parsons (1970)
explained effectiveness in a relatively perfect model and proposed a model to evaluate organizational
effectiveness. There are four components including adaptation, goal attainment, integration, and pattern
maintenance.

a. Adaptation: One of the main activities of organizations is adaptation that is also an important sign for
organizational effectiveness. Adaptation emphasizes compatibility of an organization with its
environment as well as compatibility of the environment with organizational needs.

b. Goal attainment: emphasizes determining of purposes and collecting the required resources and energy to
achieve objectives of the organization. Among normal signs of goal attainment for manufacturing firms,
identification of resources, higher production, etc. can be mentioned.

c. Integration emphasizes: Integration emphasizes the need for unity and relationship among constituent
units of a system in an organization.

d. Pattern maintenance: Pattern maintenance emphasizes establishment and maintenance of culture, values,
behavior, and ideology [11].

Parsons explicitly indicates that these functions are essential for identification of resources and can

be regarded as objectives of the organization. Thus, all systems should solve four functional components, i.e.

adaptation, goal attainment, integration, and pattern maintenance.

2.3. Person-Organization Fit

Basically, person organization fit theory determines that there are some characteristics in
organizations which have the potential of compatibility with individuals' characteristics and also it
determines that individuals' behaviors and attitudes are influenced by degree of compatibility or fit among the
individuals and organizations [12]. Results of studies have revealed that a higher level of person organization
fit can create higher levels of organizational attractiveness. Generally, the topic of person organization fit has
been proposed as an effective and important factor to answer to the question that why individuals are
attracted to a specific organization, or selected by a specific organization and finally remain in a specific
organization. Much interest in investigation in this field can to some extent due to the fact that a lot of
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positive results can be predicted through person organization fit. For compatibility of the organization's

requirements including knowledge, skill and capabilities, this approach fits job, executive and technical

requirements of individuals for efficient execution of their tasks [13].

Studies show that whatever person organization fit is higher, job consequences will be more
positive. Lower levels of stress, job involvement, higher organizational commitment, better job attitudes,
higher performance rates, and lower turnover are some of these consequences [14].

When it is talking about person organization fit, personality compatibility, attitudes and values of
the individual are compared with values, purposes, structures, procedures and culture of the organization [2].
Different methods have been mentioned to measure person organization fit. Christoph (1996) divided these
methods into three classes: mental fit, perceived fit, and objective fit.

a. Mental fit: This standard asks individuals directly how much their characteristics fit with those of the
organization in which they work. There is no clear standard in this method to measure characteristics of
individuals and organizations; rather respondents justify about the consistency among their own
characteristics and their conception of those of the organization.

b. Perceived fit: It is similar to mental fit conceptually but different from it practically. In this method, the
difference between the individual's self-concept and his.her conception about the organization is
measured. Through a questionnaire, this standard asks the respondent to describe his.her characteristics as
well as those of the organization.

c. Obijective fit: Both standards of mental fit and perceived fit are in opposition with objective fit. It asks the
individual to describe his.her own characteristics and then asks other employees to describe
characteristics of the organization. Thus, consistency and agreement among perceptions of organizational
members are evaluated [15].

Based on this framework, people look for organizations that are attractive to them; that is, they are
attracted as an organizational member and whenever there is no attraction for both parties (the person and the
organization) they would leave the organization [16]. Kristof (1996) defined person-individual fit as
congruence among the individuals and organizations in which they work. Basically, the person-individual fit
theory states that the existing characteristics of organizations have the potential of congruence with the
characteristics of the individuals and their behaviors, and that attitudes are affected by the degree of
congruence or fit among the individuals and the organization [17].

Previous studies and theoretical principles on the measurement indexes of person-individual fit have
proposed five standards by which to measure person-individual fit, based on which relationships among fit
and its attitudinal consequences are investigated. These five standards are KSA congruence, personality
congruence, workplace congruence, goals congruence, and personality congruence [15]. In these studies, the
values standard was used more than other standards to measure the degree of congruence among the values
of individuals and organizations (78%). Forty-one percent of the studies used the personality fit criterion,
20% used the standard of goals congruence, and only three studies (less than 1%) used the KSA congruence
standard to measure degree of fit. Thirty-five percent of these studies used multiple standards, including
workplace congruence, to measure degree of fit; and, 43% did not propose a special standard nor did they
completely measure the degree of fit. Therefore, the values congruence was ranked the highest, while
personality congruence and goals congruence were ranked second and third, respectively.

2.3.1. Values Congruence

Adherents of person organization fit believe that individuals whose values proportion to those of the
organization play a role in effectiveness of the organization and less likely they leave the organization [18].
Value compatibility is essential for person organization fit. Studies show that those who have similar values
to their organization are attracted faster and their willingness to remain in that organization will be
higher [19].

2.3.2. Workplace Congruence

Degree of fit between the individual and the environment in which he.she works is a concept that its
record returns to previous years and in discussions on human resource management and psychology. When
individuals' personality is conformed to characteristics of the environment, they are happier and more
successful in their workplace [20].

2.3.3. KSAs Congruence

This approach deals with proportionality of individuals' job, executive, and technical requirements
to do their tasks efficiently [21]. Exploring this fit can show effectiveness of individuals as well as relations
among fit and the related consequences [22]. The literature related to employee selection concentrates mainly
on congruence between an individual’s KSA and organizational requirements [23]. This approach deals with
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the fit of an individual’s job and executive and technical requirements, as they relate to completing tasks
effectively [16]. Exploring this fit can show a person’s effectiveness as well as the relationship between fit
and related consequences [24].

2.3.4. Personality Congruence

Many studies have shown that there are positive relationships between the limit to which a person is
attracted to an individual or group and the limit to which the person describes that individual or group to be
similar to him.herself [25]. Tom (1971) found that people prefer organizations having the highest similarity
to their personality characteristics [26].

Recent discussions on the principles of person-individual fit show a kind of structural improvement
and reinforcement of personality fit via the personality model of the organization [25]. This approach
indicates that attitudinal models and beliefs in a certain situation can be obtained based on an “ideal”
successful character or a reference inside the organization. As such, conformity between individuals’
personalities and the ideal personality of the organization can create a criterion by which to evaluate
congruence among the individuals and organizations and, finally, provide another approach to the measure of
person-individual fit [25].

2.3.5. Goals Congruence

The ASA framework by Schneider et al. (1995) shows the goals congruence as an important
dimension of person-individual fit [27]. According to this framework, people are attracted to organizations
whose purposes are congruent with their own purposes. Thus, the goals congruence includes the similarity
between purposes of the organization and those of its employees [15].

2.4. Conceptual Model

Person-organization fit consists of five dimensions: workplace congruence, personality congruence,
values congruence, goals congruence, and KSA congruence. As was mentioned earlier, this study explored
the relationship between person-organization fit and dimensions of organizational effectiveness. The model
of the study is shown in Figure 1.

| Workplace congruence |

Values congruence
KSAs congruence

| Personality congruence |

Person-

Organizational
individual

fit

=

effectiveness

Figure 1. The Research Model

2.4.1. Research Hypotheses
Main hypothesis: There is a significant relationship between person-organization fit and
organizational effectiveness among the employees at the University of Isfahan.
Secondary hypotheses:
H;: There is a significant relationship between workplace congruence and organizational effectiveness
among the employees at the University of Isfahan.
H,: There is a significant relationship between KSA congruence and organizational effectiveness among the
employees at the University of Isfahan.
Hs:  There is a significant relationship between goals congruence and organizational effectiveness among the
employees at the University of Isfahan.
H4: There is a significant relationship between personality congruence and organizational effectiveness
among the employees at the University of Isfahan.
Hs:  There is a significant relationship between values congruence and organizational effectiveness among
the employees at the University of Isfahan.
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2.4.2. Methodology

This was a practical study from an objective standpoint and descriptive from a methodological
perspective. Library studies including books and academic journals was used to collect data on the research
literature and standard questionnaires were used to test the hypotheses. A standard questionnaire (39
questions) by Parsons' viewpoint was used in this study. A standard questionnaire including 39 questions was
used to measure the variables. In this questionnaire, including 39 questions was employed to measure the
variables that includes 20 questions about dimensions of person organization fit (questions 1-2-6-11 were
about workplace compatibility; questions 3-9-14-13 were about KSAs compatibility; questions 4-12-19-20
were about goal compatibility; questions 5-8-10 were about personality compatibility; and questions 7-15-16-
17 were about value dimension), 19 questions about organizational effectiveness were adopted from Parsons'
scale (questions 21-26 were about adaptation; questions 27-30 were about goal attainment; questions 31-35
were about integration; and questions 36-39 were about pattern maintenance).

Also, this study was cross-sectional in terms of time. A stratified random sample was taken from the
population of experts and managers at the University of Isfahan. The sample size was 120.

3. RESULTS AND ANALYSIS
Content validity was used to confirm validity of the questionnaire (using the opinions of professors
and experts in the field of marketing and consumer behavior) as shown in Table 1.

Table 1. Results of the Cronbach's Alpha

variables Cronbach's alpha
person-organization fit 0.84
organizational effectiveness 0.92

3.1. Normality of the Statistical Population Distribution
The Kolmogorov-Smirnov test was employed to test the normality of the data distribution. The
results are shown in Table 2.

Table 2. Results of the Normality Test
standard  significance

Variable mean deviation level
Person-individual fit 2.82 0.83 0.059
organizational effectiveness 2.59 0.66 0.054

According to the results in Table 2, and given that the significance level of the test was above 0.05,
the claim that the questions were normal was accepted and parametric tests as well as the ML method
(maximum likelihood for multivariate normal distributions) could be used in structural equation modeling.

3.1.1. Exploring the Mean Value Test of the Research Variables

A one-sample t-test was used to analyze the status of the variables. Maximum and minimum scores
for each dimension in the questionnaire, based on a Likert-type scale, were equal to five and one,
respectively. A score higher than three showed desirability of the given variable. The results of the mean test
of the research variables are given in Table 3.

A one-sample t-test showed that all of the variables received average-average scores except
sportsmanship, given the significance level and mean.
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Table 3. Mean of Factors and t-test

Variable mean t-test significance level
Adaptation 2.55 -6.88 0.000
Goal attainment 2.35 -9.69 0.000
Integration 2.67 -4.43 0.000
Pattern maintenance 2.82 -2.26 0.025
Workplace congruence 254 -6.15 0.000
KSAs congruence 1.72 -28.12 0.000
Goals congruence 2.09 -17.91 0.000
Values congruence 2.03 -16.79 0.000
Personality congruence 1.92 -21.51 0.000
organizational effectiveness 2.59 -6.55 0.000
Person-individual fit 2.06 -24.15 0.000

3.1.2. Results of Testing the Hypotheses
Structural equation modeling was used to test the hypotheses. For this reason, a confirmatory factor
analysis was conducted first. The results are shown in Table 4.

Table 4. Results of the Confirmatory Factor Analysis

variables CFI NFI IFI TLI GFI RMR CIMIN.DF
Workplace congruence 1.000 0.99 1.000 0.99 0.99 0.008 1.21
KSAs congruence 0.97 0.96 0.97 0.92 0.97 0.02 2.46
Goals congruence 1.000 1.000 1.000 1.000 1.000 0.001 1.002
Values congruence 1.000 0.99 1.000 1.000 0.99 0.004 1.13
Personality congruence 1.000 0.98 1.000 1.000 0.99 0.01 1.59
Adaptation 0.96 0.92 0.96 0.93 0.95 0.04 1.89
Goal attainment 0.99 0.98 0.99 0.95 0.99 0.01 2.52
Integration 1.000 0.99 1.000 1.000 0.99 0.013 1.29
Pattern maintenance 0.98 0.97 0.98 0.94 0.97 0.04 2.93
46 44
.35 Q2 ‘

Workplace con.

s Q11

Figure 2. The Structural Equation Modeling for Person-Organization Fit Variables
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Figure 2 is shows the structural equation modeling for person-organization fit variables and Figure 3
is shows the structural equation modeling for Organizational effectiveness variables.Goodness indexes were
in an acceptable range for all measurement models. These indexes showed the suitable goodness of the model
and the collected data supported the model well. Factorial loads were more than 0.3 at the significance level
0.000. Having examined and confirmed the measurement models in step one, structural equation modeling
was analyzed in the second step to test the hypotheses that will be mentioned separately for each hypothesis.

/ -.66

Goals attainment

Pattern

maintenance

Figure 3. The Structural Equation Modeling for Organizational Effectiveness Variables

3.2. Results of the Structural Equation Modeling Analysis

Having explored and confirmed the measurement models, a structural equation model was used to
test the hypotheses. A goodness index of the model, testing of the hypotheses, and the related model are
presented in the following section.

3.2.1. Secondary Hypothesis 1: There is a Significant Relationship between Workplace Congruence

and Organizational Effectiveness among the Employees at the University of Isfahan

The results related to the relationship between workplace congruence and organizational
effectiveness is shown in Table 4.

The results of structural equation modeling show that workplace congruence with regression
coefficient equal to 0.16 and significance level more than 0.05 is not effective on organizational effectiveness
and secondary hypothesis 1 is rejected as shown in Figure 4.
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Table 4. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFI NFI CFI IFI TLI
Secondary model 1 2.33 0.06 0.07 0.90 0.90 0.90 0.90 0.90
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<

Figure 4. The Structural Equation Modeling for Secondary Hypothesis 1

3.2.2. Secondary Hypothesis 2: There is a Significant Relationship between KSA Congruence and
Organizational Effectiveness among the Employees at the University of Isfahan
The results related to the relationship between goal congruence and organizational effectiveness are

shown in Table 5.

Table 5. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFI NFI CFI IFI TLI
Secondary model 2 2.83 0.04 0.06 0.90 0.90 0.90 0.90 0.90
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<
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Figure 5. The Structural Equation Modeling for Secondary Hypothesis 2

The results of structural equation modeling show that KSAs congruence with regression coefficient
equal to 0.05 and significance level minor than 0.05 is effective on organizational effectiveness and
secondary hypothesis 2 is confirmed as shown in Figure 5.
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3.2.3. Secondary Hypothesis 3: There is a Significant Relationship between Goals Congruence and
Organizational Effectiveness among the Employees at the University of Isfahan

The results related to the relationship between personality congruence and organizational
effectiveness is shown in Table 6.

Table 6. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFI NFI CFI IFI TLI
Secondary model 3 2.04 0.06 0.07 0.91 0.90 0.92 0.92 0.90
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<
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Figure 6. The Structural Equation Modeling for Secondary Hypothesis 3

The results of structural equation modeling show that goals congruence with regression coefficient
equal to 0.40 and significance level minor than 0.05 is effective on organizational effectiveness and
secondary hypothesis 3 is confirmed as shown in Figure 6.

3.2.4. Secondary Hypothesis 4: There is a Significant Relationship between Personality Congruence
and Organizational Effectiveness among the Employees at the University of Isfahan
The results related to the relationship between Personality congruence and organizational
effectiveness is shown in Table 7.

Table 7. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFI NFI CFI IFI TLI
Secondary model 4 2.17 0.03 0.05 0.93 0.91 0.95 0.95 0.91
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<
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Figure 7. The Structural Equation Modeling for Secondary Hypothesis 4
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The results of structural equation modeling show that personality congruence with regression
coefficient equal to 0.48 and significance level minor than 0.05 is effective on organizational effectiveness
and secondary hypothesis 4 is confirmed as shown in Figure 7.

3.2.5. Secondary Hypothesis 5: There is a Significant Relationship between Value Congruence and
Organizational Effectiveness among the Employees at the University of Isfahan.
The results related to the relationship between value congruence and organizational effectiveness is
shown in Table 8.

Table 8. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFlI NFI CFI IFI TLI
Secondary model 5 2.67 0.04 0.06 0.90 0.90 0.93 0.93 0.90
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<
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Figure 8. The Structural Equation Modeling for Secondary Hypothesis 5

The results of structural equation modeling show that value congruence with regression coefficient
equal to 0.52 and significance level minor than 0.05 is effective on organizational effectiveness and
secondary hypothesis 5 is confirmed as shown in Figure 8.

3.2.6. Main Hypothesis: There is a Significant Relationship between Person-Organization Fit and
Organizational Effectiveness among the Employees at the University of Isfahan.
The results related to the relationship between person-organization fit and organizational
effectiveness are shown in Table 9.

Table 9. Goodness Indexes of the Model

CMIN.df RMR RMSEA GFI NFI CFI IFI TLI
Main model 245 0.04 0.05 0.91 0.90 0.93 0.93 0.90
The accepted area 5<&1> 0.08> 0.08> 0.09< 0.09< 0.09< 0.09< 0.09<

The results of structural equation modeling show that person organization fit with regression
coefficient equal to 0.49 and significance level minor than 0.05 is effective on organizational effectiveness
and main hypothesis is confirmed as shown in Figure 9.

The results from the Amos software in the section related to standard model estimation revealed that
the path analysis model is a suitable model. That is: a) the value of normal chi-square was between one and
five; b) the RMSEA value was less than 0.08, and suitable; c) the values of the CFI and the four indexes of
NFI, CFI, TLI, and IFI were close to each other and greater than 90 percent; and, d) the RMR value was
close to zero. Also, values of goodness indexes for the models were acceptable and showed suitable goodness
of fit by the data. The collected data supported the models well. The hypotheses, along with regression
coefficients and values of partial indexes related to each hypothesis, are shown separately in the Table 10.
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Figure 9. The Structural Equation Modeling for Main Hypothesis

Table 10 is shows testing the hypotheses.

Table 10. Testing the Hypotheses

Test results Corre_la'tlon Significant Sample Hypothesis
coefficient number volume
. Organizational Person-individual fit
Confirm 0.49 0.031 2.61 effoctivensss <—
Lo Organizational
Rejection 0.16 0.13 1.48 effectiveness <—  workplace congruence
—_— Organizational
Rejection 0.05 0.62 0.48 effectiveness <— KSA congruence
. Organizational
Confirm 0.40 0.002 3.17 offectiveness < goal congruence
: Organizational .
Confirm 0.48 0.000 3.92 effectiveness <—— personality congruence
Confirm 0.52 0.000 461 Organizational <— value congruence

effectiveness

4. CONCLUSION

As mentioned earlier, person-organization fit is associated with organizational effectiveness. Since
person-organization fit refers to the fit of an individual's characteristics and those of the organization in
which he.she works, exploring the relationship between dimensions and organizational citizenship behavior
can be important. Given the importance of person-organization fit and organizational effectiveness in an
academic and research environment such as a university, the statistical population included employees
(experts and managers) of the University of Isfahan. From the population of 150 employees, 120 were
selected for the research sample. This was a descriptive study in terms of data collection and analysis
procedures. Similarly, it was cross-sectional in terms of time.

Studies which have been conducted about the person organization fit theory are to some extent weak
in adding and examining the outcome variables. Likewise, standards of measuring person organization fit
have only been used in similar fields of studies so that little attention has been paid to studying the
universities and educational institutions. Hence, this study selected a field that has been less investigated and
on the other hand, the importance of this topic for such environment (university) is special in terms of the
role that this environment plays to train human capitals.

Considering the role of person organization fit and its four standards in organizational effectiveness,
it is suggested that universities (organizations) prepare a perfect planning for the use of potential of person
organization fit theory given the proposed standards and relations in this study. It is suggested to future
researchers to explore and determine the effective factors on organizational effectiveness in universities
considering the effects of cultural variables on these factors by conducting similar studies and investigate
how people in organizations can achieve the required information to proportion person organization fit
standards to their organization, because how these standards affect organizational effectiveness was
investigated in the present research but it was not determined those who want to obtain a higher level of fit
need which kind of information and how they can achieve that information.
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