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ABSTRACT

THE RELATIONSHIP BETWEEN PERCEIVED SUFFICIENCY OF HRM
PRACTICES AND PERSON-ORGANIZATION FIT, PERSON-JOB FIT, AND
ANXIETY

The main purpose of the present study is to investigate the relationship between
perceived sufficiency of human resource management (HRM) practices and person-
organization fit and person-job fit. It is stated that perceived sufficiency of HRM
practices will increase person-organization fit and perceived person job fit. The second
purpose of the study is to figure out the moderating effect of state-trait anxiety on the
relationship between perceived sufficiency of HRM practices and person-organization

fit and perceived person-job fit.

Data were gathered form a sample of 196 employees who work in large-sized
companies from 13 different sectors. Multiple and hierarchical regression analyses are
used to analyze data. Results showed that perceived sufficiency of HRM practices has a
significant effect on person-organization fit and perceived person-job fit. However, no

significant moderating effect of anxiety has been found.
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OZET

INSAN KAYNAKLARI UYGULAMALARININ ALGILANAN YETERLILIGI,
KiSi-KURUM UYUMU, KiSi-iS UYUMU VE KAYGI
ARASINDAKI ILISKILER

Bu arastirmanin  temel hedefi, Insan Kaynaklar1 Yonetimi (IKY)
uygulamalarinin yeterli algilanmasinin kisi-kurum ve kisi-is uyumunu nasil etkiledigini
incelemektir. IKY uygulamalarinin algilanan etkinliginin kisi-kurum ve kisi is uyumunu
artiracag1 ifade edilmistir. Calismanin ikinci amaci ise, durumlu/siirekli kaygi
degiskeninin, IKY uygulamalarinin algilanan yeterliligi ile kisi-kurum uyumu ve kisi-is

uyumu arasindaki iliski tizerindeki 1limlastirict etkisini incelemektir.

Arastirma verileri, 13 farkli sektordeki biiyiik isletmelerde ¢alisan 196 kisilik bir
orneklem grubundan toplanmistir. Coklu ve hiyerarsik regresyon kullanilarak veriler
analiz edilmistir. Bulgular, insan kaynaklar1 uygulamalar1 yeterli algilandikca, kisi-
kurum ve kisi-is uyumlarimin yiikseldigini gostermistir. Kaygi degiskeninin insan
kaynaklar1 uygulamalarinin yeterliligi ile kisi-kurum uyumu ve kisi-is uyumu arasindaki

iliskiyi etkilemedigi goriilmiisttir.
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1. INTRODUCTION

Developments in technology and business world have brought about a more
competitive environment. All researchers and practitioners are aware of the advantages
and disadvantages of a competitive work environment and try to find ways for adapting
to competitive conditions. These efforts have mostly focused on human resource
management practices in the last two decades especially with the emergence of strategic
human resource management approach. The increased attention on strategic human
resource management practices has made HRM applications more influential in terms of
individual and organizational outcomes and enabled the companies to gain a

competitive advantage in the market.

The main purpose of HRM practices is to increase employee’s effectiveness in
the organization. This is possible if employees believe that their values match with
organizational values and if their skills, abilities, and knowledge fit with skills, abilities,
and knowledge required to perform a job. For that reason, HRM practices should
provide various experiences and opportunities for employees so that they can develop a

sense of fit with organizational values and job requirements.

Providing well-structured HRM practices however, is not enough to gain desired
outcomes. The crucial matter is the perception of the employee about those practices.
Even if all practices are performed in the best possible way, unless employee perception

is positive, no practice will create the intended consequences.

In Turkey, big-sized and medium-sized organizations mostly have HR
departments but how well these departments function is a controversial issue. It is
observed that many organizations’ HR departments are perceived as redundant by
employees although the practices are sufficient and effective. So, besides the impacts of

HRM practices, perceived sufficiency of these practices should also be considered.



Human resource management literature has generally focused on the constructs
of commitment, job satisfaction, and organizational effectiveness. The fit between
persons and organizations, and persons and jobs is a neglected area. However, when one
considers the intended goals of HRM practices, a sense of fit may be suggested as an
expected target. Thus, it seems worth studying whether the positive views of employees
about HRM practices makes a difference in terms of their fit with the organization and

the jobs that they undertake.

Previous studies have revealed that person-organization fit has significant effects
on organizational commitment, performance, positive work attitudes, turnover intention,
and the like. But the antecedents of person-organization fit have not been studied as
frequent as the outcomes of person organization fit. Among the few antecedents that
have been studied, organizational entry and socialization can be mentioned. The present
study aims to make a contribution to the literature by examining the perceived

sufficiency of HRM practices as an antecedent of person-organization fit.

Selecting the right person to the right position is the crucial point for
organizations. So, there are many studies which have focused on person-job fit.
Especially, job satisfaction, organizational commitment, and performance have been
studied as the outcomes of person-job fit. However, as in the case of person-
organization fit, the antecedents of person-job fit have been rarely studied. In the
literature, vocational interest and personality, applicants’ self-selection and employee
selection, and organizational entry have been examined as antecedents of person- job
fit. In the current study, in order to provide a better understanding of the antecedents of
person-job fit, the perceived sufficiency of HRM practices will be examined as an

antecedent of person-job fit.

Working in a competitive environment and facing stressful situations may cause
employees to experience anxiety and it has many impacts on the quality of both work
and home life. People with high anxiety tend to perceive their environment in a more
threatening way and this perception may shape their behavior and attitudes in a

particular manner. Therefore, although they live and work in appropriate conditions,



persons with high anxiety will find it difficult to adapt to new situations and new
conditions. Such an emotional state may disrupt the congruence they feel with their
workplace and job. Since anxiety has been mostly studied in clinical research, there
seems to be a need for studies which investigate anxiety in the context of work. The
current study aims to investigate anxiety in a work setting and explore its possible

moderating effect in the organizational context.

The relationship between perceived sufficiency of HRM practices, person-
organization fit, and person-job fit has not been examined before. In the present study, it
is hypothesized that perceived sufficiency of HRM practices contributes to actual and
perceived person-organization fit and perceived person-job fit. That is, if HRM
practices are perceived as sufficient, the employee will have a better sense of fit with
the organization and the job. In addition, the other hypothesis asserts that anxiety will
influence the positive relationship between perceived sufficiency of HRM practices and
person-organization fit and person-job fit. That is, although HRM practices are
perceived as sufficient, persons with high anxiety may not have a better sense of fit with

the organization and the job.

Briefly, this study aims to figure out the relationship between perceived
sufficiency of HRM Practices and person-organization/person—job fit with the

moderating effect of state-trait anxiety.



2. THEORETICAL FRAMEWORK

2.1. Human Resource Management System

2.1.1. Definition of Human Resource Management

Human resource management activities are seen as quite important in today’s
competitive work environment. The increased attention paid to HRM practices might be
explained by Porter’s (1985) suggestions. He pointed out that HRM can help a firm to
obtain competitive advantage by lowering costs, increasing sources of product and
service differentiation or both. All these advantages provided by HRM activities are
realized by researchers and especially by practitioners in recent years. And it can be said
that one of the major assets that helps a firm to survive in today’s competitive work

environment is HRM practices.

Many researchers and authors have defined HRM in different ways. Some of

these definitions are given below:

Armstrong (2006, p.3) defined Human Resource Management as a “strategic
and coherent approach to the management of an organization’s most valued assets — the
people working there who individually and collectively contribute to the achievement of
its objectives”. According to Armstrong (2006), the main purpose of human resource

management is to ensure that the organization is able to achieve success through people.

Another definition is made by Harvey and Bowin (1996, p.6) which is in
accordance with the definition of Armstrong. They pointed out that HRM is “the
management of activities undertaken to attract, develop, motivate, and maintain a high
performing workforce within the organization”. These two definitions focused on

increasing the performance of individuals and organizations.



Ulrich and Lake (1990) on the other hand, noted that: ‘HRM systems can be the
source of organizational capabilities that allow firms to learn and capitalize on new
opportunities.” (Armstrong, 2006, p.3). This definition emphasizes the contribution of

the HRM system in terms of catching new opportunities.

Coleman (1982) described human resources as an effective and efficient
“collective actor” that should be utilized in order to contribute to the solutions of the
problems of the organization. Coleman emphasized the problem solving aspects of the
HRM system. According to him, by collaborating with all other departments, HRM

systems enable the organization to become more powerful and more efficient.

Barutgugil’s (2004) definition underscored the role of HRM in improving
organizations through individual and organizational goals. He identified HRM as “the
process of organizational perfectionism with the coalescence of organizational goals

and employees’ aim for growth and improvement” (as quoted in Aray, 2008, p.3).

The above mentioned definitions revealed that HRM can be seen as an important
component of the organization that contributes to the development and growth of
organizations by creating competitive advantages (Wright, McMahan, and McWilliams,

1994).

All these definitions indicate that HRM systems have crucial roles for
organizations, directly and indirectly. Some definitions focus on the problem solving
aspect of HRM practices, while other definitions point out the role of HRM practices on
organizational effectiveness. And still other definitions emphasize the contributions of
HRM to management polices, employee empowerment, organizational growth, and etc.
These underlined issues imply that today’s organizations can not survive without an
effective HRM department in current market conditions. In order to understand the
importance of HRM practices clearly, we should first go over the development of

human resource management.



2.1.2. History of Human Resource Management

Although it was commonly accepted that HRM practices had formally started
with industrial revolution, the fact is that the roots of HRM lie deep in the past. Just as
the employees who shared the tasks that have to be done in modern organizations,
humans in ancient societies also, divided work among themselves. So it can be said that
division of labor has been practiced since prehistoric times. Tasks were allocated
according to skills such as the ability to find food or plants, track animals or cook
(Price, 2007) but the major contribution to the development of the HRM systems is

provided by industrial revolution in the 1800’s.

One of the leading persons who had contributed to the development of HRM
was F.W. Taylor. Taylor’s scientific management system included work standards
which are uniform work methods that ensure workers’ abilities to achieve the standards
set for them (Hatch & Cunliffe, 2006). By applying scientific management system,
Taylor aimed to maximize the benefits of the factory to the society and tried to establish
a high level of cooperation between management and labor (Hatch & Cunliffe, 2006).
These efforts are the basis of personnel management that we name HRM nowadays and

simply emerged with the industrial revolution in the 1800’s (Barutgugil, 2006).

Taylor pointed out that individuals who are selected to do the work should be as
perfectly matched, physically and mentally, to the demands of the job as possible and
overqualified employees should be excluded. Another important point that Taylor
focused is the training of employees to ensure that they perform the work exactly as
specified. Lastly, Taylor added that employees should be awarded with some incentives
to feel better about their jobs (Taylor, 1911 as cited in Jamrog & Overholt, 2004;
Kiroglu, 2008). As it is seen, these three points form the basis of today’s human
resources management perspective. The crucial portion of Taylor’s approach was the
emphasis on the match between the person and the job and since that time, this concern
has not been changed. Selecting the right person to the right position will always be the
frame of HRM practices.



In Taylor’s approach, it was assumed that the only motivation for employees
was the economic incentive (Ferris, Hall, Royle, & Martocchio, 2004; as quoted in
Kiroglu, 2008). But, later, with human relations approach, human resources
management gained a new concept: informal ties. From the beginning of the 20"
century to 1950’°s, management thinking was dominated by human relations movement.
After scientific management, human relations movement had a significant contribution
to the development of HRM. Hawthorne studies of Elton Mayo made one of the major
contributions to the development of HRM (Carrel, Elbert & Hatfield, 2000).

As a result of the Hawthorne experiments, Mayo and Roethlisberger stressed the
importance of internal dynamics of informal groups in organizations. Their study
showed that work also has a social function (Ferris et al., 2004; as quoted in Kiroglu,
2008). Hawthorne studies showed that the relationships among supervisors,
subordinates, and peers have significant influences on productivity and these effects are
stronger than those of the physical environment and economic benefits (Pindur, Rogers

& Kim, 1995; as quoted in Kiroglu, 2008).

Hawthorne studies brought a different perspective to human resources
management. Before these experiments, economic benefit was the only motivation that
was assumed to increase the level of productivity. However, the results of the study
figured out the importance of relations between employees. These results may also be
accepted as the first appearance of fit concepts, because if people fit with others that
they work together, positive outcomes will occur. For that reason, the contribution of

human relations approach to HRM is very important.

In 1950°s and 1960’s, theories and approaches focused mainly on motivating
employees to display high performance. For example, Maslow’s hierarchy of needs
offered a new point of view about the reasons why people work (Price, 2007). Influence
of Maslow’s hierarchy of needs on organizational behavior and human resources
management applications is also observed today, as exemplified by the well-structured

human resource policies of large -sized companies.



The effects of motivation theories continued in the later decades. In 1970’s,
theories mostly advocated participative “soft” approaches to the management and HRM.
Besides Maslow’s theory, McGregor’s Theory X and Theory Y dominated the
management approaches (Price, 2007). McGregor’s Theory X and Theory Y proposed
two distinct views of human beings: one labeled as Theory X is basically negative and
the other labeled as Theory Y is basically positive about human nature. Whereas Theory
X proposed that lower order needs dominate individuals, Theory Y assumed that higher
order needs are influential. McGregor believed that Theory Y is more valid than Theory
X. For that reason, he stated that participative decision making, responsibility assigning
and challenging jobs, and good group relations would maximize an employee’s job

motivation (Robbins, 2003).

Modern view of HRM first gained prominence in 1980’s (Price, 2007) and
teamwork, leadership, training and development, and performance assessment became
important issues of HRM (Aray, 2008). At the time, HRM was a subsystem function in
organizations (Katz & Kahn, 1978). The Social Psychology of Organizations treats
HRM as a subsystem embedded in a larger organizational system. Then, the open
systems view of HRM was developed further by Wright & Snell (1991), who used it to
describe a competence management model of organizations. They stated that skills and
abilities are the inputs from the environment, employee behaviors are the throughput,
and lastly employee satisfaction and performance are the outputs. According to this
model, the HRM subsystems function to acquire, utilize, retain, and displace
competencies (Jackson & Schular, 1995). This approach focused on an important

concept: person-job fit that will be discussed later.

In 1990’s, approaches of 1980°s were generally enhanced and concepts such as
corporate culture, change management, motivation, and performance management drew
more attention (Barutgugil, 2006; as quoted in Aray, 2008). Especially the last two
decades witnessed the emergence of a new term: strategic human resource management

(SHRM). In the next part, we will go over this construct.



2.1.3. Strategic Human Resource Management

Strategic human resource management started to draw the attention of
researchers at the end of 1970’s, especially through the transition from the old personnel
administration approach to the modern concept of human resources (Alca’zar, Romero,
& Gardey, 2005). And today, strategic human resource management is an essential part
of organizations. According to Wright and McMahan (1992), strategic human resource
management (SHRM) is “the pattern of planned human resource deployments and
activities intended to enable an organization to achieve its goals” (Datta, Guthrie
&Wright, 2005, p.135). That is to say that SHRM helps the organization to achieve its
goals and enhance organizational effectiveness. For that reason, HRM has a strategic
importance for the growth and development of organizations. In order to realize
organizational effectiveness through strategic human resource management, there must
be a fit between an organization’s HRM policies and practices and its strategy (Beer,
Spector, Lawrence, Quinn Mills, & Walton, 1984). The fit between HRM policies and
practices and organizational strategy is seen as the basis of an effective HRM system by
Devanna and his colleagues (1984) and they explored the relation between them by

using matching model (Bratton & Gold, 2007).

The model called matching model (Figure 1) that was proposed by Devanna and
his colleagues (1984) explain the relations among the business strategy, organizational
structure, and HRM practices. According to them, HRM system and organizational
structure follow and feed one another and are influenced by environmental forces.
Again, the matching model predicts that the mission and strategy of the organization

influences both organization structure and human resource management system.
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Figure 1: Devanna et al.’s Strategic Human Resource Management
‘Matching’ Model (Bratton & Gold, 2007)

Since there is an interaction between organization structure and human resource
management system, any change in the structure may be accompanied by a change in
human resource management practices. The important components of the external
environment like economic, cultural, political, and technological forces, on the other
hand, shape the firm’s internal structure. For example, a sudden economic change in the
market may force the organization to reconstruct. Besides, a new technological product
developed in accordance with the organizational strategy may lead to new changes in
the organization, and all these changes will have an impact on HRM practices (Bratton

& Gold, 2007).

Besides Devanna and colleagues (1984), many other researchers have tried to
explain strategic human resource management. Four main perspectives that have

focused on SHRM (Alca’zar, Romero, & Gardey, 2005) are as follows:

10



2.1.3.1. The Universalistic Perspective

The simplest approach to human resource management strategies is the
universalistic perspective. For the universalistic perspective, the most important point is
how certain isolated HR policies are linked to organizational performance (Terpstra and
Rozell, 1993; as quoted in Alca’zar, Romero, & Gardey, 2005). For that reason,
researchers can identify best human resource management practices according to the

following criteria:

1. Having demonstrated the capacity to improve organizational performance,

2. Being generalizable.

The universalistic approach tries to classify HRM practices in order to find the
most efficient ones. This approach can not be applied by today’s human resource
management professionals since all current practices have specific and essential
functions like the parts of a puzzle. On the other hand, some practices may have greater
impact or assume more significant functions, but generalization of these practices may
not be suitable for all cultures due to cultural, economic, and political variations. In one
culture, a specific practice may be needed but in another one, a different HRM practice

may be more crucial.

2.1.3.2. The Contingency Perspective

The contingency model proposed a different assumption in terms of the
relationship between variables.  The relationship between the dependent and the
independent variables is no longer stable, and it may vary depending on third variables,
named contingency variables such as technological developments, cultural and
organizational changes. These factors moderate the link between human resource
management and performance and, so, deny the existence of best practices that could
lead to superior performance under any circumstance (Delery and Doty, 1996; Galbraith
and Nathanson, 1978; as quoted in Alca’zar, Romero, & Gardey, 2005). That is to say
that, single functional areas and groups of practices such as selection and training may

have contributions on organizational performance and effectiveness.
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2.1.3.3. The Configurational Perspective

According to this perspective, HRM system is a multidimensional set of
elements that can be combined in different ways to provide an infinite number of
possible configurations (Miller and Friesen, 1984; as quoted in Alca’zar, Romero, &
Gardey, 2005). This approach evaluates HRM function as a complex and interactive
system. So, the main contribution of this model is the assumption that the relation
among the configurational patterns and organizational performance is not linear.
Although configurational models acknowledge the importance of contingency models,
the main focus of the approach is to achieve the same business goals with different
combinations of policies which may be equally efficient for the organization (Delery
and Doty, 1996; as quoted in Alca’zar, Romero, & Gardey, 2005) and to reject the
universalistic objective of definitely finding the best practices (Alca’zar, Romero, &

Gardey, 2005).

2.1.3.4. The Contextual Perspective

The contextual perspective, unlike the previous three perspectives, brings
descriptive and global explanations with a broader model that can be applied to different
environments (Alca’zar, Romero, & Gardey, 2005). This approach focused on the
importance of environmental factors that have been mostly underestimated such as the
impact of public administration or trade unions (Legge, 1989; as quoted in Alca’zar,
Romero, & Gardey, 2005). Such a conceptualization of human resource management
influences the position of this function within the firm. In this sense, Brewster and
Soderstrom (1994) describe a function that is no longer the exclusive responsibility of
personnel specialists, but is extended to the rest of managers, especially at the line level.
So, the contextual approach proposes a much broader scope, integrating the human
resource management system with the environment in which it is developed (Alca’zar,

Romero, & Gardey, 2005).

When we went over these four approaches, we realized that especially the last

perspective named the contextual perspective is appropriate for today’s business world
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and it explains clearly the nature of strategic human resource management. Like all
other departments, HRM is influenced by political and economical factors. Therefore, a
perspective which takes environmental influences into account highlights the significant
position of HRM and indicates its contribution to the firm’s position in the market. For
these reasons, strategic human resource management should be linked with all other
departments and follow the new developments in the market to ensure gaining

competitive advantage.

2.1.4 Development of HRM in Turkey

Turkish organizations are in a fast growing stage. Especially in the last decades,
Turkey, as a developing country, has moved forward in different fields of business.
Aycan (2001) stated that after 1980, some major changes have produced several
positive outcomes for Turkey’s economy and she added that nearly 80% of business
organizations were established in that period. The author pointed out that world’s 17"
most industrialized and populated country is Turkey. It is obvious that all these changes

and growth bring on changes and developments in human resources functions.

In Turkey, development of human resources started with legal regulations. The
first attempt was The Social Security Organization Law that was enacted in 9 July 1945
(Basaran, 1985). But until 1980’s it was recognized as the personnel management.
Transition from personnel management to human resource management started in late
80’s (Sozer, 2004). And especially, through the last 15 years, HRM has come to be seen
as a key factor that creates competitive advantage for Turkish business organizations
(Aycan, 2001) and there are many companies that have well-structured HR departments.
However, still some companies that do not have an HR department exist. Therefore, it

seems that today’s HRM practices in Turkey can be accepted as a “developing field”.
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2.1.5. Aims of Human Resource Management

Aims of human resource management can change with the definition that you
make. Because, as the definition varies from one researcher to another, the aims of
HRM can also change in accordance with the researchers’ or practitioners’ points of
view. For example, according to Armstrong (2006, p.8), “the overall purpose of human
resource management is to ensure that the organization is able to achieve success
through people.” Also, he pointed out that “HRM strategies aim to support programs for
improving organizational effectiveness by developing policies in such areas as
knowledge management, talent management, and generally creating ‘a great place to

2 9

WOIrK".

In addition to this, Armstrong (2006, p.10) brought together different aims

involved by HRM policies. These aims are listed below:

% “Aims to ensure that the organization obtains and retains the skilled,

committed, and well-motivated workforce it needs.

X/
L X4

Aims to support the development of firm-specific knowledge and skills

that are the result of organizational learning processes.

¢ Aims to enhance motivation, job engagement, and commitment by
introducing policies and processes that ensure that people are valued and

rewarded for what they do and achieve.

& Aims to create a climate in which productive and harmonious
relationships can be maintained through partnerships between

management and employees and their trade unions”.

Like Armstrong (2006), Barutgugil (2004) also dealt with the aims of the HRM

and he defined these aims in a similar way. A common point emphasized by these
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researchers is obtaining organizational goals through the employee. According to

Barutcugil (2004), HRM aims (as quoted in Aray, 2008, p.4):

¢ To help all employees reach optimal performance and to use fully their
capacity and potential,

« To convince employees to exert more effort for reaching organizational
goals,

¢ To use human resources in an optimum way to reach organizational
goals,

% To meet employees’ career expectations and development,

% To unify organizational plans and HR strategies and create and maintain
a corporate culture,

« To offer a working environment stimulating hidden creativity and
energy,

% To create work conditions stimulating innovation, teamwork, and total

quality concept,

« To encourage flexibility for achieving learning organization.

Lastly, Daft (2001) stated that there are three major purposes of HRM. The first
aim is to attract the individual who would be productive for the organization. The
second aim is to develop a system that contributes to the development of employees.
And the last aim of HRM is to maintain the workforce that has been recruited and

developed.

As we mentioned above, being interrelated with all departments and external
environment makes HRM a much more complex system, and HRM practices
increasingly assume new responsibilities that are related with organizations. For that
reason, researchers might have emphasized different aims or purposes of the HRM

system.

For example, aims presented by Armstrong (2006) and Barutcugil (2004) seem

to reflect the aims of strategic human resource management. Purposes like introducing
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policies, achieving learning organizations, unifying organizational plans, and creating a

corporate culture point out that HRM has a strategic importance for organizations.

On the other hand, aims of HRM as mentioned above by Daft (2001) can be seen
as the aims of the traditional HRM because Daft (2001) mostly focused on the internal
environment and employee-related aims. However, today’s HRM purposes include

broader concepts that are related with overall company and environmental forces.

2.1.6. Human Resource Management Practices

In this section, we will go over all HRM practices such as planning, recruitment,
performance management, training and development, career management, pay and

benefits, job safety and health programs, and job security.

2.1.6.1. Human Resource Planning

Human resource planning is defined by Daft (2001, p.402) as “the forecasting of
human resource needs and the projected matching of individuals with expected job
vacancies.” Human resource planning helps the firm to overcome negative influences

of the changing political, social or economic environmental conditions.

According to Armstrong (2006), human resource planning has three steps. The
first step is to forecast future people need which is called demand forecasting. Demand
forecasting includes estimating the future demands for people in the organization in
terms of numbers and skills. The second step is to forecast future availability of people
and is labeled as supply forecasting. Supply forecasting includes assessing the number
of people likely to be available from within and outside the organization. And the last
step is to make a plan in order to match up supply and demand. Thus, human resource

planning will be well-functioned.

Human resource planning has been accepted as a human resource function

especially during last years. Until 1980’s, human resources had been seen just as the
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management of the personnel and had not had a strategic importance, but nowadays
human resources planning has become as one of the essential practices of HRM that
contributes to organizational effectiveness. If human resource planning does not
proceed effectively in organizations, survival of the firms can not be provided. For
example; let’s say that a company has an empty position; the managers should have a
plan about how to fill up the position. In order to prevent the negative effects on
employees due to vacant positions and to select the most appropriate person to the

position, human resource planning should be made perfectly.

2.1.6.2 Recruitment

Recruitment process can be defined as the sum of actions and activities that
identify, attract, and recruit the individual who has the capabilities to help the
organization to realize its goals (Evers, Anderson & Voskuijl, 2005). Daft (2001,
p-403) defined recruitment as “activities or practices that define the characteristics of
applicants to whom selection procedures are ultimately applied.” The main aim of the
recruitment process is to find the qualified employees in necessary numbers required by

the organization with the minimum cost (Armstrong, 2006).

In order to fill the vacant positions, organizations can use internal or external
recruiting. Internal recruiting involves looking for candidates among workers that are
already working in the organization. Organizations can also seek candidates from the

outside of the organization (Ivancevich, 1992).

Recruitment process can be divided into three stages (Armstrong, 2006, p.409):

1. Defining requirements:

At this stage, the numbers and categories of the required people should be
specified in the context of the recruitment program which is acquired from the human
resource plan. This stage includes preparing job descriptions and specifications;

deciding terms and conditions of employment.

17



Job descriptions are brief summaries of the tasks and job requirements. A job
description provides employees a guide that helps them to reach greater performance by
clearly defining employer’s expectations of the employee in a particular job (Aamodt,
1999). A job description includes the title of the job, brief summary, work activities,
tools and equipments used, work context, performance standards, and personnel

requirements.

Personnel requirements contain job specifications, namely, the knowledge,

skills, and abilities and all other characteristics that are needed to perform a job.

A job specification mainly includes the following points (Armstrong, 2006):

e Technical Competencies: Include special and required skills that an individual

needs to know and be able to carry out while enacting the work role.

e Behavioral and Attitudinal Requirements: Include the types of behaviors that are
needed to reach the desired performance in the role. In order to determine role
specific behaviors, it is needed to analyze the characteristics of current
employees who are carrying out their job successfully. In addition, it includes
attitudes that are likely to results in appropriate work behaviors and desired
performance. Especially in these years, only having high technical skills is not
enough, companies try to select people who have specific characteristics. These
characteristics may include behaviors that are related with the core values of

organizations.

e Qualifications and Training: Refer to the technical skills and academic

qualifications.

e Experience: Refers to all types of achievements that may help to predict

SUCCCESS.
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e Specific demands: All jobs require some specific demands that are needed to
perform the job well such as developing new markets, introducing new
systems.

e Organizational fit: Matching with the organization’s corporate culture is seen
as a job specification which is crucial in terms of being able to work within
the organization and perform the job well. Fitting with the behavioral
expectations of the company is a sign of the importance of the fit concept in
the organization.

e Special requirements: Include travelling, unsocial hours, mobility required
by the job.

e Meeting candidate expectations: Refers to meeting expectations of the

employee in terms of career opportunities, training, security, etc.

Among these specifications, the behavioral requirements and organizational fit
have drawn attention generally. A successful employee should have technical skills,
competencies, and experience but he/she should also fit with the organizational culture.
This implies that fitting with the corporate culture of the organization and meeting
expectations in terms of specific behaviors present the importance of fit in an

organization.

2. Attracting candidates:

Attracting candidates is a matter of identifying, evaluating, and using the most
appropriate source of applicants. Today, companies first announce the vacancies inside

the organization. If there are no available people, then they try to fill the vacancies from

outside by advertising, through the internet or by means of outsourcing.
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3. Selecting candidates:

Includes selecting the most appropriate employees by using a set of methods
such as sifting applications, interviewing, testing, assessment centers, offering
employment, obtaining references, and finally preparing contracts of employment.
Sifting applications include all preparations before the interviews, when a vacancy has
been advertised and a fair number of replies received. These preparations involve the
listing of applications, sending a standard acknowledgement letter, selecting appropriate
applications according to job specifications, drawing up a short list for interviews and
interview programs, and inviting the candidate to the interview. After these
preparations, candidates are assessed by interviews, assessment centers, and tests

(Armstrong 2006).

Interview is a face to face meeting conducted to obtain detailed information
about competencies, attitudes, experiences, and personal characteristics of the
candidates. Assessment center is a much more comprehensive method used to select
employees and includes various assessment techniques and simulations. Among the
selection methods, assessment center has been found to predict employee performance
better than other methods (Armstrong, 2006). In addition, various tests can be used to

select employees. These are intelligence, personality, ability, and aptitude tests.

Recruitment process efficiency impacts all departments and all employees. In the
recruitment process, the crucial point is to select the right person for the right position.
If the recruited employee does not fit with her/his job or organization, that person will
suffer from this incompatibility and his/her performance will decrease. Consequently,
unhappy employees with lower performance will appear. But on the other hand, well-
recruited persons will do their jobs with a great passion and they will think that they fit
with their jobs and organizations (Armstrong, 2006).

By using only one method, satisfactory consequences can not be obtained.
Therefore, combinations of two or more methods should be used to provide the best

result.
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Influence of HRM practices on employees starts with the selection process since
employees meet with the organization during this process and all human resources are
shaped by means of selections. So, a well-structured recruitment and selection process

may be expected to constitute a positive organizational climate.

2.1.6.3. Performance Management

Every organization has to measure employee performance in order to survive in
the market. If the company has high performing, competent employees, the organization
will have a stronger position, otherwise it will lose power in the market. For that reason,
today nearly all small, medium, and large sized companies are utilizing a kind of
performance management system. According to researchers, performance management
system can be defined in different ways and the process can be divided into various
steps. For example, Armstrong (2006, p.495) defined performance management as “a
systematic process for improving organizational performance by developing the
performance of individuals and teams”. This process proceeds through six steps and
pursuing these steps helps to develop the maximum capacity of people so as to meet and
exceed expectations and achieve full potential to the benefits of themselves and the

organization (Armstrong, 2006).

Armstrong’s (2006) six step performance management system describes the
process of performance evaluation. The first step is to identify the reasons of evaluating
employee performance. There are various evaluation methods and some of them may be
appropriate for one purpose but not for others. For example performance appraisal may
be done for determining compensations and promotions, or executing personnel

research. The suitable method for a particular purpose needs to be selected.

The second important step is to determine evaluating criteria. These criteria are
ways of describing employee success and may include attendance, quality of work, rate
of accidents, etc. The third step is deciding for the methods that will be used to measure
the criteria. While choosing methods to evaluate performance, there is an important

point to be considered: selecting the appropriate performance appraisal instrument. A
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performance appraisal instrument may focus on traits, behaviors, or results. In the trait-
focused performance appraisal system, employee’s attributes like assertiveness and
friendliness are measured. However, using these methods may not always be
appropriate because during the interview process, the only feedback you may give to the
employee would be the personal characteristics and these characteristics mostly do not
change. So, it can be concluded that trait-focused performance appraisal methods do not
contribute much to the development of the employee. Behavior-focused performance
appraisal instruments focus on the behavior of the employee and the behavior is related
with what the employee should do while performing a job. This method is more
appropriate than the trait-focused system and instruments because employees can
change the inappropriate behaviors and behave in desired ways. And the last method
involves the use of results-focused performance appraisal instruments. These methods
concentrate on what the employee accomplished as a result of what he/she did. But the
problem with using results-focused instruments is that employees can try everything but
may not reach the desired results due to uncontrollable factors. At this point, the
solution may be utilizing some of these methods in combination. For example, behavior
and results- focused instruments may be used together to get correct appraisal results.
For that reason, deciding for the methods that will be used to appraise employee

performance is very crucial for a sound performance appraisal system.

The next step is to explain the process to both employees and supervisors. Both
of them should have enough information about how performance appraisal process will
function. At this step necessary time should be given to supervisors to provide fairness

and correctness in the process.

The fifth step in the performance management process is to evaluate employee
performance. This step includes observing, recording, and evaluating behaviors. In
order to obtain a correct performance evaluation, observed employee behaviors should
be recorded. For example, what the employee did, which behaviors are presented as part
of the performance should be recorded by the supervisor so as to use this information

correctly in the following steps.
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Finally, last step is the review of performance appraisal results. This step is
based on discussing the results of appraisal with employees. The employee and the
supervisor who appraised his/her performance should prepare for the feedback
interview. At this step, the supervisor communicates to the employee performance
ratings and related explanations. The supervisor should limit this communication with
statements about behaviors and performance rather than traits. Nevertheless, few
employees are perfect and some negative feedbacks are inevitable. Employees, on the
other hand, try to avoid negative feedbacks or tend to be defensive. If employees refrain
from being defensive, an interview process which is beneficial for both parties may be

conducted (Aamodt, 1999).

Unlike Armstrong (2006), Daft (2001) emphasized that performance
management has three steps. The first step is observing and assessing employee
performance. The second step is recording the assessment and the last step is providing
feedback to employees. Although there are different view points, main points of

performance management system are the same for all researchers and practitioners.

The six steps pointed out by Armstrong (2006) and the three steps suggested by
Daft (2001) that are described above present formal appraisal process. But, in recent
years, as an alternative method, 360 degree performance appraisal method is being used
commonly in most organizations to avoid the drawbacks of other methods. This new
method of appraisal provides a wide range of information about employee behaviors

and prevents errors which occur during the performance evaluation process.

As Figure 2 illustrates, in 360 degree feedback, data related with individual’s
performance are gathered from multiple sources. These sources are individual’s peers,
subordinates, supervisors, internal or external customers. It should be emphasized that
an effective performance management system is essential for employee motivation,

satisfaction, organizational effectiveness, and positive organizational outcomes.
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Figure 2: 360-degree Feedback Model (Armstrong, 2006, p.522)
Sufficiency of the performance management system influences employees’ trust
to their companies. If they feel that there is a fair performance management system;
they will be committed to their jobs and organizations, will develop a higher level of
involvement with their jobs, and will feel more worthy. So, they will feel that they fit

with their jobs and organizations.

2.1.6.4. Training and Development

Daft (2001) described training and development as all efforts of an organization
to facilitate the learning of work-related behaviors which an employee must display. So,
training and development enables the employee to gain skills needed for the present and
future jobs. In other words, “Training is a learning process that involves the
acquisition of skills, knowledge, concepts or attitudes to increase employee

performance” (Byars & Rue, 1991; as quoted in Sozer, 2004, p.11).

Training has several forms. The most common form of training is on the job
training. In this type of training, the new employee learns the job by doing the job with
the help of an experienced employee who teaches the newcomer how to perform the job
duties. Besides this method, some other training forms are used. One of these forms is
classroom training which includes direct lectures. Employees attend lectures to learn

how to perform their jobs. One other method is orientation training which includes
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introducing organization’s culture, structure, standards, and goals to the newcomer. And
also, computer assigned instructions, conferences, and case studies may be used as a

training method (Daft, 2001).

Like career management system, training practices are influential in keeping
employees in organizations. Individuals work not only for economic benefits but they
also want to reach their career goals through opportunities that are supplied by the
company. Training programs provide the major source of these opportunities. If
employees believe that the company’s training opportunities are sufficient, they will be
retained in the organization, however, if they think that these opportunities are scarce,
they would search for other jobs that may help them to develop their skills, abilities, and
knowledge.

2.1.6.5. Career Management

Career management can be simply described as  planning and developing
personnel’s career according to the short and long term organizational goals (Dubrin,
1990). Career planning has two perspectives: Individual-centered career planning and

organization-centered career planning.

Individual-centered career planning focuses on employees. According to
Dalton and Thompson (1986), successful professional employees pass through four
stages. In the first stage, employee works under the direction of one or more
supervisors, gets their help and learns from them. In the second stage, employee
develops new skills and becomes more competent. In the third stage, employees acquire
high degree of self- confidence, willingness to take responsibility of other’s
performance, and the capacity to deal with problematic situations. And the last stage
includes learning to delegate responsibilities to subordinates and making good

operational decisions fast (as quoted in Badawy, 2007).

On the other hand, organization-centered career planning focuses on the job and

aims to construct career paths that provide logical progression of individuals among
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jobs (Mathis & Jackson, 1991; as quoted in Sozer, 2004, p.16). Organization-centered
career planning has several steps. The first step is to determine the human resources
needs of the company that includes all strategies and plans. The second step is to
determine a profile of company workforce; age, educational level, etc. The third step is
to determine how employees are distributed within the four stages of individual-
centered career planning. The fourth step is to determine which job assignments will be
most helpful for an employee's career at a particular time. The fifth step is to design and
implement “career-based" training programs. And the last step is to design a reward
system which will help the organization attract and retain talented employees (Badawy,

2007).

Organizations should apply these two perspectives at the same time to be more
effective and reach the desired goals for individuals and organizations. So, a career
management program has targets for both organizations and individuals. Career
management aims to give guidance, support, and encouragement to individuals in order
to help them fulfill their potential and achieve a successful career. On the other hand,
career management permits organizations to carry out objectives of talent management
policies by creating a talent pool that meets the needs of the organization (Armstrong,

2006).

Stimer (1998) pointed out that career management process includes four steps.
These are planning, individual assessment, matching, and development. Planning
involves predicting personnel needs and developing appropriate strategies in order to
fulfill these needs. The second step is assessing individual KSAs and expectations in
order to help the employee who wants to plan and shape his career path. The third step
in career management is matching employees’ career plans with organization’s needs.
And the final step includes activities that help the employee to achieve his/her career

goals (Sozer, 2004).

Applying appropriate career management practices will retain the employees in
the organization by presenting them opportunities to reach their career goals. If this is

provided, they may develop a sense of fit and commitment. If employees perceive that
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career management is sufficient, they will develop their skills, competencies, and will
internalize the values of the organization. On the other hand, if employees believe these
opportunities are limited, they may intend to quit their jobs, the turnover rate may be
high, and job performance may be decreased. Consequently, these employees may not

develop a sense of fit with coworkers, supervisors, the organization, and their jobs.

2.1.6.6. Pay and Benefits

The term pay and benefits refers to all monetary payments, all goods and
commodities used to reward employees. It includes wages/salaries and all benefits such
as health insurance, paid vacation or employee fitness centers. Pay and benefits is one
of the most important HR practices, because it helps to attract and retain talented

employees (Daft, 2001).

In today’s market conditions, companies try to attract the most qualified
employees and retain them in the organization. One of the most essential steps to
achieve this goal is to offer good opportunities to employees. If employees feel that they
are not granted the rights that they believe they deserve, a tendency to leave their jobs

may occur.

2.1.6.7. Job Safety and Health Programs

Health and safety policies and programs are concerned with protecting
employees against the hazards arising from their employment. Safety programs aim to
prevent the accidents and minimize the resulting loss and damage to persons and
property. Health programs aim to prevent ill-health arising from working conditions

(Armstrong, 2006).

Armstrong (2006) added that health and safety programs include a wide range
of interventions such as developing health and safety policies, implementing
occupational health programs, managing stress, preventing accidents, conducting risk

assessment, carrying out health and safety audits and inspections.
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One of the most important issues that HR department deals with is to ensure the
safety of employees, because it directly influences organizational effectiveness and
employees’ motivation and trust to the organization. If companies provide a well-
structured health and safety system, employees’ positive work behaviors and work
output will be increased. So, employees may feel that they have a good match with their

organizations.

2.1.6.8. Job Security/ Employment Security

Employment security/ job security is, simply stated, the guarantee of
employment (Pfeffer, 1998). In fact, Ruyter and Burgess (2000) depicted that job
security is not seen as one of the HRM practices, but it is related with some positive
work attitudes as motivation or job satisfaction (Aray, 2008). Due to its relation with

positive consequences, job security is included in HRM practices in our study.

Economic changes in the world affect employees’ trust to their organizations in
terms of employment security. If employees do not feel that they have job security, their
anxiety level may be high and their motivation to work may be reduced. And also,
employee’s trust to the organization will be decreased. So, in a situation like that
individuals’ perception of the organization will be negative and they may feel that they

do not fit with the firm.

2.1.7. Perceived Sufficiency of HRM Practices

As mentioned above, the main purpose of HRM practices is to increase the
contributions of the employee to the organization. Besides this, HRM is seen as a tool
that helps to facilitate other goals such as introducing new products and increasing the
productivity of organizations (Eryigit, 2007). All these contributions can only be
provided by effective and sufficient HRM practices.

The only way to realize organizational effectiveness and sufficiency is to invest

for and manage people, and this can be achieved by means of HRM practices (Eryigit,
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2007). Sufficiency of HRM can be defined as the ability to achieve organizational goals
and objectives and to gain competitive advantages in the market. To achieve these
organizational goals, appropriate people should be recruited and selected, and they
should be retained in the organization by means of a fair pay and benefits system, health
and safety programs, and a secure job. In addition, opportunities should be provided by
the organization, so that employees can improve themselves through training and career
management. Besides these gains, in a strategic sense, HRM practices can help the
firms to build organizational policies and contribute to the organization’s overall
strategy. All of these positive contributions imply that an effective HRM system means

an effective organization.

If HRM practices are planned and applied properly, employees will feel that the
organization cares about them. For example, if human resource planning is structured
well, organization’s human needs will be provided at the right time. As a result of this,
no employee will suffer, and he/she will not face work overload. There will be a
positive effect on employees and they will feel that they are worthy for the company.
On the other hand, if human resource planning is not well-structured, employees’
workload will increase and this will lead to negative feelings about the organization.
Such negative feelings may be assumed to be related to low commitment, high turnover,

low citizenship behavior, and an inability to develop a sense of fit with the company.

Similar consequences may be expected for recruitment and selection practices. If
the selection practice is effective, persons who are qualified will be selected and thus,
employees will trust the fairness of their company’s selection practices. As a result, they
will develop positive feelings about the organization. On the other hand, a poor
selection process may cause them to lose their confidence in the organization and lead
to feelings of worthlessness. As a consequence, negative work-related behaviors and

attitudes are likely.

A deficiency in recruitment and selection system may cause a deficiency in
performance appraisal practices as well since performance appraisal criteria are used in

selection application. For that reason, a well-applied and fair performance appraisal is
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one of the most important HRM applications that retain employees in the organization.
Employees want to see the results of their work and wish to be awarded. If performance
appraisal application does not meet employees’ expectations, they will not work
willingly; they may tend to leave the job and look for another job opportunity. But if
they believe that performance appraisal is practiced properly, they tend to remain in the
organization. Like other well-executed applications, performance appraisal is likely to

produce desirable behavioral and attitudinal outcomes.

In light of performance appraisal results, companies should award employees for
successful performance. So as to keep qualified employees in the organization,
companies should present them a good pay and benefits system. Everyday,
organizations find themselves in a more competitive work environment and to cope
with these conditions they should employ workers with particular skills. If employees
believe that they are provided with opportunities they deserve, they may respond
positively to organization’s demands. However, retaining employees in the organization
is not only limited with good pay and benefits since they also want to develop their
skills and competencies and realize their career goals through well-applied training
programs and career management systems. If the company provides such facilities,

employees may be more engaged in their jobs and they will trust to the organization.

Work conditions and job safety are assured by the law but organizations may
sometimes disregard legal requirements. Such a situation may lead to sanctions for the
organization and employees may also suffer. Nobody wants to work in an unsafe work
environment. So, employees will work only if they have to. Thus, as a result, low
performance, low commitment, low citizenship behavior, high turnover, and other

negative outcomes may occur.

Mostly in crisis times, employees feel that they do not have employment
security. They may become anxious, unhappy, low-performing workers because they
are afraid of losing their jobs. In order to reduce the worry about losing one’s job, other
HRM practices should be well-applied. An appropriate selection system, a satisfactory

training program, a fair performance management practice, and a well-structured career
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management system may facilitate feelings of security. These applications will increase
employee’s awareness about the skills and competencies that he/she must improve and
help him/her develop these. As a result, the employee will have a higher confidence in
keeping his/her job.

However, a well-structured HRM system may not be enough to create the
perception that HRM practices are sufficient. There may be well-planned and applied
systems, but the employees may not perceive them as sufficient and effective. Although
HRM practices are sufficient, a set of factors may negatively influence employees’
perception of HRM practices. For example, an unqualified supervisor or manager may
damage employees’ perception of sufficiency of HRM practices or introduction of
HRM practices may be done inadequately. And also, employees may believe that HRM
practices are useless. Under these circumstances, well functioning HRM practices may
be perceived as insufficient and ineffective. As Chang (2005) and Gartner and Nollen
(1989) have stated, it is not only HRM practices themselves, but also their perception
which effects satisfaction and commitment. For that reason, in this study, employee
perception is the frame of reference and perception of employees about sufficiency of

HRM practices will be investigated.

2.1.8. Related Research

Especially in the last two decades, importance of HRM has been intensified both
in academia and business. Many studies have been conducted on HRM practices and
their impact on organizational outputs. The relationship between HRM and
organizational commitment, intention to leave (Aray, 2008), organizational career
planning (Eryigit, 2007), organizational culture (Kula, 2006), gaining superiority in
competition (Ylyasov, 2006), organizational citizenship behavior, productivity
(Huselid,1995), organizational performance (Arthur, 1994; Becker & Huselid, 1998;
Delaney & Huselid, 1996; Huselid, 1995; MacDuffie, 1995), and employee attitudes
(Appelbaum, Bailey, Berg, & Kalleberg, 2000) are among the most popular subjects
that have been studied. The literature review made by Wright and Boswell (2002)

revealed that basically some individual practices of HRM such as selection and
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performance evaluation were explored. But some recent studies indicate a tendency for
investigating all HRM practices together. However, perceived sufficiency of HRM

practices is rarely studied.

Studies indicate that various HRM practices such as socialization (some studies
classified it as an HRM practice), hiring practices, career-oriented performance
management, open job posting, and job transfer have a crucial role for developing
employee commitment. Especially, socialization process, as a function of HRM,
provides better understanding of organizational values, norms, and objectives by
employees (Pascale 1985; Van Maanen and Schein 1979; as quoted in Maheshwari &
Bhat, 2005). These findings indicate the potential contribution of HRM practices in

developing positive employee attitudes.

Chang (2005) studied employees’ overall perception of HRM activities.
According to the results of his study, company HRM practices as a whole, rather than a
single practice, have effects on employee’s overall perception of HRM practices and
also, this perception of employees helps to predict their organizational commitment.
The results of this study show that overall perception of HRM practices is very
important for explaining workplace attitudes. If perception of HRM is positive,
employees can develop positive attitudes and gain new positive behaviors like
organizational commitment, decision to stay with the organization, organizational
citizenship behavior, and the like. Besides, employees may develop a sense of fit with
the organization. However, effective HRM practices by themselves may not be
influential in producing positive behavioral outcomes. A study conducted by Prins and
Henderickx (2007) revealed that effectiveness of HRM practices in nursing homes had
a small effect on the stress level of nurses. And these results are consistent with
Rondeau and Wagar’s (2001) findings which stated that HRM practices in nursing

homes were only effective when there was a supportive workplace climate.

A number of studies which explored the relationship between HRM practices
and several workplace variables have been conducted in Turkey. The findings of these

studies are summarized as follows.
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A study implemented by Aray (2008) showed that perceived sufficiency of
HRM practices are related with organizational commitment and intention to quit.
According to the results of the study, if employees perceive HRM practices as
sufficient, they have higher commitment and lower turnover intention. This study shows
that sufficiency of HRM practices is crucial in terms of predicting workplace behaviors

and attitudes.

Tiiziiner and Berber’s (2001) study aimed to find out the relationship between
overall and single HRM practices and knowledge management. Data gathered from a
sample of 168 firms revealed that individual need analysis as an HRM function is the
strongest predictor of knowledge management. And also, career planning, retention
management, performance management, recruitment, and planning had moderate to
weak relationships with knowledge management. This research indicates the
contribution of HRM practices in an issue which is quite crucial for today’s

organizations.

The study conducted by Kula (2006) demonstrated that organizational culture is
a critical factor for the success of human resource management. She stated that
organizational culture helps employees to acquire intuition and sense regarding how to
act, think, and behave. Organizational culture also shapes HRM activities and the way
practices are applied. The relationship is two way: HRM practices help to build

organizational culture.

Ylyasov’s (2006) study explored the relationship between strategic human
resource management practices and gaining superiority in competition. The results of
the study revealed that there is a significant relationship between the employment of
strategic human resources management and obtaining an advantage as compared to
competitors. Gaining superiority can be seen as a sign of organizational effectiveness.
The relationship between HRM practices and organizational effectiveness has drawn the
interest of researchers. The results of a study conducted by Kiroglu (2008) displayed
that human resource management practices are good predictors of organizational

effectiveness. Kiroglu (2008) also pointed out that there is a significant difference in
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terms of effectiveness between organizations with HR departments, and those without
HR departments. These findings imply that HRM applications are essential for

organizations.

Organizational effectiveness can be increased by investing for employees. If HR
practices are to increase the effectiveness of organizations, employee perception of
HRM practices must be positive. Employees who are satisfied with HRM practices will
have higher motivation and they will feel that they are valued by the organization. So,

positive behaviors and attitudes like citizenship and commitment will be more likely.

In sum, related literature has shown that HRM has significant impacts on
organizational and behavioral outcomes. In this study, the relationship between
perceived sufficiency of HRM practices and person-organization and person-job fit will
be investigated which has a limited space in literature. The effects of the perceived
sufficiency of HRM practices on person-organization and person- job fit will be

discussed in the following sections.

2.2. Person-Organization Fit

One of the dependent variables of the study is person-organization fit. First,

person-organization fit will be defined and then related research will be presented.

2.2.1 Definition of Person-Organization Fit

The root of P-O fit is based on Schneider’s (1987) Attraction-Selection-Attrition
(ASA) framework. He argued that individuals are not randomly assigned to situations,
but rather seek out situations that are attractive to them. Individuals are selected to be
part of that situation, and they determine the situation by remaining in that situation.
Schneider adapted this approach to organizations. The author stated that people are
attracted to, selected to be part of, and remain in the organization if they fit with the

organization but leave if they don’t fit with it (Sekiguchi, 2004).
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Person-organization fit has been defined by many authors and researchers in
recent years, but there is little agreement among them. Most researchers broadly defined
person-organization fit as the compatibility between individuals and organizations
(Kristof, 1996). Kristof (1996) stated that compatibility may be conceptualized in a
variety of ways. One of these conceptualizations involved a match between the
characteristics of the employee and the organization; these characteristics may be skills,
competencies, and values. A review of organizational behavior literature reveals that
many authors and researchers have generally preferred to define person-organization fit
as a value match. There are two conceptualizations that have been mostly focused on
by researchers. One of these suggested by the authors is the complementary and

supplementary fit which includes matching characteristics like skills and values.

According to Muchinsky and Monahan (1987, p.271), the complementary fit
occurs when a person’s or an organization’s characteristics meet the needs of the other
side. Thus, complementary fit refers to occasions when “the weaknesses or needs of the
environment are offset by the strength of the individual, and vice-versa” (Cable &
Edwards, 2004, p.822). The emphasis of complementary fit is on needs and
complementary characteristics involve concrete criteria such as having computer
knowledge. Organizations can meet their needs through the selection and recruitment

process that take these criteria into account.

Supplementary fit, on the other hand, has focused on more abstract concepts like
values. The supplementary fit exists when a person and an organization possess similar
or matching characteristics. Supplementary fit can occur if an organization hires an
employee with skills that match those already widely possessed by its workforce.
Supplementary fit is based on the relationship between the fundamental characteristics
of an organization and the individual. When there is similarity between an organization
and a person on these characteristics, supplementary fit exists (Kristof, 1996; as quoted
in Giineser, 2007). However, supplementary fit is most typically represented by
research examining value congruence between employees and organizations (e.g.,
whether an employee and an organization both consider autonomy important; Kristof,

1996; as quoted in Cable & Edwards, 2004).
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The second conceptualization is made on the distinction between needs-supplies
and demands-abilities. From the needs-supplies perspective, P-O fit occurs when an
organization satisfies individual’s needs, desires, or preferences. In contrast, the
demands-abilities perspective suggests that fit occurs when an individual has the
abilities required to meet organizational demands (Caplan, 1987; Kristof, 1996; as
quoted in Karakurum, 2005; Yildirimbulut, 2006). All these conceptualizations are

illustrated in Figure 3.

As illustrated in Figure 3, arrow (A) represents the supplementary fit that is
defined as the relationship between fundamental characteristics of an organization and a
person. These characteristics traditionally include culture, climate, values, goals, and
norms for the organization. On the person side, the characteristics most often studied are
values, goals, personality, and attitudes. Arrow (B) represents needs-supplies fit which
occurs when the organization’s supplies meet employee’s demands. Organization’s
supplies include financial, physical, and psychological resources as well as the task-
related, interpersonal, and growth opportunities that are demanded by employees.
Arrow (C) represents demands-abilities fit which occurs when employee supplies meet
organizational demands. These demands are time, effort, commitment, knowledge,

skills, and abilities (Kristof, 1996).

36



Organization Person

Characteristics: Supplerpentary Cltblaracterll'sttws:
- Culture/Climate Fit - Cersonalily
- Values
- Values
- Goals - - - Goals
- Attitudes
- Norms
A
Supplies: Supplies:
- Resources - Resources
Financial Time
Physical Effort
Psychological Commitment
- Opportunities Experience
Task-related - KSAs
Interpersonal Task
Interpersonal
Demands: Demands:
R - Resources
- Resources . .
. Financial
Time .
Physical
Effort .
C : Psychological
ommitment .
. B - Opportunities
Experience C
Task-related
- KSAs
Task ] Interpersonal
as Complementary Fit
Interpersonal
Arrow B: Needs-Supplies Fit
Arrow C: Demands-Abilities Fit

Figure 3: Various Conceptualizations of Person-Organization Fit (Kristof,
1996)

Besides these two conceptualizations, four other operationalizations take place
in Kristof’s (1996) literature review of P-O fit. The most frequently used
operationalization is the congruence between individual and organizational values
(Cable and Parsons, 2001; Finegan, 2000; O’Reilly, Chatman, and Caldwell, 1991). The
second operationalization focuses on the goal congruence of the employee with

organizational leaders or peers (e.g. Vancouver, Millsap and Peters, 1994; Vancouver
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and Schmitt, 1991). These two operationalizations reflect the supplementary fit

perspective.

The third operationalization that reflects needs-supplies conceptualization deals
with the match between individual preferences or needs and organizational systems and
structures (Bretz, Ash, and Dreher, 1989; Cable and Judge, 1994; Turban and Keon,
1993).

The fourth operationalization defines P-O fit as a match between individual’s
personality and organizational climate (Burke and Deszca, 1982; Ivancevich and
Matteson, 1984; Tom, 1971). Some researchers suggest that the fourth
operationalization reflects supplementary fit, however, others claim that it can be

viewed as a complementary needs-supplies fit.

2.2.2. Measurement of Person Organization Fit

Existing different conceptualizations of fit bring about using different
measurements of the construct. There are a variety of techniques for assessing the
extent of fit. Some researchers prefer to use direct measurement which involves asking
people directly whether they believe that a good fit exists. Direct measures are
beneficial if the construct under investigation is subjective or perceived fit, that is, if fit
is conceptualized as the judgment that a person fits well in an organization. On the other
hand, some researchers criticize the direct measurement of fit. Edwards (1991)
denounced direct measures primarily because they confound the constructs of the
person and environment, thereby preventing estimation of their independent effects (as

quoted in Kristof, 1996).

Some other researchers choose to use indirect measures to assess actual or
objective fit in order to overcome the drawbacks of direct measures. Indirect measures
of fit involve an explicit comparison between separately rated individual and
organizational characteristics. This type of measurement allows a verifiable assessment

of similarity.
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In addition to the distinction between direct and indirect measures of P-O fit,
Kristof (1996) stated that there are also different techniques for indirect measurement.
Two of these techniques are indirect cross-levels measurement and indirect individual

levels measurement.

Indirect cross-levels measurement is commonly used to assess both
supplementary and complementary P-O fit. This technique involves assessing the
compatibility of individuals with measurable organizational characteristics, that is, it
involves measuring characteristics at two levels of analysis (Kristof, 1996). On the other
hand, indirect individual-levels measurement involves assessing characteristics of

individuals with individuals’ perceptions of organizational characteristics.

In this study, supplementary fit approach is used. Two types of measurements
are utilized: perceived and actual person-organization fit. Whereas actual person
organization fit is measured by asking participants to compare their ideal organizational
characteristics with their current characteristics, perceived person-organization fit is
measured by directly asking participants to what extent they believe that they fit with
their organizations. In order to obtain more accurate and comprehensive results, the

researcher decided to measure both perceived and actual fit.

All organizations measure characteristics like skills, abilities, and competencies
during employee selection. Recently, besides needed skills, organizations are searching
for the person who will fit with the organizational values and thus measurement of fit
has become a part of the selection process. This shows that having similar goals,
expectations, and values is a crucial issue for both the organization and the individual.
An organization may retain an employee if the employee has similar values with the
organization and the individual may be satisfied with working in a place if his/her
values are shared. The importance of this similarity led us to measure the congruence

between personal and organizational values.
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2.2.3. Related Research

Literature of person-organization fit has mostly focused on the outcomes of P-O
fit and there are a few studies conducted to investigate the antecedents of P-O fit. In
previous studies, person-organization fit was mostly studied in relation with work-
related outcomes including lower stress levels (French, Caplan & Harrison, 1982;
Lovelace & Rosen, 1996), greater organizational commitment (Meglino, Ravlin &
Adkins, 1989; Valentine, Godkin & Lucero, 2002), better work attitudes (Caldwell &
O'Reilly, 1990), greater performance ratings (Goodman& Svyantek, 1999, Judge &
Bretz, 1992; Vilela, Gonzalez, and Ferrin, 2008), OCB (Vilela, Gonzalez, and Ferrin,
2008), and lower turnover (Chatman, 1991; Kristof, 1996; Kristof-Brown, Zimmerman
& Johnson, 2005; Meglino & Ravlin, 1998; O'Reilly, Chatman & Caldwell, 1991).

Results of a meta-analytic review of the relationship between person-
organization fit and behavioral criteria, which includes 24 P-O fit studies, conducted by
Hovman ad Woehr (2005) showed that P-O fit is related with various behavioral
outcomes. They found that person-organization fit is moderately related with turnover,
performance, and organizational citizenship behavior. Turnover is negatively;
performance and organizational citizenship behavior are positively related with person-

organization fit.

Study of Goodman and Svyantek (1999) revealed that perception of
organizational culture is one of the important factors effecting contextual and task
performance. According to Schein (1990), organizational culture may be defined as a
general pattern of beliefs, expectations, and values and it arises from the interaction of
personal characteristics of employees and the organizational internal environment
(Schneider, 1983). The results of the study pointed out that the discrepancy between
employee’s ideal organizational culture (what the individual values) and his/her
perceptions of the actual organizational culture (what the organizational values) predicts
both contextual and task performance. The results of hierarchical regression analysis
indicated that ideal culture (what the individual values) accounted for a significant

amount of variance in total contextual performance than that accounted for by perceived
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culture (what the organization values). This study reflects the importance of value fit in

terms of predicting performance.

Turkish organizational behavior literature also focused on the outcomes of P-O

fit mostly and the antecedents of P-O fit has not been studied in Turkey yet.

Yildirimbulut (2006) explored the effects of person-organization and person-job
fit on job stress with the moderating effect of social support. Data gathered from 144
call center employees in banking and outsourcing sectors revealed a negative
relationship between person-organization fit and job stress for several dimensions of
these constructs. Team orientation, quality orientation, and recognition of high
performance factors of person-organization fit were negatively related with the avoidance,

frustration, and exhaustion factors of job stress respectively.

Giineser (2007) studied person-organization fit to reveal the effects of person-
organization fit on organizational commitment and work engagement with the
moderating effect of person-supervisor fit. The study was conducted in two companies
(one private, and one public sector) and the data was collected from a sample of 204
participants. The results indicated that person-supervisor fit in terms of participation
value moderates the relationship between person-organization fit and affective
commitment. And also, in terms of leadership and participation values, P-S fit

moderated the relationship between P-O fit and vigor.

Like Giineser (2007), Coskun (2007) studied person-organization fit to explore
its effects on organizational commitment. Data was gathered from a sample of 121
employees in a telecommunication company. The results revealed that there is a positive
relation between person-organization fit and organizational commitment as consistent
with previous studies. The results indicated that normative commitment and affective
commitment dimensions were positively related with person-organization value fit. As
compared to affective commitment, normative commitment displayed a stronger

relationship with person-organization fit.
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As seen in above mentioned findings, outcomes of person-organization fit such
as organizational commitment and work engagement have been examined frequently in
the global and national literature. Therefore, there seems to be a need to study the
antecedents of person-organization fit. The related research on the antecedents of

person-organization fit will be discussed in the following sections.

2.3. Person Job Fit

One of the dependent variables of the study is person-job fit. First, person-job fit

will be defined and then related research will be presented.

2.3.1. Definition and Measurement of Person-Job Fit

Person-job fit is defined as the fit between the abilities of a person and the
demands of a job or the desires of a person and the attributes of a job (Edwards, 1991;
as quoted in Sekiguchi, 2004). That is, P-J fit can be conceptualized as the match
between individual knowledge, skills, and abilities (KSA) and the demands of the job or
the needs/desires of an individual and what is provided by the job (O’Reilly, Chatman,
&Caldwell, 1991).

The common operationalizations of P-J fit comprise two perspectives; needs-
supplies fit and demands-abilities fit (Edwards, 1991). Needs-supplies fit is defined as
the fit between individual desires and characteristics and attributes of the job. The
components of the individual desires are goals, values, interests, and psychological
needs. Caplan (1983) and Harrison (1978) stated that this type of fit focuses on various
theories of adjustment, well-being, and satisfaction (as quoted in Kristof-Brown,
Zimmerman& Johnson, 2005). The other type of person-job fit is demands-abilities fit
that can be defined as the match between employees’ knowledge, skills, and abilities

(KSA) and job requirements (Edwards, 1991).

Person-job fit operationalizations are illustrated in Figure 4.

42



The Person Needs- . The Job
Desires: Supplies | o Supplies:
* . % Fit *Qccupational Characteristics
Needs *Goals *Preferences FTob Attributes
*Values *Interests

Demands-

Abilities P Abilities [« Demands:
* A nti % . Fit *Workload
Aptitudes * Experience FTob Romt
*Education q

Figure 4: Person-Job Fit (Edwards, 1991; as quoted in Yildirimbulut,2006)

Person-job fit can be measured in two ways: perceived and actual fit. Perceived
(subjective) person-job fit is defined as the judgment that a person fits well with the job.
Actual (objective) fit is based on the comparison between separately rated individual
and job characteristics (Cable & Judge, 1996; Kristof, 1996; as quoted in Sekiguchi,
2004). Perceived fit is measured by asking directly people’s beliefs about how good
they fit with the job. Actual fit is measured by comparing the characteristics of the
individual with job characteristics. These individual characteristics may be reported by

themselves or others and the job characteristics are evaluated by the job incumbents.

Werbel and Gilliland (1999) stated that person-job fit prepares the foundation for
employee selection. The main concern in employee selection is to find applicants who
have skills and abilities necessary to do a particular job. In order to find the appropriate
person to perform a job, first it is needed to conduct a job analysis that is traditionally
used to assess P-J fit. From Taylor’s scientific management until now, P-J fit acquired a
more sophisticated nature with the development of statistically reliable and valid

instruments used to assess P-J fit.

In this study, perceived demands-abilities person-job fit is investigated by asking
people directly whether they fit with their jobs. One essential aspect of person-job fit is
the congruence between the abilities of the employee and organization’s demands. If
these are not in accordance, person-job fit will not exist and negative consequences such
as turnover intention may occur. So, demands-abilities person-job fit is employed in the

present study. Since the data is collected from various departments of organizations, it
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was not possible to develop an actual person-job fit questionnaire for all employees.

Thus, only perceived person-job fit measure is used in the present study.

2.3.2. Related Research

In the person-job fit literature, there is a set of studies which dealt with the
relationship between person-job fit and other organizational variables that are mostly

outcomes of person-job fit.

A meta-analysis conducted by Kristof-Brown, Zimmerman, and Johnson (2005)
showed that P-J fit has a strong correlation with job satisfaction, organizational
commitment, and intent to quit and has a moderate relationship with co-worker
satisfaction, supervisor satisfaction, and organizational identification. It has modest
correlation with overall performance. A study by Kristof-Brown, Jansen, and Colbert
(2002) on the other hand, revealed a positive relationship between person-job fit and

satisfaction with overall work environment.

Several studies were conducted to examine person-job fit in Turkey.

Yildirimbulut (2006) investigated the relationship between person-job fit and job
stress in a sample of 144 participants of call-centers. Her proposed negative relationship
between person-job fit and job stress was partially supported. It was seen that managing
difficult situations factor of person-job fit and frustration about job factor of job stress

were negatively related.

Another study conducted by Ucganok (2008) examined the moderating effect of
person-job fit. The researcher hypothesized that the relationship between work
centrality and organizational citizenship behavior would become stronger as person-job
fit increased. Data was collected from a sample of 1440 employees working in SME’s.
Although the results of the study did not reveal a moderating effect of person-job fit, it
was found that person-job misfit was negatively related to optimist citizenship factor of

citizenship behavior.
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Briefly, like person-organization fit, the literature of person-job fit mostly
pointed out that there were significant relationships between person-job fit and the
behavioral and attitudinal outcomes such as job satisfaction, organizational
commitment, intent to quit, coworker satisfaction, performance, supervisor satisfaction,
and organizational identification. So, it may be suggested that studies on the antecedents
of person-job fit may facilitate our understanding of the relationship of person-job fit

with organizational variables.

2.4. The Relationship between Perceived Sufficiency of HRM Practices and

Person-Organization and Person-Job Fit

2.4.1. The Perceived Sufficiency of HRM Practices- Person-Organization Fit

As mentioned before, there are a few studies that have investigated the
antecedents of P-O Fit. A study conducted by Valentine, Godkin, and Lucero (2002)
aimed to investigate the relationship between corporate ethical values, organizational
commitment, and person-organization fit. In this research, ethical context and
organizational commitment were studied as an antecedent of person-organization fit.
The results of the study indicated that corporate ethical values and organizational
commitment were positively related to person-organization fit. The findings of the study
support the notion that development of the corporate ethical context may contribute to a
firm’s ethical environment. Consequently, the ethical context may be instrumental in
providing a better match between a person and organization. Like corporate ethical
values and organizational commitment, overall perceived sufficiency of HRM practices
can be studied as an antecedent of person-organization fit which is an issue that has not

yet been explored by researchers.

The literature review conducted by Kristof (1996) pointed out that basically two
variables have been studied as antecedents of P-O fit; organizational socialization
tactics and organizational entry. Also, the author stated that there is not a clear
understanding of how recruitment practices and job search strategies affect levels of P-

O fit. However, Rynes, Bretz, and Gerhart (1991) explored whether job search
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behavior is an antecedent of P-O fit or not. They revealed that specific influences on
person-organization fit assessment were the firm’s general reputation, candidates’
attitude toward product/industry and particular functional areas within the firm, training
and advancement opportunities, and geographic location. The researchers also added
that some recruitment practices may promote higher levels of P-O fit. By means of site
visits or meeting potential coworkers and target job candidates with particular
characteristics, a higher level of P-O fit may be created for candidates. Kristof (1996)
asserted that recruiters who were well trained about important aspects of organizational
culture may more accurately determine levels of fit both for job applicants and the
recruiters. That is, being aware of the important aspects of organizational culture may

increase the accuracy of early fit assessment.

A related study conducted by Cable and Judge (1996) focused on the P-O fit
construct as it is interpreted by employees and investigated the determinants and
outcomes of employees’ subjective P-O fit perceptions. The researchers tried to find
out job seckers’ and new employees’ subjective person—organization (P-O) fit
perceptions and studied with a sample of 96 active job seekers across three time periods,
from their initial job search activity to their intended turnover from the jobs they
accepted. Results indicated that job seekers’ P-O fit perceptions are predicted by the
congruence between their values and their perceptions of recruiting organizations’
values. In addition, results showed that P-O fit perceptions of employees predicted their
job satisfaction, organizational commitment, willingness to recommend the
organization, and turnover intentions, even after controlling for the attractiveness of job
attributes. Finally, the study indicates that job seekers can manage their future work
attitudes by weighting P-O fit in their job choice decisions (as quoted in Karakurum,
2005). This implies that employees may choose their jobs by taking the potential level

of person-organization fit into account.

Kristof (1996) and Rynes, Bretz, and Gerhart (1991) shared Cable and Judge’s
(1996) opinions that recruitment and selection processes can be determinants of person-
organization fit. The experiences of employees during these processes shape their future

person-organization fit. Recruiters’ perceptions on the other hand, create important
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consequences for the organization. When the interviewers assessed a candidate as
having a high level of value congruence with the organization, the chance of the
candidate for being hired increased (Karakurum, 2005). Thus, organizational hiring
decisions appeared as a consequence of a positive assessment of person-organization

fit.

The other antecedent of person-organization fit is individual and organizational
socialization process, but how socialization process influences P-O fit has not been
clearly understood yet. Pascale (1985) suggested that socialization process provides a
better understanding of organizational values, norms, and objectives by employees.
After years, Pascale’s judgments were confirmed by Cable and Parsons (2001). They
dealt with the relationship between socialization tactics and P-O fit and found that if
firms used highly institutionalized socialization tactics (systematic, planned activities
designed by the organization to reduce ambiguity for employees), employees

experienced greater P-O fit.

Besides this study, Kim, Cable, and Kim (2005) conducted a study to investigate
the linkage between socialization tactics and P-O fit in South Korea. This research
provided an opportunity to study the concept in Asia. The researchers found that
socialization tactics were positively and significantly related with P-O fit. It was pointed
out that newcomers often experience a reality shock and they must cope with the
discrepancies between their expectations and the reality they face. Also, newcomers
have to cope with a lack of identification with their jobs and the activities they are
responsible to implement. All these ambiguities can be handled with socialization

tactics or “people processing” tactics which help employees to fit into organizations.

One of the ways of reducing ambiguity for employees is having a well-
structured HRM system. Well-structured recruitment process, fair performance
evaluation, effective training system, reasonable pay and benefits system, and all other
HRM practices aim to reduce ambiguity for employees. So, it can be stated that the
perceived sufficiency of HRM practices may contribute to a fit between the person and

the organization through reducing uncertainty.
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In the literature, there is no study which investigates the relationship between the
sufficiency of HRM practices and person-organization fit. Research in this area has
mostly focused on the influence of effective and sufficient HRM practices on various
organizational variables. As pointed out, HRM aims to increase organizational and
behavioral outputs and organizational effectiveness. From the initial stages of selection
and recruitment to job security, all HRM activities try to contribute to effectiveness,
select appropriate people, and develop their skills and abilities for a more effective
organization. If these well-planned activities are also perceived as sufficient by
employees, this may contribute to the fit between the person and organization. All these
assumptions lead us to focus on the perceived sufficiency of HRM practices which may

be an important factor in explaining person-organization fit.

In addition, in order to obtain competitive advantage and increase positive
organizational outcomes, HRM practices should ensure person-organization fit. For
example, in the selection process, person-organization fit is taken into consideration.
Some studies showed that if employee’s values match with the organization’s values,
the rate of hiring increases. Employees who have been employed for the sake of this
congruence have a higher probability of being retained in the organization and will not
be inclined to leave. So, it may be claimed that other HRM practices should also support

P-O fit for achieving desirable consequences.

Research findings and the assumptions derived from them indicate that the
relationship between HRM practices and person-organization fit is important in terms of
organizational behavior. Since the potential effects of the sufficiency of HRM practices
as perceived by employees on person-organization fit is an under-researched area, the

current study aims to explore this relationship.
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2.4.2. The Perceived Sufficiency of HRM Practices- Person-Job Fit

As the case in person-organization fit, the antecedents of person-job fit has not
attracted much attention until recent years and mostly outcomes of person-job fit were
studied. However, a few studies which focused on the antecedents of person-job fit can
be mentioned. For example, Ehrhart and Makransky (2007) found that vocational
interests and personality are predictors of both person-vocation and person-job fit,
however, vocational interests proved to be a better predictor. The results showed that
individuals higher on conscientiousness appeared to value jobs that are structured. And
also, employees perceived fit with their occupations if they aligned with their vocational

interests.

Besides Ehrhart and Makransky’s (2007) findings, Sekiguchi’s (2004) literature
review of fit also shed light on the issue. This review reveals that the major antecedent
of P-J fit is employee selection process. The focus of employee selection process in
most organizations is achieving P-J fit (Werbel & Gilliland, 1999). In addition to
selection process, other HRM practices also aim to increase the fit between the person
and the job but effects of those on person-job fit are not clear. The present study will
help us to understand if HRM practices other than selection can be seen as antecedents

of person-job fit.

As the selection process contributes to a fit between the person and the job, P-J
fit experienced through the stages of the selection process influences the perceived
attraction of an organization. A study by Carless (2005) for instance, examined the
relationship between perceived person-job fit and person-organization fit and
organizational attraction, intention to accept a job offer, and actual job offer decision.
The study examined whether P-J fit and P-O fit are the antecedents of organizational
attraction and job choice decision. Also, the study investigated the mediating effects of
organizational attraction in the relationship between P-J fit and P-O fit and intention to
accept a job offer. Data was collected from a sample of 193 graduate applicants in four
steps; before the selection process, during the selection process, at the end of the

selection process, and after the job acceptance decision. The results showed that
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perceptions of P-J and P-O fit influenced attraction at different stages of selection.
Relationship between perceptions of P-J and P-O fit and intention to accept a job offer
was partially mediated by organizational attraction. In the middle of the selection
process, the relationship between P-J fit perceptions and intentions to accept a job offer
was mediated by organizational attraction; in contrast, at the end of the selection
process, there was a direct relationship between P-J fit perceptions and intentions. That
is, the results of the study revealed that P-J and P-O fit predict both attraction and the

employee’s job choice decision.

A longitudinal study conducted by Saks and Ashforth (2002) examined pre- and
post-entry fit perceptions. Findings showed that pre-entry P-J fit significantly predicted
post-entry P-J fit four months later, which subsequently led to increased job satisfaction
and organizational commitment. This finding implies that the preparation of
newcomers is quite important for the fit in later periods and for the development of

positive attitudes.

These studies showed that especially three variables (vocational interest and
personality, employee selection, and organizational entry) have been studied as
antecedents of person- job fit. Since these studies are limited, further research had better
focus on P-J fit’s antecedents in order to develop a better understanding of the construct
and make practical suggestions. As P-O fit, P-J fit also seems instrumental in obtaining
positive consequences for the organization. Therefore, HRM practices perceived as
sufficient by employees may be helpful in developing a sense of fit which consequently

produces desirable outputs.

2.5. Anxiety

There has been an enormous increase in the number of people who suffer from
anxiety due to different reasons. Loss of relatives, financial difficulties, illness, job

stress, and intense work pressure can be mentioned as main reasons that trigger anxiety.

Almost everybody around us complains about being so anxious and such a mood may
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affect their whole lives. Maybe because of these reasons, especially after the industrial

revolution, there is an increase in the number of studies that examine anxiety.

2.5.1. Definition of Anxiety

Anxiety has been examined and defined by many researchers but nearly all of
them described it in different ways. Generally it is defined as feelings of distress or
tension from known or unknown stimuli (Lehmand & Rabins, 1999). Also, anxiety “is
characterized by emotion and apprehension followed by stimulation of a physiologic
adaptation to stress” (Sheldon, Swanson, Dolce, Marsh, & Summers, 2008, p.789).
According to Spielberger (1972), anxiety is “the complex emotional reactions that are

evoked in individuals who interpret specific situations as personally threatening.”

Everyone may experience anxiety in a particular period of one’s life and in
different forms; panic attacks, incredible fear about situations or objects, uncontrollable
concerns and worry about anything or compulsive repetition of certain behaviors
(www.mentalhealth.asn.au, 2008). It has several defining characteristics and symptoms.
The core characteristic of anxiety is the difficulty to control worry. Typical areas of
worry include health of self and others, relationships, and world affairs. It is reported in
Diagnostic and Statistical Manual of Mental Disorders- IV (DSM -IV) (APA,1994)
that anxiety is related with at least three or more symptoms such as feeling restless,
keyed up, or on the edge, being easily fatigued, difficulty in concentrating or mind
going blank, irritability, muscle tension, sleep disturbance (Kase, Ledley, & Weiner,

2007).

Anxiety can be seen as a normal reaction if it occurs in the presence of a realistic
risk such as taking an exam, and if it disappears when the risk is no longer present. But
if it continues even though there is no objective danger or risk, then the reaction
becomes irrational (Anxiety, http://www.tcd.ie/Student Counselling/ doc2/ANXIETY.
pdf). Anxious people mostly become dependent on other people and look for them to

provide answers for themselves. Also, it is hard to cope with day to day demands for
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anxious persons and they become isolated from other people (NHS Health Scotland,

2006).

Two concepts of anxiety are frequently referred in the literature. These are trait

and state anxiety:

State anxiety is defined as a temporary condition by Spielberger (1983) or a
transitory emotional response to a stressful situation by Kim and Kim (2005). Persons
with state anxiety will feel tension or worry when they are under stressful conditions. In
those situations, individuals may easily over-react to stimuli. These reactions may help
individuals to adapt and cope with stressful situations (Trait and State anxiety,
http://en.nienteansia.it/anxiety-and-stress/trait-state-anxiety.html). When the threatening

situation disappears, state anxiety retreats and people start to function as usual again.

As stated in the definition, state anxiety is a normal reaction which everyone
may display in a stressful situation to cope with the results of stressful conditions. On
the other hand, trait anxiety is defined as a “more general and long-standing quality”
(Spielberger 1983), “a stable predisposition to anxiety as determined by a personality
pattern” (Kim & Kim 2005; as quoted in Sheldon, Swanson, Dolce, Marsh, & Summers,
2008, p.789). People with high trait anxiety are expected to have a tendency to perceive
situations as more threatening than other people (Gaudry & Spielberger, 1971). These
persons are prone to worry in situations which most people would not perceive as a
source of threat (Trait and State anxiety, http://en.nienteansia.it/anxiety-and-stress/trait-
state-anxiety.html). Thus, people who experience trait anxiety may expect more
negative consequences and it may be hard for them to cope with such outcomes. So,

trait anxiety affects people’s lives more negatively than state anxiety.

As mentioned above, anxiety may occur as a result of an interaction among a
number of factors such as environmental factors, biological factors, genetic factors, and
personality. All life experiences including family environment, school and work
environment, and physical surroundings may cause anxiety. Biological factors such as

an imbalance of chemicals in the brain may influence feelings and physical reactions
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and these can alter emotions, thoughts, and behavior, thus leading to anxiety. In
addition, some personality types may be inclined to experience anxiety. Lastly, genetic
factors are important determinants of anxiety. Research indicates that anxiety disorders
run in some families, and members of these families experience them in several forms

(http://www.mentalhealth.asn.au/images/pdf/IlIness/anxiety.pdf, 2008).

2.5.2. Related Research

Investigation of anxiety literature reveals that anxiety has been mostly studied
within the context of clinical and educational research. However, the tendency to
explore the effects of anxiety and similar constructs like stress in work settings is
increasing. Although the interaction of perceived sufficiency of HRM practices with
anxiety in terms of its effects on person-organization and person-job fit has not yet been
studied, research on the relationship of anxiety, stress, and work-related variables may

help us to develop suggestions on this issue.

Geller and Bamberger (2009) tried to figure out the relationship between
attachment style and helping behavior in workplace. They examined the effect of
insecure-anxious attachment style on helping behaviors. Such an attachment style
emerges as a function of inconsistent responsiveness on the part of the caregiver and it
results in a lack of confidence regarding other’s reactions to oneself. People with high
attachment anxiety are often preoccupied with their relations with significant others and
their attention are focused on these relations (Mikulincer & Shaver, 2003). The findings
of the study revealed that attachment style influences relations in workplace. It was seen
that a lower level of attachment anxiety was related with a high level of helping; in
contrast, a higher level of attachment anxiety was associated with negative attitudes and

reactions.

A number of studies were also conducted in Turkey to explore the relationship

of anxiety with several variables.
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A study conducted by Ug¢man (2006) examined the effects of a teamwork
training program on job satisfaction and state anxiety. Participants were 74 white-collar
employees of a company functioning in petrochemical industry who had never
participated in a teamwork training program before. The results of the study showed
that the training program did not have an effect on general job satisfaction but
participants’ post-test state anxiety scores were found to be significantly lower than
their pre-test state anxiety scores. Since the findings of Ugman’s study seemed to be
promising in terms of the influence of a training program for decreasing anxiety level,
other HRM practices may be assumed to have similar positive effects. For example, a

fair performance appraisal system may also be expected to decrease anxiety level.

As pointed out before, anxiety may be experienced by everyone in a different
context. For example, Kemer (2006) examined the effects of anxiety in the university
preparation process. She focused on the role of students’ self-efficacy, academic self-
efficacy, state and dispositional hope, and trait and state anxiety in predicting university
entrance examination scores. Data were gathered from 786 participants who were
voluntary students attending six private university preparation courses in Ankara. The
results showed that state anxiety level significantly predicted students’ scores in
university entrance examination and those with a higher state anxiety level obtained
lower scores in the exam. Results of this study suggest that as in an educational context,
anxiety may debilitate performance in an organizational context. Therefore, it may be

worth studying anxiety in relation with work-related variables.

Research indicates that stress at work has effects on the well-being of the
individual. A study by Uzunoglu (2006) examined the influences of working conditions,
social stress factors, and emotional dissonance on employees’ well-being and intention
to quit. The study was carried out in call-centers and 271 call-center agents participated.
Results revealed that positive and negative well-being are influenced by some social
stress factors. Personal conflicts, long-lasting conflicts, and organizational unfairness
have been found to be significantly related with well-being in terms of increasing
negative feelings and decreasing positive feelings. Since anxiety is a negative emotion

aroused in stressful situations, the results of Uzunoglu’s (2006) study imply that stress
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at work needs to be taken into consideration for increasing awareness about employee
well-being. This means that if employees are under stress factors, they may experience
anxiety, worry, and some other negative feelings toward themselves, people around
them, their organizations, their jobs, and maybe toward their families. So, they may not
be aware of good things around them and start to attribute negative meaning to all
events. Thus, their positive relationship with other people, their organization, and their

jobs can be destroyed.

As the above mentioned studies indicate, anxiety appears to be an important
construct to be investigated in work-life with its effects on the individual and the
organization. In this study, the moderating effect of anxiety on the relationship between

perceived sufficiency of HRM practices and fit will be examined.

2.5.3. The Moderating Effect of Anxiety on the Relationship between
Perceived Sufficiency of HRM Practices and Person-Organization and Person-Job

Fit

As mentioned above, anxiety has been mostly studied within clinical and
educational research mostly as a predictor or outcome variable. Research explaining the
moderating effects of anxiety is relatively scarce. Naus, Price, and Peter’s (2005) study
has contributed to anxiety literature by examining the moderating effects of anxiety.
They aimed to explore the relationship between breast cancer locus of control beliefs
and depression in early-stage breast cancer survivors with the moderating effects of
anxiety on this relationship. Participants were 109 early stages of breast cancer women
with age ranges from 32 to 79. The results of the study indicated that internal breast
cancer locus of control (the belief that the patient who has control over the course of the
illness) alone was not significantly related with depression, however, anxiety moderated
this relationship. Specifically, breast cancer survivors who did not endorse an Internal
BCLOC (breast cancer locus of control) belief and who also displayed high levels of
anxiety were more likely to suffer from relatively higher rates of depression. In addition

to this, when coupled with low anxiety, an Internal BCLOC orientation predicted lower
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levels of depression. In contrast, in the presence of high anxiety, an Internal BCLOC

orientation predicted higher levels of depression.

These findings demonstrated the moderating effects of anxiety. In accordance
with the results of this study, in the present study, it is assumed that anxiety moderates
the relationship between perceived sufficiency of HRM practices and person-
organization fit and person-job fit. People with high anxiety may have a tendency to
react negatively in any situation and they have a negative representation of themselves.
No matter what happens, they may convey negative attitudes and reactions to events,
people or situations. Additionally, they may experience discomfort, distress, and
dissatisfaction over time and in different situations. So, people with high anxiety may
not care about how well HRM practices are applied in organizations and they may tend
to underestimate these applications. That is, although employees perceive HRM
practices as sufficient, if they suffer from high anxiety, person-organization fit and

person-job fit will be reduced.

2.6. The Theoretical Model and Hypotheses

1-The Effect of Perceived Sufficiency of HRM Practices on Person-

Organization Fit

Aim of HRM practices is to provide qualified employees for organizations in
order to increase organizational effectiveness and performance. So, all HRM activities
spend effort for adjusting people to organizations in order to provide retention and long-
term employment, and increase organizational performance. Long-term employment
and retention of employees require workers to believe that the organization’s values and
their values fit. HRM practices may increase person-organization fit by providing
beneficial experiences for employees. For example, when employees enter the
organization, well-applied orientation programs help them to learn about the
organization and its values. Employees with a familiarity with the organization strive to
adapt to it. According to Kristof (1996), among the HRM practices that facilitate

adjustment are the organizational entry and socialization tactics. He stated that
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organizational entry and organizational socialization tactics are the antecedents of
person-organization fit and added that we do not have a clear understanding of how
recruitment practices and job search strategies affect levels of P-O fit. Also, findings of
Cable and Parson (2001) revealed that when there are highly institutionalized
socialization tactics, employees experience greater P-O fit. In light of these findings and
opinions, the relationship between the perceived sufficiency of HRM practices and
person-organization fit was decided to be studied and the following hypothesis was

developed:

HI1: Perceived sufficiency of HRM practices positively contributes to person-

organization fit.

2-The Effect of Perceived Sufficiency of HRM Practices on Person-Job Fit

By applying all HRM practices, HR specialists try to select the right employee to
the right job. And also with contributions of these HRM practices, they try to develop
employees’ sense of fit with their jobs. When employees believe that their skills and
abilities fit with the job, they will do their job better. HRM practices perceived as
sufficient by employees can contribute to person-job fit by strengthening beliefs about

the match that exists between their characteristics and the job.

In accordance with the findings of Sekiguchi (2004) who stated that the major
antecedent of P-J fit is employee selection process and Saks and Ashforth (2002), who
pointed out that pre-entry P-J fit significantly predicts post-entry P-J fit, the potential of
appropriately conducted HRM practices for facilitating person-job fit was considered

and the following hypothesis was developed:

H2: Perceived sufficiency of HRM practices positively contributes to person-job

fit.
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3-The Moderating Effect of Anxiety on the Relationship between Perceived
Sufficiency of HRM Practices and Person-Organization Fit and Person-Job

Fit

Previous studies have shown that anxiety is negatively related with a variety of
variables in educational, clinical, and organizational contexts and is studied mostly as
predictors and outcomes. A study which examined the moderating role of anxiety (Naus
et. all, 2005) revealed that when low internal breast cancer locus of control orientation
interacts with high anxiety, the level of depression increases. This study shows that
anxiety influences outcome variables by interacting with other variables. In the present
study, it is assumed that when high anxiety interacts with perceived sufficiency of HRM
practices, employees will have a lower level of person-organization and person-job fit.
Persons with high anxiety may feel in danger even in neutral conditions and they may
not adapt to new situations, so, regardless of the fact that they perceive HRM practices

as sufficient; the anxiety experienced by them will pose a threat for a sense of fit.

H3: State-trait anxiety moderates the effects of perceived sufficiency of HRM
practices on person-organization fit and person-job fit. Specifically, the positive effects
of perceived sufficiency of HRM practices on person-organization and person-job fit are

reduced as the level of state-trait anxiety is increased.

H1 = p{  Person-Organization
Fit
H3
Perceived
Sufficiency of
HRM Practices Anxiety
H3
Person-Job
H2 ¥ Fit

Figure 5: The Theoretical Model of the Study
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3. METHODOLOGY

This section provides information on the sample studied, the instruments used,

the procedure applied, and the statistical analyses conducted.

3.1 Sample

Data were collected from a sample of 196 employees of 13 large-sized
companies (See Appendix 15: List of Sectors). Convenience sampling method was
used. Among 196 employees, there were 111 females, and 85 males which constituted
57% and 43% of the sample respectively. Seventy six (39%) of the participants were

married and 120 (61%) of them were single.

Table 1: Distributions of Gender/Marital Status/Education Level/Position

Variable Groups N Percentage
Gender Female 111 57
Male 85 43
TOTAL 196 100
Marital Status Married 76 39
Single 120 61
TOTAL 196 100
Education Level High School 42 21
University 120 61
Graduate 33 17
Missing 1 1
TOTAL 196 100
Position Manager 42 21
Employee 154 79
TOTAL 196 100
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In terms of education level, forty-two (21%) employees were high school
graduates, 120 (61%) employees were university graduates, and 33 (17%) employees
had a master degree. Forty-two (21%) of the respondents were managers and 154 (79%)
were employees. The average age of the sample was 29, 4 and the range of age was 20-
59. The mean of the present tenure was 4 years (range: 0, 5-22) and the mean of the

total tenure was 7, 74 years (range: 0,5-38).

Table 2: Means/Standard Deviations and Ranges of Age and Tenure

Variable N Mean SD Range
Age 186 29.4 6,2 20-59

Present Tenure 196 4 4,07 0,5-22
Total Tenure 196 7,74 6,42 0,5-38

Detailed results of descriptive statistics for participants are tabulated in Tables 1 and 2.

3.2. Instruments

The survey form includes the measures of perceived sufficiency of HRM
practices, perceived person-job fit, actual person-organization fit, perceived person-
organization fit, state-trait anxiety scales, and a demographic questionnaire. The survey

form is presented in Appendix 1.

3.2.1. Perceived Sufficiency of HRM Practices Scale

Perceived Sufficiency of HRM Practices Scale was developed by Aray (2008).
The scale includes 22 items on performance management, career management, training,
pay and benefits, and job security. Participants responded along a 5-point scale ranging
from 1 (very insufficient) to 5 (very sufficient). English and Turkish versions of the

instrument are presented in Appendices 4 and 5.
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3.2.2. Perceived Person-Job Fit Scale

Perceived person-job fit was measured with a scale combining items from Cable
and Judge (1996) and Saks and Ashforth (1997), which addressed perceived demands-
abilities person-job fit. Three items from Saks and Ashforth (1997) and one item from
Cable and Judge (1996) are taken and adapted into Turkish by the researcher.
Participants responded along a 5-point scale ranging from 1 (strongly disagree) to 5
(strongly agree). Item 2 is reverse coded. English and Turkish versions of the

instrument are presented in Appendices 8 and 9.

3.2.3. Person-Organization Fit Scales

Two person-organization fit scales were used to investigate perceived and actual

person-organization fit.

3.2.3.1. Perceived Person-Organization Fit Scale

Perceived person-organization fit was measured by a scale combining items
from Cable and Judge (1996) and Saks and Ashforth (1997) that addressed
supplementary P-O fit. Two items from Saks and Ashforth (1997) and one item from
Cable and Judge (1996) are taken and adapted into Turkish. Participants responded
along a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). English

and Turkish versions of the instrument are presented in Appendices 6 and 7.

3.2.3.2. Actual Person-Organization Fit Scale (Organizational Culture

Profile - OCP)

In order to measure person organization fit, short version of organizational culture
profile developed by Cable and Judge (1997) based on the longer version of Caldwell and
O’Reilly (1990) was used. The 40 item instrument was responded by the participants

along a 5-point scale ranging from 1 (least characteristic) to 5 (most characteristic).
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In the literature, OCP has been mostly calculated by utilizing both algebraic
difference and Q-sort methodology. With Q-sort methodology, OCP can be used to
assess both how certain values characterize an organization and individual preferences.
P-O fit can be calculated by correlating the profile of organizational values with

individual’s values.

The OCP was translated into Turkish by Erdogan, Kraimer & Liden, (2004),
Yahyagil (2005), and Yildirimbulut (2006) in previous studies. In this study, the
translation of Yildirirmbulut (2006) is used.

In our study, absolute value of algebraic difference of individual and
organizational values was used to assess person-organization fit. P-O fit had been
measured with a similar assessment methodology by Yildirirmbulut (2006). The
respondents rated the OCB scale twice: the first introduction was “please rate the extent
to which the following values are characteristic of your ideal organization and of its
people”, and the second was “please rate the extent to which the following values are

characteristic of the organization where you’re currently employed and of its people”.

Person-organization fit score for each OCB item is calculated by transforming
absolute differences of 0,1,2,3,4 (0= no difference, 4= large difference) into person-
organization fit scores of 5,4,3,2,1 (5=highest person-organization fit, 1=lowest person-
organization fit). The transformation procedure is demonstrated in Table 3. OCB

original and Turkish versions are presented in Appendix 2 and Appendix 3 respectively.
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Table 3: The Transformation of Algebraic Differences into Fit Scores

PERSON-ORGANIZATION FIT

Difference between Personal and Absolute Person-Organization
Organizational Difference Fit Score
Value
4 or-4 4 1
3or-3 3 2
2or-2 2 3
1 or-1 1 4
0 0 5

3.2.4. State-Trait Anxiety Scale (STAI)

To measure anxiety, the state-trait anxiety inventory was used. It was developed
by Spielberger, Gorsuch, and Lushene (1970) and adapted into Turkish by Le Compte
and Oner (1976). The STAI inventory includes two self-report scales to measure
overall anxiety level -state (temporary) and trait (chronic) anxiety. Each scale contains
20 items. In the original version, participants responded along a 5-point scale for state
anxiety ranging from 1 ( Not at all) to 5 ( Very much so), and for trait anxiety ranging
from 1 (Almost never) to 5 ( Almost always). A response scale of 1 (Least
characteristics) to 5 (Most characteristics) is used in this research. Items 1, 2, 5, 8, 10,
11, 15, 16, 19, 21, 26, 27, 30, 33, 36, 39 are reverse coded (See Appendix 1). The state
anxiety scale indicates how people feel at a particular time while trait anxiety scale
describes how people feel generally. Although it is mostly used in clinical research,
STAI was applied to different subject groups which include healthy people, psychiatric
patients, and students (Tilton, 2008; Yilmaz, 2006). English version of trait-state
anxiety is presented in Appendices 10 and 11, and Turkish version of the instrument is
presented in Appendices 12 and 13. The letter of authorization for using State-Trait

anxiety is presented in Appendix 14.
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3.3. Procedure

The survey form is distributed by e-mail to some respondents. And also, the
researcher contacted HR managers, supervisors or HR specialists to reach more
participants. Participants from 5 companies contributed to the study with the help of
these employees. A total of 381 forms were distributed, including 60 software survey
forms and 321 hardware surveys. Data from HR department employees are excluded in

order to prevent social desirability bias. The response rate was 51% (N=196).

3.4. Statistical Analyses

The internal consistencies of all scales were calculated by Cronbach alpha
reliability. Actual person-organization fit (OCP) and perceived sufficiency of HRM
practices scales were analyzed by principal component analysis with varimax rotation.
Pearson’s correlation analysis was conducted to calculate correlations between all
variables. Multiple regression analysis was conducted to test the main effect of
perceived sufficiency of HRM practices both on actual and perceived person-
organization fit and perceived person-job fit. The moderating effect of state-trait anxiety
on the relationship between perceived sufficiency of HRM practices and actual-
perceived person-organization fit and perceived person-job fit was tested using

hierarchical multiple regression analysis.
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4. FINDINGS

In this section, the results of the statistical analyses are presented. Reliability
analysis, factor analysis, multiple regression, and hierarchical regression results are

displayed.

4.1. Reliability Analysis and Factor Analysis

4.1.1. Reliability Analysis

Cronbach alpha reliabilities are presented in Table 4. Item 2 (“My job
performance is hurt by a lack of expertise on the job) of perceived person-job fit scale is

dropped due to low item-total correlation.

Table 4: Reliability Analysis Results of Scales

Scales Cronbach's Alpha
Perceived Sufficiency of HRM Practices 939
Career Management Practices Perception .881
Performance Appraisal Practices Perception .870
Training Practices Perception .803
Job Security Practices Perception .603
Actual Person-Organization Fit 971
Process Values 929
Image Values .839
Perceived Person-Organization Fit .857
Perceived Person-Job Fit 817
State Anxiety .900
Trait Anxiety .851
4.1.2. Factor Analysis

Only two scales were entered into factor analysis; the perceived sufficiency of
HRM Practices and Actual Person-Organization Fit scale (OCP). Other scales were not

analyzed due to a small number of items (perceived person-organization fit and
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perceived person-job fit scales) and the established nature of the instrument (anxiety
scale).
4.1.2.1 Factor Analysis Results of Perceived Sufficiency of HRM Practices

Scale

Table 5: Factor Analysis Results of Perceived Sufficiency of HRM Practices Scale

Perceived Sufficiency of HRM Practices Factors Factor Factor Cronbach's

Loading Variance Alpha

%
Factor 1:Career Management Practices Perception 24,733 .881
15. Rotation program .804
13. Detailed job description .802
14.Providing information about career development paths 766
12. Harmony between performance assessment and career 749
development
16. Tenure or systematic staff policy (presence of staff position...) .661
Factor 2: Performance Appraisal Practices Perception 22,129 .870
19. Adequacy of managers evaluating employees about pay raise 791
6. Practices such as pay, raise, bonus, etc. based on performance 77
evaluation
17. Objective criteria for pay system 768
18. Pay raise policy .648
7. Performance-based career change .630
Factor 3:Training Practices Perception 14,618 .803
9. Identification of training needs 873
10. Personal development training 714
Factor 4: Job Security Practices Perception 11,349 .603
21. Possibility of having a stable job .809
22. Layoff policy 798
Total Variance explained % 72,829

Kaiser-Meyer-Olkin Measure of Sampling Adequacy : .876

Bartlett's Test of Sphericity : Approx.Chi-Square:1454,391; df: 91;
sig. : .000
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The scale was analyzed using principal components analysis method with
varimax rotation. As a result of the analysis, 22 items of the scale were reduced to 14
items and 4 factors. At the first step, any item with a factor loading less than .500 was
dropped. Secondly, items which loaded on more than one factor were dropped. The last
step involved dropping items that loaded singly on a factor. The removed items were 1,
2,3,4,5,7, 11, and 20 (See Appendix 1). The total variance explained by four factors
was 72.829. “Career management practices perception”, “performance appraisal
practices perception”, and “training practices perception” factors had Cronbach alpha
reliabilities of .881, .870, and .803 respectively. Only one factor of the scale, “job
security practices perception” had a moderate internal consistency coefficient of .603.

The detailed findings are presented in Table 5.

4.1.2.2 Factor Analysis Results of Actual Person-Organization Fit Scale

The scale was analyzed using principal component analysis method with
varimax rotation. The deleted items were 1, 2, 3,4, 7, 8, 9, 15, 16, 17, 18, 19, 20, 22,
24, 26, 28, 31, 32, 33, 34, 37, 38, 39, and 40 (See Appendix 1). The same steps were
followed as in perceived sufficiency of HRM practices scale. Before the factor analysis,
person-organization fit score was calculated (as explained in Table 3) and then factor
analysis was conducted. Factor structure of the fit scale was different than those found
in previous studies. In the present study, factor analysis for actual person-organization
fit resulted in two factors, namely, “process values” and “image values” including 15
items which explained 59,572% of total variance. Both factors had high internal

consistencies of .929 and .839.

The detailed findings of the factor analysis of actual person-organization fit scale

are shown in Table 6.
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Table 6: Factor Analysis Results of Actual Person-Organization Fit Scale

Actual Person-Organization Fit Factors

Factor Factor Cronbach's

Loading  Variance % Alpha

Factor 1: Process Values 43,096 929
10. Being team oriented .823

11. Sharing information freely 795

21. Achievement orientation 765

30. Enthusiasm for the job 157

13. Fairness 748

12. Being people oriented 739

25. High pay for good performance 713

27. Offers praise for good performance 701

14.Tolerance .669

23. Having high expectations for performance .653

6. Autonomy .600

29. Developing friends at work .558

5. Risk taking 502

Factor 2: Image Values 16,476 .839
35. Having a good reputation .899

36. Being socially responsible .889

Total Variance explained % 59,572

Kaiser-Meyer-Olkin Measure of Sampling Adequacy : .925
Bartlett's Test of Sphericity: Approx.Chi-Square: 1682,126; df: 105; sig.: .000

4.2. Means, Standard Deviations,

and Correlations

All factors’ means, standard deviations, and correlations are shown in Table 7.

The results of the Pearson’s product-moment correlation revealed that nearly all

correlations between factors of dependent,

the expected direction.

independent, and moderator variables are in
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Actual person-organization fit (process values and image values) and perceived
person-organization fit are positively related with all factors of perceived sufficiency of
HRM practices. Perceived person-job fit on the other hand, is correlated positively with
only the “training practices” factor of perceived sufficiency of HRM practices. State
anxiety is negatively related with all perceived sufficiency of HRM practices, person-
organization fit, and person-job fit factors. Trait anxiety, however, is negatively related
with “career management practices”, “job security practices”, perceived person-

organization fit, and perceived person-job fit.
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Table 7: Means, Standard Deviations, and Correlations

1 2 3 4 5 6 7 8 9 10
a N Mean SD Career Performance Training Job Process Image Perceived Perceived State Trait
Management Appraisal Practices Security Values Values P-O Fit P-J Fit Anxiety Anxiety
Practices Practices Practices
1 192 3,0875 1,07861 1
2 194 3,0794 1,08846 STTH* 1
3 195 3,2308 1,16901 ,525%* ,578%* 1
4 194 3,7113 ,97994 ,362%* JA32%* ,349%* 1
5 191 3,9319 , 76979 ,554%* ,S15%* ,305%* ,259%* 1
6 196 4,3622 ,82518 ,275%* ,262%%* ,347%* ,228%%* ,531%* 1
7 196 3,5816 ,76283 ,360%* ,203%%* ,364%* ,281%* ,373%* ,399%* 1
8 195 4,0154 ,76604 ,088 -,003 ,173% ,059 ,183%* ,206%* A10%* 1
9 189 2,0823 ,54156 -,321%* -,208%* -, 281%* -,230%** -,250%* -,250%%* -, 414%* -,359%* 1
10 188 2,2928 ,46375 -,161* -,073 111 -,166* -,096 -,128 -, 274%* -,342%* ,664%* 1

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

Note. All variables are scored on a scale of 1 to 5.
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4.3. Results of Multiple Regression Analysis

In order to test hypothesis 1 stating that “perceived sufficiency of HRM
practices has a positive contribution on person-organization fit” and hypothesis 2 stating
that “perceived sufficiency of HRM practices has a positive contribution on person-job
fit”, multiple regressions were conducted. The multiple regression results are displayed

in Table 8.

Table 8: Results of Multiple Regression Analysis for Testing the Effects of
Perceived Sufficiency of HRM Practices on Person-Organization Fit and Person-
Job Fit

Dependent Variable :Process Values

Independent Variables: B Beta t Sig.
Career Management Practices Perception 270 378 5,241 .000
Performance Appraisal Practices Perception 213 299 4,141 .000

R=.602; R’=.363; AR’=.356 ; F=54.044; sig.=.000

Dependent Variable :Image Values

Independent Variables. B Beta t Sig.
Training Practices Perception 246 347 5,148 .000

R=.347; R*>=.121; AR*=.116; F=26,505; sig.=.000

Dependent Variable : Perceived Person-Organization Fit

Independent Variables: B Beta t Sig.
Career Management Practices Perception 187 265 3,430 .001
Training Practices Perception 151 231 2,997 .003

R=.444; R’=.188; AR’>=.180; F=21.786; Sig.=.000

Dependent Variable :Perceived Person-Job Fit

Independent Variables: B Beta t Sig.
Training Practices Perception 113 173 2,440 016

R=.173; R?>=.030; AR’=.025; F=5.952; Sig.=.016

For the dependent variable “process values” factor of actual person-organization
fit, multiple regression results revealed a significant positive main effect of “career
management practices perception” (B=.270, Beta=.378, R?>= .363, F=54,044) and
“performance appraisal practices perception” (B=.213, Beta=.299, R>= .363, F=54,044)

factors of perceived sufficiency of HRM practices.

71



Multiple regression results for the “image values” factor of actual person-
organization fit displayed a significant positive main effect of “training practices
perception” (B=.246, Beta=.347, R>= .121, F=26,505) factor of perceived sufficiency of
HRM practices.

For the dependent variable “perceived person-organization fit”, multiple
regression results indicated significant positive main effects of “career management
practices perception” (B=.187, Beta=.265, R>= .188, F=21.786) and “training practices
perception” (B=.151, Beta=.231, R?>= .188, F= 21.786) factors of perceived sufficiency
of HRM practices.

Lastly, for the dependent variable “perceived-person-job fit”, multiple regression
results displayed a significant positive main effect of “training practices perception”
(B=.113, Beta=.173, R?>= .030, F= 5.952) factor of perceived sufficiency of HRM

practices. As seen, the contribution of the factor is quite low.

The results of multiple regression analysis for testing the effects of perceived
sufficiency of HRM practices on person-organization and person-job fit revealed that

hypotheses 1 and 2 are partially supported.

4.4. Results of Hierarchical Regression Analysis

Hypothesis 3 stated that “state-trait anxiety moderates the effects of perceived
sufficiency of HRM practices on person-organization fit and person-job fit”.
Specifically, “the positive effects of perceived sufficiency of HRM practices on person-
organization and person- job fit are reduced as the level of state-trait anxiety is

increased” is tested by hierarchical regression analysis.

In hierarchical regression analysis, independent, moderator, and interaction
terms which are calculated by multiplying an independent and a moderator variable are
entered into regression analysis at several steps. Before the calculation, independent and

moderator variables are centered and transformed into new variables by subtracting the
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mean of the variables (Aiken and West, 1991). In the next stages, independent,
moderator, and interaction terms which are calculated by multiplying an independent
and a moderator variable, are entered into regression analysis in three steps. First, an
independent variable, then a moderator variable, and finally interaction terms are

entered into regression with a dependent variable.

The results of hierarchical regression analysis showed that state-trait anxiety has
an insignificant moderating effect on the relationship between perceived sufficiency of

HRM practices and person-organization and person-job fit. So, hypothesis 3 is rejected.

Briefly, the results of the multiple regression analysis showed that Hypothesis 1,
stating that perceived sufficiency of HRM practices has a positive contribution on
person-organization fit, is partially accepted. Also, Hypothesis 2, stating that perceived
sufficiency of HRM practices has a positive contribution on perceived person-job fit, is
partially confirmed. Lastly, hierarchical regression analysis results displayed that
Hypothesis 3, stating that trait-state anxiety moderates the positive relationship between
perceived sufficiency of HRM practices and person-organization fit and perceived

person-job fit, is not supported.
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S. CONCLUSION

In the final section, all findings of the study will be discussed. Then, limitations

and strengths of the study and recommendations for further research will be presented.

5.1. Discussion

In the literature, antecedents of the person-organization fit have been rarely
studied and there is a need for more studies that investigate the antecedents of person-
organization fit. Especially, the review conducted by Kristof (1996) indicates that only
socialization practices and organizational entry have been pointed out as antecedents of
person-organization fit. The present study explored whether there was another potential
antecedent of person-organization fit. This study contributed to the literature by
exploring the influence of perceived sufficiency of HRM practices as an antecedent.
The results of the study indicated that perceived sufficiency of HRM practices have

significant effects on both actual and perceived person-organization fit.

The first hypothesis of the study is partially supported. Related to this
hypothesis, a finding of the present study revealed that “career management practices
perception” and “performance appraisal practices perception” factors of perceived
sufficiency of HRM practices are the predictors of “process values” factor of actual
person-organization fit. It implies that these two HRM practices contribute to
employee’s fit with the organization. If companies have well-applied rotation programs,
detailed job descriptions, career development programs, and systematic staff policies,
companies can create a workable environment for employees. Additionally, a fair pay
system, performance based evaluation, pay raise policy, and performance-based career
change opportunities may contribute to employees’ fit perception with the organization.
If these practices are perceived as sufficient by them, employees may develop a high
sense of fit with their organizations. Previous studies have shown that person-
organization fit has significant effects on behavioral and organizational outcomes. The
results of the study imply that HR specialists can struggle to provide a better working

environment for employees who are hoped to work more efficient for organizations.

74



Another finding of the study revealed that “training practices perception” factor
of perceived sufficiency of HRM practices predicted employees “image values” factor
of actual person-organization fit and so it contributes to employees’ sense of fit with the
organization. If firms provide good training opportunities for employees by conducting
needs assessment and well-formed training programs, employees may think that firms
are trying to project a good reputation and behaving in a socially responsible way both
for employees and society. So, employees will be happy to work in a reputable

company.

Additionally, the results also showed that ‘“career management practices
perception” and “training practices perception” factors of perceived sufficiency of HRM
practices are the predictors of perceived person-organization fit. Career and training
opportunities are important for employees in terms of both personal and career
development. If employees are provided with good career and training programs, they
will believe that the company is appropriate for them and they will have a sense of fit
with the company. These results proved that sufficiency of HRM practices is essential
for employees’ fit perception. In order to have more employees who have a sense of fit
with the organization, organizations should provide employees with practices that

would be perceived as functional.

The second hypothesis of the study is partially supported. Only “training
practices perception” factor of “perceived sufficiency of HRM practices” has a
significant effect on “perceived person job fit”. In order to enhance skills and abilities of
employees, training programs are necessary. If employees acquire skills and abilities

needed by the job, they may have a better sense of fit with their job.

The relationship between “perceived sufficiency of HRM practices” and
“person-job fit” has not been investigated before. It is seen that research on
consequences of person-job fit is available in the literature, but antecedents of person-
job fit has not been investigated adequately. For that reason, there is no study that we

can compare with the results of the present study. This suggests that “perceived
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sufficiency of HRM practices”, as an antecedent of “person-job fit” should be examined

in more detail.

The results showed that HRM practices are very important for developing a
sense of fit of employees. For that reason, the findings of the study can be helpful for
HR specialists in order to increase the effectiveness of HRM practices. Thus, it may be
possible for HR departments to contribute to organizational effectiveness at a higher

level.

5.2. Limitations and Recommendations

Current economic crisis may have affected person-organization fit and person-
job fit scores of participants. Respondents may have been afraid of losing their jobs and
thus, they may have hesitated to respond honestly. So, social desirability might have

influenced the results of the study.

Data was gathered from only large-sized companies, so results can not be
generalized to small and medium sized companies. And also, data was collected from
only private sector, therefore, a comparison between private and public sector was not

possible.

Sufficiency of HRM practices and person-organization fit and person-job fit
literature is mostly based on western context. The relationship between sufficiency of
HRM practices and person-organization and person-job fit have not been investigated in
other cultures. Therefore, we may recommend studying these concepts thoroughly in

collectivist cultures.
In addition, state-trait anxiety has been mostly studied in clinical context. It

seems that exploring the effects of anxiety in work environments may contribute to the

understanding of anxiety phenomenon.
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APPENDIX 1: Survey Form

Degerli katilimci,

Bu anket, Marmara Universitesi Ingilizce isletme Anabilim Dali Orgiitsel Davranis
Bilim Dali Yiiksek Lisans Ogrencisi Neslihan Yasar tarafindan yiiriitiilen tez calismasi
kapsaminda uygulanmaktadir.

Arastirmanin amaci, iggorenlerin calistiklar isyeri ile ilgili goriislerini almak ve
cesitli konulardaki duygu, diisiince ve davranislarini 6grenmektir. Bu anket formlarindaki
bilgiler yalnizca aragtirmaci tarafindan kullanilacaktir ve kesinlikle gizli tutulacaktir. Bu
nedenle de herhangi bir sekilde anket formu {iizerine isminizi yazmayiniz. Arastirma
sonuglar1 konusunda sirketinizin talebi olmasi1 durumunda, sadece analizler dogrultusunda
genel bir degerlendirme sunulacaktir.

Sorular1 cevaplarken gostereceginiz 6zen ve hassasiyet arastirmanin giivenilirligi
acisindan 6nem tasimaktadir. Bu yiizden, litfen tiim maddeleri iginizden geldigi gibi
cevaplayiniz ve bos birakmayiniz.

Arastirmaya degerli katkilariniz i¢in simdiden ¢ok tesekkiir ederim.

Saygilarimla,

Neslihan YASAR

Marmara Universitesi

Ingilizce Isletme Anabilim Dali
Orgiitsel Davrams Bilim Dali
E-mail: neslihanyasar@yahoo.com

Liitfen, oncelikle asagidaki bilgileri doldurunuz.

1.Yas:

2.Cinsiyet: ( ) Kadin () Erkek

3. Medeni Hal: ( ) Evli ( ) Bekar

4.En son aldiginiz diploma : () Lise ( ) Universite ( ) Yiiksek Lisans ( ) Doktora
5.Toplam is deneyiminiz: ...Yil

6.Bu sirkette calisma siireniz: ...Y1l

7.Pozisyon : () Calisan ( ) Yonetici

8. Calistigimiz Sektor : ....... Sirketinizdeki Calisan Sayisi.......
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Calismakta oldugunuz isyerini ve calismay1 hayal ettiginiz idealinizdeki isyerini bir “birey” olarak diisiiniip, asagidaki ifadeleri
buna gore degerlendiriniz.

* jdealinizdeki isyerini ve orada calisan insanlar ne 6l¢iide tamimladigim birinci siituna,
* Halen cahistigimiz isyerini ve orada ¢alisan insanlar ne 6lciide tanimladigim ikinci siituna yazimz.

Liitfen her ifade icin, en uygun oldugunu diisiindiigiiniiz yanita ait kutucugu (X) ile isaretleyiniz.

Idealinizdeki isyerini ve orada
calisanlar: ne dlgiide tanimhiyor?

Halen ¢alistiginiz isyerini ve orada
calisanlar: ne dlgiide tanimhiyor?

Cokiyi | iyi | Biraz | Pekaz | Hi¢ | Cokiyi | iyi | Biraz |Pekaz | Hi¢
1. | Degisikliklere adapte olur
2. | Dengelidir
3. | Yenilik¢idir
4. | Firsatlardan cabuk faydalanir
5. | Risk ahr
6. | Bagimsizdir
7. | Kurallara 6nem verir
8. | Analitiktir
9. ] Detaylara dikkat eder
10. ] Takim ¢alismasina 6nem verir
11. | Bilgiyi serbestce paylasir
12. | insana 6nem verir
13. | Adildir
14. | Hosgoriiliidiir
15. | Resmiyetten uzaktir
16. | Sakindir
17. | Destekleyicidir
18. | Hirshdir
19. | Kararhdir
20. | Diisiincelidir
21. | Basariya 6nem verir
22. | Bireysel sorumluluk alir
23. ]| Performansa yénelik yiiksek beklentileri vardir
24. | Profesyonel gelisim i¢in firsatlar yaratir
25. ] iyi performansa yiiksek iicret verir
26. | is giivencesi sunar
27. ] 1yi performansi 6ver
28. | Catisma ile dogrudan yiizlesir
29. | isyerindeki arkadashklari gelistirir
30. | isini hevesle yapar
31. | Uzun saatler boyunca ¢ahsir
32. | Kurallarla kisitlanmaz
33. ] Kaliteye 6nem verir
34. ]| Digerlerinden farkhdir
35. | Saygin bir iine sahiptir
36. | Sosyal sorumluluk sahibidir
37. ] Sonu¢ odakhdir
38. ] Belirgin bir yonlendirici felsefesi vardir
39. | Rekabetcidir
40. | Son derece organizedir
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Calistiginiz firmanin asagidaki konulardan her birini ne derece yeterli sekilde

yuriittiiglinii, her ifadenin yanindaki degerlendirme Olgegi iizerinde 1 (gok yetersiz:

calistifim firmada bu uygulama c¢ok yetersiz) ile 5 (cok yeterli: ¢alistigim firmada

konuyla ilgili faaliyetler eksiksiz yerine getiriliyor)

katildiginiz yanita ait kutucuga (X) isareti koyunuz.

arasinda degerlendiriniz ve

Cok Cok
Yeterli yetersiz
1. ] Kadro planlamasi uygulamalar
Profesyonel ige alim politikalar1 (birebir miilakat, yetenek testi, kisilik testi,
2. | mesleki test, vs...)
Ise yeni baslayanlar igin standart ise alistirma programi (oryantasyon)
3. | uygulamasi
Performans degerlendirme sistemi (degerlendirmenin bireysel veya grup diizeyinde
yapilmasi, degerlendirmenin hedefler ve/veya davranis ve/veya yetenekler dikkate
4. | almarak yapilmasi, vs...)
5. | Calisanlar1 performans sonuglariyla ilgili bilgilendirme uygulamalari
Calistigim firmada, performans degerlendirmeye bagl olarak, maas artigi, prim, vs...
6. ] gibi ek kazang olanaklariyla ilgili uygulamalar
Performansa bagh kariyerde degisiklik (terfi, yatay hareketler, vs...)
7. | uygulamalar
Calisanlarin gayretlerini ddiillendirme uygulamalar (kiiltiirel faaliyetlere
8. ] ve/veya spor miisabakalarina bilet, restoranda yemek...)
9. | Egitim ihtiyacinin belirlenme uygulamalari
Kisisel gelisim hedefli egitim (dil, liderlik, etkin iletisim, ekip ¢aligmasi, proje
10. | yonetimi, vs...)uygulamalari
Teknik alanlarda ve uzmanlk konularinda gelisimi hedefleyen egitim
11. ] uygulamalari
Calistigim firmada, kariyer gelisim sistemini, performans degerlendirmesiyle
12. ] iliskilendiren uygulamalar
13. | Birey ve grup diizeyinde ayrintili is tanimlari
Kariyer gelisimiyle ilgili bilgilendirme (ilerlemek i¢in yerine getirilmesi gereken
14. ] kosullar) uygulamalari
15. | Programli bir rotasyon uygulamasi
16. | Sistemli kadro politikalar: (kadro mevcudiyeti, agilisi...)
Ucretlendirme politikalarina dayanak olusturan objektif kriterler (performans, firma
17. | karlilig1, enflasyon, terfi, kidem, yetenek, 6grenim durumu, vs...)
18. ] Calistigim firmada, zamlarin ne siklikta yapilacagina iligkin uygulamalar
Uygun kisilerin (birinci amir, insan kaynaklari miidiirii, genel miidiir, yonetim
19. | kurulu, vs...), licret artis1 konusunda ¢alisan1 degerlendirmesiyle ilgili uygulamalar
Calisanlara sunulan ayni yardim olanaklariyla (yemek/yemek fisi ve/veya
servis ve/veya araba ve/veya cep telefonu ve/veya lojman ve/veya kres ve/veya 6zel
20. | emeklilik ve/veya saglik sigortasi, vs...) ilgili uygulamalar
21. Cahstlglm firmada, istikrarli ve kalici bir ise sahip olabilme imkani
Isten gikarmayla ilgili (yasal zorunluluktan fazla tazminat 6deme, ¢ikarma
hakkinda bilgi verilmesi, isten ¢ikarilanlara yeni is bulmada kolayliklar saglanmast,
22. ] vs...) uygulamalar
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Bu boliimde kisilerin calistiklar1 kurum hakkindaki diisiinceleri ortaya konmaya
calisilmaktadir. Liitfen asagidaki ifadeleri dikkatlice okuyunuz ve sunulan ifadelere ne

ol¢iide katildiginiz1 belirten yanita ait kutucuga (X) isareti koyunuz.

Hic¢ Cok az Biraz Olduke¢a Tamamen
Katilmiyorum Katihyorum Katiliyorum Katihyorum Katiliyorum

Calistigim kurumun degerleri,
benim kendi degerlerimle
1 | uyusuyor.

Degerlerim, ¢alistigim kurumun
mevcut ¢alisanlarimin degerleri ile
2. | uyusuyor.

Kisiligimin, ¢alistigim kurumun
“kisilik”

veya imajiyla uyustugunu

3. | diigiiniiyorum.

Bu bolimde kisilerin ¢alistiklart is hakkindaki diislinceleri ortaya konmaya
calisilmaktadir. Liitfen asagidaki ifadeleri dikkatlice okuyunuz ve sunulan ifadelere ne

Olcilide katildiginiz1 belirten yanita ait kutucuga (X) isareti koyunuz.

Hig Cok az Biraz Oldukca Tamamen
Katilmiyorum Katihiyorum Katiliyorum Katiliyorum Katiliyorum

Becerilerimin, bu isin
gerektirdigi
becerilerle uyustuguna
1. | inaniyorum.

Bu iste yeteri kadar
uzmanlagmadigim
2. | igin performansim diisiiyor.

Yeteneklerim bu isin
3. | gerektirdikleri ile uyusuyor.

Bu isi yapabilmek i¢in
gereken
4. | bilgilere sahibim.
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Asagida kisilerin kendilerine ait duygularini anlatmada kullandiklar1 bir takim ifadeler
verilmistir. Her ifadeyi okuyunuz, sonra da su anda nasil hissettiginizi belirtmek igin,
ifadelerin sag tarafindaki segeneklerden size en uygun oldugunu diigiindiigliniiz yanita

ait kutucuga (X) isareti koyunuz.

Hi¢ | Cok az | Biraz | Oldukc¢a | Tamamiyle

1. | Su anda sakinim.

2. | Kendimi emniyette hissediyorum.

3. | Su anda sinirlerim gergin.

4. | Pismanlik duygusu i¢indeyim.

5. | Su anda huzur igindeyim.

6. | Su anda hi¢ keyfim yok.

7. | Basima geleceklerden endise ediyorum.

8. | Kendimi dinlenmis hissediyorum.

9. | Su anda kaygiliyim.

10. | Kendimi rahat hissediyorum.

11. | Kendime giivenim var.

12. | Su anda asabim bozuk.

13.] Cok sinirliyim.

14. | Sinirlerimin ¢ok gergin oldugunu hissediyorum.

15. | Kendimi rahatlamis hissediyorum.

16. | Su anda halimden memnunum.

17.] Su anda endiseliyim.

18. | Heyecandan kendimi sagkina donmiis hissediyorum.

19. ] Su anda sevingliyim.

20. | Su anda keyfim yerinde.
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Asagida kisilerin kendilerine ait duygularini anlatmada kullandiklar1 bir takim ifadeler
verilmistir. Her ifadeyi okuyunuz, sonra da genel olarak nasil hissettiginizi belirtmek
icin, ifadelerin sag tarafindaki seceneklerden size en uygun oldugunu diislindiigiiniiz

yanita ait kutucuga (X) isareti koyunuz.

Hi¢ | Cok az | Biraz | Olduk¢a | Tamamiyle

21. | Genellikle keyfim yerindedir.

22. | Genellikle ¢abuk yorulurum.

23. | Genellikle kolay aglarim.

24. | Baskalar1 kadar mutlu olmak isterdim.

25. | Cabuk karar veremedigim igin firsatlar kagiririm.

26. | Kendimi dinlenmis hissederim.

27. | Genellikle sakin, kendime hakim ve sogukkanliyim.

28. | Giigliiklerin yenemeyecegim kadar biriktigini hissederim.

29. | Onemsiz seyler hakinda endiselenirim.

30. | Genellikle mutluyum.

31. | Her seyi ciddiye alir ve etkilenirim.

32. | Genellikle kendime giivenim yoktur.

33. ] Genellikle kendimi emniyette hissederim.

34. | Sikintili ve gii¢ durumlarla karsilasmaktan kaginirim.

35. | Kendimi hiiziinlii hissederim.

36. | Genellikle hayatimdan memnunum.

37. ] Olur olmaz diisiinceler beni rahatsiz eder.

Hayal kirikliklarmi dylesine ciddiye alirim ki, hig
38. | unutamam.

39. ] Akli basinda ve kararli bir insanim.

Son zamanlarda kafama takilan konular beni tedirgin

40 | eder.
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APPENDIX 2: English Version of Organizational Culture Profile

ORGANIZATIONAL CULTURE PROFILE

1. Adaptability

2. Stability

3. Being innovative

4, Being quick to take advantage of opportunities
5. Risk taking

6. Autonomy

7. Being rule oriented

8. Being analytical

9. Paying attention to detail

10. Being team oriented

11. Sharing information freely

12. Being people oriented

13. Fairness

14. Tolerance

15. Informality

16. Being calm

17. Being supportive

18. Being aggressive

19. Decisiveness

20. Being reflective

21. Achievement orientation

22. Taking individual responsibility

23. Having high expectations for performance
24. Opportunities for professional growth
25. High pay for good performance

26. Security of employment

27. Offers praise for good performance
28. Confronting conflict directly

29. Developing friends at work

30. Enthusiasm for the job

31. Working long hours

32. Not being constrained by many rules
33. An emphasis on quality

34. Being distinctive-different from others
35. Having a good reputation

36. Being socially responsible

37. Being results oriented

38. Having a clear guiding philosophy
39. Being competitive

40. Being highly organized
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APPENDIX 3: Turkish Version of Organizational Culture Profile

ORGUTSEL KULTUR PROFILI

1. |Degisikliklere adapte olur

2. | Dengelidir

3. | Yenilik¢idir

4. | Firsatlardan ¢abuk faydalanir

5. |Risk alir

6. |Bagimsizdir

7. | Kurallara 6nem verir

8. | Analitiktir

9. |Detaylara dikkat eder

10. | Takim ¢alismasina Onem verir

11. |Bilgiyi serbest¢e paylasir

12. |Insana 6nem verir

13. | Adildir

14. | Hosgoriludiir

15. | Resmiyetten uzaktir

16. | Sakindir

17. |Destekleyicidir

18. | Hirshdir

19. |Kararhdir

20. | Diistincelidir

21. |Basariya 6nem verir

22. | Bireysel sorumluluk alir

23. | Performansa yonelik yiiksek beklentileri vardir
24. | Profesyonel gelisim icin firsatlar yaratir
25. |lyi performansa yiiksek iicret verir
26. |ls giivencesi sunar

27. |lyi performansi ver

28. |Catisma ile dogrudan yiizlesir

29. |Isyerindeki arkadasliklar gelistirir
30. |lisini hevesle yapar

31. | Uzun saatler boyunca c¢aligir

32. |Kurallarla kisitlanmaz

33. |Kaliteye 6nem verir

34. |Digerlerinden farklidir

35. | Saygin bir {line sahiptir

36. | Sosyal sorumluluk sahibidir

37. | Sonug odaklidir

38. | Belirgin bir yonlendirici felsefesi vardir
39. | Rekabetcidir

40. |Son derece organizedir
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APPENDIX 4: English Version of Perceived Sufficiency of HRM Practices Scale

Staff planning

Professional recruitment policy

Orientation

Performance assessment system

Practices informing employees about their performance results

Practices such as pay raise, bonus and etc. based on performance evaluation

Performance-based career change

Effort-based rewards such as sports events, thank you notes...

Identification of training needs

10.

Personal development training

11.

Technical and specialization training

12.

Harmony between performance assessment and career development

13.

Detailed job description

14.

Providing information about career development paths

15.

Rotation program

16.

Tenure or systematic staff policy (presence of staff position...)

17.

Objective criteria for pay system

18.

Pay raise policy

19.

Adequacy of managers evaluating employees about pay raise

20.

Benefits such as meal tickets, gas, car, phone...

21.

Possibility of having a stable job

22.

Layoff policy
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APPENDIX 5: Turkish Version of Perceived Sufficiency of HRM Practices Scale

1. Kadro planlamas1 uygulamalari
Profesyonel ise alim politikalar1 (birebir miilakat, yetenek testi, kisilik testi,

2. mesleki test, vs...)

Ise yeni baslayanlar i¢in standart ise alistirma programi (oryantasyon)

3. uygulamasi
Performans degerlendirme sistemi (degerlendirmenin bireysel veya grup
diizeyinde yapilmasi, degerlendirmenin hedefler ve/veya davranis ve/veya

4. yetenekler dikkate alinarak yapilmasi, vs...

5. Calisanlar performans sonuglariyla ilgili bilgilendirme uygulamalar1
Calistigim firmada, performans degerlendirmeye bagl olarak, maas artisi, prim,

6. vs... gibi ek kazang olanaklariyla ilgili uygulamalar
Performansa bagl kariyerde degisiklik (terfi, yatay hareketler, vs...)

7. uygulamalari
Calisanlarin gayretlerini 6diillendirme uygulamalar (kiiltiirel faaliyetlere

8. ve/veya spor miisabakalarina bilet, restoranda yemek...)

9. Egitim ihtiyacinin belirlenme uygulamalari
Kisisel gelisim hedefli egitim (dil, liderlik, etkin iletisim, ekip ¢aligmasi, proje

10. yonetimi, vs...)uygulamalar
Teknik alanlarda ve uzmanlik konularinda gelisimi hedefleyen egitim

11. uygulamalari
Calistigim firmada, kariyer gelisim sistemini, performans degerlendirmesiyle

12. iligkilendiren uygulamalar

13. Birey ve grup diizeyinde ayrintili is tanimlar1
Kariyer gelisimiyle ilgili bilgilendirme (ilerlemek i¢in yerine getirilmesi

14. gereken kosullar) uygulamalari

15. Programli bir rotasyon uygulamasi

16. Sistemli kadro politikalar1 (kadro mevcudiyeti, a¢ilisi...)

Ucretlendirme politikalarina dayanak olusturan objektif kriterler (performans,

17. firma karlilig1, enflasyon, terfi, kidem, yetenek, 6grenim durumu, vs...)

18. Calistigim firmada, zamlarin ne siklikta yapilacagina iliskin uygulamalar
Uygun kisilerin (birinci amir, insan kaynaklart miidiirii, genel miidiir, yonetim
kurulu, vs...), icret artis1 konusunda c¢alisan1 degerlendirmesiyle ilgili

19. uygulamalar
Calisanlara sunulan ayni yardim olanaklariyla (yemek/yemek fisi ve/veya
servis ve/veya araba ve/veya cep telefonu ve/veya lojman ve/veya kres ve/veya

20. 0zel emeklilik ve/veya saglik sigortasi, vs...) ilgili uygulamalar

21. Calistigim firmada, istikrarli ve kalici bir ise sahip olabilme imkani
Isten ¢ikarmayla ilgili (yasal zorunluluktan fazla tazminat 6deme, ¢ikarma
hakkinda bilgi verilmesi, isten ¢ikarilanlara yeni is bulmada kolayliklar

22. saglanmast, vs...) uygulamalar
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APPENDIX 6: English Version of Perceived Person-Organization Fit Scale

1.| The values of this organization are similar to my own values.

2. | My values match those of current employees in this organization.

3. |I feel my personality matches the “personality” or image of this organization.
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APPENDIX 7: Turkish Version of Perceived Person-Organization Fit Scale

1. Calistigim kurumun degerleri, benim kendi degerlerimle uyusuyor.

2. Degerlerim, ¢alistigim kurumun mevcut ¢alisanlarinin degerleri ile uyusuyor.

Kisiligimin, ¢alisti§im kurumun "kisilik" veya imajiyla uyustugunu
3. diisiiniiyorum.
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APPENDIX 8: English Version of Perceived Person-Job Fit Scale

1. |I believe my skills and abilities match those required by the internship

2.| My job performance is hurt by a lack of expertise on the job

3. | My knowledge, skills and abilities match the requirements of the internship

4. |1 possess the skills and abilities to perform this job
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APPENDIX 9: Turkish Version of Perceived Person-Job Fit Scale

l. Becerilerimin, bu igin gerektirdigi becerilerle uyustuguna inaniyorum.

2. Bu iste yeteri kadar uzmanlagmadigim i¢in performansim diisiiyor.

Yeteneklerim bu isin gerektirdikleri ile uyusuyor.

4. Bu isi yapabilmek icin gereken bilgilere sahibim.
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APPENDIX 10: English Version of State Anxiety Scale

I feel nervous

I feel jittery

I feel anxious

I am tense

I am worried

I feel upset

I am presently worrying over possible misfortunes

I am regretful

A R e A B Eall Bl L fa

I feel “high strung”

[
S

.| I feel over-excited and “‘rattled”

—
—

.| I feel comfortable

—_
[\9)

.| I feel rested

[
(98]

.| I feel at ease

—_—
A

.| I feel secure

—
9]

.| I feel calm

—
[®)

.| I am relaxed

—_
~

. | I feel pleasant

[
(0]

. |1 feel joyful

[
O

.| I feel content

[\
S

. | I feel self-confident
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APPENDIX 11: English Version of Trait Anxiety Scale

21.

I worry too much over something that really doesn't matter

22.

Some unimportant thought runs through my mind and bothers me.

23.

I take disappointments so keenly that I can’t put them out of my mind

24.

I feel blue.

25.

I lack self-confidence.

26.

I am inclined to take things hard.

27.

I get in a state of tension or turmoil as I think over my recent concerns and interests.

28.

I feel that difficulties are piling up so that I can not overcome them

29.

I am losing out on things because I can’t make up my mind soon enough.

30.

I feel like crying.

31.

I tire quickly.

32.

I try to avoid facing a crisis or difficulty.

33.

I wish I could be as happy as others seem to be.

34.

I am happy.

35.

I feel pleasant.

36.

I am contented.

37.

I feel rested.

38.

I feel secure.

39.

I am calm, cool, and collected.

40.

I am a steady person.
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APPENDIX 12: Turkish Version of State Anxiety Scale

1. | Cok sinirliyim.

2. Su anda sinirlerim gergin.

3. | Su anda kaygiliyim.

4, Su anda asabim bozuk.

5. Su anda endigeliyim.

6. | Suanda hi¢ keyfim yok.

7. |Bagima geleceklerden endise ediyorum.

8. | Pigsmanlik duygusu i¢indeyim.

9. | Sinirlerimin ¢ok gergin oldugunu hissediyorum.
10. |Heyecandan kendimi sagskina donmiis hissediyorum.
11. |Kendimi rahat hissediyorum.

12. | Kendimi dinlenmis hissediyorum.

13. | Su anda huzur i¢indeyim.

14. |Kendimi emniyette hissediyorum

15. | Su anda sakinim

16. |Kendimi rahatlamis hissediyorum.

17. | Su anda keyfim yerinde

18. | Su anda sevingliyim.

19. |Su anda halimden memnunum.

20. |Kendime giivenim var.
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APPENDIX 13: Turkish Version of Trait Anxiety Scale

21. Onemsiz seyler hakkinda endiselenirim.

22. Olur olmaz diisiinceler beni rahatsiz eder.

23. Hayal kirikliklarini 6ylesine ciddiye alirim ki, hi¢ unutamam.
24. Kendimi hiiziinlii hissederim.

25. Genellikle kendime giivenim yoktur.

26. Her seyi ciddiye alir ve etkilenirim.

27. Son zamanlarda kafama takilan konular beni tedirgin eder.
28. Giigliiklerin yenemeyecegim kadar biriktigini hissederim.
29. (Cabuk karar veremedigim i¢in firsatlar1 kaciririm.

30. Genellikle kolay aglarim.

31. Genellikle ¢abuk yorulurum.

32. Sikintili ve giic durumlarla karsilasmaktan kaginirim.

33. Baskalar1 kadar mutlu olmak isterdim.

34. Genellikle mutluyum.

35. Genellikle keyfim yerindedir.

36. Genellikle hayatimdan memnunum.

37. Kendimi dinlenmis hissederim.

38. Genellikle kendimi emniyette hissederim.

39. Genellikle sakin, kendime hakim ve sogukkanliyim.

40. Akl basinda ve kararli bir insanim.
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APPENDIX 14: The Letter of Authorization for Trait-State Anxiety Scale

29.09.2009

Sayin Proll Dr. Necla Oner.

Marmarn Universitesi Ingilizce Isleime Balamil Orgenizational Behavior Progrumi Yiksek
Lisaps ofrencisiyim. Lisans egitimimi Bogazici Universites; Epitim Fakiiltesi Rehberlik_
Psikolojik Danismanbik Bolami nde tamamladim. Dog. Dr, Alev Torun'un damsmanhgimda
“Insan Kaynaklan Uygulemalannin Algilanan Etkinliginin Kigi-Kurum ve Kisi-1s Uyumuna
Etkisi Uzerinde Durumluk/Strekli Kayg: Deglgkeninin llumlastinic: Rolii * konulu bir yilksek
lisons tezi hazirlamaktavim. Orneklem grubumda  yer alan kaulimeilar dzel sekisr
¢abisanlandir, Kaven degiskenini sloshilmek emaciyle geperlilik ve giivenilirlik galismalanm
vapugmiz Durumluk/Sirekli Kayg Olgegi'ni kullanmak Qzere izninize bagvuruyorum.

Rilginize arz ederim,

Neslihan YASAR

Marmara Universitesi

Ingilizce Isletme Balima
Organizational Behavior Programn
Yiiksek Lisans Ogrencisi

- A A
D 1o 05 | Ekim 2009

Uvarlamas: yvapilmig ve el kitabiyla birlikte yayinlanmis olan Durumiuluk/Sorekli Kayg:
Envanteri'ni aragtirmamzda kullanebilirsiniz. Baganlar dilerim.

Prof. Dr. Necla Oner
i CQM./
) BUREM
- - (Bogazigi Universitesi Rehberlik ve Psikolojik
Damgsmanhk Merkezi)
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APPENDIX 15: List of Sectors

Sector Frequency Percentage
Telecommunication 77 39,2
Chemistry 31 15,8
Service Industry 20 10,2
Automotive 21 10,7
Textile 7 3,6
Insurance 6 3,1
Fast Moving Consumer Goods 10 5,1
Building 6 3,1
Retail 4 2
White Goods 2 1
Transportation 6 3,1
Banking 5 2,6
Consumer Electronics 1 0,5
Total 196 100
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