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INTRODUCTION




The prime objective of every State is to maintEw and order so that
people can enjoy peace and security. Right tcelifé personal liberty is considered
as precious right of every citizen guaranteed lyltidian constitution. Maintenance
of rule of law, democracy and good governance faegytoduct of efficient criminal
justice system. To create deterrence of law imtiveds of people, efficient policing,

proper investigation and prosecution of crime iaumdable.

More than two crore criminal cases are currendgding and awaiting trail;
thousands of investigations are pending; and maosemare not even recorded or
filed. This is never a good sign when country isggling to fight threats like
terrorism, naxalism and trying to maintain law amwder situation in control. Some
areas of country have become fertile ground fottinamg violence and organized
crime targeting innocent people. Moreover, pooosrgment of laws discouraged
the spirit of law and trust of the public in thénainal justice system. This situation

again makes the job of police more difficult to mtain law and order situation.

Briefly, if police and criminal justice system gfficient and effective,
the internal security can be managed effectivelyiclwvhultimately leads
to good governance but if police and system is weald surrounded
by various problems, then it can worsen the secwitthe state. To maintain
the law and order situation in proper way, qualityestigation and prompt
response to the complaints are foundations of ewceryinal justice system. At
present, all these duties in the country were perdd by the police system.
Therefore, an effective law enforcement system iaidsto be the

symbol of good governance and administration of thetate
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as it preserves good order in the society, protaslife of the public, promotes
public health and safety, and pop up societal wlaled morals along with the

prevention, detection and punishment of crimindlaweors.

Even though the term ‘police’ connotes a systemadministration or
regulation, it is now generally used to indicate tinganized body of civil officers in
a place whose particular duties are the preservatiogood order, the prevention
and detection of crime and the enforcement of latscording to Black's law
dictionary, Police is “the function of that branghthe administrative machinery of
government which is charged with the preservatibpublic order and tranquility,
the promotion of the public health, safety, and atgrand the prevention, detection,

and punishment of crimes”.

Unfortunately, present police system is confrontgith many serious issues
and is not ready to cope with the emerging chadlengPolice are not only
challenged by the new paradigm, but also by thekliding effectiveness as a
central agent of criminal justice system. The lavesed on which police try to
complete the procedure are enacted more than 188 pack and that itself was a
product of colonial India. Though a number of comegs and commissions have
been appointed since the enactment of the 186lcéP@ct in order to make
recommendations on various aspects of streamlitinegeffectiveness of police
governance in the country, it is found that stk tpolice is far from effectiveness,
and well criticized by the public for being corrupppressive and pimp to political
leaders.

Not only the crime rate is increasing day by dayhe society, but also the
nature and severity of crime is becoming more aondencomplicated. Therefore to
meet the current challenges, our law enforcemesteBsy should be reformed
enormously. Police need to acquire knowledge antkratanding about the nature,
extent of severity and tactics of various thre&isythave to face. Efforts of the
police should be directed to preserve and promatdig safety by enforcing the
laws with absolute impartiality. Apart the policave to constantly prioritize their

tasks and choices based on their available resetmdaecome more effective.
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Hence, we need a professional police force enfgrthe rule of law and
protecting the life of people irrespective of rediy, caste, creed, or political and
social status. The police have to facilitate theasth flow of society through their
effective functioning. According to James Q Wils@®68) a professional police
department is one governed by values derived frenegl, impersonal rules which
bind all members of the organization whose relegans independent of
circumstances of time, place or personality. Popoefessionalism is designed to
encourage the development of competent officers wiiaapply the law according
to impersonal standards (Chackerian, 1974). Théegsmnal officer is one who
holds the knowledge, skill, and abilities to penfioeffectively as a police officer,
and who does not allow his own personal needsterasts to affect his enforcement
decisions.

Even though everybody criticizes our police fagithneffectiveness, nobody
is much clear about what the police effectivenesgadly means. Some argue that it
is the number of arrests made by them, and othess suggest that the effective
police represent those who are impartial and freenffavoritism and political
influence. There are not enough studies which éxplee level of output achieved
by police units, and also there is no commonalitytbe agreement upon what

determines the police effectiveness and whethér ¢fffectiveness can be measured.

The police organization has multiple goal struetuBo effectiveness in one
area may mean ineffectiveness in another. The biefeveen ends and means is
correspondingly complex (Chatterton, 1987). Moreptlge public regard the police
as an available resource to call upon in any csgigation. This makes resource
allocation and prioritization difficult. In dealingvith police effectiveness, the
effectiveness of police tactics and strategies andfing small-scale outbursts of
public disorder is also important. The frequencg daration of such incidents may
provide an indication of how much control the pelltave in an area.

Although the police is improving and seeking chgmgjill the dissatisfaction
with the police performance is widespread amongthgegments of Indian society.

Police are frequently characterized as ineffecanel unfair, and their quality is



Intfroduction 4

viewed as very pathetic. Even though a vast mgjait Indian population may

never have reason to interact with the police, laadlly any first-hand experience
with the police, there is a widespread agreemeonnupe shortcomings of police
officers. In the minds of the public, the police risadily associated with their
inefficiency, rudeness, harassment, corruption,otiem, and power drunk. Such
perceptions can undermine the cooperation and swdron with communities that

are essential to successful policing outcomes. Wherpublic has confidence in a
police department, it will results in good policimgpich help to gain public support,

and in turn public support contributes to bettdigiay outcomes.

From these, it is clear that police effectivenissthe result of many factors.
It is not solely dependent on the number of arrds¢y made or the amount of
control they have on the public. Rather, apart fritne frequency and severity of
crimes, it also incorporates officers’ efficiency solving various crimes; their
ability in maintaining public order and safety; ithproficiency in ensuring public
trust, satisfaction, and cooperation; and so onother words, it is the degree of
personal effectiveness of each and every individdfater in the department. That
means police effectiveness constitutes officerditglio focus on their personal as
well as departmental objectives, their initiationthe growth and development of
themselves and the community to which they extbair tservice, their talents in
building good relationships both in and out of tha&iganization, their morale and
commitment in team works, and also their capacitget easily adaptable with the

changing nature and challenging demands of thkir jo

Effectiveness means getting positive results; glothings which are
worthwhile (Angier, 2001). Personal effectivenessigeneral sense of adequacy in
a person. It is “one’s ability to perform the jotfeetively and, at work place, it is
dependent on the type and nature of the work” (®uft Ford, 1982). It emphasizes
the task performance of specific employees or mesnbe an organization (Jain,
2005). An employee’s effectiveness is referrechasbiehavior evaluated in terms of
its contribution to the goals of the organizati@hqrchill, Ford, Hartley & Walker,
1985). In the words of Pramila (2009) “personakefiveness means making the
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most of talents and resources in all of one’s enoisa At the organizational level, it
manifests itself in the form of interpersonal effeeness and group effectiveness.
At the individual level, it promotes happiness avell-being. It is considered to be
a combination of many factors that are attributeghérsonal qualities and external

influencing factors that work together in harmony”.

Employees are said to be effective when they elaxed, using their skills
and knowledge effectively and competently, contiiig and feeling a sense of
control, communicating effectively and assertivelging their time efficiently, and
when they are appreciated and received positivdbieek (Sathpathy & Sahoo,
2013). In short, personal effectiveness can benddfas the ability to make use of
all the available resources (both personal & psitewml) at one’s disposal (i.e.,
strengths, knowledge, talents, skills, energy &efirto enable the person to master
his/her life and also to achieve both work and djéals. More specifically, it can be
referred as an individual's disposition to focus lois/her personal growth and
development by holding a proper sense of persorathwand self-confidence
through continuous and sustained self-improvenieatso includes the individual's
ability to handle ambiguous and uncertain situaiodemands in an adaptive
manner and the competency in initiating, developamgl maintaining effective
relationships with a range of other people as wslithe capacity to work as an

integral part of a working team.

A sense of personal effectiveness enables theithdil to make a positive
and energetic impact on others by conveying ideas iaformation clearly and
persuasively. It helps in planning and prioritizirayailable means by using
interpersonal skills to build effective working agbnships with others and reduce
personal stress. People with high sense of persdfativeness have clear action
goals and are directed by these goals. They wik lor opportunities for self-
improvement, have better adaptability, maintainlthgarelationships and also are

effective team performers.

Effective performance generally produces a sefisammtional well-being.

Personal effectiveness leads to success in onggrca good professional at work
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place normally becomes a successful person in gpecs of life. Personal
effectiveness is one of the most comprehensives d®pard achieving success. It
helps individuals and organizations to achievertheaximum potential. It leads to
improvement of oneself in such a way that he/shedsgnized to be a person of
courage, high spirits and good determination asd ak an excellent and balanced

human being.

Personal effectiveness can’t be forced on onehanoRather it will be
brought about by the individuals who transform teelwes to become the catalysts
for individual and organizational change. Key torsomal effectiveness is the
prioritizing and scheduling of work so that not p@re one’s deadliness met but
also time is saved to concentrate on those mdttatsare most important. One pre
condition for personal effectiveness is better-aglbreness. But only understanding
one’s self doesn’t make a person effective. Instegldhe should be able to use that

awareness for better living by placing oneself nigat fit milieu.

Personal effectiveness can be judged by looking the self-esteem of a
person (Sathpathy & Sahoo, 2013). People who haglelbével of self-esteem will
be confident, defensive, active, and achievemeentad. They could not be easily
devastated by criticism, defeated by setbacks dsfacles, and they are mostly
happy for themselves as they are and able to acamsgptlearn from their own
mistakes. When people possess roles where theydispiay and enhance their
competence and be successful, they will developoad gsense of self-esteem.
Likewise, if they find themselves in roles whereithcompetence is mismatched or
when they feel they do not have the adequate skidlg are not likely to encounter
success experiences and will feel a sense of inadgq Their self-esteem would
then decrease and their self-concept would be idedgzd. It is therefore necessary
to enhance one’s self-concept and the best wayowofgdthis is to ensure a fit
between their level of competencies and the jobttiey perform (Subramanian &
Rao, 1997).

Singh (1997) in his guidelines for developing pe effectiveness

explained certain predominant factors that motiviatividuals to enhance their
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personal effectiveness. These facilitating factorslude having the ability to
achieve the tasks, the opportunity to use thedéiedi a positive attitude towards
the job and the environment, and the extent to lwthe work environment provide
challenge and fair treatment. That means the psissesf a right fit job is the first

and most important prerequisite of personal effeciess.

Further, Singh (1997) also argued that the dewveéoy of motivation among
the employees is the responsibility of the supsraord when the supervisors fail to
fulfill this responsibility and other needs of theubordinates, employees’ personal
effectiveness will be limited. He also pointed that the lack of autonomy or close
supervision and unfair treatment by the superids® dinders one’s personal
effectiveness. These diminishing factors of perbaféectiveness identified by
Singh (1997) highlights the importance of fit ongouence with work environment
especially with one’s supervisor. It shows thatihgva fit perception with one’s
work environment (Person-environment fit) espegialiith his/her supervisor
(person-supervisor fit) is an antecedent of perseffactiveness and the mismatch
will deteriorate the personal effectiveness of eweés. In short, better person-work
environment fit is an essential precondition fag #ifectiveness of law enforcement

officers.

Person environment fit (PE fit) is the degree ofmpatibility or match
between individuals and some aspect of their warkirenment (Muchinsky &
Monahan, 1987; Kristof-Brown & Guay, 2011). It refeto the perceived
compatibility between an individual and his/her ieowment (Kristof-Brown,
Zimmerman & Johnson, 2005). In understanding PEB,important to define what
is meant by the ‘person’ and the ‘environment’ (Yamevine, Smith, Ispas &
Rossi, 2008). The person can be defined as onedisidmial knowledge, skills,
abilities, interests, values and personality tralise environment usually concerns
those characteristics external to the individuathsas job characteristics (eg.,

challenge and autonomy) and the organization y@iues and culture).

There has been long debate about the relative rianpme of the person

versus the situation in determining human behawore group of researchers have



Infroduction 8

argued that it is the situation which is primangsponsible for individual behaviors,
while another group believe that the individual reledéeristics are primarily
responsible for their behavior. The concept of RE fgrounded in the interactionist
perspective of behavior (Muchinsky & Monahan, 19&hatman, 1989). The
perspective of interactionism asserts that neiffemsonal characteristics nor the
situation alone adequately explain the variancebehavioral and attitudinal
variables. Instead they recognized that the intemamf personal and situational
variables account for the greatest variance asp#rsonality depends on the
situation and that situations are in turn affedigdthe personalities of the people

who are present.

The interactionist perspective has a fairly lomgdition, beginning with
Lewin’s proposition that behavior is a functiontbe person and the environment.
Kurt Lewin (1935, 1951) observed that the humanabedr is not understood
exclusively in terms of the environment or the indiual. Rather it emerges from the
interaction between both the individual and his/@evironment. Holland’s (1985)
theory of job fit states that people are happiat arore successful in their work
environment when their personality matches the renmental attributes. For
example, an investigative person would be mostessfal in investigative jobs. It
implies that it is not just the person or the eomiment that determines success on
the job — it is the match or fit between them. Fem(@006) also argues that in order
to predict behavior one must study personalityasibns and their interactions. To
drive best out of human resource it is essentiajite them the task that is best
suited to their efforts or competence (Farooqui &gBindra, 2014). All these
indicate the relevance of the interaction and coegce between the person and

his/her environment in dealing with employee effamtess.

As PE fit refers to an individuals’ congruencehiheir work environment,
it occurs when there is a perceived congruence detwhe attributes of a person
and the environment (Kristof, 1996; Cable & Edwar2804). A single-dimension
of fit perception is defined as the compatibiligtlveen an individual and a specific

aspect of the environment. But in reality, peomendt interact with only one part of



Infroduction 9

their environment. Rather, they are simultaneounsisted in multiple dimensions of
the environment (Granovetter, 1985). Within thefREamework, researchers have
found that an individual may achieve congruencé wie work environment on one
or more levels: the job, the organization, the waroup, and the supervisor
(Kristof-Brown, Jansen & Colbert, 2002). Scholaevé categorized these levels as
different dimensions of PE fit namely, person-jah person-organization fit,
person-group fit and person-supervisor fit respetyi (Kristof-Brown & Guay,
2011).

The relationship between a person’s charactesisticd those of the job or
tasks that are performed at work is included indbmain of person-job fit (PJ fit)
(eg., Edwards, 1991; Kristof, 1996). This conceptolves matching employees’
skills, knowledge, and abilities to perform spexifob related tasks in the work
environment (Edwards, 1994; Cable & DeRue, 2008)c&lved PJ fit refers to the
subjective evaluations about the degree to whiclpeason’s needs, values,
characteristics, and capabilities match those @idb (Kristof-Brown, Zimmerman,
& Johnson, 2005).

Person-organization fit (PO fit) refers to the Egof compatibility between
the characteristics of individuals (i.e., persanalraits, skills, goals, interests, and
values) and the characteristics of organizatioms, (culture, climate, values, goals,
and norms). It focuses on the fit of the persorhwiite entire organization rather
than a specific job, vocation, or group. The cohadpPO fit involves matching
employees’ interests, values, and needs to thenmagéon culture (Chatman, 1989).
PO fit perceptions imply the judgments of the caregice between an employee and
an organization’s values and goals (Cable & DeR062). In the words of Kristof
(1996) it is the compatibility between people amgamizations that occur when at
least one entity provides what the other needshey share similar fundamental
characteristics, or both.

Person-group fit (PG fit) can be explained asitiverpersonal compatibility
between individuals and their proximal co-workeladge & Ferris, 1992; Kristof,
1996; Werbel & Gilliland, 1999). As it is the inparsonal comparability between
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individuals and their peers or work teams, persamu or person team fit focuses
on the match or congruence between individualsthea co-workers in terms of
their values, goals, personality, and so on. knetfo the judgments of interpersonal
compatibility between an employee and his/her wppdup (Cable & DeRue, 2002).

A final form of PE fit exists in the dyadic relatiship between an individual
and their superiors in the organization. The extEntwhich an employee is
congruent with his/her superiors portrays the cphoé person-supervisor fit (PS
fit). It refers to the fit between the charactecstof an individual and his/her direct
supervisor (Vancouver & Schmitt, 1991; KrishnanQ20

PE fit can be used to guide the development @tegic human resource
management and create consistent messages thettaaesl by all managers in the
firm. Based on a strategic contingency perspecsgkction of the appropriate fit is
critical to support the firm strategy and ultimgtachieve a competitive advantage.
That means an organization which systematicallyabdishes human resource
practices to promote PE fit is likely to have a patitive advantage through its

human resource management practices.

PE fit operates at both the organizational andv/iddal levels of analysis. At
the organizational level of analysis, HR practittest are linked to each of the types
of fit provide the organizational attributes to pop those different organizational
competencies (Werbel & Gilliland, 1999). At the ividual level of analysis, PE fit
is concerned with identifying the individually appriate attributes for a given work
context (Kristof, 1996). PE fit on the individuaviel is associated with having
different types of skills, knowledge, values anthdgor. These HR assets are then
associated with job proficiency. If employees tlgloout the organization are
proficient in their work, then employee productyivill be high at the individual
level of analysis and organizational profitabilityil be high at the organizational
level of analysis. Thus it becomes important tatstyically link the different types
of PE fit to different types of organizational costgncies that have value added

performance dimensions.
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Organizational researchers have long been contteviik the roles of PE fit
to individual and organizational outcomes. PEditelated to a number of positive
outcomes for individuals at work including positiwesll-being, task performance,
job satisfaction, and a feeling of meaningfuln&gsrkers with high degree of PE fit
were shown to have higher levels commitment, perfdretter, and were more
effective workers than others who did not repomtiksir levels of congruence with
the work environment. A poor fit can produce selv&mads of strain or negative
consequences for the individual and other socrakctires. The central hypothesis
of PE fit theory is that a misfit between the perssnd environment leads to
psychological, physiological and behavioral straf@aplan, 1987). The better a
person fits with his job, the less adjusting andgrenance problems occur (Roberts
& Robins, 2004; Farooqui & Nagendra, 2014).

PE fit perceptions generally impact work-relateditcomes through
motivational mechanisms because PE fit percepti@mhance employees’
willingness to invest effort in conducting work kasand reinforce worker’s values
and desires (Edwards & Shipp, 2007). PE fit hefplsviduals incorporate work into
their lives (Savickas, 2000) and interact with widce outcomes and thus to
maintain a work to family spillover. It enables tlperson to get out of role
ambiguity and uncertainty (Hobfoll, 1989; & Frinkall, Perryman, Ratft,
Hochwarter, Ferris & Royle, 2008). In essence \iallials’ attitudes and behaviors
will be highly influenced by the degree of congreeror fit between individuals and
their work environments and thus the effectiveneésan employee can be
determined by the amount of fit perceptions wittfedent levels of work

environment.

Apart, the PE fit literature established a veryosg link with various
organizational and individual outcomes, researchkss found that various levels of
PE fit namely PJ fit, PO fit, PG fit and PS fitfeif significantly in their relationship
with different outcomes. For example, PJ fit shastiong correlation with job
satisfaction than other forms of fit, where as HOshows with organizational

commitment than other fit dimensions (Kristof, 199tent to hire is mostly
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influenced by PJ fit, but organizational attractisnstrongly influenced by PO fit
(Bowen, Ledford & Nathan. 1991). Task performaredighly predicted by PJ fit,
where as contextual performance is by PO fit andiP@lative to other types of fit
(Kristof, 1996). Though intention to quit is highipfluenced by PS fit, when
making a final decision on leaving the organizatio& most influential one is PO fit
(Oh, Guay, Kim, Harold, Lee, Heo & Shin, 2014).

By matching the right person with the right orgaation, workers can
achieve a better synergy and avoid pitfalls suchhige turnover and low job
satisfaction. Employees are more likely to stay ootted to organizations if the fit
is 'good. In practice, Person-work environment ibuld be used to gauge
integration with organizational competencies. Thdididual is assessed on these
competencies, which reveals efficacy, motivatiofluence, and co-worker respect.
If the Individual displays a high Person-work eowviment fit, we can say that the
Individual would most likely be able to adjust teetcompany environment and

work culture, and would be able to perform at atinropm level.

As the relevance of better PE fit is very cleathia management literature,
both the employee and the organization is equabponsible for finding out the
right position for each and every individual at wofSystematic and active job
search process helps the individual to find out blest fit job in a well suited
organization. Job seekers pursue fit between thark orientation and the
prospective employer’s work environment (HeslinQ20 The attraction-selection-
attrition framework indicates that job seekers arere attracted to organizations
whose values and needs match their own values a@pabdities (Schneider, 1987).
Self selection by the applicants itself in to a guent job and/or organization is
thus very important in the recruitment process wérg organization. Here the
organizations’ role is to attract the best suitethdidates through its various
recruitment methods. By communicating the orgaional and job characteristics
that a targeted labour market segment is likelfirtd most attractive, the recruiting
message is thought to be given the best chancerstiading the best fitting job

seekers to apply. Similarly, recruiting messages lwalp to screen out those job
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seekers who would not have been hired or would teen ineffective if hired by
including any job and organizational charactersstibat would make some job

seekers understand they may be poor fits with tharezation or position.

Moreover, organizations should also take somevadtieps to ensure the
selection and placement of employees who are welhpatible with the
organizations’ working environment and culture. Tdrganizations must adopt the
best recruitment policy to make sure that the oigjlgt fit personnel are selecting to
the organization and all the undesired ones areemaorg out correctly at the
beginning of the recruitment process itself. Thaly éhe organization can have the
ability to maintain the right employees and therédydirect the effectiveness and
performance of the employees for the accomplishroéwirganizational objectives
at its minimum cost. If the screening in processhef organization is not limited to
the right employees only, then all other effortsnirthe part of organization, like
training and development of the employees, to endhe effectiveness and
productivity of the organization will become futil@he screening out procedures
must try to eliminate those applicants who lacklthsic ability or mental acuity to
perform the job in a safe and responsible manmet;the screening in procedures,
on the other hand, must intend to identify thodeibaites that distinguish one

candidate from another as being potentially mofecéf/e.

For more than 90 years, job analysis has beefothmlation for determining
PJ fit in human resource management. Job analgsitheén used to develop
appropriate selection, orientation, developmergdback, and reward procedures to
ensure that employees have the skills, knowledge, adbilities to perform clearly
specified job duties. As such, job analysis infees all of the central HRM
functions and consequently takes a reductionisBesgective to PE fit. This
approach breaks work into domains, then tasks ahdasks. The more refined the
job analysis, the easier it is to determine the d&wrattributes that are needed to
perform a job. Job analysis influences HRM prasticend procedures to
institutionalize the skills, knowledge and abiltieeeded to perform designated job

responsibilities.
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Selection process also plays a critical role iatdshing any type of PE fit
(Schneider, 1987). Selection is designed to hirepjee with desired skills and
behaviors needed to match a work context. The ts@heprocess should entail an
assessment of applicants on the most criticalss&itld behaviors necessary to match
the central elements of the work context. Thesergisites are determined by
performing an environmental analysis such as joblyars, group analysis or

organizational analysis.

Training and development is another important el@mvhich can strengthen
the perception of PE fit. Job specific training gmaims provide skills, knowledge
and abilities to perform designated tasks. Suclorisffshould be focused on
maximizing an employee’s job proficiency and thése becomes a facilitator of
person job fit perceptions. Training and developmshould also focus on
organizational values and objectives to create rsesef organizational identity,
mission and purpose among all the members of thanaration regardless of their
position and status. So organizations must pragfzel socialization and training
processes which are well planned to strengthepeheeption of better PE fit among

all the segments of its members.

Further, organizations should be aware about reiffe mechanisms that
stimulate fit in order to ensure the selection andintenance of best suited
employees. Even though a very little work has beéeme on the antecedents of fit
(Kristof-Brown, Zimmerman, & Johnson, 2005; DeRueM&rgeson, 2007), some
recent researches have noted different factorshamigy lead to the perception of a
better fit at work place (Roberts & Robins, 2004wards, Cable, Williamson,
Lambert & Abbie, 2006; Kristof-Brown & Jansen, 200Yu, 2009). These
antecedent factors all together can be categoniztxtwo broad levels as individual
and organizational level antecedents. Organizdtiewal factors may include their
recruitment methods and messages, customized jdbrmation, employer
attractiveness, organizational change and orgaomedtconstraints. Individual level
factors may include the gender, academic abilixpeeience, past promotions, job

characteristic beliefs, socialization experientles,degree of intrinsic motivation to
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serve the public, and other dispositional charattes like self-efficacy, self-
esteem, proactivity, adaptability, agreeablenemss@entiousness, extraversion, and

openness to experience.

The scarcity of strong empirical evidences forstheantecedent factors
compared to fit outcome literature directed thespn¢ study to find out various
psychological contributors of PE fit before exammthe potential role of fit on the
effectiveness of law enforcement officers. The itledlaanalyses of PE fit theory
enabled the investigator to identify certain psyogical variables as antecedents of
PE fit and encouraged to empirically examine thedmtive role of these variables
on different levels of PE fit. These factors arstitutional socialization experience
of the employee, the Big five personality factgsyactive personality, self-esteem,

self-efficacy beliefs, and public service motivatio
Institutional Socialization Experience

Institutional socialization is the process by whan individual acquires the
social knowledge and skills necessary to assunweganizational role (VanMannen
& Schein, 1979). Through this process the newcorbec®me the full members of
organizations or groups. It involves not only leagnand adopting new behaviors,
skills, and abilities pertaining to the role, bigeaadjusting to the group’s norms and
values which are absorbed in the process of spatain (Christie, Petrie &
Timmins, 1996). Effective socialization of new eamis help to protect and
maximize the return on investment made in the reuent and training of new
employees and also to pop up the potential conneetidvantage of human capital.
Ineffective socialization is a primary cause ofrpature voluntary and involuntary
employee turnover (Fisher, 1986). Effective sozatlon of newcomers may ensure
the availability of well trained, more skilled andry loyal source of employees in

the workplace.

Different organizations may employ various soggtiion tactics that are the
ways in which the experiences of individuals imsigéion from one role to another
are structured for them by others in the orgarorafV/an Maanen & Schein, 1979).

Generally, six proposed tactics were exists orpalar continuum with considerable
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range between the two poles. They include collecins individual, formal v/s
informal, sequential v/s random, fixed v/s variabserial v/s disjunctive, and
investiture v/s diverstiture socialization. (forrther details see Van Maanen &
Schein, 1979). Following Van Maanen and Scheineddi986) argued that these
socialization tactics shared a common dimension a@ncontinuum from
institutionalized to individualized tactics. Instiionalized tactics includes collective,
formal, sequential, fixed, serial, and investitumhere as the opposite end of
individualized tactics comprises individual, infaxmrandom, variable, disjunctive,
and disventiture socialization tactics. Jones ()9860 suggested that the six
existing bipolar tactics of socialization can bewged into three broad factors:
social, content and context. The social factor iste®f serial and investiture tactics
provide the social cues and facilitation necesshrgng learning processes. The
content factor, comprising of sequential and fixactics, focuses on the content of
the information given to newcomers. The factor eahtformed by collective and
formal tactics, emphasizes the way in which orgatrons provide information to

newcomers.

Organizational socialization is an important isstee every kind of
organizations as it helps in ensuring the developnod desired attitudes and
behaviors among the newcomers (Bauer, Bodner, Ardogruxillo & Tucker,
2007). It also facilitates the transmission of migation’s culture and bestows
newcomers with the essential clues to make bettdenstanding of their new work
environment (Bauer, Morrison & Callister, 1998). H|oyees’ socialization
experience in the organization has been linked eweersl outcomes including
perceived job and organizational fit (Saks & Ashiprl997b; Kim, Cable & Kim,
2005). Further, Cable and Parsons (2001) suggesimd sequential tactics of
socialization help newcomers to shift their valt@sard those of organization and
such tactics positively influence PO fit. In similsavay, investiture tactics of
socialization signal the value and importance afcmmers to the organization and
thus strengthening commitment which in turn prosidgeater PO fit (Copper-
Thomas, Van Vianen & Anderson, 2004).
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All these suggest that designing socializationitador different groups of
newcomers should be based not only on the orgamiedtneed, but also on the
expectations of newcomers regarding their orgaiozat(\Wanous, Poland, Premack
& Davis, 1992; Ashford & Nurmohamed, 2012; Batis2018). The success of each
tactics lies on the appropriateness of its usageake a more positive socialization
experience on newcomers. Newcomers’ positive dSaat#dn experience may
encourage the perception of better fit with theiorkv environment. Proper
socialization tactics provide newcomers with greatethe-job embeddedness and
increased organizational and community fit (All&906). To enhance the likely
success of individualized experiences, organizatioray focus strongly on the
recruitment and selection process to maximize valignment (Brymer, molloy &
Gillbert, 2014). Value alignment provides newcomagith specific clues to the kind
of behaviors expected and rewarded in the orgaaizaivhich ensures a less rigid

and formal socialization experience.
Proactive personality trait

Newcomers might need to act proactively in ordemra@duce uncertainty
because organizations can't possibly provide a#l thformation and activities
necessary to get fully socialized in to their nearkvenvironments. And this may
provide newcomers with opportunities to start iatéing and building relationships
with others in the organization and thus to expeeea feeling of compatibility with
their co-workers and organization as well. Pro&ctiveans creating or controlling a
situation by causing something to happen rathem tieaponding to it after it has
happened. Proactive personality is a relativelyblstatendency to effect
environmental change (Bateman & Crant, 1993). fteces a relatively stable
dispositional tendency for individuals to contrabational forces and actively incite
change in their environments (Bateman & Crant, 19@8nversely, at the opposite
end of the continuum, a proactive personality measmay reveal a passive
individual's tendency to be reactively shaped byimmments. Proactivity at work
is generally characterized by initiative, such a&sfgrming a task without being

asked to do so; assertiveness, which can be deda®solving a potential problem
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by taking charge such as reporting problematic syeand as taking charge in
general (Morrison & Phelps, 1999; Crant, 2000).mgkinitiative in improving
current circumstances or creating new ones, itli@gchallenging the status quo
rather than passively adapting to existing condgioProactive people select and
create situations that enhance the likelihood ghhevels of performance (Seibert,
Crant & Kraimer, 1999).

Proactive employees who succeed within their dyoamvironments do so
by proactively creating circumstances that fadditpersonal and organizational
success as they strive to reach their goals (AdhoBlack, 1996; Chan & Schmitt,
2000). People rating low in proactivity fail to mdy the opportunities to change
things (Bateman & Crant, 1993). Erdogan and Bag660%) found that proactive
individuals will be more satisfied with their jolisecause they will remove the
obstacles that preventing satisfaction. Proactiweolvement may also provide
employees with a sense of autonomy and task signifie, which may in turn
facilitate higher levels of job satisfaction (Hackm& Oldham, 1975). Proactive
employees’ recognition of their own influential temcies at work may affect the
extent to which they identify with and feel invotlein their organizational
surroundings. Hence, employee proactivity may itatéd affective organizational

commitment (Thomas, Whitman, & Viswesvaran, 2010).

From a person-environment perspective, Crant (R@fued that proactivity
help employees to actively customize their envirenta in a way that accentuates
individual strengths and optimizes performance. K\ajustment theory suggested
that proactive tendencies may facilitate PE fitiggirorganizational entry (Thomas,
Whitman & Viswesvaran, 2000). Kristof-Brown, Jobnsand Zimmerman (2005)
also indicated that individuals’ ability to proacly customize one’s work
environment may induce a sense of PJ fit. Thusqbinga personality trait can be
considered as an important predictor of one’s pemwvironment fit perception of

an individual.
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Big five personality factors

Personality is the stability in a person’s behawwer time and across
situations (consistency) and the behavioral difiees among people reacting to the
same situation (distinctiveness). A personalitit isaa durable disposition to behave
in a particular way in a variety of situations. RabMcCrae and Paul Costa (1987,
1997, 1999) argued that the vast majority of peabtyntraits derive from just five
higher order traits that have come to be knownhas‘Big five: extraversion,
agreeableness, conscientiousness, neuroticismop@aness to experience. Their
bold claim has been supported in many studies bgratsearchers, and five factor
model has become the dominant conception of pelispetaucture in contemporary
psychology (Wiggins & Trapnell, 1997; John & Sriteas, 1999).

Among the five factor model, the domain of extrai@n reflects the
characteristics of sociability, gregariousness, eds®ness, warmth, activity,
talkativeness, excitement seeking, and positivetiem& Agreeableness represents
the quality of one’s interpersonal orientation &mel traits associated with this factor
include trust, flexibility, modesty, straightforwehress, altruism, compliance, and
tender mindedness. Conscientious people tend tdebberate, disciplined, well-
organized, punctual, achievement striving, and ddakle. Neuroticism refers to the
emotional instability and represents the facets Bkixiety, anger, embarrassment,
hostility, impulsiveness, and vulnerability. Opesséds associated with curiosity,
fantasy, imaginativeness, artistic sensitivity, atngty, broadness, and

unconventionality

Even though proactive personality shows a sigamfigpositive relationship
with conscientiousness, emotional stability, extrgion, and openness to
experience, the comparative researches suggesthihdig five personality traits
are distinct from emergent proactive constructprasctive personality can serve as
a distinct and valid predictor of performance beydime big five traits (Bateman &
Crant, 1993; Crant, 1995; Thomas, Whitman, & Visveean, 2010).

Psychologists agree on the importance of chooamg@ccupation which is
compatible with one’s personality (Lowman, 1991hefe are a lot of theories that
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emphasized the role of personality congruence ividual performance and
effectiveness. For example, John Holland’s (198®6) hexagonal model point out
that career choice is related to an individual’sspeality characteristics, which are
assumed to be relatively stable over time. Accaydim Holland, people can be
classified in to one of six personality types, edllpersonality orientations and
similarly occupations can be classified into sieddwork environments. People
flourish when their personality type matches withwark environment that is
congruent with their abilities, interests, and 4mfiefs. A good match typically

results in career satisfaction, achievement, aaiailgy.

With regard to personnel selection, Emotional Btgb and
Conscientiousness have been shown to correlate witk motivation across
various job categories, whereas Extraversion, Aapkmess, and Openness to
Experience are better predictors of performancespecific job types and behaviors
(Judge & llies, 2002; Mount, Barrick, Scullen & Ruls, 2005). It supports the
argument of Hogan and Ones (1997) that consciesrigss is associated with higher
productivity in a variety of occupational areas.dnmeta-analytic study of five-
factor personality domains and job performance,riBlarand Mount (1991)
observed that Conscientiousness demonstrated ribiegest estimated correlation
with measures of job performance across occupdtignaups, including law
enforcement along with the finding of modest assomns between Extraversion,
Emotional Stability, and Agreeableness and politiear performance. In a study of
police recruits in New Zealand, Black (2000) fouddnscientiousness to be most
strongly associated with performance on practindl @ademic tests taken by police

recruits during basic training.

The effective selection and training of policeiadfs is crucial to law
enforcement agencies (Hibler & Kurke, 1995). Psjotists, in particular, play a
key role in the screening and selection of poliffeceer candidates (Inwald, 1987).
Hogan (1971) found that police supervisors desdritheeir best officers as being
functionally intelligent, sociable, and self-asguréA general lack of neurotic

tendencies (e.g., toward depression, anxiety,Sttesve also been shown to predict



Intfroduction 21

fewer serious job problems among police officerga{iH& Hargrave, 1988) and a
certain level of guardedness and circumspectioeaspo be a desirable personality
characteristic for effective policing (Neal, 198%artol, 1991; Detrick & Chibnall,
2002).

Although a substantial knowledge base exists degarthe pre-employment
psychological evaluations of police officers, tlkisowledge primarily reflects the
model of screening out for psychopathology, a pgedbat is perhaps more suitable
to traditional, reactive policing than modern, bz policing roles. Without
ignoring the priority of rejecting unsuitable amaints, Metchik (1999) and Scrivner
(1995) emphasized the identification of psycholaband personality characteristics
in police officer candidates that complement a modg@proach to law enforcement,
an approach that values sound discretionary judgraed proactive, community-
oriented problem solving in the field.

Chibnall and Detrick (2003) found a combinationsobres from personality
inventories including the Inwald Personality Invamnyt the Minnesota Multiphasic
Personality Inventory-2, and the NEO Personalityefriory-Revised (NEO PI-R;
Costa & McRae, 1992) to be predictive of the ma&oof variance in police
academy performance. Detrick and Chibnall (2006nébthat the best entry-level
police officers were emotionally controlled, sloavdnger, and steady under stress;
socially assertive with high need for stimulatigiarded regarding others’ motives
and strategic in social exchange; and highly cemsmus, goal-oriented, and
disciplined. They also found that the highest panters were significantly lower on
Neuroticism and significantly higher on Conscieniness than the lowest academy

performers.

Parker, Mohr and Wilson (2004) examined the retethip between selected
personality, attitudinal and demographic variabdesl the tendency of police to
behave in a diversionary manner with young andtaafténders and their findings
indicated that some identifiable differences betwedficers were likely to be
indicative of the manner in which they will use ithéiscretionary power with the

offenders, officers’ empathy for youth and an authdan approach to the legal
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system. Roberts and Robins (2004) identified adreeass and low neuroticism as
antecedents of PE fit and Ehrhart (2006) explaitieel role of extraversion,
agreeableness and openness to experience in tetjone of subjective experience
of PJ fit. All these shed light to the decision aafnsidering big five personality
factors as important predictors of person enviramnfé perception of the law

enforcing officers in the present study.
Self-esteem

Self-esteem refers to a person’s appraisal ohéisyalue. It is ‘the basic
appraisal one makes of oneself, as it concern®vbeall value that one places on
oneself as a person (Rosenberg, 1965). It refldwsway in which individuals
evaluate their self-worth (Leeson, Ciarrochi & Heay2008). Individuals with high
self-esteem are presumed to be more psychologibahjthy (Taylor & Brown,
1988) and those with low self-esteem are believedd distressed (Tennen &
Affleck, 1993). Self-esteem influences both currand future affect and behavior
(Harter, 1999). A person with high self-esteem wikw a challenging job as a
deserved opportunity which he/she can master andfibérom; where as a person
with low self-esteem is more likely to view it as andeserved opportunity or a
chance to fail (Locke, McClear, & Knight, 1996).

Korman (1970) argued that individual’'s with higlelfsesteem choose
occupations consistent with their interests andctviin turn would lead to greater
levels of job satisfaction. Harrison (1978) recagui the goal attainment necessary
to preserve or enhance one’s self-concept as aorierg motivational force behind
the perception a good PE fit. Saks and Ashfortf9Ta9 also explained that self-
esteem was positively related to the perceptionPdffit. Thus self-esteem is
considered as one of the most important contributdr perceived person

environment fit in the present investigation.
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Self-efficacy beliefs are judgments about how aifely a person believes
he/she can act in order to meet a goal or to cdfeetiwely with challenging
situations (Bandura, 1997). It concerns with judgtaeof personal capabilities. It
represents an individual’'s belief or confidence wblis/her abilities to mobilize
motivation, cognitive resources, and courses ofoacheeded to meet given
situational demands (Wood & Bandura, 1989). Bandue®7) argued that unless
people believe they can attain their goal throug#irtactions, they are unlikely to
persevere when confronted by difficulties. Seliezfty has a relatively well
established body of research showing its positivgaict on work related
performance (eg., Betz & Hackett, 1986; Bandura8919Stajkovic & Luthans,
1998). Moreover, Gist and Mitchell (1992) demonsidathe importance of self-
efficacy for improving performance in the organiaas, and Lee and Ashforth

(1990) asserted self-efficacy beliefs as a predtdurnout.

As being an important predictor of many work rethbutcomes and as if it
reflects one’s belief on his/her competencies,ait be assumed that self-efficacy
might have an influential role in predicting thergeption of congruence at
workplace. According to Bandura (1977) self-effigaefers to the conviction of an
individual that he/she can successfully executer@ngbehavior required to produce
certain outcomes and his/her expectancies in thahility to mobilize the resources
needed to meet situational demands. From this idefintself we can hypothesize
certain link between self-efficacy beliefs and parenvironment fit. For example,
the demand abilities fit refers to the individuapgrception of a congruence or
match between his/her knowledge, skills and aéditi(KSAs) with the
environmental demands. So when a person has tha&cibago mobilize one’s
resources (KSAs) to meet the environmental dematids, itself may lead to
increased person environment fit perceptions. Soseent researches also shed
supporting lights on this assumption. For exampkng and Mao (2005) observed a

positive link between self-efficacy beliefs andfRJand Wang, Zhan, Mccune, and
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Truxillo, (2011) suggested that employees’ job texlaself-efficacy has a crucial

role in the improvement of their PE fit perceptions
Public service motivation

Public service motivation (PSM) is thought of aa individual’s orientation
to delivering services to people with a purposedogood for others and society’
(Perry & Hondgehem, 2008). It has been characiiizenany different ways, such
as a service ethic, calling, and/or altruistic miens that motivate individuals to
serve the public. PSM is ‘a concept, an attitudsgrase of duty — yes even a sense of
public morality’ (Staats, 1988). It focuses on th&insic motives and actions that
are intended to do good for others and shape tHebeiag of society and it
indicates the willingness of individuals to engagesacrificial behaviors for the

good of others without reciprocal benefits for tisehes.

The term ‘public service motivation’ was first dsen 1982 as a way to
express the specific motivation associated withlipugervice (Rainy, 1982). Perry
and Wise (1990) offered the first conceptual débni and identified a typology of
motives associated with public service which inelugtional, norm-based, and
affective motives. Rational motives are grounded einlightened self-interest
because the individual believes that his/her petsimerests coincide with those of
the larger community and such motives can leadviddals to participate in the
policy making processes, and show commitment tdipyiolicies or programs.
Norm-based motives represent the dedication tousecand desire to serve the
public interest. These motives may include pasmti duty and loyalty to the
government. Affective motives are grounded in humamotion and are

characterized by a strong desire and willingneseetp others.

Perry (1996) developed a measurement scale whiglirieally reduced this
typology of motives into four dimensions: attraatim policy making, commitment
to the public interest and civic duty, compassiand self-sacrifice. Attraction to
policy making is a public service motive based ba tesire to satisfy personal
needs while serving the public interest. Commitirtenpublic interest and civic
duty is based on one’s intense desire to fulfisarietal obligation or standard.
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Compassion reflects the love and concern for othatsa strong desire to protect
others. Self-sacrifice dimension represents théingiess to substitute service to

others for tangible personal rewards (Perry, 1996).

Bright's (2007) proposition that even though PS& mo direct significant
influence on the job performance, it meaningfulhntibutes to the compatibility
between individuals and organizations proved atpesand significant relationship
between PSM and PO fit. Moreover, many past rebeesdried to establish a link
between PSM and fit variables (eg., Pandey, Wigghioynihan, 2008; Wright &
Pandey, 2008; Kim, 2012). Perry and Vandenabed@8)2proposed that public
service motivation relates to many dependents imgeof how person sees the
organization and its mission as fitting his/her [pubervice motivation values or the
lacks there of. All these indicate to the notiorattlpublic service motivation
contributes to many positive work related outconmetuding one’s perception of

person environment fit.
Need and significance of the study

As the field of Psychology and law are concerneth vand focus on
understanding and evaluating human behavior, varioanches of psychology
including social psychology, organizational/indigtrpsychology and forensic
psychology, provides different sets of knowleddesories and principles for the
police to understand the various aspects of huneh@bor and plays an influential
role in preparing the police force to meet the ttaglay challenges in crime control.
In the words of Hollin (1989) “if psychology is almo understanding human
behavior, and if police work involves the interactiwith people, then, it is not
surprising to suggest that the former might have idftuence on the later”.
Psychology can increase the efficiency and effeass of various police tasks in

upholding the law and serving the community (CA998).

With their expertise, psychologists can help polic many ways ranging
from knowledge base to the direct service. It imesl recruitment, selection,
training, placement, socialization, offender piofi, interrogations, eyewitness
testimony, stress management, fitness for dutyueti@n and so on. Further, they
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can enable the police to develop strong links vpigople to get sufficient public
support as it is a potential component of profesdi@fficiency of police officers.
The police should win the public confidence in artteenhance their willingness to
co-operate with the police in sharing availableinfation regarding the crimes as
the vast majority of law violations are occurs agshe awareness of the police and
must be reported to them by somebody else solibgtdan act on it. Good policing
and its results help to gain public support andlipidupport in turn contributes to
better policing outcomes. Police require public mup and cooperation; and this
support and co-operation are derived from the pexdelegitimacy of the police;

and perceived legitimacy stems in part from theastof police (Tyler, 2004).

As personality results in predictable patternsbehavior, the concept of
personality has some significance for organizati@wery organization has its own
cultures and accepted patterns of behavior. Sditferences in personality indicate
that some people are likely to fit in to a cultinetter than others. In addition, jobs
differ in terms of the personal characteristicsytihequire and so an individual's
personal attributes could have an impact on hisshé@nbility for certain jobs. So
awareness about what the job actually requiresheilb to select the most suitable
persons for a better result. Moreover, having a@ebetinderstanding on what
contributes to improved perception of fit may emalthe human resource
practitioners to adopt rich recruitment, selectiwaining and evaluation methods in
order to keep best fit employees at all levels.

The present study, being a psychological reseascphresumed to be very
helpful in establishing a strong theoretical angeital support for the assistance of
psychologists to the field of law enforcement. Bessit is mainly dealing with the
effectiveness of police officers and the role oficefrs’ fit perception in the
determination of their effectiveness. More oves tinivestigation also try to pick out
the psychological contributors of their fit perdeps and thus paves way for various
psychological services to the police department. &@mple, the findings of this

research may help to redefine the existing metlaodspolicies of police department
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in different areas like its recruitment, selectiomaining and development,

socialization procedures and tactics, performapgeagsal and evaluations, etc.,

To conclude, effectiveness means task performamcthe desired way.
Effective organizations are those which meet chgks put to them, satisfy
demands for service, or solve problems and effegigrsons convert a large portion
of their task related inputs into desired outcomieseffective organizations convert
inputs into output with less organizational effatyr law enforcement department’s
effectiveness is very critical. Not only our goverent takes a number of strategies
to reform our police department but also invegitad make them effective in terms
of recruitment, training and staffing. Even theheyt can’t build up a group of
effective law enforcers as the police are the mostized governmental agency for
their ineffectiveness. Therefore, enhancing perseffiectiveness of each and every
police officer to manage challenging and adveragasons in the law enforcement
department becomes extremely important and higblgvaent. This indicates that
smart and scientific methods should be employecefiorm our police in order to

enable them to meet the day to day challenges.

Such reforms should start from the process ourguent itself as it will help
to save the unnecessary costs related with traitiegunfit officers in to the
profession and also the costs related with théargahousing and other allowances
as all these starts during the period of trainitgeli. And such scientific
modifications in recruitment itself may also enathle department to restructure the
training programs, and also to avoid many job eglassues like counterproductive
behaviors at work, turn over intentions and burn&at the most important and the
very initial thing in the enhancement of law enfarent effectiveness is the

recruitment and selection of best suitable candglat the force.
Statement of the problem

Thus, it is clear that there is no public serwidgich requires better human
resources than police work. So the researcher psyehologist with specialized
knowledge in organizational behavior attempted noestigate the underlying

concept of person-work environment fit and its nol@letermining the effectiveness
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of Kerala police. Hence, the present study is aiateskploring the ways to improve
the effectiveness of law enforcement officers, anbus entitled as
“PSYCHOLOGICAL CONTRIBUTORS OF PERSON-WORK ENVIRONME NT
FIT AND ITS IMPACT ON THE EFFECTIVENESS OF LAW ENFO RCEMENT
OFFICERS”.

Definitions of the Key Terms

4 Person-work environment fit: refers to individuals’ congruence with their
work environment. And this match or compatibilitgnc be explained in
terms of perceived similarity of their values, merality, culture, and goals
with the values, culture, image and objectiveshef drganization; the extent
to which the present job or organization can mketrteeds of employees;
the extent to which employee can meet the demaihalganization or work;
and/or the extent to which how well both the empkbwand the organization

complements each other.

» Psychological contributors: contributors are the factors which can predict a
criterion variable. Here, by psychological conttidms researcher meant
certain antecedent factors within the individuattican contribute to the
phenomenon person-work environment fit. In the emésstudy, these
psychological contributors of fit include institotial socialization
experience, proactive personality, Big five perdisnéactors, public service
motivation, self-efficacy and self-esteem

4 Institutional socialization experience: refers to the experience of
socialization process by which an individual corteegappreciate the values,
abilities, expected behaviors, and social knowlesiggential for assuming an

institutional role and for participating as an argational member.

» Proactive personality trait: the likelihood of taking personal initiative in
one’s environment in order to effect meaningful rap@ Proactive people
identify opportunities and act on them until theying about desired

outcomes.



Infroduction 29

Personality: a person’s unique and consistent pattern of thgkfeeling
and acting. It is a set of psychological traits andchanisms within the
individual that are organized and relatively endgrand that influence one’s
interactions with, and adaptation to the intra-psyc physical and social
environments. The vast majority of personalityttraderive from just five
higher order traits that have come to be known s Big five”
extraversion, neuroticism, openness to experieragreeableness, and
conscientiousness (McCrae & Costa, 1987, 1997,)1999

Public service motivation (PSM): an individual's orientation or
predisposition to deliver services to people witpuapose to do good for

others and society

Self-efficacy: individual's belief in his/her ability to succeaBly perform
specific tasks and behaviors. Individuals with hggif-efficacy beliefs are
more likely to organize and execute courses ofoactequired to attain

desired outcomes.

Self-esteemA person’s appraisal of his/her own value. Iths feelings and

evaluations on one’s own personal worth (Rosenld&65)

Impact: A marked effect or influence on someone or somethiHere, this
term denotes the effect or influence of persontemment fit and its

contributors on the effectiveness of law enforcenodicers

Law enforcement officers: are public servants who are primarily
responsible for the enforcement of laws by preventrimes and promoting
peace and public safety. In the present study,ténm is used to denote the
police officers of various ranks ranging from ciyiolice officers to

Superintendent of police (SP) under the governrotKerala.

Personal effectivenessthe ability to make use of all the available resesr
(both personal & professional) at one’s disposal.(istrengths, knowledge,
talents, skills, energy & time) to enable the parsm master his/her life and

also to achieve both work and life goals. In tlésearch the term personal
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effectiveness incorporates the perceived efficieatyofficers’ in solving

various crimes, their ability in maintaining publiorder and safety,
proficiency in ensuring public trust and coopenatiability to focus and
integrate both personal and departmental objectivamtinuous and
sustained efforts for the development of themsedwescommunity to which
they extent their service, talents in building ggethtionships both in and
out of their service, morale and commitment towasisn works, and also
the capacity to get easily adaptable with the clmgngature and challenging

demands of their job.
Organization of the Report

This research report has been organized by diyithe entire thesis report

into five major chapters as follows,

Chapter 1 Introduction: this chapter provides a clear description on tlsearch
problem, its relevance, scope and significance galaith the definitions of key

terms.

Chapter 2 Review of Literature: this chapter contains a brief review of literature
relating to the main variables under considerattong with the objectives and

hypothesis of the present study.

Chapter 3 Methods: this chapter explains the entire design of thiseaesh
including the research philosophy, strategy, samgplidata collection tools and

procedures, and techniques of analyses.

Chapter 4 Results and Discussionthis chapter includes the results of various
analyses conducted in each phase of the studyresibect to research objectives
and formulated hypotheses.

Chapter 5 Summary and Conclusionsthis chapter gives a summarized overview
of the entire research work including major findingmplications, limitations and

some important suggestions for future research.



REVIEW OF LITERATURE




Literature review is an analysis of relevant doents (both published and
unpublished) that helps to set the context for@efthe research topic. The review is
always oriented towards narrowing the field to jdeva specific research problem
by excluding those parts of literature that are redévant and also justifies the
investigator’s decision to rely up on one approaather than the other. Thus
reviewing helps the researcher to pick up the exastarch problem that can be
addressed with the available resources in a dueseai time. Reviewing also saves
time and energy as it enables the researcher id anoecessary duplications. Thus
an investigation, to be fruitful, should be relatedwhat has been carried out by

previous researchers.

This chapter involves a brief report on the litera related with the main
concepts and variables under the present investigefor effective understanding
of the problem under study, the available reviewsrewcategorized in to the

following heads;

1. The construct of person environment (PE) fit: cqtgalization, nature and
measurement

2. Theoretical models related to PE fit construct

3. PE fit across cultures

4. Antecedents of PE fit (Contributors of fit)
5. Outcomes of PE fit (fit & effectiveness)

6. Other factors related with effectiveness
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1. The construct of person environment fit: conceptuatation, nature and

measurement

The match between attributes of the person anithatiés of the environment
reflects the concept of person-environment (PE)Rgrvin, 1968; Caplan, 1987;
Holland, 1997; Walsh, Craik, & Price, 2000). Muctky and Monahan (1987)
described PE fit as the degree of congruence ochmbetween personal and
situational variables in producing selected outcanidey had proposed two types
of person environment congruence: supplementary emplementary. They
explained supplementary congruence as the matakebnt an individual and a
group of people who comprise an environment suchaésrnal organization. They
suggested that variables such as individual satiefa performance and tenure were
used as indices of fit and supplementary congruessethe rationale behind
vocational counselling decisions. They proposedpaementary congruence as the
match between an individual's talents and the epoading needs of the
environment, where the strengths of the individcamplement the needs of the
environment. They also suggested the success opleamntary congruence is
judged by organizational level variables, and is tationale behind personal

selection decisions.

Sekiguchi’s (2004) meta-analysis had summarizeditt& a complex and
multidimensional concept with many conceptualizagio supplementary v/s
complementary, need-supplies v/s demand-abilitpeceived versus actual fit.
Supplementary fit occurs when a person supplemeamtellishes, or possesses
characteristics which are similar to other indiatlu in an environment; and
complementary fit occurs when a person’s charatiesi make whole the
environment or add to it what is missing. Needsptiap fit is achieved when the
environment supplies financial, physical, and psyapical resources as well as
task-related, interpersonal, and growth opportesitithat are demanded by
individuals; whereas demand-abilities fit is aclei@vwhen the individual's
contribution meets environmental demands. Perceieed subjective fit is

conceptualized as the judgment that a person f@é w the environment; while
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actual or objective fit is the comparison betweepasately rated individual and
environmental characteristics. He also discusseddlative importance of person-
job and person-organization fit in employee setectiwith reference to the
prescriptive and descriptive approach on fit in $k&ection process and emphasized

the need for studying other types of fit such asqegroup fit.

Kristof-Brown, Zimmerman and Johnson (2005) defitlkee concept of PE
fit as "the compatibility between an individual am@rk environment that occurs
when their characteristics are well matched". Ment a complementary fit can
occur when a person's skills are met by environatemteds (DA fit) or when
individual needs are met by environment (need sepfiit); and a supplementary fir
occurs when the person and the environment ardasimilhey also differentiated
between four critical dimensions of PE fit namd®j, fit, PO fit, PG fit and PS fit
(and they also support the notion that importaffedinces exist with respect to
conceptualization, measurement, and analyticalcgmres of PE fit) In terms of

measurement they classified fit in to three: pieem subjective and objective fit.

Ostroff, Shin, and Kinicki (2005) argued that tinaditional perspective on
fit has focused on person—environment (P-E) fithstiat P is some aspect of the
individual (such as an individual's personal vajJuesd E is defined as some
characteristic of the work environment (such as aoizptional values or
organizational culture). This basic categorizatias been further refined to include
person—job (P-J) fit (i.e., the compatibility beemeindividuals’ skills and abilities
and the requirements and demands of the job), pegsoup (P-G) fit (i.e., the
compatibility between characteristics of individaiand those of their workgroup),
and person—organization (P-O) fit (i.e., the contylély between characteristics of
the individual such as personality, values, gaat&l those of the organization such
as culture, values, goals, norms). A second cayegbffit is termed perception-
perception fit or perceptual fit. Perceptual fifleets the idea that more positive
outcomes occur when an individual's perceptionsthaf work environment are

similar to the perceptions of others.
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Wheeler, Buckley, Halbesleben, Brouer and Fer2i80%) proposed an
integrative theory of multidimensional fit whichathcan explain the process of fit
through either supplementary or complementary @etsge, and identified five sub-
dimensions of fit: person organization fit, persmeation fit, person-job fit, person-
preferences for culture fit, and person-team f#rslBn - preferences for culture fit as
a new dimension indicates the match between claisiats of people (ie., co-
workers, subordinates, supervisors) and it measinesshared personality of the
organization. They fused person team fit to réf& fit and defined as the match

between individuals and their work team.

Vigoda and Cohen (2003) conceptualized the conaefit in four different
ways: a) fit in knowledge, skills and abilities) it in needs and in the
reinforcement system and structure; c) fit in valuand d) fit in individual
personality and perceived organizational imageriblam (2007) described fit as “a
state of compatibility of joint values of one or raattribute, a, b, c, ..., j of a focal
entity (P), and a commensurate set of attributeesla, b, c, ..., j of the entity’s
environment (E), expressed asd (P, P, ..., B) N (Es By, E, ..., B)]". Edwards
(2008) defined PE fit as the “congruence, matchsimilarity between the person

and environment”.

PE fit is defined as the degree of compatibiliggizeen a person and various
aspects of the environment, which incorporates hbmibjective and objective
experience within multiple levels of the environmhésg., individuals, jobs, groups,
organizations), and a wide array of dimensions uwpbith comparisons are made
(eg., values, personality, needs, abilities, orational goals).

PJ fit is the oldest and most widely discussedhfof PEF in the literature.
The relationship between a person’s characteriaticsthose of the job or tasks that
are performed at work is included in the domainpefson— job (PJ) fit (Kristof,
1996). The concept of PJ fit involves matching esgees’ skills, knowledge, and
abilities to perform specific job related taskstie work environment (Edwards,
1994). Edwards (1991) defined person-job fit (R) ds the match between the

abilities of a person and the demands of a jobherdesires of a person and the
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attributes of a job. This definition incorporatedtip the demand abilities and need
supplies perspective of person job fit. Cable ardRle (2002) also opined that PJ
fit perceptions can be decomposed into two types perceptions: perceived need-
supplies fit (NS fit) and demand-abilities fit (Dit). Perceived NS fit occurs when
employees’ needs, desires or preferences are pedce be met by the jobs that
they perform. According to Edwards and Rothbard9@)9 NS fit also called
supplies—values (S-V) fit is the extent to whichk tewards and supplies provided by
the environment match the needs and preferencdseqgberson (values). Supplies
include both extrinsic rewards (e.g., pay), as wslintrinsic rewards (e.g., praise).
The second form is demand-ability (DA) fit. DA i the extent to which the
demands and requirements of the environment matlskills and abilities of the
person (Edwards & Harrison, 1993). Demands can umntifative or qualitative
requirements (Edwards & Rothbard, 1999). Abilite&ompass energy level, skills,
time, flexibility, and any resource needed by thdividual to meet the demands
(Edwards, 1996). Perceived DA fit occurs when erypds’ knowledge, skills and
abilities are perceived to be commensurate withtvihea job requires. Demands-
abilities fit deals with whether the person hasdbdities which fit demands of the
work role. Greguras and Diefendroff (2009) explained thatedéht types of fit
satisfy different needs, which in turn leads toimas attitudinal and behavioral

outcomes like commitment and performance.

Broadly, person organization fit can be definedrescompatibility between
individuals and organizations. Various researchéied to define PO fit
differentially. For example, Some research has ofedld Tom’'s (1971)
operationalization of PO fit as personality—climatengruence (e.g., Ryan &
Schmitt, 1996; Christiansen, Villanova, & Mikulag997); however, Chatman’s
(1989) seminal theory of PO fit focused on valued defined PO fit as the degree
of value congruence between employees and the valstems of their
organizations. O’Reilly, Chatman and Caldwell (1p®dferred PO fit as person-
culture fit. Kristof (1996) presented a compreheasdefinition and conceptual
model of person-organization fit that incorporatespplementary as well as

complementary perspectives on fit by explainingfR@s the compatibility between
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a person and the organization that emphasize temteto which a person and the
organization share similar characteristics and/aetmeach other's needs. To
increase the precision of the construct's definjtibis also distinguished from other
forms of environmental compatibility, such as pergooup and person-vocation fit.
Once defined, commensurate measurement as it getatesupplementary and
complementary fit was discussed and recommendati@ns offered regarding the
necessity of its use. A distinction is made betwé#am direct measurement of
perceived fit and the indirect measurement of dgbeason-organization fit, using
both cross- and individual-level techniques. St dtied to define PO fit on the
basis of need-supplies fit and demand-abilitiespétspective. From the needs-
supplies perspective, PO fit occurs when an orgaioiz satisfies an individual's
needs, desires, or preferences; and from demaltitiesbperspective PO fit occurs
when an individual has the abilities required teemerious organizational demands

placed on him.

Vancouver and Schmitt (1991) and Witt and Nye @)98perationalized PO
fit as the congruence between personal goals ajahational objectives; whereas,
Cable and DeRue (2002) referred PO fit perceptiongdgments of the congruence
between an employee and an organization’s valuggaals. Decooman, DeGieter,
Pepermans, Hermans, Bois, Caers and Jegers (2006¢patualized PO fit as the
perceived compatibility between employees’ workueal and the organization’s

values.

The current trends in the international businesgehbeen giving rise to
increased cultural interactions, reflected in tlpid global movements. In this
dramatically changing environment, all companies seeking the most effective
way for integrating workforce into the organizatibstructure and for achieving the
stated objectives and further expansion. Therefor@ching the right people with
the right organization” is the prerequisite forisaictory performance of recruitment
process. This is particularly true when taking tubtle nuances of culture into
account. Cultures across the world have a sigmfiedfect on perceiving various

elements that occur in working life. The match kesw this culturally developed
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individual value orientation and the nature of @ygte culture is referred to as

person-organization fit (Makraiova, Pokorna & Wasatoft, 2014).

PG fit refers to the interpersonal compatibiligtlween employees and their
work groups (Werbel & Gilliland, 1999). Ferris, Yogblood and Yates (1985)
defined PG fit as ‘the congruency between empl@grsonality characteristics and
an average profile of successful job incumbentdiwithat occupation’. PG fit
focuses on the skill and interpersonal compatipitietween individuals and their
work groups (Judge & Ferris, 1992; Kristof, 1996).the words of Cable and
DeRue (2002) PG fit perceptions refer to judgmenfs the interpersonal
compatibility between an employee and his/her wgr&up. Only a handful of
published studies had examined the PG fit on ckeniatics such as goals (Witt,
1998; Kristof-Brown & Stevens, 2001) or values (@a% Nelson, 1971; Becker,
1992; Adkins, Ravlin, & Meglino, 1996). Howeveretle are several studies that
examined PG fit on personality traits (Slocombe &dglorn, 1999; Barsade, Ward,
Turner, & Sonnenfeld, 2000; Strauss, Barrick, & Gerey, 2001; Hobman, Bordia,
& Gallois, 2003; Kristof-Brown, Barrick, & Steven2005;).

PG fit identifies both supplementary and completamgn aspects of fit
necessary for successfully working with co-workersa work group or a team
(Werbel & Gilliland, 1999). Supplementary fit inwas employees sharing similar
attributes among their group members, where as leongmtary fit is concerned
with providing the skills and abilities that aretnweidely shared by other group
members (Muchinsky & Monahan, 1987). In other wondkile supplementary fit
infers conformity among group members, complemerfiainfers that every group
member has unique contributions that create syneagy effective group
performance. Thus, the concept of PG fit focusebaning a composite set of skills
and behaviors that support both the group task msma (skill diversity) and the

group maintenance dimension (value similarity) witany given work team.

This type of fit is designed to assure that indlial employees will make
value-added contributions to the work teams theyn javhich promotes

complementary fit. It is also designed to assur@ troup members will have
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compatible work values to facilitate effective teanteractions which promote
supplementary fit. Thus, PG fit allows teams to ia@eh necessary levels of
complementary and supplementary requirements aowlder the innovation based
organizational competencies for sustained competiidvantage (Katzenbach &
Smith, 1994).

PS fit refers to the fit between an employee aisthér direct supervisor

characteristics (Kristof-brown, Zimmerman & Johns?005).

PE fit can be understood as the match betweenlggsopwvn values and
those of the work environment (Kristof-Brown, Zimmean, & Johnson, 2005).
Values represent conscious desires of individuald eclude the preferences,
interests, motives, and goals, and they are seemelasively enduring and
fundamental to self-identity (Chatman, 1991). Pemaek organizations that fit their
values and they feel attached and intend to staiem job or organization to the
extent that their values match those of the orgaioz (Cable & Judge, 1996; Cable
& DeRue, 2002).

Schneider, Goldstein, and Smith (1995) argued sgiplementary fit is
based “upon an implicit estimate of the congruenfcen individual’'s own personal
characteristics and the attributes of potentialkmanganizations” (p. 749), and they
suggested that supplementary fit leads to homogenewrganizations where
employees relatively possess the same personalatbastics.

Kristof-Brown and Billsberry (2013) viewed perced/fit as the real fit and
argued that we should focus exclusively on fit apsgchological construct in
people’s heads in a similar manner to the way wethbout job satisfaction, stress,
or motivation. Ehrhart (2006) focused on the subjecperceptions of fit based on
the premise that individuals’ own evaluations ofafie a more proximal predictor of
pre-hire or post-hire outcomes than objective fit.

Ahmed (2010) proposed that future PE fit studiesud use objective (as
opposed to subjective) measures of the environmnsenh as the group size, in order

to avoid numerous methodological problems. He Ighiéd that the measures of
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the person and the environment both came fromahessource, ie., the respondent,
and are not independent of one another. Durr Il @&ratey (2009) used a non
commensurate assessment of PE fit by using sepadhtators for person and the
environment. They used interest, self-efficacy packntal support as person aspects
and major and occupational choice as indicatoth®fenvironment. Meyer, Hecht,
Gill and Toplonytsky (2010) operationalized PO di$ the congruence between
perceived and preferred organizational culture.yTheeasured perceptions and
preferences with regard to four components of amgdional culture (human
relations, open systems, internal process, andnaltigoal) derived from the
competing values model of Quinn (1988) and used/nmohial regression and

response surface analyses to calculate fit index.

Chuang, Shen and Judge (2016) had developed aythhoven and
systematically validated multidimensional instrumeor measuring perceived
person environment fit, consisting of four measutbe person job fit scale, the
person organization fit scale, person group filescand person supervisor fit scale.
Their PJ fit involves both demand abilities anddisapplies dimensions of fit and
PO fit incorporates values and goals. To them R@Gadimprised values, goals, and
member attributes and PS fit consists of valuessgpelity, work style, and

leadership style.

In summary, the fit literature indicates that therare several
conceptualizations (i.e., supplementary and comeigary fit; value congruence;
goal congruence; demand abilities fit; need supdite etc.,) and types of fit (e.g.,
PJ fit, PO fit, PG fit, & PS fit) that differentigl relate to employee attitudes and

behaviors.
2. Theoretical models related to person environment () fit construct

The theoretical reviews not only include the tieoon fit construct but also
incorporate all the relevant theoretical modelsahielp the investigator to have a
better understanding of the phenomenon of fit i@ Work place. So a thorough
reading on this section enables the reader to &alear idea on the construct of PE
fit.
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Social cognitive theory (SCT, Bandura, 1986) explains behavior in
organizations in terms of the reciprocal causatioong the person (unique personal
characteristics such as ability), the environmecbngéequences from the
organizational environment such as pay), and theer itself (previous successful
or unsuccessful performances). SCT posits that hanteave an extraordinary
symbolizing capacity which allows them to adaptcassfully to their respective

environments.

Maslow’s Need hierarchy theory(1943) explains the sequential nature of
human needs from basic physiological needs to itjieeh order actualization needs.
Having a job will definitely ensure the satisfactiof basic needs for food and
shelter. The need for safety is maintained in thrmon preference for a job with
tenure and protection, the desire for savings,,etBelongingness needs can be
maintained through the relationships with fellowpdoyees and the satisfaction of
esteem needs also can be achieved through the emante of a well suitable
occupation. Further, one can attain a feeling ebamplishment and thereby a sense
of actualization through the establishments in swareer if it is the most congruent
one with his/her personal attributes. Salancik Bfeffer (1977) summarized that
needs are universal, stable dimensions of peoptgivition is presumed to be the
result of correspondence between a person’s needs tlze realities in the
environment, namely, characteristics of one’s jbb.the extent the correspondence
is high, people become satisfied and more motivadgoerform their jobs because
characteristics of their jobs are compatible withit needs. People take actions on

the job to satisfy their needs.

Kelman’s (1958}heory of internalization proposed that a person’s attitude
related behavior can either be compliant and sheed or can be enduringly
influenced by others if the person identifies witie others or the behavior is

compatible with the person’s values.

Murray’s (1938)need-press theoryclaimed that individual’'s needs could be
fulfilled or hindered by the surrounding environrhehhat means the congruence

between an individual's needs and the equivaleatadteristics of the environment
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(press) can produce either need satisfaction od raestration. Further, need
satisfaction in the organizational context is pwsly related to positive job

outcomes and need frustration may leads to couo@uptive behaviors at work.

The theory of work adjustment (TWA; Dawis & Lofquist, 1984) is a
process theory outside of the fit domain, but ¢jeslated to fit as it considers the
process of mutual adjustment between an individual their work environment.
TWA proposed that employees and work environmenégseha reciprocal
relationship that jointly affects the length of doyment. Occupations require
employees to have certain abilities, and employegrect occupations to supply
reinforcers that meet certain needs. Correspondeetvecen a job and a job holder
is high when an employee meets or exceeds theiebillemanded by a job or a job
meets or exceeds the needs of an employee. In ToMpespondence is considered
as a dynamic process where, poor performance canddmeeased through
adjustment, which involves changing to meet expiecta or reducing expectations
to meet reality. Individuals through different asfjment styles (flexibility,
activeness, reactiveness, and perseverance) alitimgarresponding environmental
styles moderate the effect of satisfaction. Thisotly can inform the process by
which an individual's fit changes from pre-entrjzrdugh socialization, and into
long-term tenure. Many recent approaches in thddihain have been based upon
this process theory. For example, Ostroff, Shird Beinberg (2002) make use of
this theory to examine how early career individuadhieve career success through
repeated efforts to assess and modify PJ and P®&dmmeyer-Mueller (2007)
explored how newcomers and environments mutualjysacver time based on
organizational tactics, individual dispositionsdasocial interactions; and observed
that perceived fit between the dispositions of le&comer and the situation will
lead to increases in both behavioral and psychcébgtommitment over time,

whereas misfit leads to a progression of withdrawal

As a motivation theory, the basic tenetcohservation of resource theory
(COR; Hobfoll, 1988; 1989) is that humans are naitd to protect their current

resources and acquire new resources. Here, thercesoare loosely defined as
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objects, states, conditions, and other things pleaple value such as rewards, job
security, autonomy, opportunities for professiodalelopment, self-esteem, etc.,
and the value of resources varies among individaat$ is tied to their personal
experiences and situations. The COR perspectivese$ul for understanding the
importance of PE fit in individuals’ work outcombscause many of the resources
in COR theory directly map on to different operatibzations of PE fit. For
example, people’s thrive for job security point ttee need-supplies fit whereas
‘ability to communicate well’ link to the demand ilties fit dimension of PJ fit.
Further, Hochwarter, Witt, Treadway and Ferris @0@oposed that the individuals
will not utilize their resources unless the sitaatdemands it. So only the best fit
environment demands the employees’ skills, knowdedmd abilities as such and
thus paves the way for utilizing resources ratlemtsuppressing it. Moreover,
resources hold value to the extent that they irserdid between a person and his/her
environment. Importance would be greater for thassources that are consistent

with the personal values of the individual (Moré&liChunningham, 2012).

Wheeler, Halbesleben and Shanine (2013) triedkpboee PE fit construct
through a COR perspective by arguing that emplojeslsgood about their abilities
to meet the demands of their lives to the exteat they can find personal or
environmental resources to meet those demandshélo, temployees’ preferences
for certain fit resources are based on which ressuare threatened. For example, if
value-based resources are at risk due to an ogamal policy, PO fit becomes the
most important dimension of fit and lacking valuaséd resources could trigger
employees into investing resources to gain morésskvhich can be leveraged into
getting a new job or transferring into a part & tirganization where better value fit
might occur. Thus, they made an attempt to defiadifin terms of COR through
the argument that PE fit reflects the presenceecdgnal resources that an individual
needs to meet the demands of his/her work envirahniedividuals can possess
these resources or can find resources in the emaeat, and the employees’ belief
that resource needs are met (whether from persmsurces, environmental

resources, or a combination of the two) is whay ttedled as fit.
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“PE fit can be seen in terms of matching the emnment (supplementary) or
adding something new to the individual or environmgomplementary) because
the key is whether or not individuals have sufiitieesources to meet the demands
of the environment and vice versa’ (Wheeler, Hd#d@=n & Shanine, 2013). These
resources can be found in the person, in the emviemt, or a combination of both.
When individuals do not have sufficient resourcedeel that their resources are
threatened, they will assess whether or not these lrasources available, which
might be found in the person or environment, to tmi&eés resource threat. If
individuals do not possess the resources to meetesource loss, they will report
lower levels of PE fit where as if individuals exigece resource threat and perceive
adequate levels of resources, they are likely {mee&nce PE fit. Future resource
demands are then assessed in the context of hawrplyis resources, so individuals
with PE fit resources are more resilient to reseulmss. Further, Halbesleben,
Neveu, Paustian-Underdahl and Westman (2014) restethe resources in COR as
anything perceived by the individual to help atthis/her goals and argued that
these resources can help individual to satisfyrtheeds. Resources are finite and
individuals are forced to allocate available resesras a loss of resource or a poor
allocation decision implies a lost opportunity. hun an organization, the most
important one is not the person with more resoubcgghe one who is best able to
allocate those resources to maximize his/her fithvane’'s environment. And if
resources are able to met employees’ needs, dd¥irtitey try to preserve those
resources at any cost. In addition, the sociabmaprocess and training within
organizations continues the signaling of variousueces between individuals and
organizations and thereby providing new employeiéls some of the resources like
specific knowledge of the job to complete tasksl #hlese imply that COR
perspective is very useful in understanding theedgohg phenomenon behind the

various conceptualization of PE fit.

Social identity theory (Tajfel & Turner, 1986) proposed that people feel
included within their social environment if they tola the attributes of prototypical
members. This theory asserts that individuals éetfieir identities in terms of their

surrounding environment and the similarity betwdsmselves and others. People
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acquire self-respect and self-approval by undegy@nprocess of categorization,
identification and comparison (Herriot, 2004). $ul) seekers perceive credibility
and value in well established organizations (Bréa&igstrake, 2000), because they
hope to align their status with the high ratingnfér and thereby raise their own
image (Chatman, 1991). Hence, good corporate inafieences job seekers to
align their values with those of the organizatiand individuals want to become
employees when they feel that their values andethaofs the organization are
compatible. Social identity theory posits thatr@msgly positive social evaluation of
the organization’s corporate image can cause jghicamts to identify with the
organization’s values and morals and may increlasie perception of fit with that
organization. For example, Wei, Chang, Lin, andnbia(2016) argued that
recruitment messages are an important contextudbrfahat may change the
influence of corporate image on person organizafion Comprehensive work
information helps job seekers to make rational sssents and engage in self
selection, which may reduce the ability of a highmbted corporate image to
influence job seeker’s perceived person environrfient

Self-Determination theory (SDT; Deci & Ryan, 1985) proposed that there
is a continuum of motivation from amotivation tdrinsic motivation with various
sources of extrinsic motivation in between in ademce with the degree of self-
determination. The basic assumption in SDT is thahan organism is evolved to
be inherently active, intrinsically motivated, aratiented toward developing
naturally through integrative processes. Even thotigese qualities are inherent in
nature, they develop over time and are affectedsdgial environments. SDT
distinguished three fundamental human needs: aotgnocompetence, and
relatedness as universal psychological needs astdilpted that the satisfactions of
these needs are very essential for optimal devedapiend functioning. In words of
Gagne and Deci (2005), central to SDT is the diftn between autonomous
motivation and controlled motivation. SDT arguedttAutonomous and controlled
motivations differ not only in terms of their unt@éng regulatory processes but also
on their accompanying experiences. SDT anticip#tat under optimal conditions

people can anytime fully integrate a new regulation can integrate an existing
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regulation that had been only partially internadiz&dvocators of SDT claimed that
when people experience satisfaction of the needselatedness and competence
with respect to their behavior, they will tend taernalize its value and regulation,
but the satisfaction of the need for autonomy istwhich distinguishes whether
identification or integration will occur rather thantrojected regulations. Thus SDT
can be used to explain the underlying phenomengeople’s different fit motives
as they may be originated from these human needslatedness, autonomy and

competence.

Trait and Factor theory is based on the notion ithdividuals are different,
and this difference can be measured and relategdopations. According to this
theory choosing an occupation involved trying tatechaan individual to job so that
their needs will be met and their job performandébe satisfactory (Brown, 1990).
Traits are stable individual characteristics whoaim be measured through testing,
and factors are characteristics required for swfokfob performance. The term
“trait and factor" implies a matching between indials and jobs, and career
selection occurs according to this knowledge alzmit and occupations. This
theory stressed out the influences of the envirariroe individuals and in turn their
influence on the environment as they attempt tesfyatheir needs (Patton &
McMahon, 2006). The advocates of this theory suedowhen the profit of a
person is matched with the profile of an occupatible degree of fit between the
person and the occupation can be seen, and thesl pla& way for the evolution of

person-environment fit model.

Holland’'s (1985)model of vocational personality typescenters on the
tendency of individuals to seek and create workrenments which allow them to
manifest their work personalities. Holland idermitifi six distinct work personality
types by describing the RIASEC model (realisticyestigative, artistic, social,
enterprising, and conventional) on a hexagonalirosular model to visually reflect
the degree of similarity between them. As an extendHolland (1997) categorized
work environments into the six RIASEC types andppsed that individual with
similar personalities tend to congregate in the esagroup of careers. Holland
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hypothesized that the degree of similarity (congog@ between a person’s
personality and his/her work environment affectst therson’s work attitudes and
behaviors. Holland suggested that ‘persons dev@leferences for certain activities
as a result of their interaction with cultural apdrsonal forces including their
biological heredity, peers, parents, culture, ahgsgral environments’. His theory
illustrated that people find environments as reitify and satisfying when the
environmental patterns resemble their personalind ghey try to resolve

incongruence with their environment by changingspeal behavior and perceptions

or by seeking a new and congruent environment.

According to Patton and McMahon (2006) Hollandigdiogical theory
illustrated a person environment fit perspectivd aan be summed up that people
search for environments that will let them exerdtsar skills and abilities, express
their attitudes and values, and take on agreeatablgms and roles; and their

behavior is determined by an interaction betweeir ffersonality and environment.

Schneider's (1987) attraction-selection-attrition (ASA) framework
speculated that employees and employers withinnizgtons are differentially
attracted to each other based on the congruendeyvhen mutual attraction exists
they will select each other. Further, when eith®e tndividual or organization
becomes unattractive to the other, that relatignshil voluntarily or involuntarily
end up with turnover or termination. Schneider adythat people are attracted to
careers as a function of their own interests amdgueility, and people tend to search
environments that fit their own personality. Furthduring the process of selection
organizations select people who share many comramsopal attributes. Attrition is
the opposite end of attraction where people terldawe the organization when they
perceive a misfit with the organization. When spelople leave the environment a
more homogeneous group stays than those were llinitattracted to the
organization. The central proposition of the ASAdab- “the people make the
place” — implies that the homogeneity of peoplehwitan organization defines the

structure, process, and culture of that organinatio
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Thus, as one of the most acclaimed PE fit theonmesorganizational
behavior, ASA detailed the process by which pe@pke attracted to, selected by,
and either leave or remain in certain organizatidneperationalized PE fit as the
degree of similarity between individuals and tiveark environment and argued that
people are attracted to organizations that can tiem in pursuit of their goals.
Therefore similar people will be attracted to sanibrganizations, and among them,
organizations select those people who have thenpatdo help organizations to
achieve their goals. And after entering into anaargation, individuals may
reevaluate their congruence, and those who perceilaeck in it may leave and

others will remain.

DeCooman, DeGieter, Pepermans, Hermans, BoissGaet Jegers (2009)
investigated the relation between employees’ wakies and their organization’s
values (PO fit) and strongly supported the presefedl the three steps in the ASA
cycle — attraction, selection, and attrition pr@ess as the first two steps helping in
the screen out people who did not had a good dissibly due to effective self-
selection and organizational selection. And theyfiomed the attrition effect
through the finding that individuals who felt thdid not fit left the organization —

making PO fit a good predictor of turnover.

As an extension of Schnieder's ASA framework, Rt$0€2006) presented
ASTMA (attraction, selection, transformation, manipwiatiand attrition) model in
order to explain the processes and changes ietteption throughout one’s career.
Here, the transformation implies the fact that wexkeriences may leads to a lot of
changes in people over time and manipulation rdfethe fact that people are not
always passive in facing various organizational aietls and may serve as active
agents to change the organization or shape theirveavk experiences to maximize
fit in due course. This model paved the way forefihancement over time through
different tactics of socialization like new cometentation, training, and mentoring
programs (Saks, Uggerslev & Fassina, 2007); and gafting strategies like
changing the tasks people may do, or organizing therk differently in order to

shape different aspects of work environment (Wregski & Dutton, 2001).
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PE fit theory also shares its basic tenets wiblutionary theory as the
central premise of natural selection is that irdlinls in a population who's
anatomical, physiological and behavioral charasties best fit the environment will
have the greatest chances of surviving and repmguEvolutionary theories argue
that environments select organisms with individehbaracteristics that fit, and
hence, organisms that fit a particular environmeit share many of their basic
features. Evolutionary psychologists typically exaenwhy humans behave as they
do and what the ultimate function (outcomes) ofrthehavior is. For example, from
an evolutionary perspective Tooby and Cosmidesq)L88gued that people’s need
to assess their similarity (fit) may stem from astpadaptation to assess genetic
relatedness. In cases of non-genetic relationghepple have a need to fit others in
order to guarantee a balance in resources. Thofjtmnary approaches to PE fit
described people’s behaviors as being automatic aitesh unconscious, and as

being driven by the principles of kin selection aadiprocity.

Two theories in the realm of evolutionary psyclyyiloseem particularly
relevant for explaining mechanisms of fit and thevelopment and change of
organizational culture. The first on@gne-culture co-evolution theoryemphasizes
that humans behave in an adaptive manner in allskofi environments to the extent
that: “past history of selection will have favortdte ability to adopt the particular
strategy that maximizes the difference between libaefits and costs in that
particular environment” (Laland & Brown, 2002). Smople will stay in the
organization as long as the benefits of stayingveigh the costs of adaptation to the
organizational culture. If individuals fit their nonment and conformation is
relatively easy, then costs will be low. This theatressed the role of socially
transmitted cultural information and the interastidbetween genetic dispositions
and cultural phenomena that affect human behavibrholds that human
predispositions shape cultural processes, whithrmmodify selection pressures on

human genes (Richerson & Boyd, 2005).

The second evolutionary theorgiche- construction theory, rejects the

view that organisms are merely passive victims elécion pressures from the
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environment and put forth an argument that orgasiane able to construct their
own niche through modifying important components toéir real environment

(Laland, Odling-Smee & Feldman, 2001). Niche-candton refers to the activities,
choices, and metabolic processes of organismsdhrathich they define, choose,
modify, and partly create their own niches and tmishe-construction theory
claimed that organisms are able to modify importarhponents of their selective
environments (Laland, Odling-Smee & Feldman, 200@)ividuals who initially do

not fit may first try to create a more fitting nehn order to reduce conformation
pressure from the organizational environment, anky d restricted in doing so,

leave the organization. Past researches also stt@trmutonomy and high decision
latitude in jobs are positively related to job sktction (eg., Roberts & Foti, 1998;
Edwards & Rothbard, 1999). These findings are cbest with the notion of niche
construction because it is these types of jobsdhatv people to create their own

niche.

Humans, among other species, are especially gosdreiving in a broad
range of settings because of their capability tostmict environments that fit their
needs. From niche construction theory it couldugried that modern organizations
are shaped by humans to suit their evolved psygimabmechanisms. This would
mean that if individuals perceive a misfit, they ulb try to modify their
environment rather than leave the organizationh#liconstruction theory, with its
emphasis on the human capacity to modify environsiéeaves open the possibility
that people will leave environments they are noleato change when they
experience misfit. This suggests that homogendifyeosonalities is more likely to

develop in organizations that allow little room foche construction.

Even though, people assess their fit with the miggdion mainly through
their fit with prestigious others; they balance vin benefits and costs, and
whether individuals will stay in the organizatiomill also depend on other factors
than individuals’ perceived fit with prestigious deds. Note that prestigious persons
are not necessarily individuals’ supervisor. Peapley take their perceptions of

similarity with successful others as a cue for rthperson- organization fit.
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Interestingly, this corroborates studies that shibtixat people tend to organize their
organizational experiences in human terms andbat&i personality traits to
organizations. The two basic human mechanisms tahe forward from
evolutionary theories, people’s fit need and thpasticity, seem to compete with
each other when making decisions in daily life. fle's fit need might take the lead
in that it directs decision to leave or stay mdstiously in situations where they
experience high pressure to conform. Strong cudtal@ not allow individuals to
reconcile their work environments with their idiogyatic needs and values (i.e.
allow individual niche construction). These culsiras opposed to weak cultures,

endorse homogeneity in behaviors and, thereforeolgeneity in personalities.
3. Person environment fit and culture

PE fit essentially comprised of an evaluative psscin which persons assess
the degree of congruence, compatibility, and mabgiween the P and E
components; and such evaluations like all othefasanformation processes are
constrained by culture in some way or other (Mjli&884). Some of the PE fit
studies were looked into the variations of PE fitepomenon across different
cultures. For example, in a cross cultural metdyaisgs Oh, Guay, Kim, Harold,
Lee, Heo and Shin (2013) analyzed the absoluteralative importance of each
dimension in the prediction of work outcomes acroskures and also they tested
the incremental validity of person group and persapervisor fit (relational fit)
over person job and person organization fit (ratiofit) across cultures. Their
findings suggested that the effects of rational die relatively stronger in
individualistic, independent culture than in cotleistic, interdependent culture.
They also highlighted that in collectivistic andghi power distance (v/s.
individualistic and low power distance) cultureslational (v/s. rational) fit is more
salient in influencing employees’ perceptions abthir work environments.
Another cross cultural study by Ramaswami and Drép@10) found that different
types of mentor-protégé fit relate differently tarious mentoring outcomes in
accordance with the level of gender egalitarianisallectivism, and individualism

of each culture.
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Lee and Ramaswami (2013) hypothesized that pewplandividualistic
culture may focus more on PJ fit where as thosmilectivistic culture may tend to
place more weight on PO fit, PG fit, and PS fit,(i&lue congruence and individual
or group attraction). Because the former will festracted to a job or an
organization where the job content, design, andpssrsation are in line with their
needs in contrast, the later gave more emphasizeetsonal relationships and
obligations. Selection practices which value indiaal rights, interests, and job
compatibility as the prime criteria of selectionwla result in hiring on the basis of
PJ fit rather than other types of fit (Ramamoorgharroll, 1998). Hiring on the
basis of PO, PG, and PS fit may be more importahigh collectivistic cultures as
they cheer up higher employee compatibility and dowemployee turnover and
attrition (Gomez-Mejia & Welbourne, 1991). Recemtlycan (2005) suggested that
recruitment and selection in cultures high on pennce orientation or
universalism are based on hard criteria such asglaibed knowledge and technical
skills (PJ fit), where as in cultures low on penf@ance orientation or particularism,
soft criteria like relational skills or social ctasffiliation (PG and PS fit) are

preferred.

The majority of person-environment (P-E) fit seslhave been conducted in
the Western context and little is known about thecpss through which
organizations promote P-E fit in Eastern countritag, Sekiguchi (2006) illustrated
how Japanese organizations promote multiple typd%6 fit through their human
resource practices. He also developed conceptudélman which highlighted that
promotion of P-E fit in Japanese firms is contrdstéth that of U.S. firms. The case
and models also suggested that institutional artlirali contexts affect the way
organizations promote P-E fit and observed thaividdals in Japan tend to move
around within organizations to establish bettervihile Americans tend to move

across organizations.

Using 300 employee samples from US and Japan aepar Astakhova
(2016) examined the interdependence between pert@&® fit and PO fit and their
associations with affective organizational committne They explained that
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perceived PS fit and affective organizational cotnment are found related both
directly and indirectly (through perceived PO fit)Japan but only indirectly in the
US. They also found that in both countries, pem@i?O fit positively translated in
to affective organizational commitment through edlivistic values and the
association between perceived PS fit and affeanganizational commitment was
stronger in Japan than in the US. Whereas thegitrari the link between perceived
PO fit and affective organizational commitment dimt differ across two countries.
All these studies shed light on the importanceudfucal values in understanding fit
dynamics which might have profound implicationstle attraction, selection and

retention of talented employees in the organization
4. Antecedents of fit/ contributors of fit

In a longitudinal field study Saks and Ashforth99¥a) examined the
relationship between job information sources, esttem, and perceptions of person
job and person organization fit, as well as thatr@hship between perceptions of fit
and work outcomes (job satisfaction, organizatioo@nmitment, organizational
identification, intention to quit, stress symptoarsl turnover). They explained that
the number of formal job information sources antf ssteem were positively
related to perceptions of person job fit, and fdrjpoé information sources were
positively related to perceptions of person orgatnan fit. They also found that
perceptions of PJ fit were positively related tdo jeatisfaction, organizational
commitment, organizational identification, and negdy related to stress
symptoms and intentions to quit. Perceptions of fR@ere negatively related to
intentions to quit and turnover. In addition, pegtens of fit mediated the
relationships between job information sources aifdesteem with job satisfaction,

intentions to quit and turnover.

In a 4 year longitudinal study, Roberts and Rol{2®04) investigated the
continuity and change in PE fit and its relationpersonality development among
305 college students. They found that PE fit showslest levels of consistency and
little mean-level change over time. They explaingehder (being male), high

academic ability, low agreeableness, and low nausat as the antecedents of PE
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fit. Subsequently, they suggested higher levelpearsonality consistency, higher

self-esteem, and lower agreeableness and low n&anotas the outcomes of PE fit.

Singh and Greenhaus (2004) examined the assosahietween rational,
intuitive, and dependent career decision-makingtagjies, and person job fit among
361 professional who had changed their jobs wighiwo-year period of time. They
recognized that the use of rational career straveqyy associated with the selection
of a job that represented a high level of PJ fd #reir mediator analyses revealed
that employees’ self-awareness and the awarendgs® @nvironment mediated the
relations between career decision making strateanesPJ fit. They also found that
the relation between each decision-making strateglyfit was contingent upon the
concurrent application of other two strategies. iTtimdings demonstrated that
intuitive decision making by itself was not effeetj rather, it needs to be
accompanied by rational decision making to promateareness and fit, and a
rational strategy related more strongly to fit whemployees also engaged in
extensive intuitive decision making than when tlengaged in limited intuitive
decision making. In addition, they explained thadependent strategy related
negatively to fit only in the absence of extensaonal or intuitive strategies.

Two antecedents of individual's subjective PJ ridgmely, personality and
job characteristic beliefs were studied by Ehrii2006) with respect to service jobs
that differ in mode of customer contact (ie., faadace, telephone, e-mail). To him
individuals take into account their own characterssas well as an evaluation of
job’s characteristics when developing perceptidnst avith the job. He found that
extraversion significantly interacted with complgxbeliefs to predict subjective PJ
fit and individuals high on extraversion showed @sipve relationship between
complexity beliefs and PJ fit. For individuals lawa extraversion this relationship
was weaker, but still positive. Agreeableness $pmtly interacted with
complexity beliefs to predict subjective PJ fit. édpess to experience interacted
with customer interaction beliefs in the predictiafi subjective PJ fit. Job

characteristics beliefs significantly predictedfieJ
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In a longitudinal study conducted among 671 Cheneewcomers, Wang,
Zhan, Mccune and Truxillo (2011) tested the predicteffects of newcomers’
adaptability on their improvement in PE fit peréeps during the work role
transition process and 4 perceived P-E fit varglfle., PO fit, needs-supplies fit,
demand-abilities fit, and PG fit) as mediators lestw adaptability variables and
newcomers’ work-related outcomes. Their findingsovedd that newcomers’
institutional socialization experience, role chariand job-related self-efficacy were
crucial factors in the improvement of their PEdérceptions. And also their results
indicated that proactive personality, openness xpegence, and newcomers’
adaptability dimensions (ie., cultural adaptabjlitywork stress adaptability,
interpersonal adaptability, and learning adaptafikvere differentially associated
with improvement in newcomers’ PE fit perceptiongioa 3 month time period, and
in turn, the perceived PE fit variables were ralai@ the newcomers’ work-related
outcomes (ie., job performance, job satisfactiow @rnover intentions). They also
confirmed the mediating roles of perceived PE #friables on the relationship
between adaptability variables and work related@uies.

Based on the fundamental motivations framework emgirical findings on
cross-cultural differences, Astakhova, Doty and ngia(2014) explored the
antecedents of perceived rational fit and empigcaésted the antecedent-fit
relationships in multiple cultures. They identifipdst promotion as an antecedent of
demand-abilities fit perceptions and organizatiamistraints as an antecedent of
need-supplies fit perceptions universally. The eis¢ion between salary and need-
supplies fit perceptions were recognized as culspexific as this relationship was
stronger in Russia and China than in the US, arel riflationship between
collectivistic values and PO fit perceptions werported for US and Russian
employees, but not for Chinese employees. (cheakiven this study should include

here or under the head pe fit and culture or both)

In a two-wave longitudinal study conducted amodg £hinese employees
of a high technology company, Lu, Wang, Lu, Du &akker (2014) investigated
the underlying process of the relationship betw&erk engagement and changes in
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person job fit with a focus on the mediating rofgab crafting and the moderating
role of job insecurity. Their results showed thabdrkv engagement is positively
related to changes in demand-abilities fit throeplanges in physical job crafting
and positively related to changes in need-supfiighrough changes in relational
job crafting. They also explained that engaged eggds craft their work in

physical and relational ways, which creates a bpteson job fit.

Tims, Derks and Bakker (2015) conducted a threeeweeek book study to
gain more knowledge about the influence of job torgf on person job fit and
meaningfulness. They collected data from a hetereges group of employees
(N=114) during three consecutive weeks (N=430 agioas). Their results indicated
that individuals who crafted their job by increagitheir job resources and
challenging job demands and by decreasing theddning job demands reported
higher levels of person job fit the next week. Thiendings suggested that by
crafting job demands and job resources, individgals proactively optimize their

person job fit and as a consequence experienaevtbek as meaningful.

Based on career construction theory and PE fibrtheJiang (2016)
examined the mediating effects of PJ fit and POofitthe relationship between
career adaptability and the job content plateawsule from 270 fulltime workers
showed that employees with higher levels of caselptability were less likely to
experience job content plateaus. Partial mediaiferts were found for both PJ fit
and PO fit. Specifically, career adaptability fiysted to increased PJ fit and PO fit,
which in turn resulted in decreased job contentielas. Additional analyses showed
that the mediating effect of PJ fit was strongerféanale than for male employees.
Career adaptability involves self-regulatory capesiin career development. The
findings of his study demonstrated that highly ddale employees are more likely
to perceive fit between themselves and their jalb @ganizations, which in turn

leads them to experience lower levels of job canpéateau.

Individuals seek a balance between the demantseofinstitutions and the
dimensions that make up their personalities aneraehe their needs. Indeed, the fit

(or lack of it) between the work environment ane tlnique characteristics of
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individuals asked to function within a given saitihelps determine whether they
experience levels of stress that move them forwiardtheir work or suffer
debilitating stress that leads to excessive phisiod mental strain. Wolverton,
Gmelch and Wolverton (2000) examined the fit betwaeademic deans and their
work environments in the U.S. and Australia aselates to multiple role stress
factors affecting deans and then examined theioaktip of dean stress and
specific personal, institutional, and work-relatestiables in determining person-
environment fit. Many personal, institutional, anark defining variables affect
stress levels. They identified personal, institogilp and work-defining variables that
either increase or decrease dean stress and, yheogttribute to or detract from P-E
fit.

In an empirical study conducted among Malaysiapleyees, Ahmed and
Kayathri (2012) found that PE fit was a significanbderator of the relationship
between organizational culture and job satisfacaod suggested that aspects of
organizational culture such as training, rewar@smwork, and communication
must be aimed at improving overall PE fit. Theyntiged organizational culture as
an antecedent of PE fit.

Cable and Parsons (2001) suggested that sequeattigls help newcomers
to shift their values toward those of the orgamratand such tactics positively
influence P-O fit and also provide task learningofer-Thomas, Van Vianen and
Anderson (2004) suggested that investiture tadiigsal the value and importance
of newcomers to the organizations to strengtherctimemitment, and which in turn
leads to better P-O fit perceptions. DeCooman, B&Gi Pepermans, Hermans,
Bois, Caers, and Jegers (2009) from their longitaldstudy revealed an increase in
perceived PO fit with tenure as an evidence for ttheoretical assumption that

socialization help to establish PO fit between nawers and organizations.

Trainer and Segel (2004) addressed the diffedeaffacts of institutional
socialization on value congruence among navel aogaeidshipmen and found that
better fit could be achieved by exposure to aceunaformation about the

organization through the process of socializatidmey also found that midshipmen
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with better organizational fit were expressed thestrpositive attitudes about the
military. Proper socialization tactics provide n@mers with greater on-the-job

embeddedness and increased organizational and aaitgrfii(Allen, 2006).

Korman (1970) argued that individuals with highlf-esteem choose
occupations consistent with their interests, whictuld lead to greater levels of job
satisfaction. Using structural equation model S&nghathoth (2011) indicated that
P-O fit mediates the relationship between globéftesteem and choice intention
fully, and between global self-esteem and overali gatisfaction partially. The
motivational force of a good P-E fit is through tbecupational goal attainment

necessary to preserve or enhance the individualfsencept (Harrison, 1978).

Peng and Mao (2005) observed self-efficacy as réiapanediator of the
relationship between P-J fit and job satisfactioroag a sample of 455 staffs. They
explained that employees’ psychological reactiores partially a function of their

individual differences profile and partially a fummn of situational variables.

PSM meaningfully contributes to the compatibilitgtween individuals and
public organizations (Bright, 2007). Bright (20G@und that respondents with high
levels and PSM reported that they were signifigantiore congruent with their
organization than their counterparts with lowerelevof PSM in the US. Wright and
Pandey (2008) argued that person-organization valuggruence serve as an
intervening or mediating variable that transmit tef#ect of public service
motivation on job satisfaction. They argued thablpuemployees may be more
satisfied with their jobs but only to the extenatthiheir PSM values or goals are
consistent with the values exposed by their orgdmas. Bright (2008) explored the
mediating effect of P-O fit on the relationship amgoPSM, job satisfaction, and
turnover intentions and found that PSM is signifitgand positively related to P-O
fit. Bright concluded that the congruence betweempleyees and public
organizations is an important factor on the atgsicand behaviors of public
employees. He found that PSM positively contributeshe compatibility between
individuals and public organizations. The respotslesith high levels of PSM

reported more congruence with the characteristicgheir organizations when
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compared with their counterparts with lower leva#l$SM. Perry and Vandenabeele
(2008) proposed that PSM relates to dependentznimstof how the individual sees
the organization and its mission as fitting his/R&M values or the lack thereof. All
these finding indicates that individuals havinghhigvels of PSM will attracts to the
public organizations because they will be more coegt with the goals, missions,

values, and work environment of these organizations

Kim, Cable and Kim (2005) examined the moderatimfjuence of
employees' pro-activity behaviors on the relatignsbetween organizational
socialization facilities and person organization firheir results from a sample of
279 employee-supervisor pairs of 7 organizationsSguth Korea revealed that
employees perceive greater congruence with thgarozations when they receive a
common message and positive social models regam@ingrganization’s values.
Moreover, they also found that employees' proachedkavior's moderated the

effects of socialization on person organization fit

Using survey data on civil servants in Korea (N8 Kim (2012) had
investigated whether Public Service Motivation ttyeor Person Organization Fit
theory performs better predicting attitudes towaik such as job satisfaction and
organizational commitment of public employees. ksults showed that public
service motivation had not only a direct effect bigo an indirect effect on work
attitudes (job satisfaction and organizational cotmmant) through its influence on
person organization fit, and that public servicdiwation and person organization

fit are important independent factors on the wdtkuwales of public employees.

Homberg, McCarthy and Tabvuma (2015) in a metdyaisa using 28
separate studies found that employees with a leighl bf public service motivation
are motivated by opportunities to serve the publierest. They also suggested that
the relationship between public service motivataomd job satisfaction becomes
increasingly pronounced and is stronger when joimiatly offer opportunities to
serve the public for employees.
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The various outcomes and consequences of fit eaeén in all the stages of
employees’ entry in an organization — specificalbgfore organizational entry,
during organizational entry and employment, andrganizational exit. The effects
of PE fit on an employee may occur either at batravior at attitudinal level. Here,
the researcher grouped various outcomes of PE fit iwo different categories: pre-

entry level and post-entry level outcomes.
Pre-entry level outcomes

Past researches has established P-E fit as a fobweredictor of
organizational attraction. Job seekers choose @agions on the basis of perceived
congruence between their own characteristics amektbf the organization (Cable &
Judge, 1994). In a meta-analysis based on 232estudggerslev, Fassina and
Kraichy (2012) found that perceived fit was theosgest relative and unique
variance predictor of applicant attraction throughtive recruitment process. Using
longitudinal data gathered from a sample of jobkeese progressing through their
job search, Yu (2014) investigated the mechanismgshy person organization fit
influences organizational attraction. Based on itteas from social identity and
signaling theories, Yu’'s model explained that eigeing value congruence during
the recruitment process perpetuates certain expewa about future work
environments and employer relationships and thepeatations in turn shows a
positive impact on organizational attraction. Jebkers may expect opportunities to
express their values because they see organizatimerabership as an important
way to define their social identity. Applicants @agsumed to seek jobs that fit their
emotional and psychological needs (Behling, Lalzo&itGainer, 1968).

In a longitudinal study, with a sample of actuab jseekers at a large
manufacturing company, Shantz (2003) found thajestibe PO fit significantly
predict important work outcomes such willingnessewommend the organization to
others and intent to accept a job offer and idemtifconscientiousness as a

significant moderator of this relationship betwé¥Dd fit and work outcomes.
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To investigate job seekers’ and new employees’jestide PO fit
perceptions, Cable and Judge (1996) studied 98eagctb seekers across three time
periods from their initial job search activity toeir intended turnover from the jobs
they accepted. They found that PO fit perceptiaeslipt both job choice intentions
and work attitudes even after controlling for théraativeness of job attributes.
Their results also indicated that job-seekers’ RQdrceptions were predicted by
the congruence between their values and their pgoos of recruiting
organizations’ values but not by their demograpinailarity with organizational
representatives. They also suggested that job seeka manage their future work

attitudes by weighing PO fit in their job choicectons.

Chen, Lee and Yeh (2008) investigated how theaimion and perceived
similarity of a job applicant can affect the judgmef an interviewer in determining
PO fit, hiring recommendations and the job offeriniy a job interview. Data were
collected from 144 interviewers and 184 applicdrdsn 28 companies in Taiwan.
Their results suggested that applicant ingratiatites a positive effect on
interviewer’s perceived similarity with the applnta and that this perceived
similarity mediates the relationship between apiic ingratiation and the
interviewer’s judgment of the applicant’'s PO fitnd\also the relationship between
the interviewer’s judgment of the applicant’s POafnd the job offer is mediated by

hiring recommendations.

Through four policy-capturing studies DeGoede, Waanen and Klehe
(2013) questioned the assumptions that people’§tR@rceptions reflect an overall
comparison between the person and the organizafith:.on values that are
personally attractive, aversive or relatively naltare weighed equally and job-
seekers are attracted to organizations if theyegpezcfit between their personal
values and those of an organization. Based on amylfocus theory and construal
level theory, they proposed that fit on values ttw personally attractive would
especially contribute to the perception of PO fid @aheir studies indeed showed that
job-seekers do not weigh all value fits equallytiea, they weigh fit on personally

attractive values more heavily than fit on persiynalersive and neutral values.
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They highlighted that job-seekers perceive high fR@hen information about a

prospective organization supports values that aregmally attractive to them.

Philips, Gully, Mccarthy, Castellano and Kim (2018sed recruitment
research and theory to develop and test a condltipnocess model of the
relationship between recruitment messages andgekes perceived fit, attraction,
and job pursuit intentions, depending on job sexkglobal openness and
willingness to travel globally. They found that peptions of fit do influence
attraction and job pursuit among potential globav¢lers and at very high or very
low ends of willingness to travel globally and ghblopenness recruitment messages
had opposing effect on perceived fit. They arguet same recruitment message
can have both persuasive and dissuasive effegieaple in the applicant pool due
to differing fit perceptions and recruitment adissient information can influence
the person job and person organization fit of pidénob applicants enhancing
organizations’ supply of talent with characteristihat support the organization’s

needs.

Wei, Chang, Lin and Liang (2015) applied PO fietamine the relationship
between an organization’s corporate image and ageker’s intention to apply, and
also explored how recruitment messages affect etegionship between corporate
image and PO fit. They explained that corporategeneelates positively to both
intention to apply and PO fit and the effect ofpmmate image on intention to apply
is a product of the job seeker’s recognition of RO Further they argued that
comprehensive recruitment messages are an impartarextual factor that may
strengthen the positive relationship between cageamage and PO fit.

The purpose of Bednarska (2016) was to examinerdlee of employer
attractiveness in the relationship between poterdiaployees’ perceptions of
complementary person environment fit and job parguientions in the service
industry. This study was conducted with a group 385 undergraduates and
graduates enrolled in tourism and hospitality sgssdn Poznan and the data were
collected through group-administered questionnaiRegression analysis showed

that both PJ fit and PO fit were positively relatedintentions to apply for a job,



Review 62

with the former being a stronger predictor. Theultssindicated that there were
significant positive relations between employeraativeness and PJ fit and PO fit,
and the subjective PE fit influenced intentionsajaply for a job indirectly via

employer attractiveness. The study’s findings alsowed that complementary PJ fit
tended to display a stronger relationship with pleeceived attractiveness of the

industry as a workplace and job pursuit intenti@asnpared to PO fit.

Grounded in person—environment fit theory, Schm@@hapman and Jones
(2015) was designed a field experiment to testedtiects of job advertisements
emphasizing information about demands—abilitiesAPDer needs—supplies (N-S)
fit on the size and quality of the applicant pobhe wording used in 56 actual job
ads was manipulated to emphasize D—-A or N-S fil, data were collected about
application behavior and applicant quality basedatimgs of the resumes submitted
by 991 applicants. Other study hypotheses weredeassing survey data collected
from a subsample (n = 91). They found that Jobemgishasizing N-S fit, rather than
D-A fit, elicited more applications (relative tobjad views) and a higher quality
applicant pool. Analyses of survey data providegppsut for mediated and
moderated effects that provide insight into how Boxdvhom N-S fit information in
job ads is ultimately linked to greater attractiofheir findings indicate that
recruiting organizations can craft job ads to ensp®a specific types of fit and
favorably affect applicants’ perceived fit, attiact and application behavior, as

well as the quality of the applicant pool.
Post-entry outcomes

PE fit is related to a number of positive outcon@sindividuals at work
including task performance and job satisfactionmvire(1968) claimed that certain
environments correspond to each individual, mosthtching the characteristics of
the individual’'s personality and that this corresgence which in turn, results in
higher performance, higher satisfaction, and lés=ss for the individual. French
and Caplan (1972) argued that people’s responsetheim environments are
primarily based on their perceptions of the congoge or match with their

environment. The degree to which fit between peysand their environments
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contributes to or lessens the experience of s{i¢abn, 1981). The compatibility
between individual's values and organization valbhas been found to be linked
with individual satisfaction, employee commitmentrnover and performance
(Chatman, 1989). Chatman (1991) identified P-Cadita predictor of job attitudes

and turnover.

Sherry (1991) suggested that poor fit may resulbwered performance and
productivity and may possibly influence the occonoe of accidents and injuries. A
sample of transportation workers (N=696) and teapervisors (N=117) completed
an instrument designed to measure their attitudesrds and fit with their work
environment and supervisory safety practices. Resifila MANOVA in their first
study found significant differences on PEF measbets/een workers who had and

had not been injured in the previous twelve months.

In order to empirically examine the claim of ttepacts-based approach, that
person—environment fit is inversely related to 8iee of the gap (if it exists)
between the individual’s preferred level and theesponding characteristic level of
the occupation in each aspect, Gati, Garty andaFd€96), tested the hypothesis
that the smaller the gap between individuals’ pesiees and the respective
characteristics of their occupation, the higherleéhel of their occupational choice
satisfaction. Using the career-related preferent&60 professionals (30 in each of
the 12 occupations) they found that, when all asp&ere considered, there exists a
within-occupation correlation between person—emrment fit and occupational

satisfaction.

Law, Cooper, Strong, Stewart, Rigby and Letts @9%oposed a person-
environment- occupation model of occupational pentnce which builds on
concepts from the occupational therapy guidelirmscfient centered practice and
from environment-behavior theories. Their modelctdégd the interactions between
person, occupation and environment based on themgé®n that its three major
components (person, environment, occupation) ioterantinually across time and
space in ways which increase or decrease theirrgenge and also the closer their

overlap or fit, the more harmoniously they are sagggl to be interacting.
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Using a sample of 293 trainees, whose jobs redhéeeskills learned in the
training and those who worked for the organizaafter training; Awoniyi, Griego
and Morgan (2002) identified that individuals trEamgheir training to the job when
there exists a fit between an individual and hisév/ironment.

Kristof-brown, Zimmerman and Johnson (2005) haddcmted a meta-
analytic study to investigate the relationship lestw person-job, person-
organization, person-group, and person-supervigomwith pre-entry (applicant
attraction, job acceptance, intent to hire, jokegffand post-entry individual level
criteria (attitudes, performance, withdrawal bebasj strain, tenure). They found
that PJ fit had moderate correlation with both acorker and supervisor satisfaction
and also found a modest correlation with overalffggenance and indicators of
strain. In the pre-entry context, PJ fit had straugrelation with organizational
attraction and organization’s intent to hire. le tase of PO fit, they found a strong
correlation with job satisfaction and organizatiosammitment and a moderate
relation with intent to quit, contextual performanand indicators of strain. With
pre-entry criteria, PO fit had a correlation wittganizational attraction, applicant
job acceptance and organization’s intent to hireeyl also highlighted a strong
correlation of PG fit with job satisfaction, orgaational commitment and intent to
quit and a moderate correlation between PG fit @mttextual performance. They
also found that PS fit had a stronger relationshiilh the job satisfaction. Other
findings from their study include the observatidrconceptualization of fit (content
dimension) as a moderator for job satisfactionanrzational commitment, intent to
quit and overall performance. They recognized timpartance of perceived fit
measures due to its stronger relationship with dbcome variables than other
measures. They also suggested that fit is a coatpticconcept with multiple types
of fit influencing all outcomes (for eg., job sd#istion had high relation with PJ fit
than other three types and organizational commitrhad a higher correlation with
PO fit, than to PJ fit, PG fit, and PS fit respeely).

The relative importance of multiple types of valoengruence — person-

environment, person-person, and perceptual fit rossctwo hierarchical levels



Review 65

(work group and manager) and across multiple dimess of values was
investigated in a sample of 951 employees from ik branches. Different types
of value congruence and different value dimenswee differentially important for
outcomes. Both person environment fit (betweemdividual’'s personal values and
the cultural values of the organization) and peaapfit (between an individual’s
perception of the organization’s values and thewiation’s values as perceived by
others) were found to be related to satisfactioagnmitment, and turnover
intentions, while person-person fit (between anviddial’'s personal values and the
personal values of others) was not. Further, peesmironment congruence results
were generally stronger for fit with the work groti@n fit with the manager and
results were stronger for the rational goal dimemsivhich focused on external
customer service. In contrast, results for peraddturevealed that fit was generally
more important for fit with the manager than fitthwithe work group and was
generally more important for the open system dinmenswvhich focused on
flexibility and innovation (Ostroff, Shin & Kinicki2005).

Based on a strategic contingency framework, Wednel DeMarie (2005)
demonstrated how PE fit relates to organizatiormhmpetencies which support
corporate strategy and also how PE fit can be ts@domote internal alignment of
HRM practices. They first developed a theoreticaispective that simultaneously
links both vertical and horizontal alignment usitige construct of PE fit and
suggested that PE fit becomes the central linkindptween vertical and horizontal
alignment within strategic human resource managémauet provides the foundation
to gain a competitive advantage. They used a tgyotd PE fit based on the work
of Kristof (1996) and Werbel and Gilliland (1999t vertically links HR systems
with corporate strategy through organizational cetaepcies and horizontally links
HRM practices to promote those distinct organizalcompetencies.

Chen, Powell and Greenhaus (2009) adopted a pezswimonment fit
approach to examine whether greater congruenceebat@mployees’ preferences
for segmenting their work domain from their famdpmain. By adopting a latent

congruence modeling approach to the assessmerdgrsbrmp environment fit, their
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results from 528 management employees showed tmgreence was negatively
related to both time-based and strain-based wof&rtoly conflicts and also to
work-to-family affective spill over. The congruena@s positively related to work-

to-family instrumental positive spill over.

Vilela, Gonzales and Ferrin (2008) collected diitan 122 salesperson-
supervisor dyads located in Spain to check in otdetletermine the relationship
between PO fit and organizational citizenship béraand found that when
salesperson feel strong similarity between theiues and the values of their
organization, they will experience a higher legtlorganizational commitment to
the organization and will be more satisfied at wowskich, in turn, will have a

positive influence on organizational citizenshipéeor.

Risman, Erickson and Diefendroff (2016) found thatceived P-O fit is a
significant predictor of general job satisfactiondaperceived effectiveness of
nurses. Workers perception of value congruence thiéir organization positively
impacts the individual productivity, their level mib satisfaction, and the quality of
service provided by them (Edwards & Cable, 200®daras & Diefendroff, 2009;
Kristof-brown & Guay, 2011).

Past empirical researches have supported thaorehtps between P-E fit
and affective reactions toward work. Various operstlizations of P-E fit have
been associated with greater organizational comemtniSaks & Ashforth, 1997a;
Cable & DeRue, 2002; Meyer, Hecht, Gill & Toplorggst 2010). P-O fit,
particularly value fit relates positively to affe commitment and intention to stay
(Kalliath, Bludorn, & Gillespie, 1999; Verquer, Bae & Wagner, 2003; Kristof-
Brown, Zimmerman, & Johnson, 2005; Ostroff, Shirk#&icki, 2005). When there
is a compatibility between organizational valuesl amdividual brand values of
employees, employees develop a high level of ifleation with brand values and
will be more motivated and committed to become 8rambassadors of them
(Yaniv & Farkas, 2005; Khan, 2009). Matanda and INsiu(2013) reported the

positive relationship of internal branding with P and intention to stay and
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Nicholas (2010) affirmed internal branding as orieth® major benefits of high
levels of P-O fit.

The better a person fits with his/her job, thes ladjusting and performance
problems occur (Roberts & Robins, 2004; FarooquNé&gendra, 2014). P-E fit
helps individuals incorporate work into their livéSavickas, 2000) and interacts
with workplace outcomes (Edwards, 2008). High Isvef P-E fit have both
ambiguity reducing and resource development pragsefHobfoll, 1989) and P-E fit
serves as a key determinant of resource gain sr(Krsstof-Brown, Zimmerman, &
Johnson, 2005), acts like a buffer and a bridgalleviate uncertainty and promote
the accrual of valuable resources (Frink, Hall,r{#gaan, Ranft, Hochwarter, Ferris,
& Royle, 2008). Using indirect measurement of Pt Diurr Il and Tracey (2009)
found a positive relationship between PE fit ancteacertainty.

Vogel and Feldman (2009) advanced the fit litexatoy using the interplay
of person vocation fit and person group fit withrqmn organization fit and person
job fit with data collected from 167 employees ahdir respective supervisors.
They analyzed the role of person vocation fit aedspn group fit in understanding
the relationship between person organization andopejob fit and important
outcomes. They suggested that a threshold levedison vocation fit might need to
be reached before person organization and perdotitjiean be achieved. Their
results showed that the relationship between pevsoation fit and organizational
citizenship behavior was mediated by person orgaioiz fit and also person job fit
mediated the relationship between person vocati@mdl job satisfaction, subjective
career success, in-role performance and organmati@itizenship behavior.
Additionally, person group fit moderates the pesitrelationships of person job fit
with in-role performance, organizational citizernsliiehavior, job satisfaction and
subjective career success and also negative mdaip of person job fit and

turnover intentions.

Lanivich, Brees, Hochwarter and Ferris (2010) badducted a two-sample
investigation, which incorporated conservation esaurces (CoR) and person-

environment fit (PE fit) theories, to investigateetinteraction effects of felt
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accountability and PE fit on the work outcomes aj gatisfaction, organizational
commitment, depressed mood, and work intensityividdals reported a reduction
in depressed mood when heightened accountability eeaipled with high PE fit
perceptions. They proposed employee perceptiof’Edit as a boundary condition
capable of altering the relationship felt accouititgbdemonstrates with key work
outcomes. Their two sample investigation examinee moderating effects of
perceived PE fit on the relationship between fekkocaintability and the specific
employee reactions of job satisfaction, commitmerdrk intensity and depressed
mood. They proposed that felt accountability caflecfwork outcomes including
job satisfaction, as a drain on resources or auresoaccumulation stimulant
depending on the level of individual's perceivedviith their work environment.
Hierarchical regression analyses were conductedagsess the hypothesized
accountability-PE fit relationship on investigamatcomes. They had shown that PE
fit acts upon accountability- work outcomes relasibips to alternate the uncertainty
of salient others’ evaluations. They indicated {hetceptions of high PE fit predict
positive outcomes for employees experiencing iregddelt accountability.

In a longitudinal study Meyer, Hecht, Gill and Tapytsky (2010) examined
how PO fit (operationalized as congruence betweercgived and preferred
organizational culture) relates to employee’s daffeccommitment and intention to
stay with an organization during the early stagésaostrategic organizational
change. They found that PO fit related positiveiyhwboth the criterion variables
(employee commitment and intention to stay) withimd across time during a large

scale organizational change.

Based on a multi-source data collected from 4Zmiational teams, Shin
and Choi (2010) tried to expand the construct obugrlevel organizational
citizenship behaviour (OCB) by identifying perceaivgroup-organization fit and
group-task fit as meaningful antecedents of grayell OCB. They further proposed
that the perceived group-organization and grouk-tiasnfluence group-level OCB
by shaping two intermediate psychological stategrofip members: cohesion and

group efficacy. Their findings demonstrated thatesion completely mediated the



Review 69

effect of perceived group-organization fit on grdapel OCB and however, group
efficacy proved not to be a significant mediator tbke relationship between
perceived group-task fit and group-level OCB. ladtghey found that group-task fit
had a significant direct effect on group-level OGHBd they highlighted the
significance of group-level conceptualization obgp-environment interaction as a

potential driver of various group processes and@mues.

June and Mahmood (2011) examined the relationdbgtween role
ambiguity, competency, and PJ fit on the job penfamce of employees in the
service sector in Malaysia. Their results reveathdt there is a significant
relationship between role ambiguity, competency aad fit with the job
performance of employees. The findings of theidgtsuggested that when there
were fit between employees with the job they werengl they tend to exert more
effort in carrying out their duties, which thendisato greater job performance level.
Congruent workers were shown to have higher lee¢él€ommitment, perform
better, and were more effective workers than ottws did not report similar levels

of value congruence (Kristof-brown & Guay, 2011).

Miles and Perrewe (2011) employed both quantgatand qualitative
methods to examine the potential of the ergonoraitd ergonomic training to
reduce dysfunctional personal and work outcomesgipally, job induced-tension
and job dissatisfaction directly and through petiogys of PE fit and perceptions of
control. Their quantitative findings indicated thmrceptions of PE fit and control
had negative associations with job tension andatisfaction and many of the
ergonomic design component and ergonomic trainmmponents had a positive
association with perceptions of PE fit and contiidiey also found that PE fit and
control fully mediated the relationship betweerinirsg satisfaction (component of
ergonomic training) and job dissatisfaction. Ttepialitative results strengthened the
suggestion that proper ergonomic design and ergmnétmaning were positively

related to perceptions of PE fit and to perceptiminsontrol.

In a military sample, Nicol, Rounding and Maclmty(2011) examined

whether PO fit would mediate the relationshipsafiagl dominance orientation and
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right-wing authoritarianism with the outcome vatesh of turnover intentions,
satisfaction, and commitment. They found that lowesels of social dominance
orientation and higher levels of right-wing autharianism predict greater PO fit,
which in turn is a significant predictor of highewels of commitment. Additionally,
they suggested that the interaction between rightrvauthoritarianism and social

dominance orientation moderates this meditatioglationship.

Using a longitudinal data from 297 newcomers T2&l1() investigated the
relationship between various person environmentyfies (person-job fit, person-
supervisor fit, person-organization fit) and emgey withdrawal attitudes and
behaviors. His study revealed that all the thrgeesyof fit correlated moderately
with each other and also he suggested that eveighhall three person-environment
fit types correlated significantly with turnovertémtions, only person-organization

fit was marginally significant for explaining actuarnover.

In order to enhance the understanding of persemamment transactions by
focusing on the reciprocal relations between peeahenvironment characteristics,
Wille, Beyers and Fruyt (2012) examined the dynamieractions between career
role development and personality development ovdime interval of 15years
through a longitudinal cohort study. Their resufisggested that the idea of
“changing the work environment in the pursuit ofaisfying person environment
fit” operates differently when this work environnteis defined in terms of the
underlying roles. They proposed person environrfieas a refined career theory by
incorporating the idea of reciprocity between perg®) and environment (E)

characteristics.

Using the data gathered from 246 full-time framelihotel employees in
Taiwan, Chen, Yen, and Tsai (2014) examined tregiogiships among job crafting,
PJ fit and job engagement, and found that bothviddal and collaborative crafting
were related to job engagement. They showed thét mkdiates the relationships
between individual/collaborative job crafting amb jengagement, and specifically,
the indirect effect of individual job crafting omgagement through PJ fit was

stronger than the direct effect of collaborativie gmafting.



Review 71

PO fit remains as a significant factor in deterimgnjob satisfaction and job
performance of the employees. The tasks and retjldies assigned to the
employees must match his/her competences for arheli satisfaction. Employees
will like to work in organizations where they fekt the values of the organization
are aligned with their own values and also orgdiuma will try to recruit those
employees whose values are consistent with theesaltithe organization (Farooqui
& Nagendra, 2014).

Gabriel, Diefendroff, Chendler, Moran and Gregu(2814) assessed the
longitudinal relationship between perceived fit (ROand PJ fit) and affect-based
variables (job satisfaction, negative affect, pesitaffect) using momentary (ie.,
within-person level) and stable (ie., between peiewel) assessments of both sets
of variables by testing three theoretical modelshef perceived fit and work affect
relationship (ie., fit predicting affect, affect golicting fit, reciprocal fit-affect
relations. Their results revealed a fairly complgieture of the fit-affect/job
satisfaction relationship, with support for an affo-fit model, a fit-to-affect
model, and a reciprocal influence model emergingsfmecific relationships across
the two levels of analysis. Only the relationshgiviieen PO fit and job satisfaction
conformed to a reciprocal causality model. They destrated that fit perceptions

fluctuate within person overtime and fit precedisct at both levels of analysis.

Ozcelik and Findikli (2014) studied the mediatirge of PO fit on the
association between internal branding and organizait citizenship behavior. By
using 349 employees, they aimed at discovering hdnethe congruence of
employees’ perceived values with values of the mimgdion provided a mediating
role in the relationship between employees feebhgommitment with the brand
the employees’ citizenship behaviors towards thmiganizations. Their study
indicated that PO fit did not mediate the relatlupsetween internal branding and

organizational citizenship behavior either fullypartially.

In order to understand the impact of PE fit onithevative work behavior
of the employees and how employee innovativenesisleo better job performance,
Afsar, Badir and Khan (2015) had examined the &ffe€two PE fit perspectives —
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PJ fit and PO fit - on innovative work behaviourraigh innovation trust.

Depending on the multisource data obtained from 4£B¥loyees and their
respective supervisors, they found that employpesieptions about their PJ fit and
PO fit were positively affected innovative work l&ior, and these relationships

were mediated by innovation trust.

Using 204 service type employees and 55 managemssa a variety of
industries, Chuang, Shen and Judge (2016) foundftiia different types of fit
namely, PJ fit, PO fit, PG fit, and PS fit are atdesignificantly predict employees
in role behavior, job satisfaction, intention toitq@nd organizational citizenship

behavior.

With an objective to examine the effects of PAfitd the importance of PO
fit in order to allow organizations to prevent thigh cost of employees poorly
suited to their jobs, Deniz, Noyan and Ertosun B0Ohad investigated the
mediating role of perceived PO fit on the relatinpsbetween PJ fit and job stress.
They indicated that organizations whose employeessaited to their jobs operate
with greater efficiency and adapt to change moreahly than those whose
employees did not fit to their jobs. They also desimted that paying careful
attention to PJ fit and adjusting employees todtganization are essential factors
for decreasing job stress as PO fit mediates ta¢iarship between PJ fit and job

stress.

Memon, Salleh and Baharom (2015) had tried to eptu@lly integrate both
PJ fit and PO fit in to a single model and alsoppsed a three-step model that
theoretically links PJ fit and PO fit (antecedents) employee engagement
(outcome) and turnover intention (consequence). addition of a third step would
support the evaluation of the outcomes (in termthefconsequences of the overall
model) and extend the overall scope of the framkwdihey adopted many
psychological theories like social exchange theobewin’'s field theory,
multidimensional model of employee engagement aifdcencept job fit theory in
to developing the theoretical linkages among thestracts. They integrated PO fit

and PJ fit as antecedents, employee engagement asitaome and turnover
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intention as a consequence in a single framewordt found that employee
engagement mediates the relationship between p@uboand person organization

fit, and turnover intention.

In order to examine the mediating effect of PEbfitthe relationship between
organizational socialization and organizationalzenship behavir, Ozdemir and
Ergun (2015) had conducted a cross-sectional stad®02 white collar employees
in Istanbul. Using multiple hierarchical regressimmalyses they found that PE fit
had a mediating impact on the relationship betwsrganizational socialization and

organizational citizenship behavior.

Kaub, Karbach, Spinath and Brunken (2016) had utated teachers’
(beginner- N=149; advanced- N=49; and professioNalf2) PJ fit by two different
congruence indices representing participant’sdiuniversity teacher training and
their fit to teaching profession. They revealed ihacomparison to the professional
experienced teachers, teacher candidates geneshlbyved lower fit to the
requirements of their academic and work environsiehlhey also suggested that at
least some teacher students might fit better toesagademic career than to a
teacher’'s degree and the teaching profession. Tesilts also showed differences
in vocational interests, PJ fit, and profile di#fatiation as a function of teaching
domain (science/arts) and teaching expertise (efwiofessional teachers). They
explained that arts teachers, as well as, expetpgrshowed high fit to teaching as

a primarily social environment.

By applying the supplies-values (S-V) fit approdidm the complementary
person-environment fit literature to the leader-Eaype perspective, and drawing
upon social exchange theory, Marstand, Martin armltrépaki (2016) had
investigated how fulfillment of different work vada was related to leader-member
exchange (LMX) and work outcomes. Polynomial regjas analyses along with
response surface analysis of the data collectédatifferent time points (N=316)
proved that LMX (Time 2) was higher when the leafidfils the employee’s work
values (Time 1) very well. Further, their analysisdata from a sub-sample of

matched leader-employee dyads (N=140), showed LiliX played a mediating
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role on the relation between S-V fit (Time 1) anarkv outcomes (Time 2).

Specifically, they explained that the relationshgiween S-V fit and leader-related
task performance and organizational citizenshipabien (Time 2) was fully

mediated by LMX (Time 2) whereas LMX partially mathkd the relationship
between S-V fit and job satisfaction (Time 2).

Nguyen and Borteyrou (2016) examined the mediagfigct of core self-
evaluations on the relationship between PE fit gob satisfaction among
professional laboratory technicians. 197 profesaidaboratory technicians (158
females & 39 males) from both France and Belgiummeted the questionnaires
and correlational results indicated that job satisbn was positively associated with
PO fit, PJ fit and core-self evaluations. The rssulsing structural equation
modeling showed that core-self evaluations paytialediated the relationship

between PE fit and job satisfaction.

Tsai and Tsao (2017) employed the PE fit and ledu®ntrol concepts from
the organizational behaviour field to address #sue of major challenges in the
workplace faced by the immigrant wives, those wh® rrow a significant part of
Taiwanese society and labor force in Taiwan econdinyample of 130 immigrant
wives from Indonesia and Vietnam living in Taiwanasv surveyed. Using
hierarchical regression analysis, they found thatigrant wives’ PE fit can
significantly influenced their affective commitmsrib their workplaces, particularly
when they sense that they are personally compatiittetheir jobs and supervisors.
An external locus of control significantly weakentbe relationship between PE fit

and affective commitment.

Choi, Kim and McGinley (2017) had examined theeetifof PO fit on
migrant workers’ turnover intentions via job saigion and work adjustment. Their
results revealed that all three levels of fit, RSHG fit and PJ fit, had a significant
impact on work adjustment and job satisfaction ajrant employees, which in turn
influenced their turnover intentions. Among theetirtypes of fit, PG fit was the

only one which showed a direct effect on predictingover intentions.
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Leader-member exchange (LMX) researchers also kfigiddon how PS fit
becomes important for positive work outcomes. Erygds in poor-quality
relationships with their supervisors often seels leedback from their supervisors
and which in turn decrease their extra role belravi@hen, Lam & Zhong, 2007).
Moreover, employees in low quality LMX relationskipoften become
noninstrumental complainers as they complain algeuteral issues like not being

welcomed rather than about specific issues (Heekieian, & Day, 2005).

By integrating the theory of PE fit and Job densaresources model, Yang,
Yan, Fan and Luo (2017) explored the effects of gcoence of proactive
personalities of leaders and followers on followererk engagement. Dyadic data
were collected from 100 leaders and 583 followarsnio public hospitals in China.
Using polynomial regression analysis and respons@c modeling, the effect of
the congruence of leader and follower proactivespealities on follower work
engagement was justified. They explained that fa#lowork engagement increased
when they are highly proactive personalities ando athey highlighted an
asymmetrical incongruence effect that followers @r@e engaged at work when
followers’ proactive personalities exceeded thathefir leaders than when leaders’

proactive personalities exceeded that of followers.
6. Other factors related with effectiveness

Our police suffer from an alarming number of shamental and physical
health problems. Excessive levels of tension, deatiiety, depression, irritation
and cynicism are the most frequent emotional atithdinal problems plaguing the
police (French, 1975; Poole & Regoli, 1979). Harf/& (1978) ranked police work
as one of the most hazardous profession. Scholads paactitioners in law
enforcement have suggested that incidents of pawmupational strain can be
attributed to the personal values, value conflitd the level of self-esteem among
the police. For example, the level of a policea#fis self-esteem determines his/her
ability to manage stress and avoid or experiencews types of occupational strain
(Stotland, 1975).
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Lapierre (1993) argued that police work attracsgle who have a bias for
reactive action, and that bias may be strengthettedugh experience or
socialization. Studies suggested that once polieeevexposed to police work, the
effect of the role, through socialization, neutratl any positive effects of education
(Christie, Petrie & Timmins, 1996; Weiner, 1974).

In a meta-analysis of five factor personality domaand job performance,
Barrick and Mount (1991) observed that consciesti@ss demonstrated the
strongest estimated true correlation with job p@nfance across occupational
groups, including law enforcement. They also fopoditive relationship between
extraversion, emotional stability, and agreeablenasd performance of police
officers. Detrick and Chibnall (2006) described best entry level police officers as
emotionally controlled, slow to anger, steady unsteess socially assertive, highly
conscientious, goal, oriented, and disciplined.

Extraversion, conscientiousness, and openness allepesitively related to
training proficiency (Barrick & Mount, 1991). Prdae personality has been linked
to objective and subjective indicators of carearcsgs (Seibert, Crant & Kraimer,
1999). PSM has been shown to have a positive eftectindividual and
organizational performance (Naff & Crum, 1999; Ki8005; Bright, 2007,
Vandenabeele, 2009), employee retention (Brigh820/Nright & Christensen,
2010), and job satisfaction (Taylor, 2008; Wright Randey, 2008; Kjeldsen &
Andersen, 2013). Song and Chathoth (2011) foundopeorganization fit as a
mediator among the relationship between global-estfem and career choice
intentions; and Firdousiya and Jayan (2018) obsksedf-esteem as a moderator in

determining the relationship between PE fit andpeal effectiveness.

Organizational socialization is the process byclmewcomers become full
members of organizations or groups. It helps nevarsnio acquire the social
knowledge and skills necessary to assume an omgamal role (Van Maanen &
Schein, 1979). Past researches had linked sociahztactics to several outcomes
like employees’ role orientation, newcomers’ rolenkeguity, role conflict,

organizational commitment, job satisfaction, iniemtto quit, job performance,
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voluntary and involuntary turnover, and perceivedd pnd organizational fit (eg.,
Fisher, 1986; Jones, 1986; Saks & Ashforth, 19974hle & Parsons, 2001; Kim,
Cable & Kim, 2005; Ashforth, Sluss, & Saks, 2007auBr, Bodner, Erdogan,
Truxillo, & Trucker, 2007;).

Socialization is the process which helps the nemers to learn the ropes of
the new work. Many researchers pointed out the ouari advantages and
disadvantages of various socialization tactics.dxample, Jones (1986) opined that
collective, formal, sequential, fixed, serial, amyestiture tactics together may
encourage and motivate newcomers to accept predefoies passively, reflecting
the organizational status quo. To him all theseesixeme polar tactics could form
‘institutionalized socialization’ which in turn pvaes newcomers with a structured
and formalized experience that reduces perceivedrtainty. At the opposite end of
the continuum sits individualized socialization,nmgmising individual, informal,
random, variable, disjunctive, and disventituretita¢c which may stimulate
newcomers to question the status quo and devekip ¢lwvn unique approach to
their roles. An individualized socialization prosdacks structure, with newcomers
socialized by default rather than by design (Asthfofaks & Lee, 1997) and might

result in greater uncertainty and anxiety (Jon886)L

Serial tactics enable experienced insiders toaaatole models or mentors,
while investiture tactics provides positive feedbaad social support to newcomers
(Batistic, 2014). Variable tactics may support ptoee newcomers in building
networks and better adjustments, as they will beerfikely to seek information and
feedback from their supervisors and other orgaiaizat experts (Griffin, Colella &
Goparaju, 2000).

Collective and formal tactics provide newcomerghwiast and relevant
information about task, group and organization, amdo avails structured
opportunities for salient and relatively intensarteng (Batistic, 2014). Such tactics
are found to be helpful to learn about the goaddues, organizational history and

people (Klein & Weaver, 2000). Overall, more forimatl approaches (collective,
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formal and sequential tactics) enable newcomerstard work more readily, while

still providing a positive socialization experience

Socialization literature also placed institutionadl socialization tactics on
the top as it is considered more beneficial fordbeialization process. For example,
Saks and Gruman (2012) argued that institutiondls@cialization tactics result in
more positive socialization outcomes than indivicheal socialization tactics.
Further, Gruman, Saks and Zweig (2006) suggestacdgwcomers are more likely
to engage in proactive behaviors when socializatiatics are institutionalized. On
the contrary, some other studies found that theghtribe negatively related to role
innovation and turnover (Ashforth & Saks, 1996; idan, Weatherly, Vandenberg
& Self, 2001).

Evidences from past researches pointed out thatitutionalized
socialization tactics are negatively related toerambiguity, role conflict, and
intention to quit and positively related to fit peptions, self-efficacy, social
acceptance, job satisfaction, organizational commert, job performance, and
custodial role orientation (eg., Bauer, Bodner,dgah, Truxillo, & Trucker, 2007;

Saks, Uggerslev, & Fassina, 2007).

Batistic (2014) tried to integrate different sdi@ation tactics, HR
architecture subsystems and job characteristiesatiire in order to provide a
systematic theoretical framework to highlight thdifferent cohorts of new
employees might need different tactics to beconwabped more effectively. His
objective was to theorize the most beneficial daaton tactics that might
complement each HR system to enhance the impactrganizational strategy,
while reducing turnover intention and speeding apiecomer productivity. Ashford
and Nurmohamed (2012) also asserted that all neexoiare not created equal,
instead organizations can do have different cohoftmewcomers joining them

based on the value and uniqueness of their hunpatakca

Pre-socialization experience itself provides nawers with clues regarding
what to expect in the future work environment. &st@in norms and unwritten rules

can only be learnt informally, some areas of sa@#ibn cannot be mastered by
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formal tactics, and the informal training also seheewcomers to understand how
things really work, who is really important and haav get things done (Klein &
Weaver, 2000).

Moreover, as organizations cannot possibly prowltiehe information and
activities needed to fully socialize new employeeswcomers might need to act
proactively if they are to reduce uncertainty. Wlaeless formalized context is used
for socialization process newcomers will becomeivated to be more proactive in
their learning and which positively reflect on theole innovation (Jones, 1986;
Ashforth & Saks, 1996). And this may provide newesswith opportunities to
start interacting and building relationships witthers and thus to experience a

better congruence with their co-workers.

Thus, organizations should ensure the use offairtransparent methods in
categorizing newcomers and the tactics should bed usoherently with all
employees in the same group in order to avoid tidesirable outcomes related to
the perception of low procedural justice and unteatment as a consequence of
categorization. The literature suggests that inad&socialization process is one of

the primary reasons for the unwanted turnover (Baderrison & Callister, 1998).

Proactivity has emerged as a principal topic térest among organizational
researchers and practitioners in recent years @ampbell, 2000; Van Dyne, Ang,
& Botero, 2003). Proactivity may be broadly chaeaizted as an active facilitation
of meaningful personal and/or environmental chajegg., Bateman & Crant, 1993;
Grant & Ashford, 2008). Proactive traits and bebewireflect the complementary
tendencies and actions carried out by individualsrider to shape themselves and
their environments (e.g., Bateman & Crant, 1993arGr& Ashford, 2008). The
unique scope of the proactive personality constsucfgests that it is related to a
wide range of proactive behaviours and cognitioBsilfert, Crant & Kraimer,
1999). The Proactive Personality Scale (Batemarr& 1993) has become one of
the most widely used measures of proactive tendenci

Research suggests that proactivity may facilijabe performance because
proactive individuals select and create situatitias enhance the likelihood of high
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levels of performance. Proactive tendencies mayjuente performance by
compelling individuals to understand their envir@mts in a rigorous manner,
which in turn helps them to anticipate potentiabljems and make necessary
changes in their environments (Seibert, Crant, &aikler, 1999). Proactive
individuals may enhance performance by engagin@ imariety of instrumental
behaviors such as information seeking, skill dewedent, sense-making,
negotiating, resource gathering, issue sellingjatiaation, and role restructuring
(e.g., Miller & Jablin, 1991; Dutton & Ashford, 199 Ashford & Black, 1996;
Parker & Collins, 2010). Apart from the positiver@ation of proactive personality
with the overall job performance, Thomas, Whitmamd a/iswesvaran (2010)
highlighted that proactive personality was morersgty correlated with subjective

performance than objective performance.

Self-esteem refers to a person’s appraisal ohéisyalue. Levels of self-
esteem have been associated with successful irdere relationships, anxiety,
headaches, and illness rates among government erangBosenberg, 1965;
Coopersmith, 1967; Kobasa, 1979). Research suggestandividuals with high
self-esteem maintain optimism in the face of faJuwvhich makes future success
(Dodgson & Wood, 1998).

Judge and Bono (2001) conducted a meta-analyidysto find out the
relationship of four traits — self-esteem, generi self-efficacy, locus of control,
and emotional stability (low neuroticism) — with bjosatisfaction and job
performance. Among the four traits, emotional diigbidisplayed the lowest
correlation with both satisfaction and performanteeir results indicated that self-
esteem, locus of control, neuroticism, and genegdliself-efficacy are significant

predictors of both job satisfaction and job perfance.

The attainment of goals is a basic requirementoaa®ed with the
preservation and enhancement of self-esteem (B8tbtéa Cannon, 1972). Idea
encouragement, career perspectives, qualificatigppordunities, and peer
collaboration were related more positively to volmhavior for project managers

with a high level of organization based self-estef@krot, Rank, & Gemunden
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(2016). Employees with high levels of organizatiomsed self-esteem were less
responsive to the perception of organizational ttaggy and organization based
self-esteem moderates the relationship of orgapizalt uncertainty with intrinsic
motivation, organizational commitment, and absaste¢Hui & Lee, 2000).

Goal pursuit and attainment led to enhanced tagkrast, pride in
performance, and a heightened sense of persoredtieéiness (Latham, 2012).
People with lower self-esteem had lower goals amweet performance than those
with high self-esteem (Tang & Reynolds, 1993).

Self-efficacy is the people’s beliefs in their lahito affect the environment
and produce desired outcomes by their actions €ghdaddax, Mercandante,
Prentice-Dunn, Jacobs & Rogers, 1982). So sel¢atf is a cognitive judgment
that has motivational consequences. Early reseafoli@d strong link between self-
efficacy and a person’s performance (Sadri & Rawmert 1993; Stajkovic &
Luthans, 1998). All these studies pointed out #maployees with high self-efficacy
will activate sufficient efforts to produce sucdessoutcomes. Goals and self-
efficacy affect the direction of one’ behavior ahe effort exerted as well as one’s
persistence to attain a goal. Self-efficacy infcesithe personal goals that one sets
(Carson & Carson, 1993). The higher one’s seliaffy in performing well on a
task, the less difficult the goal is perceived &(hee & Bobko, 1992). The strong
positive relationship of self-efficacy to persommlals and their relationship with
performance have also been well documented by Yatel Lituchy (1991);
Zimmerman, Bandura and Martines-Pons (1992); anthdreand Locke (1995).
Berry and West (1993) too found that the outconfdegh self-efficacy include the
setting of high personal goals, the selection oéllehging tasks, and high

performance.

Brown and Latham (2002) also found that self-effic correlates positively
with goal level, goal attainment, and the team-plgybehavior. Tabernero and
Wood (1999) revealed that individuals with highfsdficacy have an incremental
view of their ability which enables them to belietigat ability is malleable.

Consequently, they adjust their level of perforneanc negative feedback more
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effectively than did people who have low self-edfiy. People who have low self-
efficacy believed that their ability is fixed anerite, were unlikely to attempt to
improve their performance. For example, Hinsz arad2aM1997) argued that people
with low self-efficacy regarding a task have lowgmnal goals and subsequently
perform poorly. Grabowski, Call and Mortimer (2QGxplained the role of early
work experiences in the development of young wakperceptions of job self-

efficacy.

PSM has been characterized in many different waysh as a service ethic,
calling, and/or altruistic intentions that motivatelividuals to serve the public.
Public service motivation (PSM) is often proposesl @ means to improve
performance and overcome incentive problems irptii#ic sector. PSM is defined
as “a particular form of altruism or prosocial nwvation that is animated by specific
dispositions and values arising from public insitos and missions” (Perry,
Hondeghem & Wise 2010). PSM can be “defined asreeige altruistic motivation
to serve the interests of a community of peoplstate, a nation, or humankind”
(Rainey & Steinbauer, 1999). Public sector worlkexge a higher level of PSM than
private sector workers. Moreover, private sectorkecs with high levels of PSM

are inclined to look for a job in the public sec{Steijn, 2008).

Earlier studies have found strong connections éetwPSM and the
monetary and nonmonetary work preferences of puldioployees. Public
employees with high levels of PSM were less intexe$n monetary opportunities
and more interested in nonmonetary opportunitiee@r, Selden & Facer, 2000;
Bright, 2005). Apart, PSM has also been linkedh® job satisfaction and turnover
intentions of public employees. Bakker (2015) fodhdt public service motivation
can be instrumental in coping with organizatiortaéssors and that public service

motivation facilitates employee engagement.

Naff and Crum (1999) found that individuals witigln levels of PSM were
more satisfied and less likely to leave public orgations when compared with
their counterparts with lower levels of PSM. HonthevicCarthy and Tabvuma’s

(2015) meta-analysis of the relationship betweeblipiservice motivation and job
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satisfaction reveals a direct relationship betwinentwo variables as they conclude
that when public service—-motivated individuals gigen more opportunities to
serve the public, they report higher levels of galtisfaction. Many researchers in
PSM research explained job satisfaction as a coeseg of PSM” (Bright 2008;
Park & Rainey, 2008; Taylor, 2008; Vandenabeel®92&tazyk, 2012; Andersen &
Kjeldsen, 2013).

PSM is positively related to individual performan(Perry & Wise, 1990)
and negatively related to organizational tenure {{Mioan & Pandey, 2007). They
found that longer employees worked in public orgations, the lower their level of
PSM was. One possible explanation for this findingy be the frustrated service
ethics. For example, the lack of opportunities xpegience valued outcomes may
lead to a decrease in the level of PSM, though lpemay join with high idealism
and PSM. The level and type of an individual's P&¥d the motivational
composition of a public organization’s workforceveabeen posited to influence
individual job choice, job performance, and orgatiamal effectiveness (Rainey,
1982; Perry & Wise, 1990; Romzek, 1990).

PSM has been related to organizational attractis®nperformance, job
satisfaction, organizational commitment and whislewving (Perry & Wise, 1990;
Naff & Crum, 1999; Perry & Hondeghem, 2008; Kim &aNdenabeele, 2010).
Crewson (1997) explored the relationship betwegamizational commitment and
PSM and argued that preference for service oven@u@ benefits should lead to
greater commitment towards the organization. Cegasarinela (2006) also found
positive correlation between PSM and affective ali as continuance commitment.
While, Camilleri’'s (2006) structural equation modmit the relationship between
organizational commitment and PSM posited orgaimmat commitment as a
dominant predictor of PSM as it is reinforced atrggthened by organizational

commitment.

Pandey, Wright and Moynihan (2008) tested the ctlirand indirect
relationship between individual levels of PSM antgipersonal citizenship behavior

using a structural equation model. They found ouliract and positive effect of



Review 84

PSM on interpersonal citizenship behavior in pubdiganizations even when
accounting for the significant role of co-workempport. Mostafa, Gould-Williams
and Bottomley (2015) indicated that public servioetivation is an important
mediating variable in the process of value creationparticular regarding the
attitudes that drive performance - organizationig¢enship behaviors andfactive
commitment relationships. Scott and Pandey (2088¢réed that PSM is linked with
employees’ perception of red tape. They found phddlic managers who reported
having high levels of PSM were more tolerant ofdawrcratic regulations (red tape)
than were their counterparts. PSM is connectetiddégndency of public employees
to report wrongdoing (Brewer & Selden, 1998). Isanple of federal employees,
they also found a significant relationship betwaehcators of PSM and willingness

to blow the whistle on wrongdoing.

Thus, as a meaningful predictor of the performasicemployees in public
organizations, the concept of PSM can use to ingtbe selection, retention, and
performance of public employees. Hence, the publiganizations should be
strategic in their recruitment of the best and hiegt individuals into government
employment. This highlights the need for the cdrstlection of individuals who
are compatible with the public organizations, aséhindividuals have the potential
to be significantly more productive than individsiatho are not. This suggests that
public managers or administrators should desigrnuieent strategies that enable
them to attract the best suitable candidates whopegdisposed to public service
motives. These motives will promote the chance mtérnalizing the goals and

values of the organization by the newly selecte@leyees.

Using the data collected from a sample of 160 mérworking police
officers of Kerala, Firdousiya and Jayan (2016aplared the influence of
relationship quotient and quality of work life oaunter productive work behaviors
of law enforcement officers. Their results indezhthat both relationship quotient
and quality of work life can make significant impaan the degree of counter

productive work behaviors exhibited by the poli¢kcers.
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Thus, the review of related literature made itacléhat PE fit is a
multidimensional construct with many conceptual@as. Even though, PE fit is the
one of the most widely used psychological constrmctindustrial and work
psychology it remains questionably defined androftesunderstood because there
are as many ways to conceptualize and measure tlitese are scholars who study it
(Kristof-Brown & Billsberry, 2013). Edwards (2008pted that PE fit theory lacks
consideration of boundary conditions as there isimas beyond which the theory
does not apply. Although PE fit refers to the degoéfit or match between the two
sets of variables, what exactly constitutes a rfilmatch is not totally clear. So the
researcher firstly tried to integrate different ceptualizations of PE fit and to
develop a measurement of fit in terms of fit petme® made by the employees

through self-report.

The researcher planned to stick on the perceitadstead of objective fit
because of many reasons. Firstly, as subjective#ped fit is the match perceived
by the target person with his/her environment,aih ®e calculated through direct
measures where the person is able to explain tleateto which he/she is matching.
In contrast objective/actual fit includes the faabout the person and the
environment which are not perceived by the persod here the researchers
indirectly assess the fit through explicit companis of separately rated person and
environment variables. During indirect measurensenployees separately report on
each attribute and researchers statistically coenthiem to determine fit, where as
in the direct measurement employees directly repweir perceived level of fit.
Secondly, the perception of fit should be more prat to individual decision
making, behavior, and well-being — an idea thatassistent with the finding that
direct fit perceptions more strongly predict emgleyoutcomes. For example,
Caplan (1987) argued that it is subjective fit pptons and not the objective fit that
influences whether or not an individual pursues kwetith an organization and
subjective fit is a more accurate depiction of peed reality than objective fit.
Additionally, we focused on perceived fit becauseew people indicate that they fit,
they are not reporting the results of a compar@atess but instead are effectively

saying that they are congruent with their environm®erceived fit allows greatest
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level of manipulation because the assessment goak in the head of respondents
by allowing them to apply their own weighing scheioevarious aspects of the

environment.

Another important thing the researcher had notabadhg review process is
the complications regarding the variety of cone@intensions used to operationalize
fit. Different researchers used different contesuish as fit between individuals’
KSAs and job requirements, personality traits anglirenmental characteristics,
needs and supplies, value preferences, goals, Eten though some researchers
tried to incorporate two or three content dimensionto a single measure, no one
made an attempt to incorporate all these operdirati@ns in a single study. So
here, the researcher take it as a challenge agdl tivi develop a multidimensional
perceived person environment fit scale by bringalh the important content

dimensions together.

A systematic review of person environment fitritieire revealed that there
are a number of studies which deals with the vari@wtcomes of person
environment fit and it is very clear that all madt job related behaviors and
attitudes are closely related to the congruencevdesi the employee and his
working environment. For example, in a meta-analyssing 39 recently (2000
onwards) published works on PE fit, Firdousiya akayan (2016b) tried to
consolidate various outcomes of both objective anbjective PE fit. Thus it is
found that PE fit not only predicts the outcomeiafasles like job satisfaction,
organizational commitment, turnover, organizatior@izenship behavior, job
performance, etc., but also a misfit between thegreand the work environment
will cause many serious problems like job tensmsychological strain, depression,

anxiety, etc.,

By analyzing the reviews, it was found that as tioered earlier the majority
of studies were focused on the outcomes of PEnfitaavery few were extensively
focused on the antecedents of fit rather than teéiating or moderating roles of fit.
Thus as planned earlier, the reviews also strefisedrelevance of identifying

various contributors of PE fit perceptions. Moregvkroughout the review process,
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the researcher could not find any single study Wwhelated the effect of PE fit on
law enforcement officers’ effectiveness. So wesy clear that there exists a gap in
fit literature as it is never explored among lawoecers. Through review process,
the researcher learned that in the work place thpl@yees’ congruence with the
work environment is a complex phenomenon and thésproof for being the right
person at the right place. The idea of fit is c@nto every aspects of employees’
work life as if working in an environment that daest match can be like wearing a
shoe size that does not fit; in each and every, gtepll reflect. Thus, the review of
literature reinforced the researcher’s interedbtik into the various psychological
contributors of PE fit and its impact on the effeehess of police officers by
considering fit as a multidimensional constructhwstib dimensions of PJ fit, PO fit,
PG fit, and PS fit.

OBJECTIVES OF THE STUDY

. To explore the psychological correlates and couatais of fit perception of

law enforcement officers

. To have a general idea on the nature of distributibthe variables under
study

. To study the nature and extent of relationship agnttre variables under
study

. To identify the psychological predictors of diffatelevels of person

environment fit among the law enforcement officers

. To find out the predictive role of contributors &if on the personal

effectiveness of law enforcement officers

. To check the moderating effect of fit variablestbe relationship between

personal effectiveness and its predictors
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HYPOTHESES

. The variables under study will be distributed ndinaamong the
participants

. There will be significant relationship among thedst variables

. Variables under study will be able to predict PEdi Law enforcement
officers

. Contributors of fit have a significant role in pretthg the effectiveness of

law enforcement officers

. Person environment fit and its sub variables mddsrdhe relationship

between personal effectiveness and its predictors.



METHODS




The method of a research work reflects the coragledcedures followed by
the investigator to make it scientific and validnagsch as possible. It is very crucial
and universally significant step in every reseabdtause the fruitfulness and
validity of the study is largely depends upon tluhanticity and perfection of its
method adopted and the techniques employed fardhection and analysis of data.
This chapter provides a clear understanding orpti®sophy and approach of the
researcher and also presents different steps gamds process like the research
design and plan, selection of the participants, girecedures followed, measures
used, and the techniques of analysis employed dyntrestigator in the conduction
of research to address the research problem.

Research Philosophy/Paradigm

A paradigm provides a conceptual framework foadieseeing and making
sense of research. ‘To be located in a particlidogophy is to view the world in a
particular way’ (Morgan, 1980). The significancere$earch philosophy is that they
shape how researchers perceive the research prabldma world around them and
such a philosophical stance reflects throughoutrédsearch process from research
design through data collection and analysis, andllfi the way in which the
research results are presented. Thus, as staté€htibgn (1990), from the part of
researchers, it is very important to recognize ®rm@vn paradigm as it allows
identifying researcher’s role throughout the prgces research. Taking this in to
consideration, the researcher selected a philosayiigh best explains the current

research problem, objectives and research questions
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In the present study, the investigator rooted research paradigm in the
philosophical position of pragmatism which is ofmmbined with both positivism
and social constructivism. Here, rather than famyson methods, researcher
emphasized the research problem and made useferfedif approaches available to
understand the problem. The investigator descrimsphilosophical position in
detail through the ontological and epistemologdiegction and the research method

chosen to collect and analyze the research data.

Ontology is concerned with the nature of realitgl @s focuses on ‘what is’
and whether a phenomenon is actually existing iadéently of our knowledge and
perceptions (Gill & Johnson, 2010). It helps tdeafiéntiate between objectivism and
subjectivism, as objectivism explains reality beimglependent of social actors
while subjectivism supports the influence of petmeps and consequent actions of
those social actors concerned with the existen@sufcial phenomenon (Saunders,
Lewis & Thornhill, 2009).

In the current research, the subjective views @dresen to address the
research problem as the researcher took into cenagidn the subjective matter and
focused on the police officers’ perceived aspeétthe key phenomena ‘person-
work environment fit'" and ‘effectiveness of law enfement officers’. Hence, it is
recognized that person-environment fit is not catyobjective reality but also the
result of individuals’ subjective interpretation luk/her congruence with their work
environment. Here, the researcher explained bothniil effectiveness as a social
construct from a subjective stand as it perceiang experiencing by the person
involved in it with a view that being a social agimhuman beings are highly

reflexive to their feelings and perceptions.
Research Design

However, in this study, a mixed method of reseaesign was employed by
explicitly seeking a synergistic benefit from intajng both the inductive and
deductive approaches. The underlying assumptiomtehis integration is that the

research findings will be stronger when it makes atdifferent approaches as it



Methods 91

enables a fuller understanding of the phenomenad®dliss, Gallagher & Perez-
Prado, 2003). The mixed method research design appied in this study to
identify the psychological contributors of persawvieonment fit and its impact on
the effectiveness of law enforcement officers. Mixaethods research is a research
design with philosophical assumptions that guidedhection of the collection and
analysis of data as well as the mixture of bothlitpisve and quantitative
approaches in different phases of the researchrepsod he central premise of the
application of this method is that the use of gatilie and quantitative approaches
in combination provides a better understanding esfearch problem than single
approach as it paves the way for methodologicahgnlation (Creswell & Clark,
2007; Morse, 1991).

The mixed method research design used in thig shast closely resembles
the exploratory sequential mixed methods desigieasribed by Creswell and Clark
(2007). To them a researcher might use an explgrasign when a need exists to
first explore qualitatively. Even though such desigare most useful when
instruments are not available, the variables ateonmn and there is no guiding
framework or theory; in this case of research, imeestigator employed this
approach mainly to avoid the pitfalls of an ill-ohefd construct with many
conceptualizations. As shown in the previous chapfe literature review, the
construct of person-environment fit is defined iamm ways by different scholars.
Since the intent of the sequential exploratory giess that the qualitative results
help to develop and select proper measures fortiat@re method, data collection
is conducted in two phases: first, the phenomesa@xplored qualitatively and from
its analyses, the researcher developed quantitatieasures to generalize the

findings.

In this study, the researcher first explored hoslice officers described
person-environment fit by starting with intervieawsd focused group discussions
and then analyzed this information to develop appate measures which is later
administered to a large sample from the same ptpnlaThe exploratory design

permitted the researcher to interact with the pigaints directly through individual
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interviews that aimed to uncover mainly the relagioip between person-

environment fit and law enforcement effectiveness.
Role of the Researcher

While defining their role in a study, researcherast be cognizant of the
responsibilities contingent upon the place and twhehe study along with the
integrity of the research (Stake, 1995). In otherds, researchers deliberately or
intuitively make role choices in their researchaifimeans researchers determine, to
a large extent, the issues and problems they wastutly. In the words of Scheurich
(1994) the historical, political, religious and gen positions of the researcher
interact, influence, limit and constrain the proiie of knowledge. Yin (1989) also
argued that the role of researcher includes thétyalbd ask questions, interpret
answers, and maintain an openness and non-biasedietto others’ perceptions
and beliefs.

In the current study, the role of the researcheludes that of an interviewer,
observer, moderator, interpreter, analyst, invasig and inquirer. These roles were
unfolded throughout the entire study in accordanib each phase. Even though
the researcher cannot separate herself as a peosorherself as a researcher, she
tried her maximum to stick upon her research agred that she can avoid the
chances of compromising the data. In understanthigresearch, the researcher
acknowledged that she faced many limitations ind&t collection process due to
her position as an outside-research scholar andhisy time she came to an
awareness that the depth of her exploration magase in significant ways if she
can enter into the organization as a significaniimer of police force. Hence, to
alleviate these demerits, she used her personafiomthips with many police
officers in all phases of data collection. Howevéne researcher personally
experienced some benefits as an outside-researchiee sense that many officers
revealed their feelings, experiences and perceptwithout any fear of being

punished or reported to the higher authority.
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Ethical considerations

Prior to the conduct of this study, the purposehef study was explained
clearly to both the State police chief (Kerala pe)j from whom the permission was
granted for data collection; and each individualiqao officers within the study.
While providing directions and explaining the stutpth orally and through
information sheets, language (either Malayalam agligh) appropriate to the
participant was used. The social responsibilitytioé researcher is maintained
through the possibility that even though individuahay not benefit from the
research directly, the findings would be used form those who are responsible for

the implementation of change in police organization

Informed consent was gained firstly from the pdrbrganization (the State
police chief, Government of Kerala) in order torgaccess to every police officers
of Kerala police. For phase one, each police affiecas then provided with a written
consent form for clarification and endorsement ipt@ the interviews. For phase
two, a further consent was gained from the statfiiter (SHO) of each police
station as well as each individual officer involvedthis study were completed the
guestionnaires in a face to face interview. Aftafoimed consent from each
individual, it was made clear to all individualsaththey would not in any way
impacted regardless of their decision to parti@pat not in this study, and were
absolutely free to withdraw at any stage before @atalysis. Confidentiality was
also guaranteed to all the individuals participaitedhis research. For phase one
participants, the identities of the participantgevenaintained confidentially by the
use of a code than names. They were also ensuetdtitb level of analysis
conducted and the reporting of findings would Atwvafor the identification of any
participant. For phase two participants also canftdhlity was assured though
written statements provided along with the quesizres and the scores were

entered in to the excel sheets by assigning catttsiambers.

Thus the present study is designed in two digdjinseparate phases; a
preliminary qualitative exploration (pilot studyhé the core part — quantitative

descriptive study. The second phase consists of garts: identification of the
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psychological contributors of person work enviromindit (part 1) and the
examination of the impact of person work environtrférand its contributors on the

effectiveness of law enforcement officers.
PHASE 1: Preliminary Qualitative Exploration

In order to get familiarized with the nature of nwothe organizational
structure and culture of Kerala police; to expltre concept of person-environment
fit among them; to identify various factors relatedth the perception of
congruence/fit; and to understand the meaning fd#ceteness among them the
investigator had gathered data through multiple neeend analyzed those data in
this phase of qualitative exploration. The detaifseach method including the

participants, procedure, and techniques of dataaan were described below;
STAGE 1: DESCRIPTIVE INTERVIEW

The readings from past literature as well as ma@jorts on police
effectiveness filled the investigator as a beginmigh a lot of confusions regarding
what exactly constitute by the term effectivenes®mrg law enforcement officers.
Hence, the researcher under the guidance of hengspr planned to interact
personally with police supervisors on this phenoomeas supervisor ratings are
good indicators of job performance in every orgatens. Thus, unstructured

personal interviews were conducted in this stageséarch.

Participants: consists of 15 police officers of higher ranksnfrgub inspector to
deputy superintendent of police from Malappuram Kodhikkode districts. Their
ages ranged from 30 to 53 years and were differedheir religion, educational
gualification and years of service. Convenient dargpmethod was used for the
selection of participants. Among the participaritge members were from DYSP
rank, five were Cls five Sis.Only two female poliagficers Sl rank have
participated in this sample. Out of this 15, 4 w€teistians, 3 were Muslims and 8
were Hindus. All of them were initially recruited aub-inspectors and gradually
promoted to the higher posts. So the correspordiffgrence in the years of service
was also existed among themselves. Their exper@neepolice officer ranged from
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a minimum of three years to a maximum of 24 yeamd #heir educational

gualification includes graduation, post graduatemd other professional degrees.

Method for data collection: face to face unstructured qualitative interview
including casual talks and general discussionsrdaga the Kerala police was used
to collect the necessary data. The data were gexdeparposefully on the nature of
work in police organizations, the structure andturel of police department, the
effectiveness of police officers, and the desiredlities of an effective police
officer.

Procedure: all the participants were met quiet personally arfdrmally to seek
permission for the interview. The interviews weomducted in a place comfortable
to each participant other than their offices. Eaelssion took around 40 to 90
minutes in accordance with the comfortability amehenience of the participants.
After the assurance of confidentiality of their pesses, they were encouraged to
share their experiences, perceptions and generabap and observations regarding
policing, their effectiveness, problems faced bgnth and qualities of best suited as
well as effective employees including their suggest for improving the overall
effectiveness of law enforcement officers.

STAGE 2: SEMI-STRUCTURED INTERVIEW

This semi-structured interview was an extensiostafie 1. In this, data were
collected with the help of a semi-structured initemwschedule prepared on the basis
of wide responses received from the first stagethis section the interview was
extended to all police officers ranged from locailgolice officers to the district
superintendent of police in order to collect thecpption of lower officers also.

Participants: includes 60 police officers from selected distriof Kerala ranging
from local civil police officers to district supetendent of police. Among the
sample, 20 were female police officers. They warbatween the age group ranged
from 20 to 52 years and their years of serviceecafiom three to twenty five years.
Among the total eight officers of the Sl rank fawere under direct recruitment and
others were promoted through their service. Thestfi@ation of the sample based
on their designation is given below;
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Table 3.1

Sample break up based on designation

Designation Number
Superintendent of police (SP) 2
Deputy superintendent of police (DYSP3
Circle inspector of police (Cl) 6
Sub inspector of police (Sl) 8
Assistant sub inspector of police (ASI 10
Senior civil police officer (SCPO) 15
Civil police officer (CPO) 15
Total 60

Measures:a pre-prepared semi-structured interview schedake wged to gather the
data needed for the present study. The schedul@repared by the investigator on

the basis of information collected from the firstge.

Procedure: as an extension of previously conducted descepititerview, face to
face personal interviews were conducted for eadticgznt after getting prior
permission from the person itself and concernetaity as well. Each session took
around 40 to 60 minutes according to the converi@ifche participants. The time
and place for the interview were fixed by the irtigegor in accordance with the
expediency of each participant. Key note method ugzsl to record the data as the
investigator was not permitted to use any recordiig. The collected data were

content analyzed.
STAGE 3: FOCUSED GROUP DISCUSSION

A focused group discussion (FGD) was planned basedhe inferences
obtained from semi-structured interview as it higihied the need for an assessment
tool which incorporates all the identified dimemsoof person work environment fit
and the variety of explanations for employee effectess among law enforcement
officers. A focused group discussion is a grougpebple who openly discusses a

particular issue, problem or solution. It can bérael as a rapid assessment, semi-
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structured data gathering method in which a puyabgiset of participants gather to
discuss issues and concerns based on a list dhkeyes drawn up by the facilitator
(Kumar, 1987). Focused group discussion was pedddoecause it is believed to be
a good way to gather people from similar backgreuodexperiences to discuss a
specific topic of interest in order to collect infeation from groups of people rather
than from a series of individuals. It is also assdno be a very good method to
employ prior to designing questionnaires as welit ggovides a fast way to learn
from the target audience (Morgan, 1988). Here, dime of the researcher was to
verify the identified dimensions of person-envir@mhfit and to find out various
factors related with employee congruence in ordestdsign a proper measurement
for this construct among police officers. Drawingrtications on the concept of
effectiveness among law enforcement officers wa® another major purpose

behind this focused group discussion.

Participants: comprises a total of 22 police personnel of vagianks and positions
for three separate discussions. Three differentiggavere planned to ensure the
convenience of participants in terms of the logadihd their personal relationships.
The first group involves 2 DYSPs and 5 civil polmi#cers from various part of the
state. The second group consists of 3 commandaesraius police camps and 3
DYSPs; and the third one includes an equal numb€ig) Sls, and constables with

a total of 9 members. All members in these grouprevnales except the researcher.

Procedure: focused group discussions were conducted in tgreeps at various
times and venues convenient to each group. Alhteebers were met personally in
advance after fixing appointments and time and gemere fixed in accordance with
their convenience. Each session took around a geariotwo hours. Investigator
herself conducted each discussion and took ovemotheof facilitator in all the three
groups. A semi-circular seating arrangement waso@d in each discussion
session. The interaction started with the estatlestt of rapport, opening up of the
topic and revealed the purpose and expectationgwastigator through these
sessions even though all these were explainedichgiilly well in advance during

the time of invitation to group discussion itself.
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The investigator started the discussion to brivegrt in to a common focus of
the things related with law enforcement effectieneand role of fit in the
development and maintenance of effective employeegolice departments.
Problems related with the recruitment, selectioaining and appraisal systems of
Kerala police were also included in the discussadong with their expected
solutions. In order to keep the session on trackewddlowing participants to talk
freely and spontaneously, the researcher usedcasdion guide consisting of the
main topics or themes to be covered in the sesgisran informal one the use of
board and chart paper was avoided and each pariiciwas provided with a
personal copy of discussion guide with the listh@mes. The active participation of
all the members were encouraged and ensured thoatigie session and also they
were stimulated to talk to each other than to #earcher. At some points the
researcher used the power of moderator to disceutsdominance of a particular
participant. Sometimes the facilitator used sonub@rquestions that are prepared in
advance by herself in order to structure the whideussion around the key themes.
Key-note method was used to record the data getketiatough discussion and were
later analyzed by the researcher to generate tterarelated with fit and police

effectiveness.

At the end of phase one, the researcher camematty inferences and from
that identified certain dimensions as well as psiafical contributors of person
work environment fit. The major dimensinos of fdentified from this stage
involved officers’ fit with their job, match betweemployee and their supervising
higher officials and finally the match between fherson and his unit of enquiry.
Then searched in the literature for the same andllyi selected four major
dimensios of fit namely, person-job fit, personamgation fit, person-group fit and
person-supervisor fit along with six psychologie@riables namely institutional
socialization experience, proactive personalitg five personality factors, public
service motivation, self-esteem, and self-efficaejiefs as the contributors of fit.
Moreover, the researcher come up with her own c@nmh and justifications on the
concept of effectiveness among law enforcementefi and finally selected and



Methods 99

classified the variables into different positionkel independent, dependent and

moderating variables for the next phase.
PHASE 2: Quantitative Descriptive Study

With an objective to identify the psychologicalegictors of person work
environment fit and its impact on the effectivenestaw enforcement officers, the
investigator entered into the second phase ofdsmarch by utilizing the necessary
information generated through the first phase afeaech and the process of
systematic review of literature. Actually the sed@hase is a testing phase where
the researcher tried to prove the identified psiaioal contributors of fit and its
importance in the effectiveness of law enforcenwgfiters with the help of various
statistical analyses. For that purpose duringtthis, the investigator prepared some
assessment tools for certain psychological varsableler study and collected wide
range of data quantitatively and analyzed sta#iyic So this phase can be further
divided in to two: selection, adaptation, and prapan of questionnaires (stage 1);
and the testing phase which includes the collectamalysis and interpretation of

guantitative data (stage 2)

STAGE 1. SELECTION, ADAPTATION AND CONSTRUCTION OF
APPROPRIATE MEASURES

This stage was an actual preparation for the ga#ae study to verify the
inferences derived from the first phase by usirftedint statistical techniques. For
that purpose all the selected variables from tlewipus phase namely institutional
socialization experience, proactive personalitylf-ai#icacy, self-esteem, public
service motivation, person-environment fit, andspeal effectiveness have to be
guantified among the law enforcement officers. Thosthis stage the researcher
had conducted an extensive search for appropriatsuanement tool in the literature
and selected suitable measures. Restandardizdtamopted measures were done if
found necessary to make them usable in the poticeefand two measures were
developed during this time.
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Participant: involves randomly selected 400 police officerdidferent ranks from
civil police officers (CPO) to the Deputy superimtieof police (DYSP) throughout
Kerala. They belong to the age group from 25 toyBérs and among them 112
(28%) were females.

Procedure: as the variables for the next phase were finalfeaoh the preliminary
gualitative analysis and review of literature, htdre task was to identify the proper
measurement tools if available or to develop anr@ppate one. Thus, after
intensive search in the literature, the researskrcted available measures for the
variables like big five personality factors, setteem, self-efficacy, proactive
personality, public service motivation and persafédctiveness. Due to the lack of
proper instrument, she decided to develop questiogs for both institutional
socialization experience and the person-work enwrent fit. Hence, initially the

following measures were selected from the litemtur

Big five personality inventory (John, Donahue & Klen1991)
Proactive personality inventory (Seibert, Crant &itner, 1999)
Public service motivation scale (Kim, 2010)

Personal effectiveness inventory (Andros, 1999)

Rosenberg’s self-esteem scale (Rosenberg, 1965)

o a0k 0w N PE

Self-efficacy scale (Firdousiya & Jayan, 2010)

As Malayalam version is not available for proaetpersonality inventory,
Rosenberg’s self-esteem scale and public servidevation scale, the investigator
herself with the help of two language experts (roen Malayalam and other from
English) and two subject experts translated thelsvitems into Malayalam. Then
all these six instruments were distributed amongdixe officers of different ranks
for pilot data collection. Detailed suggestions tbese officers were used for
modification of each item in order to make all tilems very specific to police
sample. Thus after final discussion with the sugery two measures namely the
Big five personality inventory and Rosenberg’s ®sifeem scale were selected to
use as such for the final stage and the otherrauorely Public service motivation

scale, personal effectiveness inventory, self-affjcscale and proactive personality
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inventory were adapted with certain modificatiomsdd on the pilot data collection
for restandardization to ensure their usability agntaw enforcement officers. Other
two measures for person-environment fit and instihal socialization experience

were planned to develop by the researcher herself.

The items were developed both in English and Ma&y for perceived
person-environment fit scale and institutional abzation experience scale and
were given to five subject experts and two languageerts for initial validation and
scrutiny. After finalization of items they were algiven to another 20 police
officers of various ranks for further modificatiomhen all the items for both
restandardization and test construction were adteirgd to a group of 400 police
officers in the form a question booklet to colléetta for item analyses. Then item
analyses were done for each measure to finalizesite each one. Thus through this
stage, the researcher finalized the measures tsd in the next phase of testing
with statistical techniques. The details and psyofitoic properties of each measure
were given in the next session (Page 103-142) drstaes were appended in the
Appendix B to .

STAGE 2: TESTING PHASE

This stage was considered as the core part ofrélsisarch work as all the
previous stages including phase one were worketheagoundation for this stage.
Through this stage, the researcher tried to findtloel psychological contributors of
person work environment fit among the law enforcehwdficers and also examined
its impact on the effectiveness of law enforcenddfiters with the help of various
statistical analyses.

Participants

Simple random sampling (probability sampling mehtechnique was used
to select the participants for this phase of stddhe participants were included 701
police officers from different police stations froatl districts in Kerala. Among
them 200 (28.5%) were female police officers. Thdipipants were within the age
range of 25 to 56 years. The other details of tadigpants like their religious
background, marital status, socio-economic staedycational qualifications,
designation, etc were depicted in table 3.2
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The details of participants’ background information
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Demographic

variables Classifications (number & percentage) Total
Sex Male Female
N =501 (71.47%) N =200 (28.53%)
Age Adulthood (below 40 years Middle Z%%\Si()) years &
= [0)
N = 329 (47%) N = 372 (53%)
Religion Hindu &AES:?B Christian
= 0, - = 0
N = 459 (65.4%) (22.3%) N = 86 (12.3%)
Socio-economic Lower Middle Upper
status N =18 (2.6) N =645 (92%) | N =38 (5.4%)
Educational SSLC | Plus Two| Degree PG Mphil
Qualfication | N=81 | N=104 | N=406| N=86 | N=24 | 701
(11.6%) | (14.8%) | (57.9%) | (12.3%)| (3.4%) | (100%)
CPO 1 SCPO | g | 51| |Dysp
Designation T?)B 2‘16 N = 88 '\ég N=5| N=6
0] 0 0,
(62.2%)| (15.7%) (12.6%) (8%) (0.7%)| (0.9%)
Marital Status Unmarried Lﬂalrrée; Separated
= 0 - = 0,
N = 38 (5.4%) (93.7%) N =6 (0.9%)
South Zone North Zone
Range (Zone) Trivandrum | Eranakulam| Thrissur Kannur
N =52 N =74 N = 348 N = 227
(7.4%) (10.6%) (49.6%) (32.4%)

Measures

In this stage the following measures finalized fritva last session were used.

1. The Big Five Personality Inventory (John, DonahuEe&ntle, 1991)

2. Personal Effectiveness Inventory (Andros, 1999)
3. Public Service Motivation Scale (Kim, 2010)
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Proactive Personality Inventory (Seibert, Crant gaikher, 1999)
Rosenberg’s Self-esteem Scale (Rosenberg, 1965)

Self-efficacy Scale: short form (Firdousiya & Jaya010)

Institutional Socialization Experience Scale (Fudiya & Jayan, 2015)
Perceived Person Environment Fit Scale (Firdou&iyayan, 2015)

© N o g &

The details of each measure including the sub wkmoes, their
psychometric properties, administration and scomwege given below. Details of
item analysis were also incorporated in this sediw the measures which are either
restandardized or developed by the investigator.

THE BIG FIVE PERSONALITY INVENTORY

The big five personality inventory is a 44 itenp&int Likert scale developed
by John, Donahue and Kentle (1991). It used shudges based on trait adjectives
instead of lengthy statements. It is a comparatiteief inventory which enables
flexible assessment of personality in five dimensioThe Malayalam version used
in this study was translated and standardized g (2014). The five dimensions of

this inventory includes:-

Extraversion the personality trait related with seeking fulfibmt from sources

outside the self involves the facets like gregastmss, assertiveness, activity,
excitement-seeking, positive emotions and warmtpefson with high score on this
dimension will be sociable, energetic, adventuramhusiastic and outgoing. The
opposite end of this dimension is introversion. Tfkms 1, 6, 11, 16, 21, 26, 31, and

36 on the inventory measured this dimension.

Agreeablenesgeflects an individual’s ability to adjust their awbehavior to suit
others. Trust, straight-forwardness, altruism, cliemge, modesty and tender-
mindedness are the major characteristic traitggodesble people and their personal
gualities involves sympathetic, forgiving, warm,nademanding, non-stubborn and
real nature. The lower extreme of this dimensiorharacterized by antagonism.
The items 2, 7, 12, 17, 22, 27, 32, 37 and 42 rbkerthis dimension on this

measure.
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Conscientiousnessesembles the tendency of being honest and hardwgorkith
competence, order, dutifulness, achievement stjvirself-discipline, and
deliberation. They will be efficient, organized,refl, thorough, and industrious.
The other end of this dimension is characterizetabk o direction. The items 3, 8,
13, 18, 23, 28, 33, 38 and 43 on the inventory mreathis dimension.

Neuroticism contrasts emotional stability which comprises taeefs like anxiety,

angry hostility, depression, self-consciousnesspuisiveness and vulnerability.
People high on this will be tensed, irritable, mpaad shy. Lack of self-confidence
and contentment are the other characteristicsecklatith this dimension. This
dimension is measured by the items 4, 9, 14, 1922434 and 39.

Openness to experiencds associated with seeking of new experience and
intellectual pursuits characterized by curios, imative, artistic, excitable and
unconventional nature. The facets included in thisension are ideas, fantasy,
aesthetics, actions, feelings and values. The ieni®, 15, 20, 25, 30, 35, 40, 41,

and 44 resemble this dimension.
Reliability and Validity

The reliability coefficients of the big five persality inventory range from
0.75 to 0.91 with an average of 0.80 and the tsist reliabilities range from 0.80
to 0.90. Convergent validity of the instrument veasablished with Goldberg’s TDA
and Costa and McCrae’s NEO personality inventotyislalso found to have

sufficient external and predictive validity.
Administration

The instruction to fill the Big Five Inventory wagsovided as 'given below
are some statements pertaining to different aspdcyeur personality. Read each
statement carefully and put a tick][ mark in the approproate response that well
describes your personality. Always remember to nihkefirst response that comes

to your mind'.
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Scoring

Scored on the responses ranging from 1 to 5 irchwii denotes strongly
disagree, 2 is to disagree, 3 for undecided, 4gi@eaand 5 for strongly agree.
Reverse scoring was done for the negative itemsapdrate scores were calculated

for each dimension.
PERSONAL EFFECTIVENESS INVENTORY (PEI)

This inventory initially developed by Andros (1999as designed mainly to
assess one’s own awareness about his/her knowlae#tdks, competencies and
effectiveness in both personal and interpersonal.ldt helps to understand one’s
effectiveness both on-the-job and in personal li®sme items on the inventory
focus on the individual who is taking this testm®on others with whom they
work, and some on their relationship with otherke Toriginal PEI is a 60 item
guestionnaire that measures the 6 dimensions sbpal effectiveness. Later Reena
and Jayan (2013) translated this inventory intodylalam and restandardized with
40 items measuring 5 dimensions except customesfdtven though the researcher
selected this restandardized measure of persofegitigéness with five dimension,
certain items were modified based on the feedbaain fpilot data collection in
order to ensure their suitability to police offiseand restructured the inventory into

a 32 item measure.

Personal effectiveness is the sum total of thelsggaroductivity, time
management, motivation, self-discipline, avoidaot@rocrastination, good habits,
intelligence, problem solving and decision makiRgé¢na & Jayan, 2013). It means
making the most of all personal resources at ospa$ial- our personal talents,
energy and time relative to what is most importanus (Andros, 1999). In the
present study, based on the inferences arrived fitwenpreliminary qualitative
analyses and the review of literature the reseamdbeided to make use of personal
effectiveness as an important indicator of theatifeness among law enforcement
officers and hence made an attempt to explain dbrsstruct as most suitable for
police personnel. Thus in this research the terragmal effectiveness incorporates
the perceived efficiency of officers’ in solving n@us crimes, their ability in
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maintaining public order and safety, proficiency émsuring public trust and
cooperation, ability to focus and integrate botarspnal and departmental
objectives, continuous and sustained efforts ferdavelopment of themselves and
community to which they extent their service, tédein building good relationships
both in and out of their service, morale and commaiit towards team works, and
also the capacity to get easily adaptable withc@nging nature and challenging
demands of their job. Thus the items in the adaptedsure was restructured in this
line and restandardized among the police offic@itse five dimensions of this

inventory were:

Personal focus:is a dispositional quality which involves focusimgn what is
important and maintaining this vision in work aslivas personal life. It is highly
related with tuning or effectively managing one’miational/mental energy in
accordance with the priorities. It can be referasdthe state of being clear about
personal values, goals and priorities and becomamgcious of things that rob one’s
physical and mental energy as well as the abibityeliminate them in order to
concentrate on what is important right now. In otWerds, it resembles the extent
to which the person is effectively tuning into wimed/she want to accomplish and
taking planned action toward accomplishing thatufo&Such people will be aware of
the relevant strengths and weaknesses of themsateetheir organization and will

try their maximum to grab opportunities to accomsipliheir tasks and objectives.

Personal growth: resembles the continuous and constant efforts¢orbe a better
version of oneself or the intense desire to improweself. Personal growth is
essentially a never ending journey of self-helpif-is&provement; personal
development and skill acquisition to seek waysifgoroving themselves and their
milieu. It is a way of life, a way of being, thimg, feeling and acting in determining

the potential contribution for self-improvement.

Team effectiveness:team work has a dramatic influence on organizationa
performance. An effective team is much more thabuach of people gathered
together to accomplish a goal and the ability taknia teams is very essential in

almost all organizations. Team effectiveness reférs capacity a group of
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individuals has to accomplish their own and théiared goals and objectives. It
involves the skills, talents, knowledge, experienceencouragement and
commitment of all members of the group in a webbr@inated manner. It resembles
the capacity to work as an integral part of a tmitombine information, opinion,

resources and action to derive a preset result efteetively.

Relationships: involves the competence in initiating, developingl anaintaining
effective working relations with a wide range ofhet people in varying
circumstances. Interpersonal relationship maintemam and out of the organization
is very essential for effective functioning. Sugp&iom and collaboration with
coworkers may facilitate performance and well-besigmployees and the absence
or deficiency may leads to many negative outcorSesthis dimension of personal
effectiveness includes the communication and benaskills to create a climate of
trust, collaboration and good will with co-workers.

Personal adaptability: involves the capacity of an individual to be fleeiltand

maximize functioning while handling ambiguous, ssfell and uncertain situations.
It is the capability of responding intelligently tbe emerging demands without
compromising effectiveness. To adapt is to grow an@dhange so that adaptable

people tend to see the challenging demands astopfics than threats.
Item Selection and Analysis

As mentioned earlier in this chapter (page 106y, rheasure was given to a
number of 20 police officers and detailed discussmth them was made on the
suitability of this measure to use an indicator lav enforcement officers’
effectiveness and their suggestions and criticiammse considered for modification
of the items. Then the modified items were giverthi® experts both in psychology
and language for further modification and admimedeagain to another twenty
police officers for final decision. By this stagetnumber of items was reduced into
32 from the total 40 by eliminating unsuitable apglicable statements. After that
the inventory was administered to a sample of 4@ officers throughout Kerala
in order to finalize the items based on item dmanation. For this purpose the total
score for each individual was obtained and basetth@in total score the respondents
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were classified in to low group and high group. @ cent of subjects with the
lowest score and 25 percent with highest score taken for item analysis. Their
scores on each item were considered and the tievaf each item were computed
by comparing the mean differences among these taugpg. The obtained ‘t’ value
was an indicator of the extent to which a givenesteent differentiated between the
high group and law group. Any ‘t’ value equal togveater than 1.96 (p<0.05) were
included in the final form of the inventory as teogems are eligible to show a
significant difference among the low and high graubjects. The details of item
analysis were given in the table (Table 3.3). fdims in the measure were retained

after the item analysis as every item had highroiisnating value.

Table 3.3

Results of item analysis for finalizing items ofde@al effectiveness inventory

tems Group | (Lowest) Group Il (Highest)  value
Mean SD Mean SD
1 3.14 1.215 4,92 0.273 14.3**
2 2.75 1.132 4.58 0.669 13.92**
3 2.86 0.954 4.90 0.302 20.39**
4 2.64 1.202 4.86 0.349 17.74**
5 3.33 1.240 4.94 0.239 12.75**
6 2.79 0.935 4.88 0.327 21.09**
7 2.78 1.203 4.93 0.256 17.48**
8 3.08 1.143 4.83 0.551 13.79**
9 3.10 1.360 4.82 0.539 11.76**
10 2.67 1.016 4.68 0.490 17.82**
11 2.44 1.085 4.92 0.273 22.16**
12 2.74 1.151 4.92 0.273 18.42**
13 2.84 1.152 4.88 0.537 16.05**
14 2.91 1.181 4.90 0.302 16.32**
15 2.70 1.176 4.82 0.796 14.92**
16 2.79 0.935 4.88 0.383 20.67**
17 2.72 1.232 4.92 0.339 17.22**
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Group | (Lowest) Group Il (Highest)
ltems ‘t’ value

Mean SD Mean SD
18 2.68 1.197 4.79 0.433 16.58**
19 3.05 1.140 4.98 0.141 16.79**
20 2.31 0.971 4.72 0.494 22.12**
21 2.81 1.164 4.93 0.256 17.62**
22 2.86 1.035 4.96 0.197 19.93**
23 2.47 1.068 4.46 1.226 12.24**
24 2.51 1.087 4.98 0.141 22.53**
25 3.30 1.251 4.60 0.804 8.74**
26 3.20 1.005 4.75 0.657 12.91**
27 3.20 1.318 4.83 0.428 11.76**
28 3.35 1.095 4.95 0.219 14.32**
29 3.41 1.232 491 0.351 11.71*
30 3.08 1.245 4.81 0.465 13.02**
31 3.45 1.234 4.75 0.892 8.54**
32 3.12 1.281 4.96 0.197 14.19*

**significant at 0.01 level
Reliability and Validity

The reliability of this inventory was establishieg the method of Cronbach
alpha and the alpha coefficient was found to bel®.%or overall personal
effectiveness. The coefficients for sub scales wanged from 0.767 to 0.812. The

face validity and the content validity were estsiiéid for each domain.
Adminstration

Personal Effectiveness Inventory was provided wite following
instruction. 'A number of statements are listecowelWwnhich is related to how you
might feel about yourself and the other peopledaryorganisation. Please indicate

how each one applies to you with a tiek] [mark in the appropriate response.’
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Scoring

This inventory was rated on five point Likert sedfom strongly agree to
strongly disagree. A value of ‘1’ was assigneddimongly disagree to a score of ‘5’
to strongly disagree as all the items were wordea positive direction. The sum of
scores for all the items represented the overfdttveness score and the sum of all
the items representing each dimension constititedtore for that dimension. The
dimension personal focus is represented by thesiteni2, 16, 20 and 23; personal
growth is comprised of the items 1, 6, 9, 13, 24 28; team effectiveness is by the
items 2, 7, 17, 18, 25, 29 and 31, the relatiorsklipmension consists the items 3,
10, 14, 19, 21, 26 and 30 and finally the persaadptability dimension is
represented by the items 4, 8, 11, 15, 22, 27 and 3 maximum possible score on

this inventory is 160 and the minimum score is 32.
PUBLIC SERVICE MOTIVATION SCALE (KIM, 2010)

Public service motivation (PSM) can be defined as individual's
predisposition to deliver services to people withuapose to do good for others and
society (Perry & Hondgehem, 2008). It focuses anrtiotives and actions that are
intended to do good for others well-being and tapgha better society. Although
different definitions of PSM were derived from theview of literature (Perry &
Wise, 1990; Brewer & Selden, 1998; Rainey & Steudra 1999; Vandenabeele,
2007), a common focus on motives and action whrehistended to do good for
others was observed in every definition. For exampleviously Perry and Wise
(1990) explained PSM in terms of individuals’ pigabsition to respond to motives
grounded primarily or uniquely in public institutis. Houston (2000) also supported
the unique sense of service found among public eyeels in comparison to the
private employees. Brewer and Selden (1998) arthed®SM is an individual not a
sector-specific concept and described it as ‘thdivational force that induces

individuals to perform meaningful public service’.

Many other researchers also differentiated PSMmfrpublic sector
motivation or public employee motivation (BrewerQ02; Pandey, Wright &
Moynihan, 2008). Wise (2000) and Steen (2008) alsggested that public service
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motives can be found in any sector of employmemgspective of the public or
private domain. Some considered it as ‘a genetaligiic motivation to serve the
interest of a community of people, a state, a nabw mankind’ (Rainey &
Steinbauer, 1999). Any way a commitment to the ipuiniterest and the intense
desire to help others is the basic conceptualizatim every definition. In the
present study, the researcher considered PSM asiltedimensional individual
construct and referred as the orientation or ppadigion to do good for others and
sincere and committed efforts to reduce the suifgsrof others.

Dimensions and Measures of PSM

The first standardized measure for PSM was deeeldpy Perry (1996)
consisting of 40 items which was initially devisaml measure six dimensions of
PSM namely attraction to policy making, commitmenpublic interest, civic duty,
social justice, compassion and self-sacrifice. yP€r996) suggested that these
motives may fall into three analytically differeaategories: rational, norm-based
and affective. Rational motives are actions grodnda individual utility
maximization, norm-based motives involve actionsegated by efforts to conform
to norms and the affective motives represent thdggers of behavior that are
grounded in emotional responses to various socatexts. After computation of
descriptive statistics, item correlation and conétory factor analysis using data
from 376 respondents, this measure was reduced 2d @em scale with four
components namely attraction to policy making, commant to public interest,

compassion and self-sacrifice (for further detaaker Perry, 1996).

Coursey and Pandey (2007) shortened the instrufoenPSM based on
Perry’'s (1996) 24 item scale and tested a threedsnon model consisting of
attraction to policy making, commitment to publiterest and compassion with 10
items. In 2010, Kim and Vandenabeele proposed ttyes of motives associated
with PSM - instrumental, value-based and identifice To them these three
components are focused on value (for what), agit@fdr whom) and behavior
(how). They also refined the PSM dimensions aséitn to public participation,

commitment to public values, compassion and selfifsze.
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With an intention to revise the measurement soal®SM developed by

Perry (1996), Kim (2009) suggested a 14 item seal@ after confirmatory factor
analysis two items were eliminated and generat&® dem measure of four factors
similar to Perry with many modifications to ensut® international usability (for

details refer Kim, 2009). Kaipeng, Linghua and @2013) also tried to shorten
Perry’s (1996) PSM scale and standardized the teegull4 item measure for 3
factors among Chinese civil servants. They elinedathe commitment to public
interest dimension as it has not been emerged athengrespondents. However, in
the present study, the researcher adopted the meedeveloped by Kim (2009) and
translated the items into Malayalam and standaddiaemong law enforcement

officers of Kerala state. The sub dimensions of ftiale include:-

Attraction to policy making (APM): a kind of rational motive which draws
individuals to participate in the formulation of lgic policies either directly or
indirectly. It resembles a motive which is satidfithrough proximity to and
acquaintance with politicians and policy makersfluencing the contents of
policies, and the discussion on different polices part of daily life. APM
incorporates both the power-related componentsafimity to the political process
and of participation in the process of policy fotation (Ritz, 2011) and it covers
the motivation to improve decision-making concegnpublic services. People high
on this dimension will try to satisfy their persbmeeds while serving the public
preferably through public organizations throughrtir@eraction with policy making

officials.

Commitment to public interest (CPI): denotes the desire to serve others based on
values and duty. Perry (1996) considered it as atwa dimension and such people
internalize norms and values and may express aedwsimake a difference for a
fellow citizen (Kim & Vandenabeele, 2010). Peopighhon this dimension will try
to use their duty time and resources specificably drganizational demands and
reduce the wastage of public resources by completebiding their usage for

personal needs.



Methods 113

Compassion:represents the affective based motivation to dalgoo others based

on identification and empathy. In a deep senseéleitotes the sympathy for the
sufferings of others with an intense desire to hdem. Perry (1996) referred
compassion as a ‘patriotism of benevolence’ whaftects an extensive love of all
people within our political boundaries and the ingbiee that they must be protected
in all of the basic rights granted to them by thalding documents. Thus it involves

an element of equity and represents the concerotiiers’ needs.

Self-sacrifice:involves the sacrifice of one’s own desires ornesés for the sake of
duty or for the well-being of others. It denote® twillingness to bypass one’s
personal needs in order to help others and sodtetgvers individuals’ readiness to
prioritize others’ well-being rather than one’s omgeds and comforts. In the words
of Perry (1996) self-sacrifice resembles the wghess to substitute service to others
for tangible personal rewards. In other words this desire to sacrifice some private

interest to do good for others and society at large
Item Selection and Analysis

The review of literature proved the internatiorgiplicability of Perry’s
(1996) measurement scale of PSM with some modibicat especially in the
dimension of attraction to policy making (Kim, 200@im & Vandenabele, 2010;
Ritz, 2017). Thus, the investigator in the prestuatly fixed to measure PSM of law
enforcement officers using the 12 item PSM scaleldped by Kim (2009) keeping
Perry’'s scale as a foundation. In order to standarthe measure among Kerala
police, whose native language is Malayalam, eaem iin the measure was
translated into Malayalam by the researcher andlified after consultation with
both the subject and language experts. Then tinsléted items were given to 20
police officers of various ranks along with the Esigversion. A detailed individual
interaction was made on each item in order to clieek suitability among Kerala
police. Based on their feedback, it was decideds® the measure as such without
any further modifications and the scale was adr@resl to a sample of 400 police
officers throughout Kerala to determine the quatifyeach item statistically along
with other psychometric properties like reliabiliby the scale. Based on their total

score the respondents were categorized into lowpgamd high group. 100 subjects
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with the lowest score and an equal number of ppats with the highest score
were considered for item analysis. The ‘t’ valueeach item were calculated by
comparing the mean differences of each item amongid and upper group and
every items which obtained a ‘t’ value equal tagyogater than 1.96 were included in
the final test. The details of item analysis wekeg in table 3.4

Reliability and Validity

The reliability coefficient obtained for public reece motivation scale was
0.841 and the coefficient for sub-dimensions ranfyech 0.80 to 0.85. The face
validity was established for the restandardizedsieer Apart the original scale
developed by Kim (2009) was rich in construct viéid

Adminstration

This scale was administered to each participaulividually with the
following instructions, '12 statements are givetotewhich related with how you
might feel about yourself generally. Please inicaith a tick p'] mark in the

appropriate response to denote how each one applea'.
Scoring

The scale was designed in a five point Likert tgpe each item was scored
1 to 5 respectively for strongly disagree to stigragree. A reverse scoring from 5
to 1 was done for negative items (item 6 and QstRhree items in the measure
denotes attraction to policy making dimension; neltee items represents
commitment to public interest; items 7, 8 and &nelsles compassion; and last three
items stands for the dimension self-sacrifice.
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Table 3.4

Results of item analysis for finalizing items obRuservice motivation scale

Group | (Lowest) Group Il (Highest)
ltems ‘t’ value

Mean SD Mean SD
1 3.46 1.132 4.92 0.394 12.182*8
2 3.57 1.008 5.00 0.000 14.192**
3 3.03 1.039 5.00 0.000 18.957**
4 3.00 1.137 491 0.351 16.051**
5 291 0.986 4.98 0.141 20.789**
6 2.46 1.210 4.96 0.197 20.400**
7 3.36 0.916 4.84 0.420 14.691**
8 3.18 0.925 4.80 0.402 16.058**
9 2.90 1.020 4.70 0.560 15.472**
10 2.99 1.150 4.99 0.100 17.322**
11 2.62 1.080 4.98 0.141 21.661*
12 2.99 0.980 4.89 0.345 18.295**

** gignificant at 0.01 level
PROACTIVE PERSONALITY INVENTORY (PPI)

Proactive behavior and personal initiative frore trart of employees have
become inevitable for both personal and organimaticsuccess (Crant, 2000;
Seibert, Kraimer & Crant, 2001). Proactive behavsoa challenge to the status quo
as it resembles taking initiative in improving @nt circumstances or creating new
ones that can be expressed as part of either engolextra-role performance.
Proactive personality can be defined as the terydeneanipulate and change the
surrounding environment (Bateman & Crant, 1993)oaetive individuals are
relatively unconstrained by situational impedimentay look for new
opportunities, and are able to achieve effectivanges as they persist on their
efforts until they bring a change in the desire@cion.

Bateman and Crant (1993) developed a 17 item measi proactive
personality to assess the individual differenceshi tendency to take action and

change the environment. Across three samples oVersily students, they
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demonstrated that the proactive personality s¢aRS] is a unidimensional measure
with good psychometric properties (Cronbach’s alpfwaged from 0.87 to 0.89).
Seibert, Crant and Kraimer (1999) selected 10 iteuitis the highest average factor
loading from PPS developed by Bateman and Cran®3)1&nd examined the
relationship between proactive personality and eraseiccess among business and
engineering graduates and established similarbibtia coefficient (Cronbach’s
alpha = 0.86). Trifiletti, Capozza, Pasin and Fa(2009) applied confirmatory
factor analysis to examine the validity of 10 it&RS (Seibert, Crant & Kriamer,
1999) in a work context and as a result they drdppe items due to their lower
factor loading and one item was removed becausdsohigh correlation with
another indicator. Thus their model with seven gevhone factor structure showed
a good fit and high reliability.

In the present study, the researcher decided déathes 10 item measure of
PPS (Seibert, Crant & Kraimer, 1999) as it showedilar reliability index in
comparison with the original 17 item scale becabseshorter versions with good
psychometric properties may give same results #&u lelp to avoid boring from
the side of participants. Thus the items wereahititranslated in to Malayalam and
were scrutinized by three subject experts and amguage experts. Based on their
report certain modifications were made in the wogdiof items and one item (item
6) was removed due to his repetitive nature withtlaer item (item 9) and kept as a
single item. Then the finalized nine item measuas given to 20 police officers for
further modifications. Later the measure was adsténed to a sample of 400 police
officers to establish the quality of items statialiy. The respondents were grouped
based on their scores and 100 respondents fronowest group and 100 from the
highest group were taken for mean comparison. Ttaild of item analysis were
given in table 3.5
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Table 3.5

Results of item analysis for finalizing items ob&utive personality inventory

Group | (Lowest) Group Il (Highest)
ltems ‘t’ value
Mean SD Mean SD
1 2.96 1.377 4.94 0.239 14.163*
2 2.79 1.175 4.88 0.327 17.143*
3 2.59 1.006 4.89 0.314 21.822*
4 2.63 0.991 4.86 0.349 21.218*
5 2.44 1.057 4.85 0.359 21.587*
6 2.75 1.058 4.89 0.314 19.394*
7 2.50 1.010 4.65 0.479 19.230*
8 2.23 1.090 4.64 0.560 19.661*
9 2.93 0.998 4.94 0.239 19.597*

**significant at 0.01level

Reliability and Validity

The internal consistency of the translated scale lne explained with the

obtained reliability coefficient of 0.812. The faealidity of the scale was obtained.
Administration

This inventory was administered to each partidigand they were instructed
as 'given below are 9 statements, which is relatgld how you might feel about
yourself. Please indicate with a tick’]| mark in the appropriate response that

applies to you the most'.

Scoring

All items were scored based on the five respoasegories namely strongly
agree, agree, undecided, disagree and stronglgrdesaA score of 1 was assigned
for strongly disagree, 2 for disagree, 3 for undedi 4 for agree and 5 for strongly
agree. As all items were positive no reverse sgowas used. The maximum

possible score on the scale was 45 and the minisoame was 9.
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ROSENBERG’S SELF-ESTEEM SCALE (RSES)

Self-esteem scale developed by Rosenberg (196%)ves 10 items that
measures global self-worth through positive andatieg feelings about one’s own
self. It is believed to be a uni-dimensional measdesigned to assess the self-
evaluation of one’s worthiness. As the one amoegtist widely used measures in
educational, social and behavioral science withoatrall age group, the investigator
used this measure as such in the present studysafiedardized into Malayalam
language. 400 police officers were used as respuwsder the process of item

analysis and details were given in table 3.6

Table 3.6

Results of item analysis for finalizing items df-8steem scale

tems Group | (Lowest) Group Il (Highest)  value
Mean SD Mean SD
1 3.29 1.313 4.83 0.378 11.275*
2 2.26 1.050 4.79 0.409 22.441*4
3 3.33 0.888 4.90 0.362 16.366*
4 3.29 1.047 4.85 0.386 13.976*
5 1.69 0.918 4.90 0.461 31.260*
6 2.21 0.957 4.97 0.171 28.400*
7 3.42 1.084 4.88 0.383 12.696*
8 2.31 1.178 4.38 0.896 13.983*
9 2.56 1.395 4.74 0.562 14.497*
10 3.04 1.109 4.75 0.479 14.150**

** significant at 0.01 level
Reliability and Validity

The reliability coefficient was 0.748 which is ne& the reliability
coefficient 0.77 reported by Rosenberg (1965). Stthamd Allik (2005) reported
that the internal consistency as measured by Cotrbalpha coefficient reflected

adequate to high reliability across different laages and cultures including South
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Asian countries like Indiaa(= 0.81). Convergent validity of the scale is repdr

with other Global self-esteem scales like Coopettsraelf-esteem inventory and
Visual analogue self-esteem scale (Brumfitt & Sheerl999; Francis & Wilcox,

1995).

Administration

This measure was given with the instruction adoved, 'the following
statements are related with you. Please choosamiag the five given responses

that does match your feeling about yourself'.
Scoring

Scored on the responses ranging from 1 to 5 irchwii denotes strongly
disagree, 2 is to disagree, 3 for undecided, 4gi@eaand 5 for strongly agree.

Reverse scoring was done for the negative items.
SELF-EFFICACY SCALE: SHORT FORM

Self-efficacy can be defined as the belief in sr@vn ability to successfully
complete a task (Bandura, 1977). It refers to inldials’ judgments regarding their
capability to successfully perform specific tasksl &#ehaviors (Bandura, 1986). It is
the conviction that one can successfully executgiven behavior required to
produce certain outcomes. Individuals with highH-s#ficacy beliefs will be able to
organize and execute actions required to attaimedeeutcomes and are more likely
capable of mobilizing the necessary resources tet raguational demands. The
concept of self-efficacy has been conceptualized assessed in three different
ways: as a global personality construct generaliaeer various domains, as a
domain specific variable and as a task specificabée to predict circumscribed
behavior (Schyns & Collani, 2002). In the presesgearch self-efficacy has been
considered as a generalized personal constructredto develop a more general
scale of self-efficacy that is related the occupal domain in specific and overall

life aspects in general.
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Firdousiya and Jayan (2010) had developed a 18 ritilti-dimensional
self-efficacy scale with six sub factors which dae specifically used in various
occupational settings. Using this scale as a bfasmework, in this research by
considering the role of generalized self-efficanyekplaining person-environment
fit perceptions, we tried to develop a unidimenalomeasure of self-efficacy. For
that purpose, firstly, all the statements in thigioal scale (Firdousiya & Jayan,
2010) were modified to suit the generalized sdit:aty as a personal construct.
Then, as the sub-dimensional factors are not takittgconsideration in this short
form, the most suitable items to the overall séfitacy scale were selected based
on their factor loading and internal consistendyode items which are not affecting
much on the internal consistency of the overall snea were eliminated from the
revised shorter form in order to limit the numbéritems to a maximum of 10
without affecting the construct that to be measuidtls with the help of expert
suggestions 10 items were eliminated and finaleegneralized self-efficacy scale
with 9 items. Then, this 9 item measure was adraresl to a 400 police officers to
collect data for item analysis and so as to detsntihe discrimination power of
each item among the law enforcement officers. Thespondents were categorized
based on their scores on self-efficacy and 100opsrérom both lowest and highest
group were considered for mean comparison of daah in order to determine their
‘t’ value. The details of item analysis were givantable 3.7. All the 9 items were
selected from the final list as they obtained hgyHg values. Thus, a 9 item uni-
dimensional generalized self-efficacy scale wasgtesl to assess the self-efficacy

beliefs of individuals at wider context with minimuime period.
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Table 3.7

Results of item analysis for finalizing items df-8#icacy scale

Group | (Lowest) Group Il (Highest)
ltems ‘t’ value
Mean SD Mean SD
1 2.67 0.985 4.98 0.141 23.209*
2 2.50 0.718 4.88 0.327 30.182*
3 2.71 0.769 4.92 0.273 27.077*
4 2.39 0.815 4.71 0.456 24.837*
5 2.40 0.752 4.65 0.592 23.500*
6 2.88 1.018 491 0.288 19.193*4
7 2.57 0.891 4.90 0.302 24.782*
8 2.53 0.937 4.89 0.314 23.879*
9 2.69 1.002 4.96 0.197 22.230*

**significant at 0.01 level

Reliability and Validity

The reliability coefficient of this short form $elfficacy scale is found to be
0.892, which is similar to the reliability coeffesit of the older version of
multidimensional scale of self-efficacy (0.89). Bhtlne short form is reliable and
valid to assess the construct of self-efficacy.

Administration

The instruction for the Self-Efficacy Scale wasegi as follows 'A list of 9
statements are given below which is related to lyon might feel right now
regarding your abilities. Kindly go thorugh eactatesment and indicate your
response which comes to your mind while readindy est@tement in the appropriate
column provided here with a tick’] mark. There is no right or wrong answer. It's
all about how do you feel about yourself'.

Scoring

All the 9 items in the measure were positively et and scored on five
point scale ranging from 1 (strongly disagree) to(skrongly agree). So the
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maximum possible score on the measure for an iddaliis 45 and minimum score
is 9. High score indicates high self-efficacy bisliand low score indicates lower

self-efficacy beliefs.
INSTITUTIONAL SOCIALIZATION EXPERIENCE SCALE (ISES)

Organizational socialization is concerned with tlearning content and
process by which an individual adjusts to a specifie in an organization (Chao,
O’Leary-Kelly, Wolf, Klein & Gardner, 1994). It ishrough this process a newly
joined employees comes to appreciate the valud#jesty expected behaviors, and
social knowledge essential for assuming an orgéoizal member (Louis, 1980). It
helps newcomers to get adaptable with new job anghnizational roles.
Institutional socialization experience involves ftersonal feelings and experiences
of each employee on the socialization processes tactics adopted by their
institution to welcome them as part of their orgaion. In other words it is the way
of looking into the organizational socializationopess through the eyes of
individual employees. The individual experiencessoaialization process are highly
important as it enables them to perceive the exisilephilosophy and importance of
the organization to acquire their position and rthaentification with the

organization.

The researcher gave emphasize to individual espess on the socialization
process due to the consideration given to the tftaat newcomers often play an
active role to form and facilitate the socializatjorocess. Thus, this part of research
on institutional socialization considers the cohtefhsocialization rather than the
processes — that is, what is actually learned peeanced by the individual during
socialization. Many past researchers have suggestedient areas or content
dimensions of organizational socialization. Forrapée, Schein (1990) explained it
as ‘the process by which a new member learns aaptado the value system, the
norms, and the required behavior patterns of aarozgtion, society or group’ and
thus the individual is being taught what is impottand what is required from their

side.
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Feldman (1981) considered socialization as ‘a ggedy which a new role
holder learns to perform his/her role which inclsidee learning of organizational
values and frames of reference with the developnoénskills and knowledge
necessary for effective role performance as diceditg the organization’ and
explained three primary categories of learning eont(1)organizational values,
goals, culture and so on, (2)work group valuesmsoand friendships and (3)needed
skills and knowledge to do the job. Dornbush (19&&)lained skills and technical
knowledge, attitudes, values and a shared histertha content of socialization.
Fisher (1986) conceptualized it as learning anchgbaprocess for the newcomer
and added one more content namely ‘personal chatafing to identity, self-image
and motive structure’ to the categories identifigdFeldman (1981). Later in 1994,
Chao, O’Leary-Kelly, Wolf, Klein and Gardner condedt a systematic review of
the socialization literature in order to collaberathe content dimensions of
organizational socialization domain and suggested dix content dimensions of

organizational socialization. They include:

1. Performance proficiency resembles the extent to which an individual
succeeded in mastering the required knowledgesskild abilities through

socialization process.

2. People represents successful and satisfying work reldatigss with
organizational members and is concerned with tdevidual’s decision on

from whom to learn or enquire about the variousatgpof organizations.

3. Politics reflects individuals’ success in gaining inforneation formal and
informal power structure within the organizationdatheir awareness on

organizational politics.

4. Language describes individuals’ knowledge and level of ustending
regarding profession’s technical language, acronysiang and Jargon

unique to the organization.
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5. Organizational goals and valuesnvolve the learning and understanding of
specific organizational goals and values that na@nthe integrity of the

organization.

6. History incorporates the understanding on organizatiorraditions,
customs, myths, and rituals, which were used tmstrat the cultural

knowledge.

Using this conceptual framework, the researchédtrto develop a
unidimensional measure of institutional sociali@atexperience. Existing empirical
research and theories were referred for generalgyant items. Based on each
content dimension various items were generatedatajlam and they were given
to the experts in Psychology, Management and Layguaith their English
translations. Then 5 selected subject experts agked to suggest the most suitable
items from each area. They were advised to lingirtbhoice to a minimum of one
and a maximum of three items from each content.aféas out of initially
generated 36 items, the maximum possible items aame suggest were 18 and
minimum number of items required was 6. By analgzime lists provided by each
expert, the researcher with the help of supervismalized 11 items that are
suggested by all the experts. Among these iteneetiiems (5, 9, and 11) were

worded negatively and were planned to score onexse order.

The finalized 11 item measure was administered tgroup of 400 police
officers throughout Kerala (the same those whonagationed as the participants in
the stage 1 section of second phase of the stud}teeir responses on each item
were used to determine the psychometric propedieshe scale including the
discriminating power and suitability of each itemthe final scale. The details of
item analysis based on the mean comparison of loWw66 and highest 100
respondents were summarized in table 3.8. All théeims were selected as their ‘'’
values are greater than 1.96 (p<0.05). Thus, aitefri unidimensional institutional

socialization experience scale was constructecdsopthis research.
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Table 3.8

Results of item analysis for finalizing items ddtitutional socialization experience

scale
tems Group | (Lowest) Group Il (Highest)  value
Mean SD Mean SD
1 3.46 1.150 4.89 0.314 11.998*
2 3.38 0.962 4.88 0.327 14.769**
3 3.38 1.071 4.85 0.359 13.014*
4 3.06 0.897 4.71 0.591 15.361*
5 2.50 1.096 4.74 0.747 16.885**
6 3.09 1.102 4.80 0.402 14.579*
7 3.31 1.070 4.96 0.197 15.163*
8 3.06 1.071 4.93 0.256 16.975*
9 2.62 1.162 4.72 0.900 14.293**
10 2.84 1.042 4.75 0.520 16.406**
11 2.55 0.947 4.74 0.705 18.550**

** significant at 0.01 level

Reliability and Validity

The reliability coefficient obtained through intiéem correlation coefficient
alpha is 0.796. Face validity was established aloitly the experts’ comments on

content validity.
Administration

The instructions given to the participant for IS¢ale was like 'the following
items are representing your personal experiencgsuatorganisation, especially in
the initial days of your appointment which inclugeth training period in the police
academy and your first few months in the policéi@tawhere you had appointed for
first time. Kindly go through each statement andasge the correct response from

the given categories'.
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Scoring

The scale was designed in a 5 point Likert type each item was scored on
the basis of five response categories namely diyatigagree, disagree, undecided,
agree and strongly agree. A score of 1 was assitpredtrongly disagree, 2 for
disagree, 3 for undecided, 4 for agree and 5 fongty agree. A reverse scoring of
5 to strongly disagree and 1 to strongly agree made for negative items. The

maximum possible score on this measure was 55henchinimum score was 11.
PERCEIVED PERSON ENVIRONMENT FIT SCALE (PPEFS)

The concept of person-environment fit is so omespnt as to be one of the
dominant conceptual forces in the field from pesdity theory to vocational
psychology and from personnel selection to sociaycpology (Endler &
Magnusson, 1976; Pervin & Lewis, 1978; Aronoff & Igdn, 1985; Schmitt &
Borman, 1993; Holland, 1997; Walsh, Craik & Pri2800). If taking the words of
Schneider, ‘of all of the issues in psychology thawe fascinated scholars and
practitioners alike none has been more pervasiae the one concerning the fit of
person and environment’ (Schneider, 2001). Pevgank- environment fit can be
defined as the extent to which both the individaradl environmental characteristics
match each other. Personal characteristics maydechn individual's biological or
psychological needs, values, goals, abilities osq@®ality and the environmental
characteristics may include the intrinsic and esid rewards, demands of a job,
cultural values, or characteristics of other induals and collectives in the person’s

work environment.

The researcher started her research work with iam ta explore the
psychological predictors of person-work environmintout later extensive review
process motivated her to explore the construceasqgn-environment fit itself before
identifying its predictors due to the varietiestive definitions, conceptualizations,
and operationalization of the construct by differanthors. That much variety of
different conceptualizations and operationalizaion fit have been offered in the
PE fit literature. For example, Kristof-Brown, Zinemman and Johnson (2005)
defined PE fit in a broader sense ‘as the compyillietween an individual and a
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work environment that occurs when their charadiessare well matched’ and
summarized four distinct fit dimensions throughithmeta-analytical study and
explained these dimensions as the crucial parameétedetermining the extent to
which a person fits into his/her work environmehhese factors include: person-

organization fit, person-job fit, person-group &td person-supervisor fit.

Muchinsky and Monahan (1987) referred PE fit a&sdhgree of congruence
between personal and situational variables in priodu selected outcomes and
proposed two types of PE fit: supplementary congeae(the match between an
individual and a group of people who comprise avirenment) and complementary
congruence (the match between an individual's taland the corresponding needs
of the environment). Edwards and Rothbard (199%ceptualized PE fit in two
forms — supplies-values fit (the extent to whicé tewards and supplies provided by
the environment match the needs and preferenci gdferson) and demand-ability
fit (the extent to which the demands and requirdsehthe environment match the
skills and abilities of the person). Wheeler, BagklHalbesleben, Brouer and Ferris
(2005) also explained the process of fit throughhezi supplementary or
complementary perspective and conceptualized fa five different dimensions:
person-organization fit, person-vocation fit, pergab fit, person-preferences for
culture fit, and person-team fit. Likewise a numbérdifferent conceptualizations
and operationalizations of fit have been emergetuding fit between individual’s
skills and the requirements of the job, fit betwedaracteristics of the individual
like personality, values, goals and those of thgaoization, fit as perceived by
individuals themselves, fit based on a comparisoancindividual’s characteristics

to a separate measure of the work environment, etc.

Thus the multidimensionality of the concept is @idaccepted in research
and many have emphasized the dangers in isolatiegfit components and
considering one or two of them and suggested tlressgy of assessing several
dimensions at the same time to get a realistic \oéwhe overall PE fit (Kristof-
Brown, Jansen & Colbert, 2002; Carless, 2005; KfiBrown, Zimmerman &

Johnson, 2005; Jansen & Kristof-Brown, 2006). Evkbaugh measuring them
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simultaneously provides a realistic insight inteithnfluence, their unique influence
on work outcomes can’t be ignored and thereforee@amte reflection of each
distinct sub-concept of PE fit is suggestive (Cag]e2005; Timmor & Zif, 2010).
However, although PE fit literature has been flsleid over past few decades
(Judge & Ferris, 1992; Kristof, 1996; Cable & Judy897; Edwards & Rothbard,
1999; Werbel & Gillland, 1999; Schneider, 2001;b&a& DeReu, 2002; Kristof-
Brown, Zimmerman & Johnson, 2005) and the abovetiomed distinctions have
been well accepted in the literature, little attérhps been made to integrate its
various conceptualizations and operationalizatidsreover, a single measure by
incorporating all these varieties of fit was noa#able in the literature even though
earlier researches established the notion tha¢ tthéferent types of fit were additive
as well as differently important for different oatoes (Saks & Ashforth, 1997a;
Cable & DeReu, 2002; Kristof-Brown, Jansen & Colp@002; Kristof-Brown,

Zimmerman, & Johnson, 2005).

In the present research, the researcher madeeanpatto solve this crucial
limitation by integrating different forms and coptealizations of PE fit into a
single multidimensional construct and constructngalid and reliable measure of
perceived fit consisting of different types andiwas content dimensions. For that
purpose, during preliminary qualitative exploratitime first phase of this research),
the researcher also tried to explore the consti€&E fit among law enforcement
officers and identified different levels and dimems of PE fit. Then later with the
help of PE fit literature, the investigator madeatempt to verify, categorize and
operationalize the construct of person-work enviment fit. Thus a thorough
exploration of the construct of person-work enviramt fit in the literature and the
primary data on the experiences and thoughts esgueby a number of police
officers has led her to the following concludingnaaks on the multidimensional PE

fit construct with different levels and many corttareas:-

. Person-environment fit is the match or congrueretsvéen the person and

his work environment
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. The degree of this fit can have a number of effentemployee behavior and
attitude
. The assessment of fit is a challenging but an udabte task for HR

professionals and organizational researchers

. The degree of fit can be assessed either directipdirectly based on the
focus of research is on whether actual or percefiteahd both have their

own merits and demerits

. Fit or misfit in the organization can be experighce several levels

including the fit with the job, organization, wogkoup and supervisor

. Fit can be determined on the basis of differenapeaters like the similarity

or match on values, preferences, needs, demanals, @yjod personality traits
. This involves both supplementary and complemerftary

. Fit can be classified in two to broad categoriesels rational (PJ and PO
fitjand relational fit (PG and PS fit)

. Fit can be either static or dynamic in nature basetheir level and content

These are the major conclusions that the reseaheltkarrived based on the
review of literature and qualitative preliminaryadysis among law enforcement
officers on the construct of PE fit. Thus in theegent study the term PE fit is
defined as the perceived compatibility or congreeipetween the person and his/her
work environment. It reflects an overall comparidogtween the person and the

work environment which provides an estimate of alléevel of experienced fit.

The investigator planned to focus on the percefitedstead of actual fit due
to many reasons. Firstly, perceived fit can be messdirectly from the employees
based on their overall judgment regarding the éxterwhich they are congruent
with their environment. In contrast, actual fit vég@s objective and indirect
measurement based on a comparison between sepamasaisured individual

attributes and the work environment aspects. Sdgotitbugh certain degree of
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actual fit is important to ensure the suitability @mployees to the work role
(Firdousiya & Jayan, 2016b), more positive outcornesur when an individual
perceives congruence with the work environment tih@nexistence of actual fit as
employees are assumed to be active respondertie mrganization with their own
emotions and cognitions (Endler & Magnusson, 19C&ple & Judge, 1997;
Kristof-Brown, Zimmerman & Johnson, 2005; KristofeBvn & Billsberry, 2013).
An individual’'s perceptions of a situation are momgportant and significant in
determining employee attitudes and behaviors akwhman an actual situation and
the perception of fit should be more proximal talividual decision-making,
behavior, and well-being. One possible explanation these findings is that
“perceived fit allows the greatest level of cogretimanipulation because the
assessment is all done in the head of the resptsddlowing them to apply their
own weighing scheme to various aspects of the enment” (Kristof-Brown et al.,
2005). Additionally, Edwards et al. (2006) showkdttdirect and indirect fit do not
exhibit close correspondence, leading the authorscdnclude that direct fit
perceptions may primarily reflect affective judgreerSpecifically, Edwards et al.
Argued that “...when people indicate that they fie tnvironment, they are not
reporting the result of a comparison process bstead are effectively saying they
are satisfied with the environment”. Further, Sabye or perceived fit is that which
is perceived by the target person — the employess®aifeelings and perceptions are
determining their attitude and level of performan©a the other hand objective fit
includes the facts about the person and the envieoh which are free of the bias of
human perception. Such kind of objective measuréroémctual existence of fit
may be relevant more on pre-entry outcomes befelectng the employee to the
organization or assigning most suitable positioth anle to the employee. Whereas,
the present research is planned among the indigdwho has been already
occupied a position in the Kerala police departmétgnce, the assessment of
perceived fit is assumed to be more useful hetligncross-sectional research than

calculation of objective/actual fit.

Based on the finding that fit can be determinedtloa basis of different

parameters like the similarity or match on valupseferences, needs, demands,
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goals and personality traits; the following six oragontent areas or dimensions of

PE fit has been recognized;
Need-supplies fit (NS fit)

Need-supplies fit can be defined as the match dmtwthe needs of
employees and the supplies by the work environrteenteet those needs (Edwards,
1991). The basic motivation that drives peopleirtd f job is to gain access to the
economic, social and psychological rewards in retior satisfying their various
biological, financial, social and psychological uegments (Locke, 2000; Cable &
DeReu, 2002). When employees perceive that thefiepsion or job is supplying
enough to meet their personal needs, they will thgir maximum to keep
themselves in that job and hence more positivecoues will occur and people
become dissatisfied when they experience a shodiaigek in the supplies provided
by the environment (Locke, 1976; French, Caplan &rldon, 1982; Cable &
Edwards, 2004; Furnham, 2005; Kristof-Brown, Zimman, & Johnson, 2005;
Latham, 2007; Basith & Arshad, 2016; Hernandez &f@uoa, 2016; Yu, 2016).

Demand-abilities fit (DA fit)

Demand-abilities fit can be referred as ‘the mabeitween environmental
demands and an individual’s abilities (Edwards,8)9®emands represent both the
guantitative and qualitative requirements assigtedan employee and abilities
include the skills, knowledge, time, energy andeotpersonal resources that an
individual can utilize to meet the environmentalmdads (Edwards, Caplan &
Harrison, 1998; Kristof-Brown, Zimmerman & Johns@®05). On the other hand
DA fit is the extent to which an individual empla&ys supplies are sufficient enough
to meet the environmental requirements. Employeles perceive either over- or
under-qualification in terms of their KSAs (knowtgr] skills and abilities) for their
present position can experience a number of negatutcomes including
dissatisfaction and strain (Caldwell & O’Reilly, 9® Edwards, 1991; Edwards &
Harrison, 1993; Edwards, 1996; Lauver & Kristof-Brg 2001; Cable & DeReu,
2002; Kristof-Brown, Zimmerman & Johnson, 2005; Edds & Shipp, 2007,
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Greguras & Diefendroff, 2009; Chi & Pan, 2012; RaBeehr, Han & Grebner,
2012; Bogler & Nir, 2015; Astakhova, 2016).

Value congruence

Value congruence is the most prominent and rekedrconceptualization
within the supplementary tradition of PE fit pagi (Chatman, 1989; Kristof,
1996; Cable & Edwards, 2004; Kristof-Brown, Zimmeamé& Johnson, 2005).
Value congruence refers to the similarity betweenmalividual’s personal values
and that of the organization (Chatman, 1989; Kfjsi®96). Values are relatively
stable and evaluative personal beliefs that guiderson’s preferences for outcomes
or courses of action in a variety of situationstlea basis of what is good and bad,
wrong and right, and salient and irrelevant. Emeé&s/would find it comfortable to
work in an environment where the things that aleeagby them are also important
for their organizations and when the employeesaate to maintain their personal
values in a protective way without any hindranaesnf the part of co-workers and
their employers. As it refers to the compatibildlywork values between the focal
person and other organizational entities like supers, co-workers, work-group
and the entire organization; value congruence shmsgults in more positive work
attitudes and behaviors due to increased trusiclatient, communication, and
support system among the members of the organizé&Gbatman, 1989; Tsui &
O'Reilly, 1989; Cable & Judge, 1997; Kalliath, Bidern & Strube, 1999; Verquer,
Beehr & Wagner, 2003; Cable & Edwards, 2004; Kfi@mwn, Zimmerman &
Johnson, 2005; Hoffman & Woehr, 2006; Ostroff & ged2007; Edwards & Cable,
2009; Bao, Dolan & Tzafrir, 2012).

Goal congruence

Goal congruence can be defined as the congruesneilarity or
compatibility between employee’s career-relatedigg@ad the goals of the entire
organization. Goal congruence is considered to ighahyhimportant in attaining
organization’s strategic objectives and many ohasitive work related outcomes

like job satisfaction, employee commitment, turnoe@d employee productivity
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(Vancouver & Schmitt, 1991; Edwards, 1994; Kristth96; Bradley, Flotz, White
& Wise, 2006; Zzhang, Wang & Shi, 2012; Yamoah, 204ykers, 2015).

Personality congruence

Personality traits are stable and consistent chenatic patterns of
individual's thoughts, feelings and behaviors. Beadity congruence is the match or
congruence between the personality characterisfies individual and the image,
culture and climate of the organization. Numerotiglies in the literature have
established a positive relationship between petgpneongruence and positive
work related outcomes in terms of employee attduded behaviors (Thomas &
Robbins, 1979; Kristof, 1996; Holland, 1997; Bé&kri& Ryan, 2003; Nikolaou,
2003; Ryan & kristof-Brown, 2003; Verquer, BeehM&agner, 2003; Westerman &
Cyr, 2004).

Complementary fit

Complementary fit occurs when individuals’ chaeaistics fill a gap in the
work environment, or vice versa. It resembles ithbentities eligibility to make a
whole through collaboration or add what is misstogone another. Different
researchers conceptualized this construct in distays. For example, Muchinsky
and Monahan (1987) described complementary congeuas ‘the match between
an individual’s talents and the corresponding neg¢dle environment’ and Kristof-
Brown, Barrick and Stevens (2001) explained complatary fit as the ability of
other co-workers to fill a gap or what is actuddlgking in an employee’s qualities.

Thus in this research PE fit is considered as #idimensional construct
with the above mentioned six varieties of contemeshsions. Moreover, based on
the fact that fit can be perceived at various Ileval the work environment, four
different forms or levels of fit has been identfieperson-job fit, person-
organization fit, person-group fit and person-suer fit. A brief description on
these distinct but inter related fit are explaibetbw;
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Person-job fit (PJ fit)

PJ fit is considered to be the oldest and mosehlyidiscussed form of PE fit
in the literature. The match between a person’satheristics and those of the job or
tasks that are performed at work is included indbmain of person- job fit (e.g.,
Edwards, 1991; Kristof, 1996). It resembles thetaduiity of an individual for a
particular job in terms of his/her skills, knowleggabilities, attitudes, interests,
needs, desires, values, personality charactetistics personal goals and objectives.
Thus in a broader sense, the congruence betweerpdtsonal attributes and
characteristics of an individual employee and tharacteristics of the job can be
referred as PJ fit. The concept of PJ fit has lmesteptualized in many ways in the
past literature and the most widely accepted dimnessamong them are needs-
supplies fit and demand-abilities fit. For exampteany explained it as the match
between individual's knowledge, skills and abiktiend the requirements of the job
(Wanous, 1980; Caldwell & O’Reilly, 1990; Edward®994; Kristof, 1996; Saks &
Ashforth, 1997a); and some described it as thenéxtewhich the job fulfils the
specific needs and demands which the individualireg from the job (Edwards,
1991). Some researchers argued for the match betwebvidual personality
characteristics and the characteristics of the (Bthneider, Goldstein & Smith,
1995; Holland, 1997; Ehrhart, 2006).

Person-organization fit (PO fit)

PO fit refers to the degree of congruence or cdibifty between the
characteristics of individuals (i.e., personaligits, skills, goals, beliefs, values, and
interests) and the characteristics of organizat{pes culture, climate, values, goals,
and norms). Different researchers have used diftezenceptualizations of PO fit
and all these conceptualizations resembles theeexis of prior mentioned six
content dimensions in one way or other. For exampkrsonality-congruence
dimension of PO fit was supported by researchdws Tiom (1971), Schneider
(1987), Bowen, Ledford and Nathan (1991), Hogar®{)9Bretz and Judge (1994),
Kristof, (1996), Barrick and Ryan (2003) and Ryamd &Kristof-Brown (2003).

Value congruence dimension of PO fit was suggelsyechany including Schneider
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(1987) Schein (199Q)Chatman (1991)O’Reilly, Chatman and Caldwell (1991)
Kristof (1996) Cable and Judge (199Table and DeReu (20Q2)erquer, Beehr
and Wagner (2003Kristof-Brown, Zimmerman and Johnson (200@prely (2007)
and Ambrose, Arnaud and Schminke (2008). Those who epn@lized PO fit in
terms of goal congruence include researchers sscWamcouver and Schmitt
(1991), Witt and Nye (1992), Vancouver, Millsap aRdters (1994) Cable and
DeReu (2002) and Silverthorne (2004). Some supgpotiee need-supplies
dimension of PO fit (Kristof, 1996; Piasentin & Qimaan, 2006); some suggested
Demand-abilities version (Kristof, 1996; PiasenéinChapman, 2006) and some
others proposed supplementary versus complemeasagcts of PO fit (Muchinsky
& Monahan, 1987; Piasentin & Chapman, 2006).

Based on these distinct dimensions of PO fit,cthestruct can be defined as
‘the compatibility or congruence between people arganization that occurs when
(1) the individual's needs and preferences canabisfied by the organization, (2)
the individual is able to meet the specific demamasl requirements of the
organization, (3) the employee’s personal valueshma protected by and similar to
that of the organization, (4) the employee can yritss/her personal goals through
the efforts to accomplish the goals and objectisgéghe organization, (5) the
personality characteristics of the individual acenpatible with the image, culture
and climate of the organization, and (6) the emgdogind organization can work as
a whole by adding something to each other.

Person-group fit (PG fit)

PG fit represents the interpersonal comparabbigyween individuals and
their peers or work teams. Person—group (PG) mopetteam fit can be defined as
the interpersonal compatibility between individuafsl their work groups (Judge &
Ferris, 1992; Kristof, 1996; Werbel & Gilliland, 99). Cable and DeReu (2002)
referred PG fit perceptions as the judgments of itlterpersonal compatibility
between an employee and his/her work group. Eveagth only a small number of
published studies have conceptualized the conddpGdit in terms of goals (Witt,
1998; Kristof-Brown & Stevens, 2001) or values (@a% Nelson, 1971; Becker,
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1992; Meglino, Ravlin & Adkins, 1992; Adkins, Rav]i& Meglino, 1996; Seong &

Kristof-Brown, 2012); there are several studiesclhéxplained PG fit in terms of
personality traits (Slocombe & Bluedorn, 1999; Bales Ward, Turner, &

Sonnenfeld, 2000; Kristof-Brown, Barrick, & Stever#001; Strauss, Barrick, &
Connerley, 2001, Barrick & Ryan, 2003; Hobman, Bar& Gallois, 2003; Seong
& Kristof-Brown, 2012). Further, Kristof-Brown, Back, and Stevens (2001)
supported the importance of complementary fit disn@m of PG fit and found that
members’ attraction to their team was very high nvtineir level of extraversion was
different from that of other team members. Wewdad Gilliland (1999) identified

both supplementary and complementary aspects ditP@cessary for successfully
working with co-workers in a work group or a teaBupplementary fit involves

employees sharing similar attributes among theiougr members, where as
complementary fit is concerned with providing thélls and abilities that are not
widely shared by other group members (Muchinsky &nglhan, 1987). In other
words, while supplementary fit infers conformity @mg group members,
complementary fit infers that every group membes baique contributions that

create synergy and effective group performance.
Person-supervisor fit (PS fit)

PS fit refers to the interpersonal fit betweeneamployee and his/her direct
supervisor characteristicdan Vianen, Shen and Chuang (2010) described PS fit
perceptions as the perceived fit between employek saipervisor characteristics.
Most of the PS fit studies were quite specific dbthe characterisitics being
examined focusing on the distinct issues such asopesupervisor personality
congruence (Schaubroech & Lam, 2002; Schoon, 2Qb8ang, Shen & Judge,
2016), Value congruence (Meglino, Ravlin & Adkirnk)89; Van Vianen, 2000;
Krishnan, 2002; Colbert, 2004; Schoon, 2008; Hoffmaynum, Piccolo & Sutton,
2011; Chuang, Shen & Judge, 2016), or goal congru€¢ancouver & Schmitt,
1991; Witt, 1998; Schoon, 2008).

Thus the proposed model of perceived person-emviemt fit scale involves

four different levels with six content areas or dimions. The overview of the
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perceived person environment fit model can be digd through the following

figure;

f )

PJ fit - \PO fit

PE fit

(Value congruence

I Coalcongruence

Personality Congruence
Complementary fit
NS fit & DA fit)

PG fit - /ps fit

A J

Figure 3.1 Model of Person-Environment Fit6

On the basis of theoretical support and previdudiss, the researcher first
writes down all the relevant items on the consthuctncorporating distinct levels
and different dimensions. Then the pool was giwefiite subject experts for the
selection of most relevant items and to avoid figpatand duplication. The items
recommended by at least three were removed from ligftebased on their
justifications. Thus the initially formed 165 itemgere reduced to 100. Then the
proposed 100 item measure was given to three lgegeaperts for a review and
modified the statements according to their suggestiAfter that the modified items
were given to a number of 20 police officers folopidata collection in order to
check the availability of intended information thgh the measure. After the

detailed evaluation of pilot data score sheets,rés®archer made an attempt to
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shorten the number of items in the measure by derisg the boredom and

difficulty of participants to complete a 100 itemeasure. Moreover, the test is
actually preparing to assess the degree of PEnittng law enforcement officers to

identify the various psychological predictors atslimpact on their effectiveness.

So that the researcher has to administer the Rdie along with other measures of
selected predictors and effectiveness. At the samme researcher was not actually
wants to remove any further item from the measarg B designed in a way that it

incorporated all the six dimensions among the feuels of fit.

Finally, the researcher restructured all the 18s into a new form in that
items denoting same content at different levelsewsustered and four levels were
combined into one single item. The response cayegass divided into four main
sections denoting each level and participants cairk their level of fit on each level
for every single item on a five point scale rangfrgm always true to never true.
Thus the scale was shortened to 25 items withauipcomising the scores for any
single item from the 100 item list. For exampleg fiirst item in the measure is
worded like “my values prevent me from fitting initv my........ " and this
statement has to read by the participant in fotferdint ways such as “my values
prevent me from fitting in with my job”, “my valuggevent me from fitting in with
my organization”, “my values prevent me from figim with my team”, and “my

values prevent me from fitting in with my superviso

Later the modified 25 item measure with detailestruction was consulted
with three subject experts and after their apprawabs given to the same 20 police
officers who were already completed the same 1@0n itperceived person
environment fit scale. Then their scores on both &m measure and 25 item
measure were compared for each dimension and lagehere were no differences
in the score on both scales the 25 item measurdixeasand again administered to
a number of 400 police officers to ensure the igistrimination power and the

reliability of the scale. The details of item araasywere summarized in table 3.9.

For item analysis, the same procedure was folloagelike in other measures

explained in this section and the lowest and higgesups were compared on their
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mean scores on each item. Each level of fit wasidened separately and based on
their ‘t’ value one item was removed from the fisat (item 21). Even though, the
‘t" value for that item in the PG fit is significamat 0.05 level (2.047) that item also
removed from the list considering the uniformity thfe scale. Thus a 24 item
measure with four different levels was designedassess the perceived person-

environment fit.

Table 3.9

Results of item analysis for finalizing items ofrdeeved person-environment fit

scale
Group | (Lowest) Group Il (Highest)
ltems ‘t’ value
Mean SD Mean SD

PJF 1 2.54 1.158 4.16 1.229 9.594
PJF 2 3.18 1.266 4.72 0.854 10.083
PJF 3 2.48 1.275 3.86 1.363 7.392
PJF 4 2.68 1.384 4.74 0.630 13.545
PJF 5 2.38 1.347 4.52 1.010 12.713
PJF 6 2.64 1.267 4.84 0.420 16.478
PJF 7 2.36 1.299 4.54 1.029 13.155
PJF 8 2.08 1.220 4.44 0.967 15.157
PJF 9 2.08 1.300 3.72 1.658 7.783
PJF 10 2.52 1.322 4.78 0.462 16.140
PJF 11 3.04 1.171 4.90 0.362 15.169
PJF 12 2.38 1.099 4.74 0.630 18.634
PJF 13 2.52 1.306 4.88 0.383 17.334
PJF 14 3.12 1.552 5.00 0.000 12111
PJF 15 3.36 1.251 4.86 0.403 11411
PJF 16 2.82 1.234 4.68 0.680 13.202
PJF 17 3.36 1.267 4.98 0.141 12.703
PJF 18 2.86 1.287 4,74 0.630 13120
PJF 19 2.72 1.364 4.64 0.772 12.250
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Group | (Lowest) Group Il (Highest)
Items ‘t’ value
Mean SD Mean SD
PJF 20 2.62 1.301 4.60 0.921 12421
PJF 2t 2.22 1.521 2.66 1.725 1.913
PJF 22 3.16 1.354 3.90 1.685 3.424
PJF 23 2.76 1.264 4.76 0.683 13.916
PJF 24 2.86 1.137 4.76 0.712 14159
PJF 25 3.02 1.576 4.90 0.577 11.200
POF 1 2.70 1.322 4.30 1.193 8.984
POF 2 3.00 1.303 4.68 0.886 10.663
POF 3 2.40 1.239 3.90 1.322 8.279
POF 4 2.48 1.227 4.74 0.630 16.391
POF 5 2.38 1.187 4.58 0.831 15.181
POF 6 2.44 1.085 4.80 0.449 20.088
POF 7 2.26 1.169 4.54 0.926 15.292
POF 8 2.16 1.245 4.46 0.947 14.702
POF 9 1.90 1.087 3.68 1.563 9.351
POF 10 2.08 1.079 4.62 0.599 20.572
POF 11 2.70 1.068 4.88 0.327 19.513
POF 12 2.44 1.140 4.80 0.492 19.006
POF 13 2.28 1.138 4.64 0.628 18.160
POF 14 2.74 1.541 4.82 0.626 12.503
POF 15 3.10 1.193 4.82 0.520 13.213
POF 16 2.74 1.169 4.64 0.628 14.320
POF 17 3.18 1.344 4.86 0.450 11.855
POF 18 2.96 1.171 4.56 0.756 11.475
POF 19 2.64 1.219 4.58 0.781 13.403
POF 20 2.58 1.139 4.48 0.948 12.824
POF 2f 2.32 1.456 2.70 1.789 1.647
POF 22 3.08 1.405 3.88 1.665 3.672
POF 23 2.46 1.068 4.46 1.141 12.801
POF 24 2.50 1.087 4.66 0.819 15.868
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tems Group | (Lowest) Group Il (Highest) i valle
Mean SD Mean SD
POF 25 2.74 1.360 4.66 0.913 11.720
PGF 1 2.84 1.454 4.24 1.264 7.2658
PGF 2 2.90 1.322 4.68 0.737 11.761
PGF 3 2.58 1.319 3.96 1.238 7.625
PGF 4 3.02 1.326 4,72 0.637 11.559
PGF 5 2.56 1.258 4.50 1.030 11.933
PGF 6 2.56 1.104 4.80 0.449 18.794
PGF 7 2.30 1.037 4.36 1.097 13.385
PGF 8 1.82 0.914 4.22 1.160 16.251
PGF 9 1.82 1.114 3.68 1.537 9.801
PGF 10 2.34 1.216 4.52 0.731 15.361
PGF 11 2.64 1.283 4.82 0.435 16.087
PGF 12 2.46 1.105 4.78 0.504 19.104
PGF 13 2.18 1.184 4.60 0.636 18.009
PGF 14 2.76 1.457 4.80 0.449 13.377
PGF 15 2.86 1.206 4.74 0.774 13.120
PGF 16 2.66 1.216 4.66 0.555 14.963
PGF 17 2.84 1.398 4.92 0.339 14.462
PGF 18 2.74 1.315 4.70 0.674 13.262
PGF 19 2.28 1.207 4.56 0.808 15.700
PGF 20 2.50 1.210 4.42 1.065 11.908
PGF 2f 2.36 1.541 2.84 1.768 2.047
PGF 22 3.34 1.358 3.78 1.661 2.051
PGF 23 2.36 1.059 4.44 1.048 13.963
PGF 24 2.40 1.172 4.68 0.709 16.645
PGF 25 2.88 1.358 4.68 0.839 11.275
PSF 1 2.88 1.373 4.34 1.183 8.058
PSF 2 2.80 1.255 4.68 0.886 12.235
PSF 3 2.14 1.119 3.82 1.329 9.670
PSF 4 2.50 1.243 4.46 0.881 12.864
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tems Group | (Lowest) Group Il (Highest) i valle
Mean SD Mean SD

PSF 5 2.40 1.239 4.52 0.990 13.369
PSF 6 2.50 1.193 4.76 0.588 16.987
PSF 7 2.14 1.045 4.54 0.904 13.375
PSF 8 1.86 0.952 4.28 1.064 16.867
PSF 9 1.66 0.997 3.72 1.531 11.273
PSF 10 2.24 1.129 4.50 0.674 17.184
PSF 11 2.72 1.240 4.60 0.921 12172
PSF 12 2.30 0.927 4.60 0.778 19.005
PSF 13 2.20 1.155 4.58 0.638 18.037
PSF 14 2.62 1.420 4.78 0.462 14466
PSF 15 2.76 1.264 4.76 0.740 13.652
PSF 16 2.42 0.945 4.58 0.669 18.655
PSF 17 2.60 1.333 4.70 0.704 13.930
PSF 18 2.58 1.139 4.46 0.834 13321
PSF 19 2.50 1.337 4.56 0.808 13186
PSF 20 2.48 1.123 4.54 0.858 14574
PSF 21 2.56 1.610 2.60 1.658 0.173
PSF 22 3.24 1.143 3.84 1.710 2.681
PSF 23 2.42 1.007 4.54 0.881 15.846
PSF 24 2.70 1.106 4.52 0.858 13.003
PSF 25 2.60 1.378 4.54 0.947 11.601

Hashed (#) items were eliminated from the finat.t&%s significant at 0.01 level,
*significant at 0.05 level

Reliability and Validity

The reliability of the scale was established tiglounter item consistency.
The reliability coefficient alpha obtained for tbeerall PE fit scale was 0.964 and
the reliability coefficient alpha for the sub scateach level for these 24 items
include PJ fit scale (0.885), PO fit scale (0.89% fit scale (0.871), and PS fit

scale (0.882). The face validity and content validif the measure was established
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from the judgments of expert evaluation and théegdn validity was established
through multiple regression analysis which is exy@d in the next section (pp. 172-
193).

Administration

In this measure for every item the participant tasnark four responses.
The instructions were given as follows, 'certairat@hents regarding your
professional life are given below. Kindly go thgbhueach statement and report to
how extent you are agree with each one. The Wdpake in each statements has to
be filled in four different ways namely, job, orggzation, group and supervisor.
Please make you response carefully with a t€krhark.

For example, the statement 'my values prevent ora fitting in with my ...... " has
to be filled like (a) my values prevent me frontifig in with my Job, (b) my values
prevent me from fitting in with my Organisation,) (my values prevent me from
fitting in with my Group, (d) my values prevent nfm fitting in with my

Supervisor.

Scoring

The scoring was done on the basis of responsgagteA value ranging
from ‘1’ to ‘5’ was assigned to the response categoranging from never true to
always true. A reverse scoring was done for theatmneg items (items land 21).
Thus the minimum possible score on the overall omeas 96 and the maximum
possible score is 480. Separate scores for eacisw@msion and each level can be

calculated from the same scale with the help db¥ahg scoring sheet;

Levels ! ! ! ! PE fit
Dimensions PJ fit PO fit PG fit PS fit (Total)

Value congruence

Goal congruence

Personality congruence

Need-Supplies fit

Demand-abilities fit

Complementary fit

PE fit (Total) Overall fit Score
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Procedureand Administraton

After getting permission from the State Police éhithe investigator
personally approached the Superintend of policeanious districts and explained
the nature and purpose of study in detail. Thenrésearcher approached the Station
house officers (SHO) of selected stations to gea@pointment for data collection.
Officers who are willing to participate were contple the questionnaires during a
face to face interactive session. Prior to therum&v, the rapport was established
and confidentiality of the information was assutedeach participant. Then the
background information like their age, educatiomadlification, year of experience,
present designation, socio-economic status, relglmckground, etc were collected
and the purpose and scope of the study was exgléntem. Each interview took
around 30-45 minutes in which 20-25 minutes werkeriato complete the
guestionnaire booklet. Each participant is providedh a question booklet
consisting of these eight questionnaires eitherEnglish or in Malayalam in
accordance with the convenience of the particijack the details of marking their
responses were communicated clearly. A detailedtaatiinstruction about how to
complete the entire question booklet was given wathl descriptions of each
instruction to every participant. Moreover, eachtipgant is given the choice of
quitting in between if they feel any inconveniencéhen the completed response
sheets were collected and the participants weredakk their feedback. Details of
administration of each measure was given in theipue section under separate sub

heads.
Scoring

Each response sheets were scored based on thateepeoring methods
detailed in the manual. Descriptions on scoringefeery measure were given in the

previous section under separate sub-head.
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Statistical analysis

The major purpose of this stage was to draw infa®nor make
generalizations with the help of certain statidtimhniques. Different statistical
techniques were planned in accordance with thearelseproblem, objectives and
hypotheses. The parametric statistical analyses Rearson product moment
correlation, multiple regression (stepwise), andlerated regression analyses were
used to test the tenability of the formulated hjeses in the present study. Firstly,
descriptive statistics like mean, median, modewsless and kurtosis were found
out to determine the distribution normality of \adies under study. Then Pearson
product moment correlation was done to recognize riature and strength of
relationship between variables. Stepwise multiplgression analyses were used to
validate the predictability of different sub dimers of person environment fit, to
determine the psychological contributors of fit aodidentify the predictive role
contributors of fit on personal effectiveness. kart moderated regression analyses
were used to examine the moderating role of fitiades on the relationship
between personal effectiveness and its predicfdtghe statisticasl analyses were
done with the help of software (SPSS 20).

Thus, this chapter gives a detailed account of\arall process of research
including the research paradigm, ontology, destpta collection methods, and
techniques of analyses. Hence it provides the reaslgh rich information on how
the researcher approached her research problenexghains the various methods
followed to answer the research question. It atstbkes the readers to replicate the
research if necessary. Moreover the beauty andeatitity of the research lies
actually in its method followed by the researchBne outline of this chapter is

summarized in the following diagram using a redeartion framework;
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Research Philosophy
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Figure 3.2 Research Onion



RESULTS AND DISCUSSION




This chapter presents the results reached bynthestigator through analyses
of the data collected in the final phase of thelgtusing different measures as part
of the study. Statistical analysis being the keyeas of this phase of research work

is the best way to test the hypotheses formulayatidinvestigator.
SECTION 1: PRELIMINARY ANALYSIS

To have a general idea of the nature of the Oigion of the variables, the
fundamental descriptive statistics like arithmetn@an, median, mode, standard
deviation, kurtosis and skewness were calculateglstiynating the basic statistics of
the whole sample. A sample of 701 police officersrking in different police
stations of Kerala was used for the present stiRiyscriptive statistics were

employed for all the variables under investigation.

The mean, median, mode, standard deviation, kartoed skewness of the
variables institutional socialization experienceggttive personality, self-esteem,
self-efficacy, public service motivation, personhgliperson environment fit and

personal effectiveness are presented in the Table 4

From the Table 4.1 it is clear that the valuethefmajor measures of central
tendency, viz; the arithmetic mean, median and nfod¢he variable institutional
socialization experience (ISE) is 44.06, 45 andetpectively. This shows that the
mean, median and the mode are almost equal. Thdasthdeviation is 6.631. The
symmetry of the distribution (-0.389) is negativeskewed slightly. But
comparatively closer value of zero indicates thatdistribution can be non-skewed.
The value of kurtosis (-0.498) shows that the thatron is platykurtic to a small
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extent. All these together imply that the distribatfor institutional socialization

experience for the whole sample is normal.

Table 4.1
Basic descriptive statistics of all variables underestigation(n=701)

Variables Mean| Median Mode SD Kurtosis| Skewness
ISE 44.06 45 42 6.631 -0.498 -0.389
Proactive personality 34.68 35 40 6.609 -0.0b1 30.5
Self-esteem 37.7C 38 40 6.773 -0.795 -0.038
Self-efficacy 34.40 35 36 6.688 -0.271 -0.412

Public Service Motivation
APM 13.35 14 15 2.079 1.594 -1.38%
CPI 12.55 13 15 2.608 0.497 -1.07y
Compassion 11.64 12 11 2.149 -0.386 -0.287
Self-sacrifice 12.43 13 15 2.46Y 0.911 -1.033
PSM 49.97 51 55 7.405 0.836 -0.950
Personality
Extraversion 28.55 29 26 4.343 -0.405 -0.009
Agreeableness 33.82 34 35 5.014 -0.090 -0.028
Conscientiousness 34. 17 34 37 5.809 -0.529 -0.240
Neuroticism 21.28 21 21 5.019 -0.0683 0.104
Openness to 36.95| 37 | 34| 5124 0071  -0.004
experience
Person Environment Fit

Person-job fit 88.79 88 82 15.813 0.208 -0.408
Person-organization fit  85.47 84 77 15.750 -0.006 0.149
Person-group fit 84.80 83 73 15.766  -0.216 -0.058
Person-supervisor fit 83.40 83 74 16.441 -0.3R2 070.
Person-environment fi[t 342.45| 338 336 | 60.009 0.186 -0.138
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Variables Mean| Median Mode SD Kurtosis| Skewness

Personal Effectiveness

Personal focus 19.61 20 21 3.936 0.456 -0.722
Personal growth 24.77 26 30 4.294 0.749 -0.882
Team effectiveness 28.1p 28 33 4.724 0.917 -0.759
Relationships 28.08 29 33 5.008  -0.137 -0.630
Personal adaptability 28.24 29 35 5.177 0.378 .74

Personal effectivenes: 128.82 131 156 20.995 0.723 -0.786

U7

The Table 4.1 shows that the arithmetic mean, amednd mode for the
variable proactive personality are also more os legual, even though the mode
(40) is slightly higher than the mean and mediame Value of skewness (-0.536)
indicates that the distribution of the sample igaiwely skewed. But the small
value of symmetry can be considered as the indiadtoormality of distribution of
the variable proactive personality among the wisal@ple. The value of kurtosis (-
0.051) is very close to zero which implies that dgribution is mesokurtic. Hence
it can be say that the distribution of proactivespeality trait is normal across the

701 law enforcement officers participated in thigly.

For the variable self-esteem, the distributionrnegmal across the whole
sample as its mean (37.70), median (38) and mdd)eafé¢ almost equal. Moreover,
the standard deviation of the variable is 6.773 thedvalue of symmetry (-0.038) is
very near to zero. The slight platykurtic valuettod variable (-0.795) also indicates
that the variable self-esteem is normally dist@outamong the participants of

present study.

The variable self-efficacy is also normally distried. The arithmetic mean,
median and mode of the variable are almost equtd wistandard deviation of
6.668. Further the value of skewness (-0.412) letively small and the broadness
of the tail is not that much high as the value aftésis is -0.271. So all these
together indicate that the distribution of selfiedty is normal in the present

sample.
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In the case of public service motivation, the a¢bad for normality is
satisfied as the mean, median and mode of thesabivice motivation and all its
sub dimensions are more or less same. The stam#adtions for all the four
dimensions and overall public service motivatiorkena clear that most of the cases
among the participants are lying within plus or nsnone standard deviation.
Regarding the symmetry of the distribution, theueal of skewness for PSM and all
the sub dimensions are negative and which imphes$ the distribution of PSM
across the sample is negatively skewed to a veall @xtent. These small indexes
of skewness indicate that the distribution can ®e-skewed. The values of kurtosis
make it clear that all the variables except compasg-0.386) are slightly
leptokurtic. Therefore from the Table 4.1, it canibfer that the distribution of PSM

scores for the whole sample is normal.

The values of the major measures of central tenydéor the five factors of
personality also make it clear that the arithmetigan, median and mode of each
factor are almost equal. Further, for all the ffaetors, the values of skewness are
very close to zero which indicates that the distidn is non-skewed. In the case of
kurtosis, even though Extraversion (-0.405) and sCmmtiousness (-0.529) are
platykurtic, the very small values of kurtosis icaties that scores of all the five
factors of personality are not deviated from nortypand thus it can be say that the

personality factors are normally distributed amémgsample.

While considering the values of measures of cértadency viz, the
arithmetic mean, median and mode of person-enviemtrfit and its sub-types, it
can be seen that the mean, median and mode diealivte variables are almost
equal even though the mode is lesser than the otleerThe values of symmetry
explain that all the fit variables are non-skewsdteeir values of skewness are very
close to zero except for PJ fit (-0.408). But tmnsall value of skewness can also be
considered as non-skewed for the further paramstatistical analyses. Here also
the value of kurtosis shows that all the factors aresokurtic and thus the fit

variables can be considered as normally distribatedng the sample.
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And finally in the case of personal effectivendbg, Table 4.1 depicts that,
the arithmetic mean and median of the all six Vdeis are almost same, but the
mode is somewhat greater than both the mean andameBut the smaller
difference between these hints into the normalftyhe distribution. Even though,
the variables show skewness in the negative dimectine small values are the
indicators of non-skewed data. While considering ¥alues of kurtosis, it is clear
that all the variables are slightly leptokurtic egt Relationships (-0.137), but the
lesser values proves the nature of distribution@sal. Hence it can be infer that
all the variables of personal effectiveness ardridiged normally among the

participants.

Thus, from the Table 4.1, it can be conclude #tiahe variables under study
are normally distributed throughout the sample lsat the researcher can go for
further statistical analyses by using parametcbejues.
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SECTION 2: RELATIONSHIP BETWEEN THE VARIABLES
UNDER STUDY

In order to find out the inter correlation betwee variables institutional
socialization experience (ISE), proactive persdpalself-esteem, self-efficacy,
public service motivation (PSM), personality fastoperson-environment fit (PE
fit), and personal effectiveness; Pearson prodwrhemnt correlation coefficients are

computed using SPSS. The results are discussed venitgus sections.
Inter correlation between the dimensions of publicervice motivation

Public service motivation (PSM) is an individualfgedisposition that
motivates to serve the public interests and itasyynuch related to many work
related attitudes and behaviors like employees’kwmeferences, job satisfaction,
organizational commitment, performance and tenuargheir organizations. The
PSM has four sub variables viz., attraction togoinaking (APM), commitment to
public interests, compassion and self-sacrificee rter-correlations between these

sub variables and the overall PSM are presentédbie 4.2

From the Table 4.2 it is clear that all the subaldes of PSM are inter
related each other and with overall PSM at 0.00&llef significance. The highest
correlation (r=0.838) is found between commitmemtpublic interests and the
overall PSM. The lowest among the correlation #36) is between attraction to
policy making and compassion. All the four sub &akes’ correlation coefficient
with the overall PSM is greater than the correlataefficient between the sub
variables. This indicates that there exists a higivhparatively high significant
positive correlation between the overall PSM arsddimensions. Therefore, the
formulated hypothesis, there will be a significartationship among the sub

variables of PSM through correlation is accepted.
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Table 4.2
Inter correlations among the variables of PSM
Variables APM Commitment | compassion sasc(rei!‘fi-ce PSM
APM
Commitment | 0.623***
Compassion | 0.436*** 0.476***
Self-sacrifice | 0.538*** 0.519%** 0.455%**
PSM 0.806*** 0.838*** 0.732%** 0.799***

x5 n>0.001

The positive correlation suggests that an indigidulevel of PSM can be
determined by the amount of his/her attractionublig policy making, the degree
of commitment towards public interests, the degfeeompassion and self-sacrifice

to serve the public.
Inter correlation between Big five personality facors

The five factor personality variable consists a¥ef factors namely,
Extraversion, Agreeableness, Conscientiousnessrohgem and Openness to
experience. The relationships between these fig®@ifs are given in the correlation
matrix depicted in Table 4.3.

Table 4.3

Inter correlations among the factors of personality

Extraversi | Agreeablene| Conscientiousn| Neuroticis | Openne

Variables
on Ss ess m Ss

Extraversion

Agreeableness | 0.353***

Conscientiousn 0.390*** 0.621***

ess
Neuroticism -0.073 -0.394*** -0.485***
Openness 0.504*** 0.507*** 0.547** -0.254***

**p>0.001
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All the five factors except neuroticism shows agngdicant positive
correlation among them, where as neuroticism espresiegative correlation with
all the other factors and among them the relatipnshith Agreeableness,
Conscientiousness and Openness to experience aare fo be significant at 0.001
level. The highest correlation in the matrix wasseted among the factor
Agreeableness and Conscientiousness and the Igigedicant value was obtained
between Neuroticism and Openness to experiencellabinesults were found in
Fashiya and Jayan (2017) which described significanrelation between all the
five factors of Personality among which Neuroticishowed a negative correlation
with all the other four factors. Moreover, theyalf®und the highest correlation
between Agreeableness and Conscientiousness atairmbst between Neuroticism
and Openness to experience. Even though Ashalatthaayan (2017) also found
negative correlation between Neuroticism and othetors of Personality among a
sample of 225 female police officers, they foundirtthighest correlation between
Extraversion and Neuroticism which is the only regnificant correlation in the
present study. From this it is assumed that thdBighfive personality factors are
inter-correlated their degree and strength of thelationship may vary in

accordance with the characteristic features optrécipants.
Inter correlation between person-environment fit ard its sub dimensions

Person-environment fit is a multidimensional camst comprised of four
sub-factors (types) with six components. The salofa of PE fit include person job
fit (PJF), person organization fit (POF), persorougr fit (PGF), and person
supervisor fit (PSF) and each of these factorsistsef six components viz., value
fit, goal fit, complementary fit, personality fineed-supplies fit, and demand-

abilities fit. The inter correlation between PEMdriables are given in Table 4.4
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Table 4.4

Inter correlations among the components and dinterssof person-environment fit

Variables VF GF CF NSF DAF PF PJF POF PGF PSF PEH
VF
GF 0.676™*

CF 0.326™* | 0.400"*

NSF 0.711™* | 0.658™* | 0.412***

DAF 0.629™ | 0.639** | 0.425™ | 0.756™*

PF 0.686™* | 0.621*** | 0.284™* | 0.759"** | 0.756™**

PJF 0.745™ | 0.726™* | 0.486™ | 0.838™* | 0.801"* | 0.813"*

POF 0.815™* | 0.777** | 0.486™* | 0.882*** | 0.836™* | 0.862"** | 0.886™**

PGF 0.811™* | 0.776** | 0.487** | 0.869™** | 0.814™* | 0.837*** | 0.806™* | 0.902***

PSF 0.793™ | 0.743"* | 0.532* | 0.837*** | 0.787** | 0.802* | 0.750*** | 0.853* | 0.877**

PEF 0.841™* | 0.804** | 0.530** | 0.911** | 0.861™* | 0.881*** | 0.914™* | 0.968"* | 0.953*** | 0.927***

**p>0.001

From the correlation matrix it is clear that dietcorrelation coefficients
show a significant positive correlation. All thensponents of PE fit are interrelated
significantly at 0.001 level. Among these the lotvesrrelation is found between
complementary fit and the match between one’s patgg and environmental
characteristics (0.284) and the highest one is gmeed supplies fit and personality
fit (0.759). While considering the relationship ween the sub variables (types) of
PEF all the four shows highly significant corretatieach other. Further, all the four

have their higher correlation coefficient with thnverall PE fit.

The highest correlation of value congruence topleson organization fit
(r=0.815) implies the strong relation between sany between one’s own values
and organizational values. Some researchers mehdie organizational fit
dimension only with value congruence. For exam@leatman (1989) explained PO
fit in terms of the congruence between employeaties and the value system of
the organization and Decooman, DeGieter, Peperntdesnans, Bois, Caers, and
Jegers (2009) also considered PO fit as the pa&desompatibility between
employees’ work values and the organization’s \alég¢l the components of PE fit
except complementary fit shows their highest catr@h with POF compared to
other dimensions of PJF, PGF, and PSF.
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Inter correlation between personal effectiveness ahits sub variables

Personal effectiveness has five dimensions as showthe Table 4.5 —
personal focus, personal growth, team effectivenesationships, and personal
adaptability. All these five are interrelated andcle one shows their higher
correlation with the overall personal effectivendssthe table, the lowest value is
obtained between team effectiveness and persormals f¢0.733) and between
personal focus and relationships (0.733). This b@pecause of the nature of these
two variables. Both team effectiveness and relatigs directs to the inter
relationship of an employee with their co-workendjere as the other three are
mostly related to individual aspects. Moreover,spaal focus and personal growth
displays significantly higher correlation (0.786ah the other three dimensions, and
the dimension team effectiveness shows its higtaselation with the relationships
(0.825) which reveals the role of interpersonaatiehship in developing effective
teams at organizations. And the dimension relaligmssshow its highest correlation
with personal adaptability (0.829) which highlighite abilities of adaptable persons
in the establishment and maintenance of good oslships with co-workers.

Table 4.5

Inter correlations among the components and dinmssiof overall personal

effectiveness
Variables Personal | Personal Team Relationships Personal Personal
focus growth effectiveness P adaptability | effectiveness
Personal
focus
Personal 0.785%++
growth
Team 0.733"* | 0,758
effectiveness

Relationships | 0.733** | 0.743** 0.825%**

agaer:tsaobr;ﬁatg/ 0.764%* | 0.779%* | 0.810% 0.829%+*
effpeirt?\?enr?elss 0.876%* | 0.891%* | 0.914%* 0.918%* 0.929%*

**p>0.001
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Correlation coefficient among the variables under @idy

In order to calculate the relationship among theables under investigation
viz., institutional socialization experience, proae personality, self-esteem, self-
efficacy, public service motivation, personalitgtiars, person environment fit, and
personal effectiveness, Pearson product momentelabon is found. The

correlation matrixes of different variables areideggl in the following sections.

1. Correlation between institutional socialization exgrience, proactive

personality, self-esteem and self-efficacy

The correlation coefficients among institutionalciglization experience
(ISE), proactive personality, self-esteem and sHitacy are given in the Table 4.6.
The correlation matrix shows that all these foutalales are significantly correlated
each other in a positive direction which indicatest a hike in one will leads to an
increase in other. Among these four variables theetation between proactive
personality and self-esteem is relatively small0(296, p>0.001) and the largest
coefficient is between proactive personality anéetéicacy (r=0.605, p>0.001).

Table 4.6

Correlation coefficients between ISE, Proactivespeality, Self-esteem and Self-

efficacy
. Proactive :
Variables ISE personality Self-esteem Self-efficacy
ISE
Proactl\{e 0.47 1%

personality

Self-esteem 0.571*** 0.296***

Self-efficacy 0.520*** 0.605*** 0.476***
***p>0.001

Institutional socialization experience can be tdmd as an important factor
in the development of newcomers’ self-efficacy lmsea socialization is about
learning how to act effectively in an organizatemd self-efficacy about believing
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one can act effectively. Many similar research ifigd can list from the literature.
For example, Feldman (1981); Bauer, Bodner, Erdo@euxillo and Tucker (2007)
and Smith, Gillespie, Callan, Fitzsimmons and Raul$2017) identified self-
efficacy as an important outcome of newcomer saebn process.

2. Correlation coefficients of ISE, proactive personaty, self-esteem and
self-efficacy with PSM and its sub variables

Institutional socialization experience (ISE) isspiively related to all the sub
dimensions of public service motivation. Proactpersonality shows positive and
significant correlation with all the dimensions BEM. Among these the highest
correlation is found between the proactive persgnahd attraction to public policy
making, which highlights the initiative nature afopctive people in improving the
current policies or creating new ones for publicfare as they will involve in
activities that challenges the status quo rathem ffassively adapting to the existing
conditions. Further, the lowest correlation betwgmoactive personality and
commitment to public interests (r=0.254, p>0.00idicates that such people are
engaging in policy making because of their eagernesfind new opportunities
through environmental changes, and is not becatiskes commitment towards
public citizens. Even though, individual’'s commitmieto public interest will
enhance in accordance with their increase in preagersonality trait. Both self-
esteem and self-efficacy shows significant and tp@sicorrelation with all the
variables of PSM. That means an increase in thel lef/ self-esteem and self-
efficacy beliefs will leads to an increase in teedl of PSM and vice versa.

Table 4.7
Correlation of ISE, Proactive personality, Selfeesth and Self-efficacy with PSM

Variables APM Commitment | Compassion Self- PSM
sacrifice
ISE 0.593*** 0.590*** 0.513*** 0.505*** | 0.692***
PrOACUVE | () 4790 | 0254wk 0.362%* | 0.414** | 0.465%*
personality
Self-esteem  0.436*** 0.553*** 0.409*** 0.428***| 0.89***
S_elf- 0.489*** 0.390*** 0.463*** 0.456*** | 0.561***
efficacy

**p>0.001
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3. Correlation coefficient of ISE, proactive personaliy, self-esteem and

self-efficacy with personality factors

The Table 4.8 makes it clear that the big fivespeality factors shows
significant correlation with institutional sociaditon experience, proactive
personality, self-esteem and self-efficacy of polmfficers. The only coefficient
which is not significant is observed between neaioh and proactive personality.
The extraversion dimension displays positive anddesb correlation with ISE,
proactive personality, self-esteem and self-efffcatich indicates that if a person
is said to be extraverted he/she may has good |lgatian experiences in the
organizations they work for, has a good sense ofhwowards oneself, has a strong
belief in his/her ability to do one’s work very wednd also takes challenging works

as it paves way for new opportunities.

The factor agreeableness shows significant pesitierrelation with ISE,
proactive personality, self-esteem and self-efficatiich denotes that a high score
on agreeableness is a sign of high self-esteerhehigvel of competency, proactive
behaviors at work, and easy socialization to thekwAs agreeableness reflects the
quality of one’s interpersonal orientation, it da@ assumed that agreeable persons
can easily get well into a new organization by mgkgood relationship with
existing employees. Further, their flexible, trogtiand cooperative nature pointing
towards their acceptance among others and whi¢arimmay leads to a feeling of
good and worthy self, and also enhances their peteability to cope effectively

with challenging situations.
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Table 4.8

Correlation of ISE, Proactive personality, Selfeesh and Self-efficacy with

Personality factors

Variables | Extraversion | Agreeableness| Conscientiousness Neum$m | Openness
ISE 0.431%** 0.535%** 0.606*** -0.259%** 0.536%**
Proactive | 357 0.294%** 0.379** -0.039 0.507***
personality
Self-esteem 0.431%** 0.552%* 0.607**=* -0.367**= (B29***
S_elf- 0.472%* 0.400*** 0.489*** -0.201*** 0.513***
efficacy
***p>0.001

Conscientiousness is positively and significantjated to ISE, proactive
personality, self-esteem and self-efficacy. A dejadate, hardworking, thorough and
well-organized employee can have increased setfeefy beliefs, better evaluations
of self-worth, active engagements in proactive woekaviors, and fast and better
adjustments to the organizational settings or weesa. Past Researchers had
established consistent positive relationship betwseactive personality and two of
the Big five factors — Conscientiousness and Exision (Bateman & Crant, 1993;
Crant, 1995; Crant & Bateman, 2000). DuBrin (20BBo suggested that the

proactive worker might also have a high standinghentrait of conscientiousness.

The trait neuroticism expresses negative andfgignt correlation with ISE,
proactive personality, self-esteem and self-effijcathis negative relationship
implies that when a person’s level of self-esteen self-efficacy increases his/her
score on emotional stability also increases. Theetaiion matrix also explains that
the neurotic persons can have some issues inatl@ptation and adjustment process
to the new organizational roles. The factor opesnis experience displays a
significant and positive relationship with ISE, pobive personality, self-esteem and
self-efficacy. Openness reflects the proactive isgekf experience and proactive
people will always search for new opportunities amate curious enough to explore
new arenas to indulge environmental changes. Beiagtive and unconventional

may leads to high self-esteem and competitive rigsli In their study, Crant and
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Bateman (2000) also explained a positive corratatib proactive personality with

openness to experience and negative correlatidnneiiroticism.
4, Correlation between the variables of PSM and persaility factors

The strength and nature of the relationship betwbee sub dimensions of
PSM and the big five personality factors are depich Table 4.9. Form the table it
is understood that all the coefficients are sigatfit at 0.001 level and all the
personality factors shows a positive and relativelgh correlation with PSM
variables except neuroticism. The trait neuroticlems a negative and comparatively
very tiny but significant relationship with PSM aitd sub factors. Among the total
25 correlations the highest value is obtained @rscientiousness and over all PSM
(r=0.588) and the lowest score is between neusnti@nd attraction to public policy
making (r=-0.151, p>0.001). Extraverted law enfomeat officers also shows
higher attraction towards policy making for the peibcommitment to public
interests, holds love and were compassionate ter®thnd also were ready to
sacrifice for others well-being. That means oneslify of social interaction is

significantly related to their level of intrinsicativation to serve the public.

Table 4.9

Correlation between PSM and Personality factors

Variables Extraversion | Agreeableness| Conscientiousnegs Neus$m | Openness
APM 0.423%* 0.480*** 0.438*** -0.151%** 0.477%*
Commitment 0.401%** 0.542%** 0.534*** -0.226%** 0.466***
Compassion 0.330%** 0.349*** 0.467** -0.187*** 0.397***
Self-sacrifice 0.308*** 0.418*** 0.426*** -0.168*** 0.393***
PSM 0.458** 0.566*** 0.588*** -0.232%** 0.544%*
***p>0.001

The agreeable persons also might have a high scoadl the four aspects of
PSM which indicates that an individual's attracttorthe policy making, the level of
commitment to the public affairs, compassionateatols public welfare, and the
willingness to sacrifice oneself for others welidge will increase in accordance

with their level of agreeableness and vice verse factor conscientiousness also
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related positively to PSM variables which imply ttatrinsically motivated people
to serve the public also have a high standing ait of conscientiousness. The
negative scores of correlation coefficients betweearoticism and PSM variables
denotes that when an individual's emotional indtigbincreases his/her interests
and motivation to help the public decreases and wersa. The relationship between
openness to experience and the dimensions of PSktingp out that creative,
curious, broadminded, imaginative, and aestheicahsitive people displays more
attraction to public policy making process, comnatih to public interests,
compassion towards public, willingness to subdgittheir service to others for

tangible personal rewards and vice versa.

5. Correlation coefficient of ISE, proactive personaliy, self-esteem and

self-efficacy with PE fit variables

The relationship of person environment fit varegblwith institutional
socialization experience, proactive personalityf-esteem, and self-efficacy are
depicted in the Table 4.10. From the table it eaclthat institutional socialization
experience shows positive and moderate correlatidim all the sub types of and
over all PE fit and all these correlations are i$igant at 0.001 level. That means
employees’ perception of congruence with their jolganization, working group,
and supervisor are significantly related to thetjuatment process in to the
organizational setting. When individuals feel a chabetween them and their work
environment, they may feel easy to adapt with tle@ganization. Institutional
socialization is a process by which new membergtapi@perly from the status of
an ‘outsider’ to one of an effective member of trganization. Institutional tactics
of socialization provides newcomers with a supperienvironment and therefore
positively influence their perceptions of job fRiprdan, Weatherly, Vandenberg &
Self, 2001). Ozdemir and Ergun (2015) had explalPEdit as a mediating factor in
the relationship between organizational socialaratind organizational citizenship
behavior. Proactive personality displays positimd aignificant relationship with PJ
fit, PO fit, PG fit, PS fit, and overall PE fit wth implies that proactive people also
perceives better fit with their job, organizatiagroup and supervisor. Employees
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engaging in proactive behaviors at work exhibitdtdvefit with their work

environment as they have a tendency to explorer thevironment for new
opportunities, they may actively involve in changecesses both in the individual
and in environment, and also they will take initiatin improving or creating

existing circumstances.

Table 4.10

Correlation of ISE, proactive personality, selfessn and self-efficacy with PE fit

variables

Variables PJF POF PGF PSF PEF
ISE 0.388*** 0.433*** 0.455*** 0.432%** 0.454***

Proactive 0.480*** 0.476*** 0.472%** 0.436*** 0.495***

personality

Self-esteem 0.303*** 0.346*** 0.372*** 0.368*** 0.89***

Self-efficacy | 0.421*** 0.442%** 0.457*** 0.437*** 0467*+*

***n>0.001

Self-esteem also exhibits positive and significaorelation with PE fit and
all its sub types, which indicates that people hgwigh self-esteem also perceives
their environment as matching or congruent withrthalues, goals, and personality.
It can be explained that when individual's needs satisfying by the job or work
environment, and his/her skills and abilities are dompatible with what is
demanding by their organization or supervisor mayes way for experiencing a
good and worthy self and vice versa. Saks and A8h{@997) identified a positive
relationship between self-esteem and PJ fit. Kor(d8i@0) also suggested a positive
correlation between self-esteem and fit perceptidns contradiction to these
findings, Rosman and Burke (1980) opined that ssiéem was not related to the

degree of fit between one’s perceived self and job.

The variable self-efficacy also shows significaxatrrelation with all the
variables of PE fit which denotes that having gpedceptions regarding one’s own
abilities and capacities in the attainment of omggals is associated with perceiving

good fit between oneself and his/her job, orgamomatcoworkers, and supervisors.
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This finding is supported by Peng and Mao (2005) whcognized a positive
relationship between self-efficacy and PJ fit andir@an, Saks and Zweig (2006)
who explained a positive relationship between jobcHic self-efficacy and PO fit.

6. Correlation between variables of PSM and PE fit

Table 4.11 proves that all the dimensions of Rubérvice motivation are
significantly correlated with PJ fit, PO fit, PQ,fPS fit and overall PE fit. Person
job fit shows significant relationship with all tlkkmensions of PSM which indicates
that persons showing more attraction towards tHeypoaking for public, more
committed to the public interests, highly compasate towards public affairs, and
those who are ready for spending their time foripukelfare are experiencing good
fit with their job. Such intrinsically motivated pple to serve the public may
perceive their personal values and goals are nregakiell with the requirements of
a government profession like policing and also rfesf like that their needs are
satisfying by their occupation and they are wellipged to meet the demands of
their job. The relationship between person orgadmmafit and public service
motivation variables can be explained as an emplsygerception of the
congruence with one’s organization is related ®'har own level of interest and
motivation in the development or modification oflipes for the general good of
society or nation, and also to the willingness &lping the public for tangible
rewards. Bright (2007) also established a positationship among public service

motivation and PO fit.

Table 4.11

Correlation matrix of PSM and PEF variables

Variables PJF POF PGF PSF PEF
APM 0.278** 0.305*** 0.306*** 0.294*** 0.314***
Commitment 0.184** 0.226*** 0.254*** 0.230*** 0.238***
Compassion 0.281*** 0.305*** 0.303*** 0.273*** 0.309***
Self-sacrifice 0.332%** 0.398*** 0.368*** 0.360*** 0.388***
PSM 0.335*** 0.386** 0.386*** 0.363*** 0.391***

***p>0.001
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The perceived person group fit also shows positared significant
correlation with all the dimensions of public sesimotivation which implies that
one’s attraction to the public policy making proses level of commitment towards
public interests, compassion, and self-sacrificenglwith overall public service
motivation are related to how well he/she may eigmee a fit with their working
group or team and vice versa. Person superviser flie congruence with one’s
supervisor is positively correlated with an indivads intrinsic motivation to serve
and help the public. That means the perceived aiityiland match between one’s
own personal attributes and one’s supervisor’'s itijegsl are associated with
individuals’ willingness to work for the good ofdfiner society in particular and for
the whole in general. Further, the perception oéral fit in to one’s working
environment also displays positive and significaatrelation with public service
motivation variables. This may be explained thatspe’s level of motivation to

serve the public is positively related to his/hieect person environment fit.

7. Correlation between personality factors and PE fitvariables

The relationship of personality factors with feanables are depicted in the
Table 4.12. All five factors of personality are i@ated significantly with all types
of person environment fit. All the factors excepeuroticism show positive
correlation with fit variables, but neuroticism éxks a negative and very small
correlation with all the fit variables. Organizatad researchers argue that the
concept of personality has some significance fgaoizations as personality results
in predictable patterns of behavior at work. Mosgamizations have their own
cultures and accepted patterns of behavior. Smpalisy differences point out that
some people are likely to fit into a culture bettesn others. In addition, jobs also
differ in terms of the personal characteristicsytinequire and so an individual's
personality could have an impact on his/her sditglior certain roles.

The factor Extraversion is positively correlatexd gerson job fit, person
organization fit, person group fit, person supeawidit, and overall person
environment fit. That means extraverted people amered into a police force may
have a tendency to perceive their work environnantongruent with their own
personal attributes like their values, goals, peasity, abilities, skills, etc.. They
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may feel it is very easy to get into their job Bbeit sociable and outgoing nature
helps to easily interact with others in the job ado with the public who is

considering as the valuable customers of policadeyents. Further, they may feel
free to develop good relationships with their fellovorkers and superior officers
and it also leads them to make better fit.

Table 4.12

Correlation among Personality factors and Persomiemnment fit variables

Variables PJF POF PGF PSF PEF

Extraversion 0.257** 0.246*** 0.235*** 0.253*** 0.263***

Agreeableness 0.249%** 0.250*** 0.278*** 0.255%** 0.274%**

Conscientiousness 0.345%+* 0.349*+* 0.385*** 0.365*** 0.384*+*

Neuroticism -0.144*** -0.137%+* -0.154*** -0.156*** -0.157**

Openness 0.347%* 0.361* 0.367*** 0.333*** 0.374*
***n>0.001

The factor Agreeableness also shows significasitige correlation with all
the fit variables including overall fit which indites that agreeable persons feel
better fit with their police departments. This mbg because of their flexible,
trustworthy, and cooperative nature which makemtheceptable by everyone and
also because of their high tolerance to the swewmse police culture. The
conscientiousness trait also exhibits positiveadation with all the sub types person
environment fit which implies the importance offgeistrained and persistent nature
of law enforcement officers in perceiving their jobrganization, group and
superiors as matching with themselves. Being censious is associated with many
facets like hardworking, well-organized, and deditd, and they are well
motivated towards the attainment of their goalchSpeople may feel very easy to
get adaptable with a strict hierarchical and powdmng organization were the
accountability is very high. Openness to experiesise shows positive correlation
with PJ fit, PO fit, PG fit, PS fit, and PE fit. &hmeans an individual's stable
tendency to be open towards his/her life experierszech as being imaginative,
creative, curious, and broadminded is associatéll kvs/her perception of fit with

his/her own occupation, institution, team and suigers.
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8. Correlation coefficient of ISE, proactive personaliy, self-esteem and
self-efficacy with personal effectiveness

As shown in Table 4.13, all the sub dimensiongp@fsonal effectiveness
exhibited positive and significant correlation witimstitutional socialization
experience (ISE), proactive personality, self-asteand self-efficacy. While
considering the relationship between ISE and peaisefiectiveness variables, the
overall personal effectiveness has got the higbestficient alpha (0.600) and the
sub variable personal focus has obtained the lovadse (0.460) among others. But
all the six values were significant at 0.001 leaetl is an indicative of the chances
of improving employees’ effectiveness through themtion of better and effective
socialization tactics by the organization.

While moving to the proactive personality alsazah be seen that all the sub
factors of personal effectiveness were securedtipesand significant correlation
with the proactive personality trait. Among thisethighest correlation (0.544) was
with team effectiveness and the lowest was (0.488) Relationships dimension of
personal effectiveness. From this it can be assuimedproactive personality trait
might be an antecedent of personal effectivenesmgraw enforcement officers.
That means, the initiativeness and the tendencyake changes in the existing
milieu may help the officers to improve themselveough personal growth and
effective team building. Being proactive, they miaiyng positive and effective
changes to themselves and to their surroundindger@ésearchers also highlighted
a positive linkage of proactive personality witheoall performance and employee
effectiveness (Chan, 2006; Lauring, Selmer & Kulkmea, 2017).

Table 4.13

Correlation of ISE, proactive personality, selfessth and self-efficacy with factors
of Personal effectiveness

Variables Personal Personal Team Relationships Personal Personal
focus growth effectiveness P adaptability effectiveness

ISE 0.460%** 0.544**x 0.565%** 0.557*** 0.579%** 0.600***

pz:‘gif]tgl’ify 0.526%* | 0.472% 05444+ 0.432%%* 0484+ 0.540%**

Self-esteem 0.400%*** 0.529%** 0.463*** 0.457** 0.89%** 0.517***

Self-efficacy | 0.689*** 0.712%** 0.674** 0.636*** 0.681*** 0.746%**

***p>0.001
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If we are looking into the correlation matrix alfsesteem with the variables
of personal effectiveness, again personal effecéige and all its sub dimensions
showed positive relationship with self-esteem @00.level which indicates that the
level of self-worth and esteem of the employeeselit can influence their
effectiveness in an organization. That means higktgemed individuals may work
hard to be effective in all their endeavors.

For self-efficacy also, the personal effectivenassl all its sub factors
obtained positive, significant and comparativelgthcorrelation values. Among the
six correlations, the highest value (0.746) washvaverall personal effectiveness
and the lowest (0.636) was with the Relationshipsedsion. From this result, it is
observed that self-efficacy beliefs — being comniidenough on one’s own abilities —
may enhance one’s effectiveness for no doubt.

9. Correlation between PSM and personal effectiveness

While comparing the correlation matrix for the iabites of public service
motivation and personal effectiveness as demoestnat Table 4.14, it was found
that there exists significant positive relationsbgtween the variables. All the 30
correlations were significant at 0.001 level andagst the least score (0.300) was
obtained between commitment to public interest patsonal focus, and the top
(0.637) was between overall PSM and personal eflseéss. Moreover, the second
dimension of PSM (commitment to public interestpisied the lowest correlation
with all the variables of personal effectivenessluding the overall score in
comparison with other three dimensions and ov&3M score.

Table 4.14

Correlation matrix of PSM and Personal Effectiveeariables

Variables Personal | Personal Team Relationshios Personal Personal
focus growth effectiveness P adaptability effectiveness

APM 0.427*** | 0.531*** 0.493*** 0.487*** 0.512%* 0.542%**

Commitment 0.300*** | 0.437*** 0.362*** 0.456*** 0.451*** 0.447***

Compassion | 0.432*** | 0.461*** 0.413*** 0.458*** 0.481*** 0.496***

Self-sacrifice | 0.385** | 0.511*** 0.505*** 0.489%** 0.578*** 0.549***

PSM 0.480*** | 0.607*** 0.554*** 0.593*** 0.635*** 0.637***

**p>0.001
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The Table 4.14 reveals the fact that the varial&M and personal
effectiveness were positively correlated and amease in one may leads to an
increase in the other. Vandenabeele (2009) detexteiect relationship between
PSM and performance among Flemish civil service leyges. Naff and Crum
(1999) also observed a positive association betvpedatic service motivation and
self-reported individual performance ratings. Heritean be assumed that having
high levels of public service motivation may enstine effectiveness of police
officers to some extent. Even though the correfatiatrix is not talking about the
cause-effect relationship among the variablesantiofer that the selection of highly
motivated candidates to serve the public may htpassure the effectiveness of
police organizations as well as individual poli¢Boers. The compassionate officers
with the public and those who are ready to saeifiar the good of others will
automatically prove themselves as effective ofoghile pursuing their duties and

responsibilities.
10.  Correlation between personality factors and personleeffectiveness

The correlation matrix of the factors of persaiyaliand personal
effectiveness illustrated that there exist sigaific relationship between each
variables (Table 4.15). Among the five factors efgonality, Neuroticism showed a
negative but significant correlation with the eatisub dimensions of personal
effectiveness including the overall score and lall bther four factors expressed
significant positive relationship with personalesffiveness variables. Out of 30 total
correlations, the highest value (0.527) was fouativeen openness to experience
and overall personal effectiveness; and the lowestlation (-0.123) was existed
between the neuroticism and personal focus dimensfopersonal effectiveness.
Apart from these, in this correlation matrix, allet five factors of personality
obtained the highest correlation coefficient foe tbtal personal effectiveness than
its sub variables. For the variables extraversind apenness to experience, the
lowest value (0.339 and 0.460 respectively) wah wie Relationships dimension of
personal effectiveness and for all the other tif@ewors, the lowest score was found

to be with the dimension of personal focus.
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Correlation among Personality factors and Persoefd¢ctiveness variables

Variables Personal | Personal Te_am Relationships Personql Per_sonal
focus growth effectiveness adaptability | effectiveness

Extraversion 0.396** | 0.406*** 0.381*** 0.339*** 0.387*** 0.419***
Agreeableness 0.321*** | 0.441*** 0.390%*** 0.425%** 0.427** 0.445***
Conscientiousness 0.448*** | 0.518** 0.455%* 0.464*** 0.502*** 0.526***
Neuroticism -0.123** | -0.196*** -0.213%** -0.198*** -0.235*** -0.216***
Openness 0.466*** | 0.511*** 0.481*** 0.460*** 0.477*%* 0.527***
***p>0.001

Numerous studies were proposed that personaliytstrshould have
functional relationship with employees’ effectiveset work and their level of work
engagement (Barrick Mount, 1991; Hurtz & Donovafp@, Hogan & Holland,
2003); and also with other important work behaviamsluding organizational
citizenship behavior (Chiaburu, Oh, Berry, Li & @aer, 2011), counterproductive
work behavior (Berry, Ones & Sackett, 2007), tumroyZimmerman, 2008), job
satisfaction (Judge, Heller & Mount, 2002; SusanJ&yan, 2013), and job
performance (Barrick & Mount, 1991; Zimmerman, Tiaa& Barrick, 2010). From
these, it is clear that the personality patterarofndividual has an important role in
the effectiveness of police officers. A number egearchers stressed the importance

of personality assessment while recruiting canesl&ir police force.

11. Correlation between PE fit and personal effectivenss

In order to find out the nature and strength of telationship between
different forms of fit and personal effectivenesariables, the Pearson product
moment correlation was carried out. The resultsotiegh in Table 4.16 explained
that all the 30 correlations were positive and icgmt at 0.001 level. The lowest
value (0.369) was found to be among person joarfit Relationships dimension of
personal effectiveness and the highest (0.519)beaseen person environment fit
and personal effectiveness. Even though all the forms of fit along with the
overall fit perceptions vary in their lowest coabn coefficient (PJ fit with
Relationships; PS fit with personal growth; and RO PG fit, and PE fit with
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personal focus), all of them expressed their highegelation coefficient with the

overall personal effectiveness.

Table 4.16

Correlation matrix of person environment fit andr§anal effectiveness variables

Variables Personal | Personal Team Relationships Persoqgl Per_sonal
focus growth | effectiveness adaptability | effectiveness
PJF 0.387*** | 0.393*** 0.426*** 0.369*** 0.436*** 0.444%**
POF 0.420%** | 0.447*** 0.463*** 0.421%* 0.489*** 0.495%**
PGF 0.414*** | 0.440*** 0.476** 0.437*** 0.497*** 0.502***
PSF 0.443** | 0.434*** 0.480*** 0.455%** 0.494*** 0.510***
PEF 0.443** | 0.456*** 0.491*** 0.448*** 0.509*** 0.519***
***p>0.001

Risman, Erickson and Diefendroff (2016) also aekedged a positive
correlation between person organization fit anadt@eed effectiveness. From this, it
can be assumed that the perceptions of betteiithtame’s working environment is
an essential and most desirable component for igstive effectiveness among the

law enforcement officers.

So in the light of present investigation, Pearsaroefficient of correlation
proved that all the variables under study have isogmt correlation with one
another either in positive or in negative directinoraccordance with their nature of
relationship. Therefore, the hypothesis has bekydanfirmed and all the variables
are ready to enter for the next step of analysasieans for multiple regression

analyses.
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SECTION 3: DETERMINES THE PREDICTABILITY OF
CONTRIBUTING VARIABLES ON THE CRITERION
VARIABLE (PE FIT)

This section deals with the predictability of #@ntributing variables on the
criterion variables. That means, this part of thedg explains how much a
predictive variable can contribute to the criterigariable. Multiple regression
analysis (step wise) was used to calculate theigireel capacity of each variable on
the criteria. Here, the researcher is trying teedaine the predictive power of the
contributing factors of Person environment fit. 8® analyses were done under the

following subsections;

1. Stepwise multiple regression analysis for diffedentls of PE fit/ Prediction

of PE fit by its sub dimensions
2. Determining the predictive capacity of differentratates of PE fit

a. Determining the predictive capacity of differentretates of PJ fit
b. Determining the predictive capacity of differentratates of PO fit
C. Determining the predictive capacity of differentratates of PG fit

d. Determining the predictive capacity of differentratates of PS fit

e. Determining the predictive capacity of differentredates of overall
PE fit
3. Determining the predictive capacity of various cimitors of PE fit
a. Determining the predictive capacity of contributofd?J fit
b. Determining the predictive capacity of contribstof PO fit
C. Determining the predictive capacity of contributof$G fit

d. Determining the predictive capacity of contributofd?S fit

e. Determining the predictive capacity of contributofoverall PE fit
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1. Stepwise multiple regression analysis for differenkevels of PE

fit/ Prediction of PE fit by its sub dimensions

Under this section, keeping different levels (dmsiens) of PE fit as
predicting variables (independent variables), tsearcher tried to predict person
environment fit perceptions of the law enforcemefiicers. Stepwise regression
analysis was used to identify the relative impartanf each fit dimension on the
perception of overall PE fit among police officefdl the four dimensions of PE fit
namely, PJ fit, PO fit, PG fit, and PS fit were fouto be very important in
predicting the overall PE fit perceptions. The tesof this analysis can be
considered as a supporting document for estabgstiia validity of the perceived
person environment fit scale developed by the rekea The summary of the

multiple regression analysis was given in Tableg4.1

From Table 4.17, it is clear that the first valeabntered in to the regression
analysis was person organization fit (POF) as ihé&smost important dimension in
determining the perception of fit among law enfoscélhe obtained Value of ‘R’
(0.968) indicates that the strength of relationdiepiveen independent variable (PO
fit) and dependent variable (PE fit) is 96.8% whislsignificant at 0.001 level (F =
10284.16 for 1, 699df). The?Rralue (0.936) suggests that 93.6% of the variamce
PE fit was accounted by its sub dimension of POahtd highlights PO fit's
importance in the overall fit perception of theipelofficers. The partial regression
coefficient (‘b’) was 3.687, which implies that eyesingle unit of change in PO fit

can predict 3.68 unit changes in overall PE fit.

Regression equation for this is PEF = 27.34+3.68F)P
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Table 4.17

Multiple regression analysis (stepwise) for differeevels of PEF

Multiple Partial Beta
Independent Pi6 F value R SE | regression -
. regression - constant| coefficient
variable for R | square| for R | coefficient
(R) b ()
Person
organization| POF 0.968 182235%6 0.936 | 15.15 3.687(POF 27.34 0.968
fit '
Person
) 12962.83 2.480(POF) 0.651
supervisor | PSF 0.987 0.974 | 9.73 17.519
pﬁt (2,698) 1.355(PSF) 0.371
b b 1.529(POF) 0.401
ersﬁ‘i” 1900 b3 | 0.995 2(33129577)8 0.990 | 5.993| 1.379(PSF)| 4.372 0.378
' 1.041(PJF) 0.275
1.000(POF) 0.262
1.000(PSF) | - - 0.274
Person | por| 1000 1.000| 0.00( (PSF)| -1.610E
group fit 1.000(PJF) 013 0.265
1.000(PGF) 0.263

The second factor entered into the stepwise rsigresanalysis was person
supervisor fit (PSF); with the R value of 0.987 ehiis significant at 0.001 level
(F=12962.83 for 2 and 698 df). The strength ofititeraction between PO fit and
PS fit put together to the overall PE fit is 98.7¥he value of R square (0.974)
shows that PO fit and PS fit together predicts %%.4f variance in the overall
person environment fit perception of the law endonent officers. The partial
regression coefficient (‘b’) value of these two iahtes to overall fit perception
indicates that for every unit of change in PO fid@S fit respectively, there will be
2.480 and 1.355 unit changes in overall PE fit poaitive direction. That means a
unit of increment in officers’ perception of PO &hd PS fit can bring 2.480 and

1.355 unit of increments respectively on their allgrerception of fit.
The equation at this point will be: PEF = 17.519.48(POF) + 1.355(PSF)

The third variable entered in to the analysis WaE (person job fit). The R
value (0.995) significant at 0.001 level (F=231®&53@r 3, 697 df) shows that the
strength of the relationship between the threepeddent variables put together to
the dependent variable is 99.5% and the R squdwne ¥8.990) indicates that 99%
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of variance in the overall fit perception can brimg by these three dimensions (PO
fit, PS fit, and PG fit) of PE fit together. Theoportion of contribution to the
criterion variable (PE fit) by these predictive izdles can be explained by the value
of ‘b’. That is for every unit of change in PO RS fit, and PG fit respectively, there
will be 1.529, 1.379, and 1.041 unit changes infiP&nd this relationship between

the variables are in positive direction.

The equation at this step is: PEF = 4.372 + 1B@%) + 1.379 (PSF) +
1.041(PJF)

The last variable entered in to the regressiorlyaea was PGF (person
group fit). The R value for this variable (1.000)pglies that the strength of the
relationship between these four levels of PE fitl@pendent variables) put together
to the overall PE fit (dependent variable) is 100%is supports the argument that
PE fit have four different levels namely, PO fitS Fit, PJ fit, and PG fit. The R
square value (1.000) also indicates that 100% efuariance in PE fit can be
accounted by PO fit, PS fit, PJ fit, and PG fitdtger. That means these four
variables of PE fit together can predict 100% ofe’enfit perceptions. The
contribution of each variable to the overall findae clearly understood from the ‘b’
values such as there will be 1 unit of change ieral PE fit for every unit of
change in any of the four levels of PE fit nam@&@ fit, PS fit, PJ fit, and PG fit.

The equation at this stage will be: PEF = -1.6008-+ 1.000(POF) +
1.000(PSF) + 1.000(PJF) + 1.000(PGF)

Thus from this analysis it can be concluded thatwvarious levels of PE fit
identified by the researcher are seems to be gonditators of assessing one’s
person environment fit perspective especially iw lanforcement sector. That
means, PE fit includes four different levels nam@ fit, PS fit, PJ fit, and PG fit.
These four different types of fit together can kBedias an indicator of one’s overall

person work environment fit.
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2. Determining the predictive capacity of different carelates of
PE fit

This section has been done with a view to finddag different correlates of
person environment fit. The multiple regressionlysia is designed specifically to
examine the relative contribution of each sub dismamms of the overall person
environment fit perceptions of the law enforcemefficers along with various
levels of fit. Here different content dimensions mérson environment fit were
considered as predictive variables and person @mwvient fit and its sub types
(levels) were considered as criterion variables td have five different stepwise

regression analyses in this section.
a. Determining the predictive capacity of different corelates of PJ fit

In order to determine the predictive capacity iffiedent correlates of person
job fit, a multiple regression analysis (stepwig@)s done by taking various content
dimensions of fit namely; need-supplies fit, demabdities fit, personality
congruence, value congruence, goal congruence, amdplementary fit as
independent variables and person job fit as dep#ndariables. Through this
analysis the researcher tried to find out the maxrmpossible variance in person job
fit that can be explained with the help of eachtlod predictive variables. The

summary of this analysis is given in Table 4.18.

From Table 4.18, it is clear that the most impdrtaariable in the prediction of PJ
fit is NSF (need-supplies fit). The R value (0.83&) this variable is significant at

0.001 level (F=1652.17 for 1, 699 df) which impligsat the strength of the
relationship between need supplies fit and perebrfij is 83.8% at this stage. The
R square value (0.703) expresses that 70.3% adnaeiin PJ fit can be contributed
by the variable need-supplies fit alone. That mdhesextent to which a person’s
needs are getting satisfied through his job isrg geod determinant of his level of
person-job congruence. The partial regression iweft (‘b’) shows that for a unit

increase in need-supplies fit, there will be 0.dB% increase in PJ fit.

The equation at this stage will be: PJF = 21.3897%5 (NSF)
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Table 4.18

Multiple Regression Analysis (Step wise) for theetisions of PJ fit

. Partial
Multiple . Beta
. . F value R SE regression S
Independent variable | regression e Constant| coefficient
for R square| for R coefficient
®) e ®)
Need Supplies 1652.169
Fit NSF 0.838 (1,699) 0.703 | 8.661| 0.775(NSF) 21.359 0.838
Personality 1211.452 0.483 (NSF) 0.522
Congruence PF 0.881 (2.698) 0.776 | 7.518 0.399 (PF) 11.36 0.417
0.388 (NSF) 0.417
Goal 960.190
GF 0.897 0.805 | 7.021| 0.335(PF) 8.803 0.350
congruence (3,697)
0.383 (GF) 0.233
0.339 (NSF) 0.366
810.965 0.356 (PF 0.372
Complementary 0.907 0.23 | 6.691 PR 6016
Fit (4,696) 0.318 (GF) 0.194
0.301 (CF) 0.151
0.289 (NSF) 0.313
0.290 (PF) 0.302
Demand 692.208
. DAF 0.912 0.833 | 6.510[ 0.280 (GF) 6.842 0.170
Abilities Fit (5,695)
0.357 (PCF) 0.129
0.295 (DAF) 0.173
0.258 (NSF) 0.279
0.261 (PF) 0.272
598.230 0.224 (GF 0.136
Value VF | 00915 0.838 | 6.417 ©F) 1 6 039
congruence (6,694) 0.246 (CF) 0.124
0.297 (DAF) 0.174
0.155 (VF) 0.113

The second variable entered in the analysis, Rfs@pality congruence)
with the R value 0.881 is significant at 0.001 lee= 1211.45 for 2, 698 df) which
indicates that the strength of the interaction leetwthese two independent variables
(need-supplies fit and personality congruencex@geether to the dependent variable
is 88.1%. The R square value (0.776) proves thatvériance accounted by need-
supplies fit and personality congruence togethePdJofit is 77.6%. That means,
77.6% of one’s person job fit can be determinedHwylevel of need satisfaction
achieved by the person through his job and the amaofucongruence between his
/her job and the personality together. The contidouof these variables to the

criterion variable is shown by the value of ‘b’. &ths, for every unit of change in
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need-supplies fit and personality congruence, tlnghebe 0.483 and 0.399 unit
changes in PJ fit respectively. Hence, need-supfiieand personality congruence

are the two major correlates of experiencing higbrde of fit with one’s job.
The equation at this level will be: PJF = 11.38.483(NSF) + 0.399(PF).

The third significant variable in the analysis wak (goal congruence) and
the R value (0.897) is significant at 0.001 lewel=960.19 for 3, 697 df). It point
out that the strength of relationship between thiesee predictive variables together
on the dependent variable is 89.7%. And the R squalue (0.805) suggests that
80.5% of variance in PJ fit perception can be antsmd by need-supplies fit,
personality congruence and goal congruence togethiee partial regression
coefficients for these variables reveal that foergwnit of change in need-supplies
fit, personality congruence and goal congruencerettwill be 0.388, 0.335 and

0.383 unit changes respectively in the same doredbr PJ fit perceptions.

The equation at this point will be: PJF = 8.808.388 (NSF) + 0.335(PF) +
0.383(GF).

The fourth variable entered in the analysis is(&fnplementary fit) and its
R value (0.907) is significant at 0.001 level (B¥0.97 for 4, 696 df). Which means
that strength of the interaction between the foulependent variables put together
to the dependent variable is 90.7%. The R squdte(@.823) denotes that need-
supplies fit, personality congruence, goal congceerand complementary fit
together contribute 82.3% of the variance in PJoétceptions. The contribution
these variables to the total PJ fit perceptions lmarcalculated from the ‘b’ values
depicted in Table 4.18. That means for every uhitlt@mnge in need-supplies fit,
personality congruence, goal congruence and congpltary fit, there will be 0.339,

0.356, 0.318, and 0.301 unit changes in overaigrefob fit perceptions.

The equation at this stage will be: PJF = 6.9X6389(NSF) + 0.356(PF) +
0.318(GF) + 0.301(CF).

Demand-abilities fit, the next variable enteredarthe analysis (R = 0.912)

is also found to be a significant (0.001 level)dictor of PJ fit perceptions (F =
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692.21 for 5, 695 df). That means the strengthetdtionship between these five
predictive variables put together to the criteri@ariable is 91.2%. And from the
value of R square (0.833), it is clear that 83.3%aviance in the PJ fit perceptions
can be determined by need-supplies fit, personabitygruence, goal congruence,
complementary fit and demand-abilities fit togethdrhe partial regression
coefficient designate that every unit of changethiese five correlates of PJ fit
namely — need supplies fit, personality congruengmal congruence,
complementary fit, and demand-abilities fit are etibgr accountable for 0.289,
0.290, 0.280, 0.357 and 0.295 unit changes in dividual’s feeling of congruence

with his/her job respectively.

The equation will be: PJF = 6.842 + 0.289(NSF).290(PF) + 0.280(GF) +
0.357(CF) + 0.295(DAF).

The sixth contributing dimension of PJ fit peréeptis value congruence.
The R value (0.915) significant at 0.001 level (5%8.23 for 6, 694 df) shows that
these six content dimensions of PJ fit percepttogsther ensure 91.5% of strength
to their relationship with overall PJ fit perceptso And the R square value (0.838)
indicates that 83.8% of variance in PJ fit peraamican be predicted by these six
dimensions together. The ‘b’ value shows the sdéparmntribution of each
dimension to the total PJ fit perception. Thatds évery unit of change in these
variables namely need-supplies fit, personality ggaance, goal congruence,
complementary fit, demand-abilities fit and valuengruence can contribute for
0.258, 0.261, 0.224, 0.246, 0.297 and 0.155 un@ingls respectively in same

direction in the overall perception of person jampatibility.

Here the equation will be: PJF = 6.039 + 0.258(N$F0.261(PF) +
0.224(GF) + 0.246(CF) + 0.297(DAF) + 0.155(VF).

From this regression analysis, it is clear thhtha six dimensions of person
environment fit are proved to be valid contributafsperson-job fit, which is a
prominent type or level of overall person enviromtnét perception. Table 4.18
makes it clear that 83.8% of person job fit canpbpedicted by these six sub-
dimensions together. That means one’s percepti@momgruence with his/her job is
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an indicator of how effectively the person’s neeel met by that particular job; the
extent to which the person is able to perceive &imbetween himself and the
personal attributes needed for that job; the lew@hich both the person’s and job’s
objectives are matching; the degree to which bb#h person and the job can
complement each other; the ability of the persoméet the challenges and demands
put forth by the job; and finally the match betwéws values and the values that can
be maintained through his job. Hence, all these lmanconsidered as the most
prominent correlates of PJ fit.

b. Determining the predictive capacity of different corelates of PO fit

To verify the predictive power of various corresitof person organization
fit, a multiple regression analysis (stepwise) wasformed. The investigator was
trying to uncover the maximum possible varianceenson organization fit that can
be predicted with the help of these six correlathich are initially identified as the

content dimension of fit. The summary of this asalys given in Table 4.19.

From Table 4.19, it is seen that here also thst fiariable entered in to the
multiple regression analysis was NSF (need-supgitesThe obtained R value
(0.882) was significant at 0.001 level (F = 2460@&91, 699 df). This indicates that
the strength of relationship between need-supfiti@sd person organization fit was
about 88.2%. The R square value (0.779) shows/th8®s6 of the variance in person
organization fit was accounted by the componentd+segplies fit. The partial
regression coefficient (0.810) indicates that perswganization fit perceptions

changed 0.81 units for every unit of change insilie-dimension need-supplies fit.
Regression equation for this will be: POF = 15.632810(NSF).

The second factor entered into the stepwise rsigresanalysis was
personality congruence. The R value (0.931) wanifsignt at 0.001 level (F =
2257.04 for 2, 698 df). That means the strengtthefrelationship between these
two dimensions of fit together and PO fit is 93.1Resquare value (0.866) indicates
that the components need-supplies fit and perdgnalongruence together

contributes for 86.6% of variance in the perceptiérperson organization fit. The
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‘b’ value of these two variables to overall PO fierception depicts that the
relationship between these variables are positivethere will be 0.494 and 0.432
unit changes in the value of PO fit in accordand® wach single unit of change in

these two components.
The equation at this stage will be: POF = 4.426{N60.494(PF).

Table 4.19

Multiple Regression Analysis (Step wise) for threatisions of PO fit (the dependent
variable PO fit)

. Partial
Multiple . Beta
Independent Variable | Regression F-value R SE for Regression Constant| coefficient
for R Square R Coefficient
R) g ®)
- 2460.388
Need Supplies| \ g¢ 0.882 0779 | 7.413] 9810 15.039 0.882
Fit (1,699) (NSF)

- 2257.04 0.494(NSF 0.538
Personality | 0.931 0.866 | 5.771 (NSP)| 4 426
Congruence (2.698) 0.432 (PF) 0.454

0.386
0.421
Goal 2183.188 (NSF)
GF 0.951 0.904 | 4.895 1.322 0.377
congruence (3,697) 0.359 (PF)
0.434 (GF) 0.266
0.331
J965.43 (NSP) 0200
Co\ég:ﬂgnce VF 0.958 469'6 0.919 | 4.504| 0.311(PF)| -0.156 0'205
(4,696) 0.335 (GF) :
0.264 (VF) 0.195
0.270
(NSF) 0.294
0.256
Demand DAF 0.065 | 1857529 930 | 2171 0244 (PF) 0.530 0.174
Abilities Fit ' (5,695) | ' 0.284 (GF) | '
0.263 (VF) 0.194
0.316(DAF) 0.187
0.251
(NSP) 0.273
1731.707 0269 (PF) g.igi
Comp'Fei:”e”tary CF 0.968 665‘)4 0.937 | 3.958| 0.256 (GF) | -1.593 0'185
(6.694) 0.251 (VF) :
0.267(DAF) 0.158
0.190 (CF) 0.096

In terms of contributing to the dependent varialthee third component

entered in to the regression analysis was goalroenge. The R value (0.951) was
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found to be significant at 0.001 level (F = 2183fb® 3, 697 df). This value
indicates that the three components together as8bh®é of strength in their
relationship with PO fit. R square value suggesét these three sub dimensions of
fit together will contribute 90.4% variation in tledaterion variable. The contribution
of each dimension to the overall PO fit percepticas clearly pick out from the ‘b’
values such that 0.386 (need-supplies fit), 0.3&dspnality congruence), and 0.434
(goal congruence) respectively. That means theleb&i0.386, 0.359, and 0.434
unit of changes in PO fit perceptions for everytwiichange in need-supplies fit,

personality congruence and goal congruence.

The equation for regression at this stage willP@F = 1.322 + 0.386(NSF)
+ 0.359(PF) + 0.434(GF).

The next predicting factor among the correlatePOffit perception is value
congruence. The value of R (0.958) is significan®.Q01 level (F = 1965.43 for 4,
696 df) and is an indicative of the strength oatieinship between PO fit perception
and these four sub-dimensions together, that 89%5The R square value (0.919)
means that 91.9% variance in PO fit can be pretlitig¢ these four content
dimensions together. And the individual contribatiof each variable can be
understood from the ‘b’ values which shows thatdweery unit of change in need-
supplies fit, personality congruence, goal congceeand value congruence there
will be 0.331, 0.311, 0.335, and 0.264 unit changesotal PO fit perceptions

respectively.

Therefore the regression equation will be: POR)A56 + 0.331(NSF) +
0.311(PF) + 0.335(GF) + 0.264(VF).

The fifth contributing factor of PO fit is found e demand-abilities fit and
R value (0.965) point out the fact that the reladlup between PO fit and these five
correlates become stronger 96.5% at this stage RThguare value (0.93) predicts
93% of variance in PO fit that can be made by tHesevariables together. The
partial regression coefficient indicates that feery unit change in need-supplies fit,

personality congruence, goal congruence, valuercenge and demand-abilities fit;
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there will be 0.270, 0.244, 0.284, 0.263, and 0.8h& changes in total PO fit

perception.

So the equation at this level will be: POF = -0458.27(NSF) + 0.244(PF) +
0.284(GF) + 0.263(VF) + 0.316(DAF).

The last contributing factor among the sub-dimemsito the overall PO fit is
complementary fit and the R value (0.968) is fotmbe significant at 0.001 level (F
= 1731.71 for 6, 694 df). This displays that theéiadn of complementary fit to the
equation will improve the strength of relationsthptween PO fit and its sub-
dimensions to 96.8%. The R square value is fouret0.937. That means 93.7% of
variance in overall PO fit perception can be actedinby these six variables
together. The ‘b’ value as shown in Table 4.19 dispthat for every unit of change
in these variables there will be 0.251, 0.269, 6,25251, 0.267, and 0.19 unit
changes in PO fit.

Hence the equation for regression will be: POFL593 + 0.251(NSF) +
0.269(PF) + 0.256(GF) + 0.251(VF) + 0.267(DAF) 19(CF).

So from Table 4.19, it can be concluded thatradl above mentioned sub-
dimensions can considered as the correlates of iP@sfthey together able to

contribute around 93.7% of variance to the totalfie@erceptions.
C. Determining the predictive capacity of different corelates of PG fit

To validate the predictability of person group By various content
dimensions of fit, a multiple regression analysitewise) was conducted and the
summarized results were depicted in Table 4.2Qik&sn other two cases, here also
the first variable entered in to the analysis w&-Nneed-supplies fit). That means
need-supplies fit is also a very important compaoregperson group fit as like in
person job and person orga nization fit. The R &4u869) was significant at 0.001
level (F = 2164.91 for 1, 699 df), which shows tlia¢ strength of relationship
between need-supplies fit and person group fit atemit 86.9%. The R square value
(0.756) indicates that 75.6% of variance in thecgption of person group fit can be

accounted by this single dimension alone. The obthib’ value (0.799) implies
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that PG fit will change 0.799 units in the samediion for every unit of change in

this first dimension need-supplies fit.
The equation for this will be: PGF = 15.338 + @Q{@9SF).

The second variable entered into the stepwiseessgm analysis was value
congruence with an R value of 0.912, which is digant at 0.001 level (F =
1719.53 for 2, 698 df). That means value congruetceg with need-supplies fit
will make stronger their relationship with persawp fit for about 91.2%. The R
square value (0.831) makes it clear that 83.1%adawce in person group fit can be
predicted by these variables. The partial regressioefficient is useful to
understand the individual contribution of each @eparately. Here the ‘b’ value
shows that there will be 0.544 and 0.529 unit ckang the value of person group

fit by these two correlates respectively.

The regression equation at this point will be: P&F.785 + 0.544(NSF) +
0.529(VF).

The next variable entered into the analysis wasqgmality congruence. Here
the R value (0.932) indicates that the additiorpefsonality congruence into the
equation will enhance the strength of relationsimpng these correlates and person
group fit into 93.2%. And the R square value (0)3@%eals that 86.9% of variance
in person group fit can be accounted by the degfeaeed-supplies fit, value
congruence and personality congruence experiengdtiebindividual through his
collaboration with his team at work. The partiadnession coefficient values explain
that for every unit of change in these three fagttrere will be 0.385, 0.402, and

0.301 unit changes in the overall experience o$qegroup fit.

The equation for this step will be: PGF = 2.200.385(NSF) + 0.402(VF) +
0.301(PF).
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Table 4.20

Multiple Regression Analysis (Step wise) for theetisions of PG fit

. Partial
Multiple - Beta
Independent Variable | Regression F-value R SE Regre_s_smn Constant| coefficient
for R Square| for R | Coefficient
(R) b ®)
' 2164.906
Need Supplies | 0.869 0.756 | 7.795/ 0.799 (NSF)  15.338 0.869
Fit (1,699)
value 1719.533 0.544 (NSF) 0.592
VF 0.912 0.831 | 6.485 7.785
congruence (2,698) 0.529 (VF) 0.39
_ 1544.042 0.385 (NSF) 0.419
Personality | ¢ 0.932 ' 0.869 | 5.714| 0.402 (VF) | 2.207 0.297
congruence (3,697)
0.301 (PF) 0.316
0.330 (NSF) 0.359
Goal 1439.58 0.290 (VF) 0.214
GF 0.945 0.892 | 5.192 0.559
congruence (4,696) 0.267 (PF) 0.281
0.361 (GF) 0.221
0.295 (NSF) 0.321
1205 178 0.275 (VF) 0.203
Comp'Fei:”e”tary CF 0.950 | o 655) 0.903 | 4.926| 0.286 (PF) | -0.814 | 0.301
’ 0.317 (GF) 0.194
0.232 (CF) 0.118
0.256 (NSF)
0.279
0.277 (VF)
0.204
1153.041 0.235 (PF) 0.247
Demand | b 5p 0.953 ' 0.909 | 4.781| 0.287 (GF) | -0.880 '
Abilities Fit (6,694) 0.176
0.198 (CF)
0.100
0.226 (PAF)
0.134

The regression analysis clearly mentioning thentptiiat unlike in the first
two levels of fit (PJ fit & PO fit), the place ofpsonality congruence moved from
second to the third in the case of person groupvfiiere as the value congruence
acquired second position which was the last ambegorrelates of PJ fit and fourth
in the prediction of PO fit. It shows that in therpeption of congruence with one’s
work group, the match between one’s own personédegaand that of other
members in the work group is more important thanpérceived similarity between
the personality traits of individual and their gpomembers.
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The fourth significant variable which predicts g@n group fit among the six
dimensions of fit was goal congruence. The R v&u@45) which is significant at
0.001 level (F = 1439.58 for 4, 696 df) indicateattthe strength of the relationship
between person group fit and these four dimendiogether is 94.5%. the R square
value (0.892) depicts that these four correlatesieia need-supplies fit, value
congruence, personality congruence, and goal cengeitogether predicts 89.2%
of the total variance in person group fit. The Ugllues help us to understand the
unique contribution of each factor separately. Harecorrespondence with every
single unit of change in these variables, theré lv&l0.330, 0.290, 0.267, and 0.361

unit changes in person group fit.

So the equation at this point will be: PGF = 0.559.330(NSF) + 0.290(VF)
+ 0.267(PF) + 0.365(GF).

The fifth important variable entered into the gs&d was complementary fit,
the perceived gap in the individual filled by otlmembers of his work group. The
R value (0.950) proves that the strength of thati@iship between the independent
and dependent variables increased by 95% at tagestrom the R square value
(0.903) it is understood that 90.3% of person grbuperception can be predicted
by these five correlates of fit. Among this, onétwf change in need-supplies fit is
responsible for 0.295 unit changes in PG fit, vatoagruence is for 0.275 unit,
personality congruence for 0.286 unit, 0.317 usitbly goal congruence, and
complementary fit is accountable for 0.232 unitrefes in the perception of person

group fit.

The equation is PGF = -0.814 + 0.295(NSF) + 0.¢F»(+ 0.286(PF) +
0.317(GF) + 0.232(CF).

The last one among these six dimensions entetedha regression analysis
was demand-abilities fit. The R value (0.953) igndicant at 0.001 level (F =
1153.04 for 6, 694 df), which shows that the sttiermf relationship between the
dependent variable person group fit and the indéggrenvariables are 95.3%. The
value of R square was 0.909 which implies that @& variance in the person
group fit can be predicted by these six contentedisions together.
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The equation will be: PGF = -0.880 + 0.256(NSH).277(VF) + 0.235(PF)
+ 0.287(GF) + 0.198(CF) + 0.226(DAF).

From this it is clear that every single unit ofaolge in need-supplies fit,
value congruence, personality congruence, goalrcenge, complementary fit and
demand-abilities fit can make 0.256, 0.277, 0.23287, 0.198, and 0.226 unit
changes in person group fit perceptions. Thusthdke six dimensions can be

considered as prominent correlates of person diibup
d. Determining the predictive capacity of different carelates of PS fit

To find out the predictive power of various sulbadnsions of fit on person
supervisor fit, a stepwise multiple regression wsial was carried out. Obtained
results were summarized in Table 4.21. From thie tébs clear that need-supplies
fit was the first independent variable that enter#d the analysis. The R value
(0.837), significant at 0.001 level (F = 1636.32 19 699 df), shows the strength of
relationship between need-supplies fit and persmervisor fit (83.7%) and the R
square value (0.701) indicates th'e predictabiityperson supervisor fit by this
dimension (70.1%). That means, how extensively @sqmes needs are satisfying
through his relationship with his supervisor is ary strong indicator of his
perceived congruence with that supervisor. Fromptréial regression coefficient it
is clear that 0.802 unit changes in person suparyiscan be accounted by every
single unit of change in need-supplies fit.

The equation will be: PSF = 13.658 + 0.802(NSF).

The second important variable entered into theessgon analysis was value
congruence. That means the match between the p¢rsafue system of the
employee and his supervisor is very important irieeining the degree of
congruence between person and his supervisor. Thalke (0.883) reflects the
strength of relationship between person supenvisand these two correlates is
increased into 88.3%. The R square value (0.780¢ates that 78% of variance in

the person supervisor fit can be accounted by sapgtes fit and value congruence
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together. Single unit of change in need-supplieard value congruence can elicit

0.530 and 0.564 unit changes in person supenits@spectively.
The equation at this stage will be: PSF = 5.6@2580(NSF) + 0.564(VF).

The next significant factor in predicting PS fiasvdemand-abilities fit — the
compatibility between a person’s knowledge, skatsl abilities and the demands
made by his supervisor. The R value (0.902) wasdaw be significant at 0.001
level (F = 1010.19 for 3, 697 df). That means nsepplies fit, value congruence
and demand-abilities fit together increase 90.2%stoéngth in their relationship
with PS fit. The R square value (0.813) indicatest these three variables together
will contribute 81.3% of variance in person supsovifit perceptions. The ‘b’ value
denotes that for every single unit of change indragoplies fit, value congruence,
and demand-abilities fit there will be 0.360, @48nd 0.504 unit changes in person

supervisor fit respectively.

The equation at this point will be: PSF = 2.496.360(NSF) + 0.490(VF) +
0.504(DAF).

The fourth important factor entered into the regi@s analysis was complementary
fit. The addition of this variable to the equatiarcreased the strength of the
relationship between these correlates and PS fiiou@l.4%. The R square value
was found to be 0.835, which shows that 83.5% obwae in person supervisor fit
can be predicted by need-supplies fit, value cosrgea, demand-abilities fit and
complementary fit together. The individual conttibn of each variable can be
identified from the ‘b’ value as need-supplies(€it334), value congruence (0.467),
demand-abilities fit (0.433), and complementary{di339). That means each unit of
change in these dimensions will be accountablerdepective unit of changes in

total experience of person supervisor fit.

The equation will be: PSF = 1.027 + 0.334(NSF)46@(VF) + 0.433(DAF)
+ 0.339(CF).
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Table 4.21

Multiple Regression Analysis (Step wise) for theatisions of PS fit

. Partial
Multiple . Beta
Independent Variable | Regression F-value R SE Regrgs_smn Constant| coefficient
for R Square| for R | Coefficient
(R) hh ®)
i 1636.324
Need Supplies| \ g¢ 0.837 0.701 | 9.001| O0.802(NSF)  13.65¢ 0.837
Fit (1,699)
value 1233.871 0.530(NSF) 0.553
VF 0.883 0.780 | 7.731 5.602
congruence (2,698) 0.564 (VF) 0.399
010,186 0.360(NSF) 0.375
Demand DAF 0.902 ' 0.813 | 7.125| 0.490 (VF) 0.346
Abilities Fit (3.697)
0.504(DAF) 0.285
oz | oss
8.77.978 : 0.331
Complementary 0.914 0835 | 6.706] 0433 1.027
Fit (4,696) 0.245
(DAF)
0.339 (CF) 0.165
0.255 (NSF) 0.266
| aats 0.384 (VF) 0.271
Personality | 0.924 ' 0854 | 6.304] 0:26 2790 | 0.145
congruence (5,695) (DAF) 0.912
0.395 (CF) :
0.248 (PF) 0.250
0.235 (NSF) 0.245
0'3;)1;1(;/9 0.225
724.548 ' 0.119
conC;(?uaénce GF 0.929 S oom | 0862 | 6.127 (DAF) -3.566 0178
(6.694) 0.366 (PCF) :
0.235 (PF) 0.237
0.233 (GF) 0.137

The next predicting variable of person supervigior was personality
congruence - the perceived match between the parattnbutes of the person and
that of the supervisor. The R square value (0.§Bdyes that 85.4% of the total
variance in PS fit can be predicted by these findependent variables together. the
partial regression coefficient values reveal thatspn supervisor fit will change in
the same direction about 0.255, 0.384, 0.256, 0.398 0.248 units in
correspondence with each unit of change in neephsgpfit, value congruence,

demand-abilities fit, complementary fit and perditp@ongruence respectively.
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The regression equation at this stage will be: BSE.790 + 0.255(NSF) +
0.384(VF) + 0.256(DAF) + 0.395(CF) + 0.248(PF).

The last among the correlates of fit which prestigberson supervisor fit was
goal congruence - the perceived similarity betwsaguervisor's goal and one’s own
personal objectives. The addition of this variaiol® the analysis increased their
strength of relationship with PS fit into 92.9% winiwas significant at 0.001 level
(F = 724.55 for 6, 694 df). The R square value feasd to be 0.862. It means that
86.2% of variance in person supervisor fit can jtethy these six variables
together. From this it is clear that even thougbséhsix dimensions together are
predicting a very prominent portion of PS fit (8%}, there are some other unknown
factors which may definitely determine the percampticongruence between the

person and his supervisor.

The regression equation at this point will be: RSE.566 + 0.235(NSF) +
0.317(VF) + 0.210(DAF) + 0.366(CF) + 0.235(PF) 23B(GF).

e. Determining the predictive capacity of different carelates of overall PE
fit

To validate the predictability of person environmeiit by its sub-
dimensions, a multiple regression analysis (stepwisas carried out and the
corresponding results were summarized in Table. ABng the six dimensions of
PE fit, the first variable entered in the analydi§F (need-supplies fit) implies that
it is the most important variable in the predict@nPE fit. The R value (0.911) for
this variable is significant at 0.001 level (F=34bfor 1, 699 df) and indicates that
the strength of the relationship between need-sgpfit and PE fit is 91.1% at this
stage. The value of R square (0.830) proves th# 8Bvariance in PE fit can be
contributed by the variable need-supplies fit aloflgat means when an individual
can able to meet his needs through his job, heexplerience congruence with his
job. The partial regression coefficient (‘b’) showmt for a unit increase in need-

supplies fit, there will be 3.186 unit increase® I fit.

The equation for this will be: PEF = 65.394 + Z([8SF)
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The second significant variable in the analysis R& (personality
congruence), with the R value 0.956 which is sigaiit at 0.001 level (F=3747.462
for 2, 698 df). This proves that the strength oé timteraction between two
independent variables (need-supplies fit and pealggrcongruence) put together to
the dependent variable is 95.6%. The value of Rus(0.915) predicts the variance
accounted by need-supplies fit and personality nege together to PE fit is to be
91.5%. The contribution of these variables to thegon variable is shown by the
value of ‘b’. That is for every unit change in nemgplies fit and personality
congruence, there will be 1.999 and 1.619 unit ghann PE fit respectively.

The equation at this point will be: PEF = 25.578.999(NSF) + 1.619(PF)

The third variable entered in the analysis is GBal(gcongruence) and R value
(0.978), significant at 0.001 level (F=5176.447 &r697 df), indicates that the
strength of the relationship between these thredigtive variables together on the
criterion variable is 97.8%. The value of R squ@®57) explains that 95.7% of
variance in PE fit can be predicted by need-supgitepersonality congruence, and
goal congruence together. The ‘b’ value for theseables indicates that for every
unit of change in NSF, PF, and GF, there will b86Z, 1.326, and 1.751 unit

changes in PE fit perceptions respectively in Hraes direction.

The equation at this stage will be: PEF = 13.089567(NSF) + 1.326(PF) +
1.751(GF)

Complementary fit is the fourth significant varliatentered in the analysis
with the R value 0.989 which is significant at Qld@vel (F= 7669.042 for 4, 696
df). That means the strength of the interactionwbet the four independent
variables put together to the dependent variabl®8i9%. The R square value
(0.978) implies that need-supplies fit, personatitygruence, goal congruence, and
complementary fit together contribute 97.8% of thaiance in PE fit. The
proportion of contribution of these variables te ®E fit is shown by the ‘b’ value,
ie., for every unit change in NSF, PF, GF, and I&#e will be 1.368, 1.409, 1.491,

and 1.217 unit changes in overall PE fit percepgtion
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Table 4.22

Multiple regression analysis (stepwise) for dimensiof PE fit

Multiple Partial Beta
. . F value for R SE regression -
Independent variable | regression e Constant| coefficient
R square| for R | coefficient
®) e ®)
L 3416.21
Need supplies fitf NSH 0.911 (1,699) 0.830 | 24.75 3.186(NSF 65.394 0.911
i 3741.462 1.999(NSF) 0.572
Personality | o | go56 | (2,698) | 0.915 | 17.54 25.578 '
congruence 1.619(PF) 0.447
1.567(NSF) 0.448
5176.447
Goal congruence  GF 0.978 (3.607) 0.957 | 12.46| 1.326(PF) | 13.069 0.366
’ 1.751(GF) 0.282
1.368(NSF) 0.391
7669.042 1.409(PF 0.389
Complementary| o | ¢ ggg 0.978 | 8.96 PO 5440
fit (4,696) 1.491(GF) 0.240
1.217(CF) 0.162
1.170(NSF) 0.335
1.226(PF) 0.338
Value 17790.919
VF 0.996 0.992 | 5.30| 1.132(GF) 0.291 0.182
congruence (5,695)
1.151(CF) 0.153
0.992(VF) 0.192
1.000(NSF) 0.286
1.000(PF) 0.276
iliti 1.000(GF - - 0.161
Demand abilities| ., 1.000 1000l 0.00 (GF) | -1.330E
fit 1.000(CF) 013 0.133
1.000(VF) 0.194
1.000(DAF) 0.155

The equation will be: PEF = 5.442 + 1.368(NSF).409(PF) + 1.491(GF) +
1.217(CF)

The fifth variable entered into the analysis is ¥Blue congruence). The R
value (0.996) is found to be significant at 0.08¢el (F=17790.919 for 5, 695 df)
which shows that the strength of the relationshepveen the predictive variables
put together to the dependent variable is 99.6%l the value of R square (0.992)
indicates that 99.2% of the variance in PE fit baraccounted by need-supplies fit,
personality congruence, goal congruence, compleangffit, and value congruence
together. The ‘b’ value makes it clear that evemt of change in these five sub
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dimensions of PE fit namely; need-supplies fit, sp@ality congruence, goal
congruence, complementary fit, and value congruemeetogether accounted for
1.170, 1.226, 1.132, 1.151, and 0.992 unit changesne’s PE fit perceptions
respectively.

The equation of regression at this stage willReE = 0.291 + 1.170(NSF) +
1.226(PF) + 1.132(GF) + 1.151(CF) + 0.992(VF)

The next contributing factor of PE fit perceptiaesDAF (demand-abilities
fit). The R value (1.000) significant at 0.001 lewedicates that these six sub
dimensions of PE fit put together 100% of strergtitheir relationship with PE fit
perceptions. The R square value (1.000) also prtvas100% of PE fit can be
predicted by these six variables together. Thertutton of each variable to this
prediction can be understood from the ‘b’ valuejollshows that for every unit of
change in any one of these variables can accourdrfe unit of change at same

direction in the overall PE fit.

The equation at this point will be: PEF = -1.330E + 1.000(NSF) +
1.000(PF) + 1.000(GF) + 1.000(CF) + 1.000(VF) tOD(DAF)

Thus, from these regression analyses (Table 4.B2R) it is clear that the
sub-dimensions of fit were predicting each levelfibfin a different way. Their
capacity in predicting each level was differentr@spective of their contributing
value to the criterion variable. In all the fivesea (PJ fit, PO fit, PG fit, PS fit, and
PE fit) need-supplies fit lies in the first in prethg the degree of fit. It shows the
importance of perceived need-satisfaction from sn&ork environment in
determining various levels of fit. While consideyipersonality congruence, it can
be seen that even though it holds second placé fit, PO fit and PE fit, its position
moved to third in the case of PG fit and fifth ietekmining the level of PS fit. The
importance of value congruence in response to twribution towards various
levels of fit was found to be increasing in theasasf relational fit dimensions in
comparison to the rational fit dimensions. The disien goal congruence secured
third position in predicting all levels of fit exge person supervisor fit (sixth
position). Likewise all the sub-dimensions of fieme contributing differently to
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various levels of fit. Hence, it is important tonsider each level of fit separately

while discussing on the degree of fit at work.

3. Determining the predictive capacity of various contibutors of
PE fit

This section deals with various psychological destwhich help to predict
the degree of fit at work place. These factors rgmastitutional socialization
experience, proactive personality, self-esteent-esitacy, Big five personality
factors and public service motivation were inigallientified as the contributors of
fit by the investigator through different process$iks pilot study and reviewing of
related literature. Here, through stepwise multipgression, the researcher
attempted to determine the predictive capacityhes¢é variables on various levels of

fit separately.
a. Determining the predictive capacity of contributorsof PJ fit

Under this section, institutional socialization pexence, proactive
personality, self-esteem, self-efficacy, publicvem motivation variables and Big
five personality factors were kept as independpredicting) variables and person
job fit was considered as the dependent (criterigawjable. Stepwise multiple
regression was done to select the set of varidb&dest predict person job fit. Six
variables were identified as contributors of Pdhibugh this analysis. The summary

of the results are depicted in Table 4.23.

From Table 4.23, it is seen that the first vagabhtered into the multiple
regression analysis was proactive personality. Rhalue (0.480) was found to be
significant at 0.001 level (F = 208.912 for 1, 6809. That means the strength of
relationship between person job fit and proactigespnality was about 48%. The R
square value (0.230) indicates that 23% of variamgerson job fit can be predicted
by proactive personality alone. The partial regmssoefficient (1.152) shows that
person job fit will change 1.152 units for everyituof change in the proactive

personality.
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The equation will be: PJF = 48.826 + 1.152 (PPI).

The second variable entered into the analysis wessitutional socialization
experience (ISE) — the subjective experience ofiratividual gained through
different tactics and processes used to socidligenew comers to the organization.
The R value (0.514), significant at 0.001 level £ E25.057 for 2, 698 df), displays
that strength of relationship of these two variabtegether with person job fit
(51.4%). The value of R square was found to be 4).Zéhat means 26.4% of
variance in the perception of PJ fit can be cootal by proactive personality and
institutional socialization experience togethee gartial regression coefficient value
of these two independent variables to person jolinfplies that the relationship
between them are positive and there will be 0.94@ @498 unit changes in the
value of PJ fit in accordance with every singletuaf change in proactive
personality and institutional socialization expede respectively.

The regression equation at this step will be: J85.038 + 0.917(PPI) +
0.498(ISE).

In the prediction of person job fit, the third \adole entered into the
regression analysis was self-efficacy, the bellmduda one’s own capabilities and
capacities. The R value was found to be 0.525, hisisignificant at 0.001 level (F
= 88.465 for 3, 697 df). This shows that the additof this third variable into the
analysis increased the strength of their relatigmshth the criterion variable into
52.5%. The R square value (0.276) indicates thev#miables proactive personality,
institutional socialization experience, and seffeaicy beliefs together predict
around 27.6% of variation in person job fit. Thet@éd regression coefficient value
highlights the contribution of each of these indegent variables to the dependent
variable. For every unit of change in proactivespeality, institutional socialization
experience, and self-efficacy there will be 0.76892 and 0.346 unit changes in

person job fit respectively.
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Table 4.23

Multiple Regression Analysis (Step wise) for Perdoh fit as dependent variable

(Criterion Variable)

Multiple F- R SE R(E?:etlsaslion Beta
Independent Variable | Regression value gres Constant| coefficient
Square| for R | Coefficient
(R) for R ' (B)
i 208.912
Proactive PPI 0.480 0.230 | 13.938] 1.152 (PPI) 48.826 0.480
personality (1.699)
;gsétiglljiggtri]g:\ ISE 0.514 125057 0.264 | 13.639 0.917 (PP1) 35.038 0.382
experience (2,698) 0.498 (ISE) 0.208
88,465 0.755 (PPI) 0.314
Self efficacy SES 0.525 @ 697) 0.276 | 13.537| 0.392 (ISE) 33.411 0.164
' 0.346 (SES) 0.146
0.752 (PPI) 0.313
N 67.942 0.287 (ISE) 0.120
Conscientiousness Cons 0.530 0.281 | 13.500 31.303
(4,696) 0.295 (SES) 0.124
0.253 (Cons) 0.092
0.723 (PPI) 0.301
. £6.156 0.397 (ISE) 0.166
Commitment to | PSM 0.536 ' 0288 | 13.444| 0322 (SES)| 32.087 0.136
public interest 2 (5,695)
0.331(Cons) 0.121
0.658(PSM2) 0.108
0.680 (PPI) 0.283
0.359 (ISE) 0.150
- PSM 48.376 0.287 (SES) 0.121
Self sacrifice 0.543 0.295 | 13.386 30.818
4 (6,694) 0.320 (Cons) 0.117
0.865(PSM2) 0.142
0.694(PSM4) 0.108

The equation at this point will be: PJF = 33.41Q.#55(PPI) + (0.392(ISE)
+ 0.346(SES)

The fourth variable entered into the analysiseinmis of contribution to the
criterion variable was conscientiousness, the pnentifactor of Big five personality
which is highly related to the career success. Rhalue (0.530) is significant at
0.0012 level (F = 67.942 for 4, 696 df), which imegl that the strength of
relationship of these contributing factors with gmer job fit is increased about to
53% by the entry of conscientiousness into the tagualhe R square value (0.281)
indicates that around 28.1% of variance in PJdit be accounted by these four
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predictors together. The individual contribution edch variable are clearly listed
through ‘b’ value such as 0.752 (proactive perdsty)al 0.287 (institutional
socialization experience), 0.295 (self-efficacyynda0.253 (conscientiousness)
respectively. That means there will be 0.752, 0.28295 and 0.253 unit changes in
PJ fit in accordance with each unit of change imaptive personality, institutional

socialization experience, self-efficacy and constoeisness.

The equation for this will be: PJF = 31.303 + QFPFPI) + 0.287(ISE) +
0.295(SES) + 0.253(Cons).

The next variable entered into the regressionyamalwas commitment to
public interest (PSM2), the second dimension ofliputervice motivation. The R
value (0.536) shows that these five predictors ttugreincreased their strength of
relationship with PJ fit into 53.6%. The R squasdue (0.288) suggests that about
28.8% of variance in person job fit can be conteduby these five variables
together. The partial regression coefficient inthsahat for every unit of change in
proactive personality, institutional socializatiorexperience, self-efficacy,
conscientiousness and commitment to public intetbstre will be 0.723, 0.397,
0.322, 0.331 and 0.658 unit changes in the pemepti PJ fit.

Hence the equation at this stage will be: PJF 082 0.723(PPI) +
0.397(ISE) + 0.322(SES) + 0.331(Cons) + 0.658(PSM2)

The last variable entered into the analysis w#ssserifice, the fourth sub-
dimension of public service motivation. The R va{0e543) is significant at 0.001
level (F = 48.376 for 6, 694 df), which implies thidne total strength of the
relationship between the criterion variable andgrezlictors increased into 54.3% at
this stage. The R square value was found to be50.29%hows that 29.5% of
variance in total PJ fit perceptions can be accmlibly these six contributing factors
together. The individual contributions of theseiafles can be explained by the
value of ‘b’. Every single unit of change in praset personality, institutional
socialization experience, self-efficacy, consciemness, commitment to public
interest and self-sacrifice can account for 0.68359, 0.287, 0.320, 0.865 and
0.694 unit changes in the perception of persorfijabspectively.
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The equation at this point will be: PJF = 30.818.680(PPI) + 0.359(ISE) +
0.287(SES) + 0.320(Cons) + 0.865(PSM2) + 0.694(PSM4

From Table 4.23, it is clear that even though dbeve mentioned factors
were contributing 29.5% of variance in PJ fit, thevill be some other important
factors which can increase the level of fit witre@job that are yet to be identified.
Any way it is shown that proactive personality tiréine socialization experience of
the employee at work, the level of self-efficacylidfs, the degree of
conscientiousness, the commitment of the persorartsvpublic affairs and the
willingness to sacrifice for others wellness arepnenportant factors in determining

one’s compatibility to the police job.
b. Determining the predictive capacity of contributorsof PO fit

Under this section the same set of independemblas were considered as
the predicting factors for PO fit perceptions. A ltple regression analysis
(stepwise) was carried out to determine the predictapacity of each variable to
the criterion variable. The results were summarire@lable 4.24. Here also, it can
be seen that out of total 13 predictors six wersébto be as predicting the PO fit
perceptions. But in determining the level of PQtfikeir position was changed in the
equation in comparison with the PJ fit and alsd-esleem was added and the

personality factor conscientiousness was remowvad the equation.

While considering Table 4.24, the first factorezetl into the analysis was
proactive personality. The R value (0.476) was tbtmbe significant at 0.001level
(F = 204.72 for 1,699 df). It shows that the relaship between proactive
personality and person organization fit was ab@u%. The R square value (0.227)
explains that around 22.7% of variance in the gatevariable is accounted by the
contribution of proactive personality. From the {@lue it is clear that 1.134 unit
changes in PO fit can be predicted by every singlg of change in proactive
personality. That means a proactive employee magreence high compatibility
with his organization along with his perceptionRa fit. From this it can be assumed
that proactive individuals who are entering inte fholice force may seek active
measures to get acquainted easily with the new@mwient and they may also try to
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do something to gain control over the situationnéée they may feel comfortable
and perceiving themselves as matching employetsnms of person job and person

organization fit.

Table 4.24

Multiple Regression Analysis (Step wise) for Pemmganization fit as dependent variable

. Partial
Multiple . Beta
Independent Variablg Regression F-value R SE for Regrgs_smn Constant| coefficient
for R Square R Coefficient
R) e ®)
i 204.723
Proactive | pp, 0.476 0.227 | 13.861 1.134 (PPI 46.127 0.476
personality (1,699)
Institutional 137571 0.833 (PPI) 0.350
Socialization| ISE 0.532 0.283 | 13.358| 28.460
experience (2,698) 0.638 (ISE) 0.269
0.743 (PPI) 0.312
Self- PSM 100.730
o 0.550 0.302 | 13.182 0.480 (ISE) 25.296 0.202
sacrifice 4 (3.697)
1.067(PSM4) 0.167
0.608 (PPI) 0.255
. 78.879 0.405 (ISE) 0.170
Self efficacy | SES 0.559 4.696 0.312 | 13.102 0.934 24.231 0.146
(4.696) (PSM4) :
0.311 (SES 0.132
0.567 (PPI)
0.531 (ISE) 0238
1.161
; 0.223
Commltment 65.30 (PSM4)
to public PSM2 0.566 0.320 | 13.036| 25.189 0.182
interest (5,695) 0.340 (SES)
0.145
0.709
0.590 (PPI)
0.449 (ISE)
1.114(PMS 0.247
4) 0.189
56.356 0.174
Selfesteem| RSE$ 0572 0.328 | 12970 2275 CES)| 55990
(6.694) 0.905 0.117
(PSM2) 0.150
0.273 0.117
(RSES)

The equation at this stage will be: POF = 46.127184(PPI).
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The second variable entered into the analysisimngigutional socialization
experience. The R value (0.532) indicates thatstrength of relationship between
these two independent variables and PO fit was%3The R square value (0.283)
makes it clear that the addition of second variatteeased the predictive variance
in person organization fit from 22.7% to 28.3%. Theeans 28.3% of variance in
PO fit perceptions can be predicted by proactivesgelity and institutional
socialization experience together. The partial esgion coefficient value of these
two independent variables to the dependent varightevs that the relationship
between them are positive and there will be 0.833 @638 unit changes in the
value of person organization fit in accordance wdth unit of change in proactive

personality and institutional socialization expeade.

The regression equation at this point will be: POE8.460 + 0.833(PPI) +
0.638(ISE).

From the Table 4.24, it is clear that as likehe prediction of PJ fit, here
also the first two variables which are contributimghly to the PO fit were proactive
personality and institutional socialization expede of the employees. Hence, it can
be assumed that considering the degree of appdicaraactivity in the selection
program as well as the adoption of better polieied tactics to socialize the new
comers during the training programs are very esgettmponents in determining

the employees’ level of person job and person argéion fit.

The third variable entered into the analysis welé-sacrifice — one of the
sub-dimensions of public service motivation. Thevdtue (0.550) is found to be
significant at 0.001 level (F = 100.73 for 3, 69). dhat means the strength of
relationship between these independent variabldsP&h fit increased into 55% by
the addition of this third variable into the eqoati The R square value (0.302)
proves that about 30.2% of variance in PO fit canpoedicted by these three
contributors together. The individual contributioolseach variable can be picked
out separately from the partial regression coedfitivalue. It shows that every

single unit of change in proactive personalitytitasonal socialization experience,



Results 201

and self-sacrifice is accountable for 0.743, 0.48%) 1.067 unit changes in PO fit

perceptions.

The equation at this step will be: POF = 25.296 74 3(PPI) + 0.480(ISE) +
1.067(PSM4).

In comparison with PJ fit, in this case of PO grediction, self-sacrifice
secured the third place in the stepwise regresamatysis which was the last one in
predicting the person job fit perceptions. Frons thiis clear that the willingness to
sacrifice for others’ well-being is more importantpredicting the congruence with
one’s organization than with his/her job. Thusgan be believed that in a public
service organization like police department, eme&sy willingness to help others

by sacrificing the self is very crucial in determnigy their fit with the organization.

The fourth variable entered into the analysis s&éefficacy. The R value
(0.559) suggests that the strength of relationdieépween these four predicting
variables and person organization fit was abou®%5.The r square value (0.312)
shows that around 31.2% of variance in PO fit canppedicted by proactive
personality, institutional socialization experienself-sacrifice, and self-efficacy
beliefs together. The ‘b’ value of these four potidg variables proves that 0.608,
0.405, 0.934, and 0.311 unit changes in persomagton fit can be accounted by
each unit of change in proactive personality, tnfbnal socialization experience,
self-sacrifice, and self-efficacy respectively.

So the equation at this stage will be: POF = 24.23 0.608(PPI) +
0.405(ISE) + 0.934(PSM4) + 0.311(SES).

The next variable entered into the regressionyamalwas commitment to
public interest, the second dimension of publicviser motivation. The R value
(0.566) was found to be significant at 0.001 levdijch indicates that the addition
of the commitment to public interest as the fifdriable into the equation increased
the strength of relationship between these fiveepashdent variables and person
organization fit into 56.6%. The R square valug20) implies that about 32% of

variance in person organization fit can be accalibtethese five variables together.
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The ‘b’ value of these independent variables agarty mentioning the independent
contributions of each variable like 0.567 (proaetpersonality), 0.531 (institutional
socialization experience), 1.161 (self-sacrific8)340 (self-efficacy), and 0.709
(commitment to public interest). That means forrgveingle unit of change in
proactive personality, institutional socializatioself-sacrifice, self-efficacy, and
commitment to public interest; there will be 0.57531, 1.161, 0.340 and 0.709

unit changes in the perception of person orgamndtt respectively.

The regression equation at this point will be: POE5.189 + 0.567(PPI) +
0.531(ISE) + 1.161(PSM4) + 0.340(SES) + 0.709(PSM2)

The last variable entered into the analysis wdkeseeem. The R value
(0.572) is an indicator of the strength of relasioip between the predictors and
criterion variable and this relationship is fourdoe significant at 0.001 level (F =
56.356 for 6, 694 df). The obtained R square valuthis stage was 0.328 which
means that 32.8% of variance in PO fit can be dumutied by proactive personality,
institutional socialization experience, self-sacaf self-efficacy, commitment to
public interest, and self-esteem together. Theigladgression coefficient value of
these six independent variables reveals that esiyle unit of change in these
variables are responsible for 0.590, 0.449, 1.11.275, 0.905, and 0.273 unit
changes in PO fit perceptions respectively.

The equation will be: POF = 22.992 + 0.590(PPI)0#449(ISE) +
1.114(PSM4) + 0.275 (SES) + 0.905(PSM2) + 0.273(RSE

Thus, the present analysis has clearly shown theeesix independent
variables which are contributing to the PO fit. &klese variables were expressing a
positive relationship with the criterion variabldnieh means that an increase in any

one of them may leads to improved fit perceptiothwne’s organization.
C. Determining the predictive capacity of contributorsof PG fit

To determine the predictive capacity of the abowentioned independent
variables on person group fit, a multiple regressanalysis (stepwise) was carried

out. Here also six variables were found to be douting towards person group fit.
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But the difference lies in the order and the secdmdension of public service
motivation (commitment to public interest) was e@d by the first dimension, ie.,
attraction to policy making. The summary of theultsswere displayed in Table
4.25.

In the regression analysis, the first variableessd as the predictor was
proactive personality. From the R value (0.472)sitclear that the relationship
between proactive personality and person groupvdis stronger about 47.2% and
this relationship is significant at 0.001 level{R00.34 for 1, 699 df). The R square
value was found to be 0.223. That means, proaptvsonality trait of a person can
determine around 22.3% of variance in his/her garae of fit with their work
group. The partial regression coefficient valuel?26) sheds light on the
independent contribution that can be made by eadhofi change in the proactive
personality. That means for every unit of changthis variable, there will be 1.126

unit changes in person group fit towards same timec
The regression equation at this stage will be: B@b.747 + 1.126(PPI).

In this case also the second variable entered thto analysis was
institutional socialization experience. The valdeRo(0.541) is significant at 0.001
level (F = 144.436 for 2, 698 df), which means ttie strength of relationship
between person group fit and these two independardbles increased into 54.1%
by the addition of the second variable into there@sgion analysis. The R square
value (0.293) suggests that about 29.3% of vanatio person group fit can be
produced by proactive personality and institutics@dialization experience together.
the ‘b’ value of these two independent variableghhght the separate contribution
of each variable into the criterion variable such @789 unit by proactive

personality trait and 0.713 unit changes by ingtihal socialization experience.

The third factor in the prediction of person grdiipnas self-efficacy — the
belief about one’s own skills and capabilities. TResquare value (0.311) depicts
that proactive personality, institutional socialiaa experience and self-efficacy put
together can account for around 31.1% of variandbe perception of person group
fit. The individual contribution of each variablarcbe understood from the partial
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regression coefficient. That means for every singté of change in proactive
personality, institutional socialization experienead self-efficacy; there will be
0.591, 0.583 and 0.423 unit changes in the amdysegrson group fit.

Table 4.25

Multiple Regression Analysis (Step wise) Persomgifit as dependent variable

Multiple F_value R SE for Partial Beta
Independent Variable| Regression forR | squarel R Regression | Constant| coefficient
(R) q Coefficient b’ ®)
i 200.340
Proactive | op,, 0.472 0.223 | 13.9100 1.126 (PPl)|  45.747 0.472
personality (1, 699)
Institutional 144.436 0.789 (PPI) 0.331
socialization | ISE 0.541 0.293 | 13.278 26.017
experience (2, 698) 0.713 (ISE) 0.300
0.591 (PPI) 0.248
) 104.795
Self efficacy | SES 0.558 3, 697) 0.311 | 13.117 0.583(ISE) | 24.027 0.245
' 0.423 (SES) 0.180
0.619 (PPI) 0.260
81.639 0.454 (ISE) 0.191
Self Esteem RSES$ 0.565 0.319 | 13.045 21.286
(4, 696) 0.342 (SES) 0.145
0.272 (RSES) 0.177
o548
i ’ 0.225
Attract_lon to 66.593 0.370 (SES)
policy PSM1 0.569 0.324 | 13.010 23.648 0.157
making (5, 695) 0.293 (RSES) 0.126
0.672 (PSM 0.089
1)
0.634 (PPI) 0.266
0.498 (ISE) 0.209
. 57.022 0.343 (SES) 0.145
Self sacrifice | PSM4 0.575 0.330 | 12.959 23.115
(6, 694) 0.262 (RSES) 0.112
0.892 (PSM1) 0.118
0.644(PSM4) 0.101

The equation at this point will be: PGF = 26.01@.#89(PPI) + 0.713(ISE).

The regression equation at this step will be: RGE4.027 + 0.591(PPI) +
0.583(ISE) + 0.423(SES).

The next variable entered into the analysis wakER&elf-esteem). The R
value was found to be 0.565, which is significan0®01 level (F = 81.639 for 4,
696 df). Hence, it is clearly shown that the additof self-esteem into the equation
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as fourth predictor for person group fit enhandsdsirength of relationship with
these independent variables into 56.5%. The R squalue (0.319) makes it clear
that 31.9% of variance in person group fit can eligted by proactive personality,
institutional socialization experience, self-efigaand self-esteem together.

The equation for regression at this stage willP@8fF = 21.286 + 0.619(PPI)
+ 0.454(ISE) + 0.342(SES) + 0.272(RSES).

The fifth one entered into the regression analygs attraction to policy
making — the first dimension of public service maation. Here the R value (0.569)
denotes that the strength of relationship betwdwset predictors and criterion
variable was about 56.9%. The R square value (0.B2dlies that the addition of
attraction to policy making into the equation imped the predictability of person
group fit into 32.4% at this stage. From the ‘blug it is assumed that every single
unit of change in proactive personality, instita@b socialization experience, self-
efficacy, self-esteem, and attraction to policy mgkcan exert 0.658, 0.534, 0.370,
0.293, and 0.672 unit changes in the same direotigperson group fit.

The equation will be: PGF = 23.648 + 0.658(PPI)0:5634(ISE) +
0.370(SES) + 0.293(RSES) + 0.672(PSM1).

The final variable entered into the analysis walsacrifice, the fourth sub-
dimension of public service motivation. The R valas found to be 0.575 which
indicates that the strength of relationship betwdwse predictors and criterion
variable at this stage was about 57.5%. The R squalue (0.330) proves that
around 33% of variance in person group fit can bedipted by these six
independent variables together. The individual Gbation of each variable can be
detected from the ‘b’ value. There will be 0.634498, 0.343, 0.262, 0.892 and
0.644 unit changes the person group fit along withry single unit of change in
proactive personality, institutional socializaticexperience, self-efficacy, self-

esteem, attraction to policy making and self-sa&ifespectively.

The equation for regression will be: PGF = 23.14#50.634(PPI) +
0.498(ISE) + 0.343(SES) + 0.262(RSES) + 0.892(PSM1p544(PSM4).
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Thus, from Table 4.25 it is clear that proactivergonality, institutional
socialization experience, self-efficacy beliefdf-esteem, attraction to public policy
making and self-sacrifice are proved to be the rdauibrs of person group fit

perceptions of law enforcement officers.
d. Determining the predictive capacity of contributorsof PS fit

To identify the predictive capacity of certainesgtbed independent variables
like proactive personality, institutional socialimam experience, self-esteem, self-
efficacy, public service motivation variables anig) Bve factors of personality on
the person supervisor fit; a stepwise multiple esgion analysis was carried out.
The obtained results were summarized in Table £&86n the results it is observed
that among these 13 variables only six were foundée predicting to the person

supervisor fit.

The first variable among them was self-efficache TR value was found to
be 0.437 which is significant at 0.001 level. Thaans the relationship between
self-efficacy and person supervisor fit was strongbout 43.7%. The R square
value (0.191) implies that about 19.1% of variamc@erson supervisor fit can be
contributed by self-efficacy alone. From the ‘blua it is clear that every unit of

change in self-efficacy can predict 1.074 unit gemin person supervisor fit.
The equation at this stage will be: PSF = 46.4@90%¥4(SES).

In comparison with other types of fit, in persamsrvisor fit self-efficacy
became the most important variable in terms gbiigglictive power., where as in all
other three types like person job fit, person orzmtion fit, and person group fit; the
position of self-efficacy in the prediction of fitas third or fourth. From this it is
clear that one’s belief about his own capabiliiesnore important in determining

his level of congruence with his supervisor thdmeoforms of fit.

The second important variable in the predictionP& fit was institutional
socialization experience — the same factor asitikbe other three levels of fit. Here
the R value (0.498) suggests that the strengthelationship between these two

independent variables and person supervisor fit al@mut 49.8%. The R square
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value (0.248) explains that about 24.8% of variandde criterion variable can put
by self-efficacy and institutional socialization pexience together. The partial
regression coefficient proves that there will b&1@d. and 0.697 unit changes in
person supervisor fit perceptions in accordancén wite unit of change in self-

efficacy and institutional socialization experience

Table 4.26

Multiple Regression Analysis (Step wise) Personesugor fit as dependent
variable

Multiple F_value R SE for Partial Beta
Independent Variable| Regression for R | Square R Regression | Constant| coefficient
(R) q Coefficient b’ @)
Self 164.718
= SES 0.437 0.191 | 14.801 1.074(SES 46.469 0.437
Efficiency (1, 699)
Institutional 115.260 0.714(SES) 0.290
socialization | ISE 0.498 0.248 | 14.276 28.140
experience (2, 698) 0.697 (ISE) 0.281
] 88.323 0.455(SES) 0.185
Proactive | op,, 0.525 ' 0.275 | 14.025| 0.584 (ISE) | 23.634 0.26
personality (3, 697)
0.529 (PPI) 0.213
0.360(SES) 0.147
69.750 0.433 (ISE) 0.175
Self Esteem RSES 0.535 0.286 | 13.931 20.427
(4, 696) 0.562 (PPI) 0.226
0.318(RSES) 0.131
0.380 (SES) 0.155
Commitment 57 435 0.539 (ISE) 0.217
to public PSM2 0.541 0.292 | 13.880| 0.543 (PPI) 21.091 0.28
interest (5. 695) 0.394(RSES) 0.163
0.654(PSM2) 0.104
0.343 (SES) 0.139
0.498 (ISE) 0.201
- PSM 49.869 0.491 (PPI) 0.197
Self Sacrifice 0.549 0.301 | 13.803 19.700
4 (6, 694) 0.374(RSES) 0.154
0.886(PSM2) 0.141
0.802(PSM4) 0.120

The equation will be: PSF = 28.140 + 0.714(SE8)607(ISE).

The next significant variable entered into the lggia was proactive
personality. This independent variable was movethffirst to the third position in

the prediction of supervisor fit in comparison ke tother forms of fit like person
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job, person organization, and person group fit whenccupies the first position.
The R value of this variable (0.525) was found écstgnificant at 0.001 level. From
this it is clear that the addition of this variabtgo the equation enhanced the
strength of relationship between these predictord person supervisor fit into
52.5%. The R square value (0.275) suggests thatdhg&ibution of these three

independent variables put together into the cateviariable was about 27.5%.

The regression equation at this point will be: RSE3.634 + 0.455(SES) +
0.584(ISE) + 0.529(PP1).

The fourth important variable entered into theresgion analysis was self-
esteem. The R value (0.535) denotes the strengthlaifonship between these four
independent variables and person supervisor fie Rhsquare was found to be
0.286. It shows that about 28.6% of variations @rspn supervisor fit can be
accounted by self-efficacy beliefs, institutionalkcmlization experience, proactive
personality, and self-esteem together. The ‘b’ @adli these four variables list out
the individual contributions of each variable sepally. That is, every single unit of
change in self-efficacy, institutional socializatiexperience, proactive personality,
and self-esteem are responsible for about 0.388300.562 and 0.318 unit changes
respectively in person supervisor fit perceptions.

The equation at this point will be: PSF = 20.420.360(SES) + 0.433(ISE)
+ 0.562(PPI) + 0.318(RSES).

The fifth one entered into the regression analygms commitment to the
public interest — the commitment of the person tolwacitizen welfare. The R
square value (0.292) shows that the addition offiftte variable into the equation
improved the predictability to 29.2%. Each varigbleontribution was clearly
mentioned under the ‘b’ value column in Table 42&m this it is clear that PS fit
will change 0.380, 0.539, 0.543, 0.394, and 0.6B4sun the same direction in
accordance with each single unit of change in effi¢acy, institutional
socialization experience, proactive personalitylf-esteem and commitment to

public interest.
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The regression equation for this will be: PSF =021 + 0.380(SES) +
0.539(ISE) + 0.543(PPI) + 0.394(RSES) + 0.654(PSM2)

The last variable entered into the regressionyamlin determining the
contributors of PS fit was self-sacrifice — the fbudimension of public service
motivation. The R value (0.549) is significant a0@L level (F = 49.869 for 6,694
df). That means the strength of relationship behwgerson supervisor fit and these
six independent variables at this stage was ab&®%& From the R square value
(0.301) it is observed that 30.1% of variance ia plerception of person supervisor
fit can be accounted by self-efficacy, institutibsacialization experience, proactive
personality, self-esteem and the second and faufthdimensions of public service
motivation together. The partial regression coéfit value indicates that there is a
positive and significant relationship between thesevariables and the criterion
variable. This highlights that for every unit otrement in these six predictors, there
will be 0.343, 0.498, 0.491, 0.374, 0.886 and 0.861 increments in total PS fit

perceptions.

The equation will be: PSF = 19.700 + 0.343(SE8)498(ISE) + 0.491(PPI)
+ 0.374(RSES) + 0.886(PSM2) + 0.802(PSM4).

e. Determining the predictive capacity of contributorsof overall PE fit

A stepwise multiple regression analysis was cdroat to determine the
predictive capacity of proactive personality, ingional socialization experience,
self-efficacy, self-esteem, public service motiwatand Big five personality factors
on the overall person environment fit. Through #malysis it is found that out of
these 13 variables seven factors were contributtnghe perception of person

environment fit. The summarized results were degliah Table 4.27.

The first variable entered into the analysis wemagtive personality. From
the R value (0.495) it is understood that the sfitenof relationship between
proactive personality and person environment fis aw@out 49.5%. The R square
value (0.245) determines the predictability of ptose personality on person

environment fit perceptions of the law enforcemefiicers. That means around
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24.5% of variance in person environment fit can gredicted by proactive
personality of the officers. From the ‘b’ valudstclear that there will be 4.496 unit

changes in PE fit for every single unit of chang@ioactive personality.
The equation at this stage will be: PEF = 186 495496(PPI).

The proactive personality is found to be an imgatrtcontributor of all the
forms of fit at work including overall work envirarent fit. It was the first predictor
in four cases out of total five. That means pro&ctpersonality was the first
predictor in regression analysis for person jolrs@e organization, person group

and person environment fit.

The second important variable entered into theessgon analysis for PE fit
was institutional socialization experience, theyowériable which secured same
position in all the four forms of fit along with exall person environment fit
perceptions. The R value increased into 0.555 bgotileg the strength of
relationship between these two independent vasablel person environment fit
was increased up to 55.5%. The value of R squaBOgD implies that proactive
personality and institutional socialization expede together can contribute around
30.8% of variance in person environment fit penoey®. The partial regression
coefficient proves that there will be 3.282 and72.5unit changes in PE fit in
accordance with each single unit of change in greapersonality and institutional

socialization experience.

The regression equation at this point will be: PEF15.29 + 3.282(PPI) +
2.572(ISE).

The third variable entered into the analysis waléefficacy. The R value
(0.571) is significant at 0.001 level (F = 112.48B3, 697 df), which indicates that
57.1% of relationship exists between these indepeindariable and the dependent
variable person environment fit. The R square vgu826) shows that the total
variance in person environment fit contributed bggetive personality, institutional
socialization experience, and self-efficacy togettveas 32.6%. The partial

regression coefficient value indicates that théedon variable will change 2.52,
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2.082 and 1.604 units for every single unit of d®nn proactive personality,

institutional socialization experience, and seffeaicy respectively.

Table 4.27

Multiple Regression Analysis (Step wise) of persovironment Fit as dependent
variable

Multiple F_value R SE for Partial Beta
Independent Variable| Regression for R | squarel R Regression | Constant| coefficient
(R) q Coefficient b’ @)
i 227.116
Proactive | pp, 0.495 0.245 | 52171 4.496 (PPI)| 186.495  0.495
personality (1.699)
Institutional 155.424 3.282 (PPI) 0.361
socialization ISE 0.555 0.308 | 49.986 115.29
experience (2,698) 2..572(ISE) 0.284
2.53 (PPI) 0.279
. 112.423
Self Efficacy | SES 0.571 (3,697) 0.326 | 49.368 2.082 (ISE) | 107.749| 0.23
' 1.604(SES) 0.179
2.397 (PPI) 0.264
- 87.351 1.74 (ISE) 0.193
Self sacrifice | PSM4 0.578 0.334 | 49.104 100.791
(4,696) 1.410(SES) 0.157
2.655(PSM4) 0.109
2.536 (PPI) 0.279
. 21 895 2.090 (ISE) 0.231
Attraction to | poyq | (584 ' 0.341 | 48.893 1.520 (SES)| 111.230| 0.169
policy making (5,695)
3.356(PSM4) 0.138
3.208(PSM1) 0.111
2.660 (PPI) 0.293
1.718 (ISE) 0.190
| 61.613 1.277 (SES) 0.142
Self-esteem | RSE$ 0.590 0.348 | 48.681 103.538
(6,694) 3.026(PSM4) 0.124
3.415(PSM1) 0.118
0.927(RSES) 0.015
2.48 (PPI) 0.273
1.955 (ISE) 0.26
Commitment 54,186 1.280 (SES) 0.143
to public | PSM2 0.595 (7.693) 0.354 | 48.485 3.512(PSM4)| 100.880| 0.144
Interest ’ 2.166(PSM1) 0.075
1.72 (RSES) 0.132
2.676(PSM2) 0.116

Regression equation for this will be: PEF = 109.74 2.53(PPI) +
2.082(ISE) + 1.604(SES).
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The next important variable entered into the region analysis was self-
sacrifice (PSM4). Multiple correlation (R) was 03&57The strength of relationship
between these four independent variables and R#a§it57.8%. The R square value
was found to be 0.334, which indicates that thetmafdof self-sacrifice into the

equation enhanced the prediction power up to 3a#fhis stage.

The regression equation at this point will be: PEF00.791 + 2.397 (PPI) +
1.74 (ISE) + 1.410(SES) + 2.655(PSM4).

The fifth significant factor entered into the regsion analysis was attraction
to policy making — the first dimension of publicrgee motivation. The R value
(0.584) was found to be significant at 0.001 leffel= 71.895) for 5,695df). This
shows that the strength of relationship is incréage to 58.4% when attraction to
policy making was added to the equation in the ipteh of person environment fit.
The R square value (0.341) means that 34.1% o&neeiin person environment fit
can be predicted by all these five independentabées together. The ‘b’ value
indicates a positive relationship between thesdipi@s and criterion variable. It is
assumed that there will be a hike in the perceptidnemployees’ person
environment fit in accordance with the incremenpioactive personality, positive
and better socialization experience at the insbimgt high self-efficacy, higher
degree of willingness to sacrifice the self for ea) and employees’ attraction

towards policies and policy makers for the genexll-being of the public.

The equation at this stage will be: PEF = 111.23586(PPI) + 2.090(ISE) +
1.520(SES) + 3.356(PSM4) + 3.208(PSM1).

Another important variable which predicts persorienment fit was self-
esteem. The R value (0.590) makes it clear thastilemgth of relationship between
the dependent and independent variables will be.59% R square was found to be
0.348. That is, all the six variables entered socém predict 34.8% of variance in
person environment fit. The partial regression ficeht explains that for every
single unit of change in these six contributorsrehill be 2.660, 1.718, 1.277,
3.026, 3.415 and 0.927 unit changes in the pemepti PE fit respectively.
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The equation for regression will be: PEF = 103.5882.660(PPI) +
1.718(ISE) + 1.277(SES) = 3.026(PSM4) + 3.415(PSMQ)927(RSES).

The last variable in the prediction of person emwvmnent fit was commitment
to the public interest — the second dimension d¥1PBhe obtained R value (0.595)
was found to be significant at 0.001 level (F =184. for 7,693 df), which indicates
that there exists 59.5% of relationship between pghedictors and the criterion
variable. The R square value (0.354) shows thatrat®5.4% of variance in PE fit
perceptions can be accounted by proactive perspnalbstitutional socialization
experience, self-efficacy, self-esteem and the, fsscond and fourth sub-dimension
of public service motivation. The independent citmifion of each variable can be
analyzed from the ‘b’ value. That means, everylsingit of change in these seven
contributing factors were accountable for 2.48 §otive personality), 1.955 (ISE),
1.280 (self-efficacy), 3.512(self-sacrifice), 2.1@dtraction to policy making), 1.720
(self-esteem), and (2.676 (commitment to publier@st) unit changes in overall PE

fit perceptions accordingly.

For this stage the regression equation will bei- BEL00.880 + 2.48(PPI) +
1.955(ISE) + 1.280(SES) + 3.512(PSM4) + 2.166(PSM1)1.720(RSES) +
2.676(PSM2).

From this it is clear that as identified in theafjtative analysis for pilot
study, these six variables namely proactive petggnanstitutional socialization
experience, self-esteem, self-efficacy, public servmotivation and personality
factors were proved statistically as the psychalagcontributors of person work
environment fit. In contradiction to the earliesuéts, Big five personality factors
could not marked as significant predictors of fitept for person job fit. That too
only conscientiousness was found to be predictiregviariable in person job fit. In
all the other forms of fit including overall PE,fiiersonality factors were eliminated
during the process of stepwise multiple regressioalysis. However all the other
five variables were identified as significant pedrs of person work environment
fit.
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SECTION 4: DETERMINING THE PREDICTIVE CAPACITY
OF CONTRIBUTORS OF PERSONAL EFFECTIVENESS

This part of analysis has been done with a vievdentify the predictability
of so called contributors of person environment@ermining the effectiveness of
law enforcement officers. Law enforcement effecie®es is a wide spectrum
comprised of officers’ ability to focus on theirrpenal as well as departmental
objectives, their initiation in the growth and demment of themselves and the
community to which they extent their service, th&tents in building good
relationships both in and out of their organizatithreir morale and commitment in
team works, and also their capability to get eaatlaptable with the changing
nature and challenging demands of their servicas Hmalysis is designed to
specifically examine the relative contribution @fcha of the contributor of person
environment fit to the effectiveness of police offis through stepwise multiple

regression analyses.

In this section the dependent variable compriggsgmal effectiveness (PE)
and its dimensions and the independent variabtdade the six predictors of PE fit
namely self-efficacy, proactive personality, ingibnal socialization experience,
self-esteem, Big five personality factors and Maga of public service motivation.

For each dependent variable separate sectionsaened as follows;
a. Multiple regression analysis: Personal focus as depdent variable

Here, the first dimension of personal effectivenespersonal focus was
considered as the dependent variable. In this taseaim was to find out the
predictability of independent variables in detenmgnthe ability of police officers to
focus on their personal as well as departmentaabivps with a view that personal
focus disposition resembles well-founded self-aderiice, optimism and resiliency
along with the recognition of one’s own emotionsiliaes and limits. So, stepwise
regression analysis is carried out to find out mmaxn possible variance in personal
focus that can be explained with the help of eauttependent variable. The

summary of results was published in Table 4.28.
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The first variable entered into the analysis wdbefécacy (SES). From this it is
clear that one’s belief about one’s own capacitesl capabilities is the most
important predictor of personal focus (PF). Thetipld regression value (R) for this
variable is 0.689 and the value is significant &0Q level (F = 632.484 for 1, 699
df), which signifies that the strength of the imigtion between the dependent and
independent variable is 68.9%. The value of R {@r475) proves that around
47.5% of variance in personal focus can be coneibby the variable self-efficacy.
The partial regression coefficient shows that fourét increment in self-efficacy

there will be 0.406 unit increment in personal ®cu

The equation for this will be: PF = 5.654 + 0.489E6).

So, it can be assumed that self-efficacy is aromamt factor in determining
one’s level of self-confidence, resiliency and opsim as it is the first predictor of
personal focus. Hence, high degree of self-effidaelefs is very important for an
effective police officer. So the measures takenhgypolice department to improve
the self-efficacy of its officers will automaticgliensure the presence of effective

employees in the department.

The second most significant variable in the anslywas proactive
personality with the R value of 0.703 — significamt0.001 level (F = 340.27 for 2,
698 df). From this it is clear that the strengthtlodé interaction between the two
independent variables put together to the dependeiable is 70.3%. The value of
R square (0.494) predicts the variance accounteddtfyefficacy and proactive
personality together to personal focus as 49.4%. gioportion of contribution to
the dependent variable by these independent vasablshown by the value of ‘b’.
That means for every unit of change in self-efficand proactive personality, there
will be 0.345 and 0.102 unit changes in personalisaespectively.

The equation at this point will be: PF = 4.212.345(SES) + 0.102(PPI).

The proactive personality trait reflects one’sdsposition to take initiative
for active change in the present scenario rathan thassively accepting what is
happening right now. Here, one’s degree of prodgtoan contribute highly to the
personal focus dimension of one’s own effectivenéss proactivity increases
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personal focus also increases and thereby therdeviin increment in the level of
effectiveness also.

Table 4.28

Multiple Regression Analysis (Step wise) Persomald as dependent variable

. Partial
Multiple . Beta
Independent Variable Regression Fvalue | R SE Regrgs_slon Constant| coefficient
for R Square| for R | Coefficient
(R) " ®)
. 632.484
Self efficacy SES 0.689 (1.699) 0.475 2.854| 0.406 (SES 5.654 0.689
i 340.27 0.345 (SES 0.585
Proactive PPl | 0.703 0.494 | 2.805 (SES)| 4 212
personality (2,698) 0.102 (PPI) 0.172
. 0.316 (SES) 0.536
Compassion PSM3 0.712 ' 0.506 2.772 0.092 (PP1) 2.821 0.155
(3.697) 0.235 0.128
(PSM3) :
0.298 (SES) 0.507
o 183.256 0.087 (PP1) 0.146
Conscientiousness Cons | 0.716 4.696 0.513 2.755| 0.181 1.945 0.099
(4.696) (PSM3) :
0.067 (Cons) 0.098
0.295 (SES)
0.067 (PPI) 0.500
0.113
Openness tq 125.016 0.168
. Open | 0.720 0.518 2.741| (PSM3) -0.679 0.092
Experience (5.695)
0.076 (Cons) 0.112
0.056 0.073
(Open)
0.298 (SES)
0.062 (PPI) 0.507
0.202 0.104
PSM3)
Commitment to 108.426 ( 0.110
oublic interest PSM2| 0.723 (6,694) 0.523 | 2.733 0,092 (Cons) -0684 | "
0.068 0.089
(Open)
0.111 0.073
(PSM2)
0.293(SES) 0.498
0.051(PPI) 0.086
. o5 845 0.194(PSM3) 0.106
Attraction 10 | popiy | 0725 ' 0526 | 2.727 | 0.093(Cons) | -1.171 | 0.137
policy making (7,693)
0.064(Open) 0.083
0.165(PSM2) 0.109
0.145(PSM1) 0.077
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The third factor which predicts personal focus wampassion — the third
dimension of public service motivation. The R val0&12) was significant at 0.001
level (F = 238.348 for 3, 697 df). The R squaraugg0.506) suggests that the three
independent variables put together will contribab®ut 50.6% of variation in the
personal focus. The partial regression coefficggmes an idea about the individual
contribution of each of these variables separat&bcording to the ‘b’ value, for
every unit change in self-efficacy, proactive peedily and compassion; there will
be 0.316, 0.092 and 0.235 unit changes in perdooas$ in the same direction.

The equation at this step will be: PF = 2.821 316(SES) + 0.092(PPI) +
0.235(PSM3).

Compassion motivates individual to help other# &sa part of sensitivity to
the sufferings of others and a desire to help ¢ea#t see what one can do for others
to alleviate their sufferings. As like the etymojogf compassion prescribes co-
suffering is the core of this feeling. So this cament of public service motivation
is very important in determining the level of etigeness through its contribution

towards personal focus.

The fourth important factor that entered into tegression analysis was
conscientiousness — an important personality wihich highly related with efficient
workers. The R value (0.716) suggests that thengtineof relationship between
these four independent variables with personalddsur1.6% at this stage and is
significant at 0.01 level. The R square value (B)5ilenotes that these four
independent variables together can contribute ar&in3% of variance in personal
focus. The partial regression coefficient explaingt for every unit of change in
self-efficacy, proactive personality, compassiod aonscientiousness; there will be
0.298, 0.087, 0.181, and 0.067 unit changes iropatgocus respectively.

The regression equation at this step will be: PE.845 + 0.298(SES) +
0.087(PPI) + 0.181(PSM3) + 0.067(Cons).

Conscientious individuals exhibit self-disciplirss well as they will act

dutifully, efficiently, carefully and systematicgliwith deliberate plans. So in a



Results 21¢€

profession like policing where there is no predeiaed structure for their job;
conscientious individual can focus their concerdratighly on their personal as
well as departmental objectives because of thaelerty and systematic nature of
dutifulness.

The fifth significant factor in the prediction personal focus was openness
to experience — the fifth domain in the five factoodel of personality comprising
of six facets including active imagination, preface for variety, aesthetic
sensitivity, intellectual curiosity, unconventioitgl and attentiveness to inner
feelings. The R value (0.720) was found to be $icpmt at 0.05 level (F = 125.016
for 5, 695 df). That means the strength of theraton between the five variables
put together to the dependent variable is 72%. Valee of R square (0.518)
explains the predictive power of these five contitlss together such that 51.8% of
variance in personal focus can be accounted b tes variables altogether. The
proportion of individual contribution by these fivariables to the personal focus is
displayed under partial regression coefficient. tiis stage 0.295, 0.067, 0.168,
0.076 and 0.056 unit increments will be there icoadance with each unit of
increment in self-efficacy, proactive personalitgmpassion, conscientiousness and

openness to experience respectively.

The equation at this point will be: PF = -0.679.295(SES) + 0.067(PPI) +
0.168(PSM3) + 0.076(Cons) + 0.056(Open).

A police officer with a high level of opennessexperience will often enjoy
an occupation like policing as he can venture bdytue comfort zone, can seek out
new unconventional and unfamiliar experiences, erabrace different cultures and
practices and they can more likely to grab the npportunities comparatively in a

well manner than routine kind of workers.

The next important variable entered into the agialyvas commitment to
public interest with the R value of 0.723. That whothat the strength of the
interaction between these six independent varigblgéstogether to the dependent
variable is 72.3%. The value of R square (0.523)lies that the variance accounted

by self-efficacy, proactive personality, compassiconscientiousness, openness to
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experience, and commitment to public interest togiefor personal focus is 52.3%.
From the ‘b’ value it is understood that for evergit of change in these six
contributing factors, there will be 0.298, 0.06202, 0.092, 0.068 and 0.111 unit

changes in personal focus respectively.

The equation for this regression will be: PF =683. + 0.298(SES) +
0.062(PPI) + 0.202(PSM3) + 0.092(Cons) + 0.068(Ppeh 111(PSM2).

An employee with high degree of commitment to pubiterest can always
uphold the public interest over and above the peisimterest and definitely ensure
the effective, efficient, honest and economic usafgall government resources and
powers of their service particularly by avoiding stage of these resources and
public funds. These kinds of employees will be agse& to the department as they
may more steadily concentrate on positive outcoamesmay strongly identify with

the kind of work they are doing.

The last significant variable entered into thelgsia was attraction to policy
making- the first dimension of public service mation. The R value (0.725) is
significant at 0.05 level (F = 95.845 for 7, 693, d¥hich shows that the strength of
relationship between these seven predicting vaslalll together with personal
focus is 72.5%. The R square value (0.526) resesthie amount of prediction by
these seven independent variables together. Thansn&2.6% of variance in
personal focus can be accounted by these seveablewi all together. The
independent contribution of each variable is shdyrib’ value. ie., every unit of
increment in self-efficacy, proactive personaligmpassion, conscientiousness,
openness to experience, commitment to public isteamd attraction to policy
making can account for 0.293, 0.051, 0.194, 0.06465 and 0.145 unit increments

in the level of personal focus.

The equation for this will be: PF = -1.171 + 0.298S) + 0.051(PPI) +
0.194(PSM3) + 0.093(Cons) + 0.064(Open) + 0.165(PSM0.145(PSM1).

Attraction to policy making, being a rational dinséon of public service

motivation (Perry, 1996), is based highly on a glatve intellectual assessment of
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situations and consequent actions. Hence, whetleran Aristotelian (good-based)
or Machiavellian (power-based) concern, these kihdmployees maximizes their
personal gain through their influence on policy Brakand the active participation
in the process of policy formulation by using thproximity to the policy makers
either directly or indirectly. So along with othariables attraction to policy making

is an important predictor of personal focus dimensf individual effectiveness.

b. Multiple regression analysis: Personal growth as geendent variable

In this section of analysis, personal growth wassstdered as the dependent
variable and the self-esteem, self-efficacy, pliwactpersonality, institutional
socialization experience, public service motivatieariables and the Big five
personality factors were taken as the independanéhbles in order to determine
their predictive power on the criterion variabler§nal growth). Stepwise multiple
regression analysis was carried out to find outrtteximum possible variance in
personal growth that can be exerted by these imdkgpe variables. The summary of
the multiple regression analysis is given in TabRO.

The first variable entered in the analysis was-s#itacy — the most
important contributor of personal growth (PG). TRevalue for this variable is
found to be 0.712 and is significant at 0.001 leek 719.397 for 1, 699 df). It
signifies that the strength of the interaction ledw self-efficacy and personal
growth is 71.2%. The R square value (0.507) dentitas 50.7% of variance in
personal growth can be contributed by self-efficatgne. The partial regression
coefficient shows that for a unit increment in safficacy there will be 0.457 unit

increment in personal growth.
The equation for this will be: PG = 9.042 + 0.45EG).

Personal growth consisting of activities that imyg@ne’s awareness and
identity, develop talents and potential, enhanadityuof life and achieve one’s
dreams and aspirations. Self-efficacy beliefs en#ie individual to understand the
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present condition about one’s own skills and cdjieds and help to work more for

personal growth and development.
Table 4.29

Multiple Regression Analysis (Step wise) for thes&aal growth as dependent variable

. Partial
Multiple . Beta
Independent Variable | Regression F-value R SE | Regression Constant| coefficient
forR | Square| for R | Coefficient
R) e ®)
719.397
Self efficacy SES 0.712 0.507 | 3.017 0.457 9.042 0.712
(1,699) (SES)
0.382
L 433.111 (SES) 0.595
Self-esteem RSES$ 0.744 0.554 | 2.873 5.754
(2,698) 0.156 0.245
(RSES)
0.338
(SES) 0.527
i 3194
Attraction to 1 oy | 0,761 0579 | 27903 2124 | 3257 | o0.196
policy making (3,697) (RSES)
0.389 0.188
(PSM1)
0.322
(SES)
) 250.603 (RSES) 0.172
Compassion PSM3 0.768 0.590 | 2.757 2.853
(4,696) 0.288 0.140
(PSM1) 0.133
0.232
(PSM3)
0.311
(SES)
0.085 0.484
(RSES) 0.134
S 203.945 0.269
Conscientiousness  Cons 0.771 0.595 | 2.744 2.335 0.130
(5,695) (PSM1) 0.124
0.216 )
(PSM3) 0.090
0.066
(Cons)

The second most significant variable in the analy&s self-esteem (RSES).
The R value (0.744) indicates that the strengthntdraction between these two
independent variables together with personal growtiv4.4%. The value of R
square (0.554) implies that 55.4% of variance irs@eal growth can be contributed
by the variables self-efficacy and self-esteem ttogle The proportion of
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contribution to the dependent variable by thesepeddent variables is shown by
the value of ‘b'. ie., for every unit of change self-efficacy and self-esteem there
will be 0.382 and 0.156 unit changes in personahg.

The equation at this point will be: PG = 5.754.382(SES) + 0.156(RSES).

The third important variable in the prediction pérsonal growth was
attraction to policy making — the first dimensidnpaoiblic service motivation. The R
value was 0.761, which is significant at 0.001 lg¥%e= 319.4 for 3, 697 df). That
means the strength of interaction between theseetimdependent variables put
together is 76.1%. The value of R square (0.578(lipts the variance accounted by
self-efficacy, self-esteem and attraction to poliaking together to personal
growth, which is 57.9%. The individual contributiah these variables separately
can be marked from the given ‘b’ value. It showat thor every unit of increment in
self-efficacy, self-esteem and attraction to pohesking; there will be 0.338, 0.124
and 0.389 unit increments in personal growth.

The equation for this will be: PG = 3.257 + 0.32R28) + 0.124(RSES) +
0.389(PSM1).

Attraction to policy making denotes the motivatitm improve decision
making for the public welfare. As a way of lifejrtking, feeling and acting for the
benefit of self development and improvement; pesisgnowth can be enhanced by
their direct/indirect involvement in such kind dfligy making activities because of
their attraction towards politicians and policy raek

The fourth important variable entered into thelysia was compassion — the
third dimension of public service motivation. ThevRlue (0.768) indicates the
strength of interaction between these four indepahdariables put together into the
dependent variable is 76.8%. The value of R squa® found to be 0.590. That
means around 59% of variance in personal growthbegoredicted by self-efficacy,
self-esteem, attraction to policy making and corsjuas together. The ‘b’ value

explains that every unit of change in these foudependent variables are
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accountable for 0.322 (self-efficacy), 0.109 (s=feem), 0.288 (attraction to policy

making) and 0.232 (compassion) unit changes iropatgrowth.

The equation will be: PG = 2.853 + 0.322(SES) #409(RSES) +
0.288(PSM1) + 0.232(PSM3).

The final factor in the contribution of personalrogth was
conscientiousness. The R value (0.771) is sigmfied 0.01 level (F = 203.945 for
5, 695 df). That means at this stage the strenfjihteraction between these five
independent variables and the dependent variabiecisased into 77.1%. The R
square value (0.595) predicts that around 59.5%afiance in personal growth can
be accounted by these five contributors togetheymRhe value of ‘b’, it is clear
that each unit of change in self-efficacy, seleest, attraction to policy making,
compassion and conscientiousness can predict 003185, 0.269, 0.216 and 0.066
unit changes in personal growth in the same doacifhat means an increase in any

one of these can make a corresponding unit of @aserén personal growth.

The equation for regression at this stage will®@:= 2.335 + 0.311(SES) +
0.085(RSES) + 0.269(PSM1) + 0.216(PSM3) + 0.066€%0n

Thus from Table 4.29, it is clear that among tldected independent
variables, self-efficacy, self-esteem, first andrdhdimension of public service
motivation and conscientiousness were identifiedthes predictors of personal
growth — the second dimension of personal effenggs. All together these five
factors together can contribute 59.5% to the petisgimowth.

C. Multiple regression analysis: team effectiveness akependent variable

In this analysis, team effectiveness was consttlasethe dependent variable
and self-efficacy, self-esteem, proactive perstyalinstitutional socialization
experience, public serve motivation variables arglBve personality factors were
taken as the independent variables. Team effe@sgnesembles the employees’
morale and commitment towards his work group anslhbr ability to deal
effectively with his team members through cohesiod involvement. A step wise

regression analysis is carried out to pick out pinedicting variables which can
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contribute maximum possible variance in team eiffecess. The results were

summarized in Table 4.30.

The first variable entered into the analysis wal§efficacy with an R value
of 0.674, which is significant at 0.001level (F 815861 for 1, 699 df). It shows that
in this case also as like in personal focus andqmal growth, self-efficacy is the
most important variable in the prediction of teaffeaiveness (TE). The R value
signified the strength of the interaction betweelf-sfficacy and team effectiveness
as 67.4%. The value of R square (0.454) denotas4thd% of variance in team
effectiveness can be predicted by the variable-ef@tfacy alone. The partial
regression coefficient explains that every singié of change in self-efficacy can

produce 0.476 unit changes in team effectiveness.
The equation at this point will be: TE = 11.748.476(SES).

Self-efficacy is one’s belief in one’s own abilitp succeed in specific
situations or accomplish a task. One’s sense befiatacy can play a major role in
how a person may approach other members of hispgrbua profession like
policing everything is highly depended on team watigh self-efficacy beliefs of

the employees can contribute well to the effegiggormance of this team.

The second most important factor entered intoatiaysis was institutional
socialization experience (ISE). The R value (0.7@8plies that the strength of
relationship between these two independent vasathel the dependent variable is
71.9%. The R square value (0.517) suggests thaartieint of prediction that can
be made to the dependent variable with the hetpeasfe two independent variables.
That means around 51.7% of variance in team eVieoéss can be explained by the
contribution of self-efficacy and institutional sakization experience together. The
‘b’ value suggests that for every single unit oiebe in these two predictors there
will be 0.368 and 0.209 unit changes in the tedecateness.

The equation at this stage will be: TE = 6.232368(SES) + 0.209(ISE).

Institutional socialization is the process of atilogp various measures and

techniques in order to familiarize the new comer® ithe organization. The
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individuals’ personal experience during this pragesspecially during training
period in the police department enables them to agjtisted with the new
environment and co-workers and thereby enhancieg therformance at work.
Along with their efficacy beliefs their experiencBem this socialization process
help them to have a better understanding abounhalare of team work in police

organizations and promote their effectiveness.

Table 4.30

Multiple Regression Analysis (Step wise) for Tedfectveness as dependent
variable

Multiple F_value R SE Partial Beta
Independent Variable| Regression for R Square| for R Regression | Constant| coefficient
(R) q Coefficient b’ ®)
, 581.861
Self efficacy | SES 0.674 (1.699) 0.454 | 3.492| 0.476(SES]  11.744 0.674
Institutional 374.045 0.368 (SES) 0.521
Socialization | ISE 0.719 0.517 | 3.287 6.232
experience (2,698) 0.209 (ISE) 0.294
0.336 (SES) 0.476
o 270.122
Self-sacrifice | PSM4|  0.733 (3.607) 0.538 | 3.219| 0.165 (ISE) | 5.234 0.231
' 0.327(PSM4) 0.171
0.294 (SES) 0.416
i 210.428 0.149 (ISE 0.209
Proactive | pp, 0.740 0.547 | 3.187 (USE) |4 538
personality (4.696) 0.299(PSM4) 0.156
0.092 (PPI) 0.129
0.281 (SES) 0.398
0.129 (ISE) 0.181
169.069
Self-esteem | RSES 0.742 (5.695) 0.550 | 3.180| 0.280(PSM4)| 4.117 0.146
' 0.098 (PPI) 0.137
0.047(RSES) 0.067
0.284(SES) 0.402
_ 0.151(ISE) 0.212
Commitment 143.923 0.326(PSM4) 0.170
to public | PSM2|  0.745 0.554 | 3.167 4.189
interest (6,694) 0.090(PPI) 0.126
0.063(RSES) 0.090
0.163(PSM2) 0.090
0.279(SES) 0.395
0.141(ISE) 0.198
Attraction to 124641 0.303(PSM4) 0.158
policy PSM1| 0.747 (7.693) 0.557 | 3.159| 0.080(PPl) | 3.658 0.111
making ’ 0.065(RSES) 0.093
0.217(PSM2) 0.120
0.180(PSM1) 0.079




Results 22¢€

The third significant factor that predict teameetiveness was self-sacrifice
— the fourth dimension of public service motivatidrhe r value was found to be
0.733 which is significant at 0.001 level (F = 2IZZ2 for 3, 697df). That means the
strength of relationship between independent vieegabnd the dependent variable
increased up to 73.3% by this stage. The R squdue ¥0.538) is an indicator of the
percentage of prediction that can be made by thiese independent variables
together towards team effectiveness. ie., aroun8%3f variance in this criterion
variable can be accounted by self-efficacy, insonal socialization experience, and
self-sacrifice together. The individual contributiof each variable is listed out in
the ‘b’ value. From this it is observed that aron836 units by self-efficacy, 0.165
by ISE, and 0.327 by self-sacrifice can be prediateteam effectiveness for every
single unit of change in these three variables ranegly.

The regression equation at this step will be: TE.234 + 0.336(SES) +
0.165(ISE) + 0.327(PSM4).

Self-sacrifice is highly related with the willingss for giving up of one’s
own personal interests or wishes in order to héters or for the benefits of others.
So the self-sacrificing nature of employees may trdmme highly to the
effectiveness of work group as it ensures the comge and cooperation from the

part of team members.

The fourth important variable entered into the lgsia was proactive
personality. The value of multiple regression (0)7#hdicates that the strength of
interaction between these four independent varsaatel the dependent variable is
74%. From the R square value (0.547) it can benasduthat around 54.7% of
variance in team effectiveness can be predictedsélf-efficacy, institutional
socialization experience, self-sacrifice and prwacpersonality together. The ‘b’
value gives a clear idea regarding the directioth @egree of contribution of each
variable. In this case every single unit of incremen these four independent
variables can predict 0.294, 0.149, 0.299, and2uWst increments in the total team

effectiveness score.



Results 227

The equation for this will be: TE = 4.538 + 0.29&S) + 0.149(ISE) +
0.299(PSM4) + 0.092(PPI).

Proactive personality is an individual dispositicglated with displaying
proactive behaviors to enact positive situatiorfsnges. So in a profession like
policing where innovativeness and active involvemsressential for better results,
this kind of employees can act steadily for effexztenvironmental change and they
may be also able to motivate their team membershimrsame as they desire for a

situational control over their environment.

The next important variable in the prediction edin effectiveness was self-
esteem. The R value (0.742) is found to be sigmitiat 0.05 level (F = 169.069 for
5, 695 df). It shows that the strength of the refeghip these independent variables
put together to the dependent variable is 74.2% Value of R square (0.550)
indicates that around 55% of variance in team é&ffegess can be predicted by self-
efficacy, institutional socialization experiencelfssacrifice, proactive personality,
and self-esteem all together. The ‘b’ vale sugg#sis about 0.281, 0.129, 0.280,
0.098, and 0.047 units increase in team effectisgeman be accounted by each unit
of increase in self-efficacy, institutional sockaiion experience, self-sacrifice,

proactive personality trait and self-esteem respelgt

Here the regression equation will be: TE = 4.1100281(SES) + 0.129(ISE)
+ 0.280(PSM4) + 0.098(PPI) + 0.047(RSES).

The sixth variable entered into the analysis wasrnitment to the public
interest — the second dimension of public servicgivation — with an R value of
0.747. That means the addition of a sixth variabte the equation enhanced the
strength of interaction between dependent and ewtgnt variables into 74.5%.
The R square value (0.554) implies that theserglgpendent variables together can
contribute around 55.4% of variance in the critenariable team effectiveness. The
proportion of contribution by each variable canrbarked from the ‘b’ value. ie.,
each and every unit of change in self-efficacytitasonal socialization experience,

self-sacrifice, proactive personality, self-este@mi commitment to public interest;
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there will be 0.284, 0.151, 0.326, 0.090, 0.06d arll63 unit changes in team

effectiveness respectively.

The equation at this stage will be: TE = 4.18980(SES) + 0.151(ISE) +
0.326(PSM4) + 0.090(PPI) + 0.063(RSES) + 0.163(PSM2

Employees who ascribe more weight to the publerest and those who are
motivated by their commitment towards public sesvimay develop a kind of
personal identification with their fellow team meend more easily and hence may

contribute well towards the effective functioninigtioeir group members.

The last variable entered into the analysis waaaion to policy making —
the first component of public service motivatiomelR value (0.747) was found to
be significant at 0.05 level (F = 124.641 for 7,888 So in this stage the strength of
relationship between independent variables ancatiterion variable is 74.7%. The
R square value (0.557) proves that all these sed@Ependent variables together can
predict 55.7% of variance in team effectivenesse Pploportion of contribution to
the dependent variable by these seven independeiables is shown by the value
of ‘b’. That means for every unit of increment ielfsefficacy, institutional
socialization experience, self-sacrifice, proactiveersonality, self-esteem,
commitment to public interest and the attractionptdicy making; there will be
respectively 0.279, 0.141, 0.303, 0.080, 0.0651D.2nd 0.180 unit increments in

the overall amount of team effectiveness.

As argued by Seagal and Horne (1997) it is esaletdi understand the
individual dynamics in order to increase team panénce. Thus from this analysis
it is understood that around 55.7% of variance e@ant effectiveness can be
contributed by self-efficacy, institutional socmdiion experience, proactive

personality, self-esteem and public service mativat
d. Multiple regression analysis: Relationships as depelent variable

Under this section, the Relationships (PR) dinmmsiof personal
effectiveness was considered as the dependenbleadad the same 13 independent

variables as like in other dimensions were kepthaspredicting factors in order to
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determine their predictive power on Relationshipmeshsion. Maintaining good
interpersonal relationship with other fellow-workexs well as with the community
to which they are extending their service is an argnt and fundamental
component of law enforcement effectiveness. Imprg\olice-public relationships
has important, positive and long-lasting implicaidfor both officers’ and public
well-being. Without the support and cooperatioriha public, the work of police is
not complete. In such a scenario, the knowledgeitatie factors that can help to
increase better and positive relationships witherthis very crucial. Here the
researcher attempted to find out the maximum ptessibntribution that can be
explained with the help of these selected 13 vaathrough a stepwise multiple

regression analysis. The summary of results wadajied in Table 4.31.

The first variable entered into the analysis welsefficacy, with an R value
of 0.636 which is significant at 0.001 level (F 744856 for 1, 699 df). That means
the most important variable in determining officeedationships dimension is their
efficacy belief and this factor has around 63.6%orgjer relationship with the
criterion variable. The value of R square (0.40@nises that about 40.5% of
variance in this relationships dimension can betrdmuted by self-efficacy alone.
From the value of ‘b’ it is understood that for gwsingle unit of increment in self-

efficacy, there will be 0.476 unit increment inghiimension.
The equation for this will be: PR = 11.713 + 0.4516S).

The second most important variable in the preafictof relationships
dimension was same as like in the prediction aihteffectiveness — ie., institutional
socialization experience. The R value (0.689) iegpthat the strength of interaction
among these two independent variables put togethehe criterion variable is
68.9%. The R square value was found to be 0.47%hAiststage. That means self-
efficacy and institutional socialization experieriogether can predict almost 47.4%
of the total variance in relationships. In the caseeam effectiveness it was 0.517 at
this stage. Even though both these two dimensiénzisonal effectiveness were
deals with other fellow human beings, in comparigbthe team effectiveness in the

case of relationships the range of inter relat®nvide as it incorporates the outer
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world of policing also. The individual contributioof each one can be separately
identified from the ‘b’ value. Here for every umt change in these two variables,

there will be 0.335 and 0.234 unit changes in i@hahip in the same direction.

The equation for regression at this point will BR = 5.564 + 0.355(SES) +
0.234(ISE).

Table 4.31

Multiple Regression Analysis (Step wise) for Reteghips as dependent variable

Multiple F_value R SE Partial Beta
Independent Variable| Regression forR | sauare! for R Regression | Constant| coefficient
(R) q Coefficient b’ @)
. 474.856
Self efficacy SES 0.636 (1,699) 0.405 | 3.863 0.476 (SES) 11.718 0.636
Institutional 315.088 0.355 (SES) 0.475
socialization | ISE 0.689 0.474 | 3.632 5.564
experience (2,698) 0.234 (ISE) 0.310
0.322 (SES) 0.430
. 226.855
Self-sacrifice | PSM4 0.703 (3.607) 0.494 | 3.566| 0.187 (ISE) 4,527 0.248
' 0.341(PSM4) 0.168
_ 0.319(SES) 0.427
Commitment 173.419 0.157(ISE) 0.208
to public PSM2 0.707 0.499 | 3.551 4.363
interest (4,696) 0.286(PSMA4) 0.141
0.180(PSM2) 0.094
0.308(SES) 0.412
0.146(ISE) 0.193
. 140.295
Compassion PSM3 0.709 (5.695) 0.502 | 3.542| 0.264(PSM4)| 3.929 0.130
' 0.154(PSM2) 0.080
0.164(PSM3) 0.710

The third variable entered into the analysis wae the same as in the team
effectiveness — self-sacrifice. Here the R valu@&(Q®) signifies that the strength of
interaction between these three independent vagadhd the dependent variable is
70.3%. The R square value was observed to be 0wlBi¢h means that around
49.4% of variance in relationships dimension cancbmetributed by self-efficacy,

institutional socialization, and self-sacrifice &biger.

The equation at this point will be: PR = 4.527.322(SES) + 0.187(ISE) +
0.341(PSM4).
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The next important factor entered into the analygas commitment to the
public interest with an R value (0.707) significatt0.01 level (F = 173.419 for 4,
696 df), which implies that the addition of commémt to public interest as the
fourth predictor variable into the equation enhantiee strength of relationship
between independent variables and dependent vauiiatal 70.7%. The value of R
square (0.499) suggests that these four independeanbles together can contribute
around 49.9% of variance in the relationships dsiman of personal effectiveness.
The proportion and direction of contribution to tdependent variable by these
independent variables are shown in the value aof ih, for every single unit of
increase in self-efficacy, institutional socialipat experience, self-sacrifice, and
commitment to public interest; there will be 0.310157, 0.286, and 0.180 unit

increase in the perception of relationships respelgt

The regression equation at this stage will be:=PR363 + 0.319(SES) +
0.157(ISE) + 0.286(PSM4) + 0.180(PSM2).

Those police officers with high motivation and coitment towards public
affairs and welfare can develop and maintain pasitipolice-community

relationships along with good interpersonal reladitps with their fellow officers.

The final important and significant factor in theediction of relationships
dimension was compassion — the third dimension wflip service motivation
dealing with the emotional understanding of oth@ah. The R value (0.709) was
found to be significant at 0.05 level (F = 140.2856 5, 695 df). The value of R
square (0.502) indicates that around 50.2% of madan this dimension can be
predicted by self-efficacy, institutional socialimm experience, self-sacrifice,
commitment to public interest, and compassion togretlThe individual contribution
of each of these factors can be picked out fromvilee of ‘b’. It shows that
approximately 0.308, 0.146, 0.264, 0.154, and OurGdincrements in relationships
dimension of personal effectiveness can be accdubte these five variables

respectively.

Here the equation will be: PR = 3.989 + 0.308(SHSP.146(ISE) +
0.264(PSM4) + 0.154(PSM2) + 0.164(PSM3).
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From this analysis it is clear that as expectedphblic service motivation
and socialization tactics plays a crucial role glovith their self-efficacy beliefs in
the development and maintenance of good interpalsetationship by the officers
both in and out of the department. All the sub-atales of PSM except the attraction
to policy making were identified as the contribgtaf this fourth dimension of
personal effectiveness which reflects the policewomnity interaction. As attraction
to policy making is related with their interests® discussions and development of
policies, it can be assumed that here in this cdsexplaining the dimension of
relationships other three dimensions of PSM aremseéo be important than
attraction to policy making. Hence, officers witigi level of self-efficacy and
public service motivation, especially those who laigh in last three dimensions, as
well as with better and positive socialization exgeces can create a friendly and
harmonious atmosphere inside the police statiorsngure the public cooperation

and thereby to enhance better police-communityiogiships.

e. Multiple regression analysis: Personal adaptability as dependent

variable

Under this section the personal adaptability (BA)ension of the personal
effectiveness was considered as the dependentblari®ersonal adaptability
reflects the changes in behavior or approach wleedsarise to achieve a particular
goal. It is one’s ability to adjust one’s own parabattributes in accordance with the
needs and demands of the situation. A stepwis@ssgn analysis was carried out
to determine the maximum possible variance in perlsadaptability that can be
explained with the help of these independent végabrhe results were given in
Table 4.32.

The first variable entered into the analysis welé-efficacy. The multiple
regression (R) value of this variable is found ® 0681 which is significant at
0.001 level (F = 603.88 for 1, 699 df). That medims strength of relationship
between self-efficacy and personal adaptabilityp8s1%. The value of R square
(0.463) proves that almost 46.3% of variance insgeal adaptability can be

predicted by this single variable. The value of &Ques that for every unit of



Results 23z

increment in self-efficacy, there will be 0.527 wnincrement in personal

adaptability.

The regression equation for this will be: PA =0R} 0.529(SES).

Table 4.32
Multiple Regression Analysis (Step wise) for peatadaptability as dependent
variable
Multiple Partial Beta
Independent Variable| Regression Ff'(\)/?:;e S Eare foSrER Regression | Constant| coefficient
(R) q Coefficient 'b’ @)
) 603.888
Self efficacy | SES 0.681 (1,609) 0.463 | 3.795| 0.527 (SES 7.109 0.681
o 433.332 0.408 (SES) 0.527
Self-sacrifice| PSM4 0.744 0.553 3.463 5.401
(2,698) 0.709(PSM4) 0.338
Institutional 373,535 0.348 (SES) 0.450
socialization | ISE 0.763 (3.697) 0.580 | 3.354| 0.560(PSM4)| 2.078 0.367
éxperience ’ 0.164 (ISE) 0.210
0.337(SES) 0.436
) | 245.262 0.531(PSM4) 0.253
Compassion| PSM3 0.765 0.583 | 3.345 1.627
(4.696) 0.148 (ISE) 0.190
0.162(PSM3) 0.067
0.328(SES) 0.424
197 817 0.516(PSM4) 0.246
Self-esteem | RSES 0.766 5 695) 0.584 | 3.338| 0.130(ISE) 1.278 0.167
’ 0.151(PSM3) 0.063
0.047(RSES) 0.062

Thus, as like in all the other sub-dimensionseafpnal effectiveness, in the
case of personal adaptability also, self-efficasyproved to be the top most
significant variable in determining their predictioThat means, an individual's
belief about his own abilities is a very importasdmponent of all aspects of
effectiveness. So this finding is supporting theteshent made by Bandura (1994)
that people with high assurance in their own cdjesi approach difficult tasks and

challenges to be faced rather than as threats avdided.

The second most important variable in the preolictf personal adaptability

was self-sacrifice — the fourth dimension of pulslérvice motivation. The strength
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of the interaction between these two independeniabi@s put together to the
dependent variable is suggested by the R value4p.d@s 74.4%. The value of R
square (0.553) predicts the amount of variancelated by self-efficacy and self-
sacrifice together to the personal adaptability, ¥.3%. The partial regression
coefficient indicates that for every unit of change these two variables can

contribute about 0.408 and 0.709 unit changesrisgpal adaptability respectively.

Here the regression equation will be: PA = 5.4010408(SES) +
0.709(PSM4).

The third significant factor in the prediction pérsonal adaptability was
institutional socialization experience with an Rlueaof 0.763. That means the
strength of interaction between these three inddgr@nvariables and the personal
adaptability is 76.3%. The R square value (0.58(lies self-efficacy, self-sacrifice
and institutional socialization together can predicound 58% of variance in
personal adaptability. That means a person witlh isigif-efficacy, willingness to
sacrifice the self for others’ well-being and bett®cialization experience can
determine a good amount of his adaptability todler changing and challenging
demands of police organizations. From the ‘b’ vatus clear that for every single
unit of increase in these three independent vasatilere will be 0.348, 0.560 and
0.164 units increase in the perception of individuability to get adapt with the

environmental demands.

The equation at this stage will be: PA = 2.078.348(SES) + 0.560(PSM4)
+ 0.164(ISE).

Good and proper socialization process and tactosfoster the easiness to
get adjusted with the new situations. In the poticganizations, especially in Kerala
police, they are providing nine months intensivening to their newly recruited
candidates. This training period is highly meamtdocializing the new comers into
the organizational structure and culture of theigeoldepartment. The key to
successful police force lies in the process ofasiffe training programs. It should

impart all the necessary skills and attitudes toabgood officer for the entire
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department. An effective training and socializatpyogram can contribute highly to

the personal adaptability of the officers.

The next important variable in the prediction @rgpnal adaptability was
compassion — the third dimension of public servicgivation. The R value (0.765)
was found to be significant at 0.05 level (F = 282 for 4, 696 df). It shows that
the addition of the fourth variable into the eqaatienhanced the strength of
relationship between independent variables andritkgre variable into 76.5%. Even
though the difference is very small that differemak be there in 95% of the cases.
The value of R square (0.583) proves that theseifmependent variables together
can contribute almost 58.3% of variance in theedon variable — personal
adaptability. The proportion of contribution by bamdependent variable to the
dependent variable is shown by the value of ‘b’afTtmeans, every single unit of
change in self-efficacy, self-sacrifice, institutéd socialization experience, and
compassion respectively can exert 0.337, 0.5348).and 0.162 unit changes in

personal adaptability in the same direction.

So, the equation will be: PA = 1.627 + 0.337(SESD.531(PSM4) +
0.148(ISE) + 0.162(PSM2).

Compassionate police officers as influenced byr totive to help others
may encourage themselves and others to get adaptathi the police culture in
order to do the right things for upholding the lamd rights of civilians. They may
get easily adjusted with the police culture as they have high sense of duty to
focus on the mission of policing. As they are retmgccept the notion that policing
is not just a job but the police can have a medningurpose in the society; they
may try hard to get into that mission as early @ssble.

The last and final variable entered into the asialyas self-esteem. The R
value (0.766) was found to be significant at 08&el (F = 197.817 for 5, 695 df).
So it is clear that at this stage the strengthedditionship between independent
variables and the dependent variable is 76.6%.R sguare value (0.584) predicts
the maximum possible variance in personal adajtaliiat can be made by these
five independent variables altogether as 58.4%. Jdmial regression coefficient
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value suggests that for every single unit of in@atrin self-efficacy, self-sacrifice,
institutional socialization experience, compassam self-esteem; there will be
0.328, 0.516, 0.130, 0.151 and 0.047 unit incremenpersonal adaptability score.

Thus, the equation at this point will be: PA = 782+ 0.328(SES) +
0.516PSM4) + 0.130(ISE) + 0.151(PSM3) + 0.047(RSES)

Not all individuals can adapt to change easilyoSehwho can adapt are able
to change their thinking, behavior and attitude mvbealing with an uncertain event.
Through this analysis it is clear that certain wdiial factors can contribute to their
level of adaptability. These factors include sdfieacy, self-sacrifice, institutional
socialization experience, compassion and self-astégac, Dirik and Tetik (2018)
found that career adaptability was significantlygicted by self-esteem and the
boosting of one’s self-esteem can enhance caregtaallity. In this analysis also it
is proved that the level of self-esteem can preitietadaptability of an officer to

various uncertain situations throughout his life.

f. Multiple regression analysis: Personal effectivenss as dependent

variable

Here, the overall personal effectiveness was densd as the dependent
variable. To determine the maximum possible vagangersonal effectiveness that
can be produced by self-efficacy, self-esteem, girea personality, institutional
socialization experience, public service motivataord Big five personality factors;
a step wise multiple regression analysis was ahoig. Through this the researcher
aimed at identifying the possible prediction ofipeleffectiveness with the help of
these contributors of person environment fit whasle explained in the previous

section. The summary of results was shown in Tal38.
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Table 4.33

Multiple Regression Analysis (Step wise) for Peasaifectiveness as dependent

variable
Multiple Partial Beta
Independent Variable| Regression Ff'c\)/?ge S Eare Sléfor Regression | Constant| coefficient
(R) q Coefficient b’ ®)
, 877.190
Self-efficacy | SES 0.746 (1,699) 0.557 | 13.991| 2.342 (SES 48.26[L 0.744
Institutional 564.722 1.867(SES) 0.595
Socialization | ISE 0.786 0.618 12.994 24.063
Experience (2.698) 0.920(ISE) 0.290
1.710(SES) 0.545
. 418.352
Self-sacrifice| PSM4 0.802 (3.697) 0.643 | 12.572| 0.699(ISE) | 19.151 0.221
' 1.612(PSM4) 0.189
1.628(SES) 0.519
319.979 0.606 (ISE 0.192
Opennessto 0, | ¢ gos 0.648 | 12.496 USE) | 13647
experience (4.696) 1.548(PSM4) 0.182
0.358 (Open) 0.087
1.591 (SES) 0.507
0.553 (ISE) 0.175
_ 258.408
Compassion| PSM3 0.806 (5.695) 0.650 | 12.461| 1.442(PSM4)| 12.257 0.169
' 0.339 (Open) 0.083
0.602(PSM3) 0.062
1.568(SES) 0.499
0.497(ISE) 0.157
216.979 1.391(PSM4) 0.163
Self-esteem RSES 0.808 0.652 | 12.434 11.776
(6,694) 0.279(Open) 0.068
0.569(PSM3) 0.058
0.185(RSES) 0.060
1.544(SES) 0.492
0.439(ISE) 0.139
Attraction to 187377 1.260(PSM4) 0.148
policy PSM1 0.809 (7.693) 0.654 | 12.406| 0.247(Open)| 10.163 0.060
making ’ 0.535(PSM3) 0.055
0.184(RSES) 0.059
0.619(PSM1) 0.061

The first variable entered into the analysis wa§efficacy with an R value
of 0.746 which is significant at 0.001 level (F #78190 for 1, 699 df). It shows that
as like in all the five sub dimensions of persogiféctiveness, in the prediction of

overall personal effectiveness (PE) also, seltaffy is proved to be the first and
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most important predictor of effectiveness among kemforcement officers. The
value of R square (0.557) denotes that almost 550f%ariance in personal
effectiveness can be contributed by the variabliee$iicacy alone. That means a
person with high self-efficacy will be highly effeee in terms of their perception
about their own effectiveness at work. The ‘b’ \eakuggests that every single unit

of increase in self-efficacy can exert 2.342 uimitsease in personal effectiveness.
The equation at this stage will be: PE = 48.2@1342(SES).

The second significant variable in the predictafnpersonal effectiveness
was institutional socialization experience. The &ue (0.786) signifies that the
strength of the interaction between the two inddpenvariables put together to the
dependent variable is 78.6%. The value of R sq{fa6d.8) implies that self-efficacy
and institutional socialization experience togethredicts around 61.8% of variance
in personal effectiveness. The proportion of cttiion by these two variables to
the criterion variable is depicted in the ‘b’ valughat means, there will be 1.867
and 0.920 unit increments in personal effectivemespectively in accordance with
each single unit of change in self-efficacy andiingonal socialization experience

in the positive direction.

Here, the equation for regression will be: PE =083 + 1.867(SES) +
0.920(ISE).

Socialization tactics that encourage social imfvas with established
organizational members will enhance personal effecess as the socialized new
comers may get more accurate understanding onoidls,g/alues, resources or skill
sets that they have to develop in order to meebtganizational objectives and can
work hard for their achievement by avoiding ambiggi@ole confusions. Thus the
socialization experience of an individual can deiae his level of performance at
work on later stages.

The third important variable entered into the gsigl was self-sacrifice — the
fourth dimension of public service motivation. TWeue of R (0.802) suggests that

by the addition of this third variable in to theuatjon, the strength of relationship
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between these independent variables and the demewndeable is raised into
80.2%. The value of R square is found to be 0.64Bia stage which indicates that
around 64.3% of variance in personal effectiveressbe predicted by self-efficacy,
institutional socialization experience, and selfrdece together. The individual
contribution of each variable can be understooasgply from the ‘b’ value. ie., for
every unit of change in self-efficacy, institutibrsacialization experience and self-

sacrifice; there will be 1.710, 0.699 and 1.612 ahanges in personal effectiveness.

The equation for this will be: PE = 19.151 + 1.(@BS) + 0.699(ISE) +
1.612(PSM4).

Despite the risk of their own safety, the polidécers have to serve the
public in all the circumstances as they are obligedafeguard the lives of public.
The law enforcement officers have been challengeddoious threats like violent
gang and extremist group activity and many othenados related with different
issues. But in all the situations an effective a#fiis supposed to work without any
delay by sacrificing many personal preferencesh&éawords of policemen, in the
life of a police obeying comes first than questignihe logic or making suggestions
itself implies the amount of sacrifices expecteahfrthe part of police officers by

their superiors.

The next important factor in the prediction of gmral effectiveness was
openness to experience — a Big five personalityofadealing with individual's
intellectual curiosity and tendency to explore tidamiliar and unusual happenings
in the surroundings. The R value (0.805) was founide significant at 0.01 level (F
= 319.979 for 4, 696 df). That means the strengjtielationship between these four
independent variables and the dependent variabkB0.58% at this stage. The R
square value (0.648) proves that around 64.8% évee in personal effectiveness
can be predicted by self-efficacy, institutionatistization experience, self-sacrifice

and openness to experience together.

The regression equation at this step will be: PE3#647 + 1.628(SES) +
0.606(ISE) + 1.548(PSM4) + 0.358(Open).
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Openness to experience is a desired quality fectfe police officers as it
reflects their imaginative capacity, preferencesvariety, and curiosity about the
surroundings. A person with a high level of opesrtesexperience may enjoy trying
new things as they are very open-minded. So sucth &f individuals will be an
asset to the law enforcement agencies becauseenfrdadiness to adventurous
activities and flexible attitude. Thus from thisa#ysis it is proved that openness to

experience is a significant predictor of effectiges among law enforcers.

The fifth significant variable entered into theabysis was compassion — the
third dimension of public service motivation. ThevRlue was found to be 0.806
which is significant at 0.05 level. So the strengthinteraction between these
independent variables and the dependent varialBle.@%o at this stage. The value of
R square 0.650) suggests that these five indepéndenbles together can account
for 65% of variance in personal effectiveness &@tbhgr. The proportion of the
contribution to the criterion variable by theseefindependent variables put together
is shown in the value of ‘b’. From this it is undtrod that for every unit of change
in self-efficacy, institutional socialization expamnce, self-sacrifice, openness to
experience and compassion; there will be 1.5953).%.442, 0.339 and 0.602 unit

changes in personal effectiveness.

The equation for regression at this stage willRige:= 12.257 + 1.591(SES) +
0.553(ISE) + 1.442(PSM4) + 0.339(Open) + 0.602(PEM3

Compassionate individuals can understand the enadity of others’ due to
their problems and sufferings. The compassion ratds/ people to go out of their
comfort zone to alleviate the sufferings or paincofilians who are approaching
them for help in different ways. These sorts ofivittlals are highly motivated by
the desire to help others with a sympathetic canstiess of others’ distress. Thus
compassion is proved to be an essential compoperdffiective policing as it can

enhance one’s level of effectiveness.

The sixth important variable entered into the gsialwas self-esteem. The R

value (0.808) signifies that at this stage thengftie of relationship between these six
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independent variables and the dependent varialnepioved into 80.8%. The value
of R square (0.652) indicates that around 65.2%adfnce in the criterion variable
personal effectiveness can be accounted by sétheff, institutional socialization
experience, self-sacrifice, openness to experiegoepassion and self-esteem
together. The individual contribution of each vhtl&ato the dependent variable is
shown separately in the value of ‘b’. That meansefeery unit of change in self-
efficacy, institutional socialization experience,elfsacrifice, openness to
experience, compassion and self-esteem; therebwill.568, 0.497, 1.391, 0.279,

0.569 and 0.185 unit changes in personal effeatisemespectively.

The equation at this point will be: PE = 11.776.568(SES) + 0.497(ISE) +
1.391(PSM4) + 0.279(Open) + 0.569(PSM3) + 0.185®SE

The last independent variable entered into thdysisawas attraction to
policy making — the first dimension of public se®imotivation. The R value
(0.809) is significant at 0.05 level (F = 187.36f 7, 693 df). That means the
strength of interaction between these independanabes and dependent variable
is 80.9% at this stage. The value of R square {4).6%Wicates that the maximum
possible variance in personal effectiveness thathma explained with the help of
these seven independent variables together is 65M8é partial regression
coefficient value reflects the individual contritort of each of these variables
separately. ie., every single unit of increment gelf-efficacy, institutional
socialization experience, self-sacrifice, opennesgxperience, compassion, self-
esteem and attraction to policy making; there wdl 1.544, 0.439, 1.260, 0.247,

0.535, 0.184, and 0.619 unit increments in persefiattiveness.

Here, the regression equation for this will be: #E0.163 + 1.544(SES) +
0.439(ISE) + 1.260(PSM4) + 0.247(Open) + 0.535(PpM30.184(RSES) +
0.619(PSM1).

So through this analysis it is very clear thatuamid 65.4% of variance in

personal effectiveness can be predicted by thegenseariables together. So the
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increase in any one of these can contribute to éhbancement of overall
effectiveness. Among these variables self-efficacipund to be the most powerful
predictor of personal effectiveness and all its dimbensions. A police officer with
high self-efficacy beliefs may have the feelingttih@ is capable of exercising
personal control over his behaviors, thinking ambons. Effective police officers
believe that they can make difference in publia/ed, and they can act in ways that
demonstrate this belief. So what an officer belseabout his capability is a strong

predictor of police effectiveness.
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SECTION 5: DETERMINING THE MODERATING EFFECT OF
PERSON ENVIRONMENT FIT ON THE RELATIONSHIP
BETWEEN PERSONAL EFFECTIVENESS AND ITS
PREDICTORS

Most of us are highly familiar with the analysisdainterpretation of
interaction effects between categorical independemtables (eg., experimental
conditions) in factorial analysis of variance (AN®)and the predictive power of
the independent variables in multiple regressiond&tated regression analysis is a
kind of multiple regression analyses with an intécm. The effect of a moderating
variable is characterized statistically as an axBon that influences the direction
and /or strength of the relationship between dependnd independent variables.
That means, the moderated regression analysiserd tosidentify the factors that
change the relationship between independent aneghdept variables (Moss, 2016).
This analysis is used to determine whether theioalship between two variables
depends on (is moderated by) the value of a tharchle.

In this section, moderated regression analysesamged out to determine
the moderating effects of fit variables on the treleship between the criterion
variable personal effectiveness and its predictditsus, person-job fit, person-
organization fit, person-group fit, person-supeavisfit and overall person-
environment fit were considered as the moderatoiddntify their influence on the
relationship between dependent variable persofettefeness and the independent
variables such as institutional socialization eigrere, self-efficacy, self-esteem,
public service motivation and openness to expeéeeamaich were already identifies
as the predictors of personal effectiveness inptlegious section (Table 4.33). The
results were described in detail under the follgnsnb-sections;

a. The moderating effect of person-job fit on the pretttors of

personal effectiveness

Five different moderation analyses were carrietl under this section. In
each one person-job fit was considered as the ratmtevariable and the overall
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personal effectiveness was kept as the outcome eperdient variable. The
independent variables were changed in each onentterstand the separate
moderating effect of person-job fit on each of theilationship with the criterion
variable. From these analyses it is recognizedghegon-job fit act as a moderator
for this predictor-criterion relationship exceptr fpublic service motivation. The

detailed description of the analyses and the figelgre discussed as follows.

I. The moderating effect of person-job fit on institutonal socialization and

personal effectiveness

Moderated regression analysis was carried outatcutate the moderating
effect of person-job fit on the relationship betwemstitutional socialization
experience and personal effectiveness. From thépteutegression analysis (Table
4.33) institutional socialization experience wasntified as an important predictor
of law enforcement effectiveness. In this sectiom tesearcher is trying to find out
whether this predictor-criterion relationship beéwe institutional socialization
experience and personal effectiveness is modebstélde perceived match between

the person and his job. The results were summaniztek Table 4.34.

Table 4.34

Analysis of moderate regression of person-job fit institutional socialization

experience and personal effectiveness.

R Adjusted R F Significance
Model R Square R Square Change| of F Change
9 Square | Change 9 9
ZISE 0.600 0.360| 0.359 | 0.360 393.295 0.000
ZISE, zPJF 0.642 0.413 | 0.411 | 0.053 62.630 0.000
ZISE, zPJF, ZISB y 6e6l 0443 | 0441 | 0031 38.424 0.000
X zPJF

Dependent variable: Personal Effectiveness (p<10.00

As shown in Table 4.34, in the first step of thedal zISE (Z score of ISE)
was entered and the R square shows that 36% obrareffectiveness can be

predicted by institutional socialization experieratene. In the second step, where
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zPJF was also entered with zISE, the R squareaseckin to 0.413. That means, in
this step, 41.3% of personal effectiveness canrédigied by ISE and person-job fit
together. In the third step (zISE, zPJF, zISE xF3Pthe combined and interaction
effect of institutional socialization experiencedaperson-job fit on personal
effectiveness was assessed. From the R square(0adde) it is clear that 44.3% of
personal effectiveness can be accounted by the ineohland interaction effect of
ISE and person-job fit on personal effectivenedss Tndicates that there exists a
moderating effect of person-job fit on the relasbip between institutional

socialization experience and personal effectiveness

To find out the significance in the differencesRnsquare values in every
step, the F values were calculated and the changEsvalues at each step were
displayed in the Table 4.34 as an indicator ofrtegjnificance. The significance of
the moderation effect can be assumed from the \al&echange in the third step of
the model. Here, the F change at this step is d8w#ich is significant at 0.001
level. That means person-job fit expressed a sgamf moderating effect on the
relationship between institutional socialization pexences and personal
effectiveness as there is a significant changeh@nexisting relationship between
these two variables through their interaction wpgrson-job fit. Thus it can be
concluded that even though employees’ socializatixperiences contribute highly
to their overall effectiveness, their perceived chabetween themselves and their
job has an important role in determining this ielahip between one’s

socialization experience and personal effectiveness

il The moderating effect of person-job fit on self-eftacy and personal

effectiveness

A moderated regression analysis was carried odétermine the moderating
influence of person-job fit on the relationship vbeén self-efficacy and personal
effectiveness. As shown in Table 4.35, in the fstwp of the model zSES was
entered and the R square shows that 55.7% of pErsdfectiveness can be
accounted by zSES (standardized self-efficacy)ealdm the next step, when zPJF
was also entered with zSES, the prediction incokas® 57.7%. In the final step,
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where moderation effect is visible, it is showntt68.5% of personal effectiveness
can be predicted by the combined and interactitecedf self-efficacy and person-
job fit on personal effectiveness. That means, grejsb fit is a significant (0.01

of the

level) moderator relationship between sHltgcy and personal

effectiveness.

Table 4.35

Analysis of moderate regression of person-job fit ®elf-efficacy and personal
effectiveness.

Model R R Adjusted R| R Square F Significance of

Square| Square Change | Change F Change

1. zZSES 0.746  0.557 0.556 0.557 877.19 0.000

2.| ZES o760 0577 0576 0.021| 3384 0.000
zZPJF
ZSES,
zPJF,

3. 0.765| 0.585 0.584 0.008 13.992 0.003
ZSES x
zPJF

Dependent variable: Personal Effectiveness (p<)0.01

The F values were calculated in order to find betgignificance in the changes in R
square values at each step. The value of F changktermining the level of
significance in the obtained results. From thedabls clear that F change in every
stage (877.19, 33.84, & 13.992 respectively) igifigant at 0.01 level. That means,
the person-job fit is acting as a significant madier on the relationship between
self-efficacy and personal effectiveness. Thusjsitclear that, an employees’
perception of congruence with his/her job can havsignificant impact on the
predictive power of self-efficacy on his/her lewdleffectiveness. So that it can be
assumed that a person with high self-efficacy beMeho is having good fit with
his/her job may perform more effectively than asper with same level of self-

efficacy with poor fit perceptions about the job.
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iii. Moderating effect of person-job fit on self-esteemand personal

effectiveness

Table 4.36

Analysis of moderate regression of person-job fitself-esteem and personal
effectiveness.

R Adjusted | R Square F Significance

Model R Square| R Square| Change | Change| of F Change

1.| zRSES | 0.517 0.267 0.266 0.267| 254.935 0.000

ZRSES,

0.599| 0.358 | 0.356 0.091| 99.027 0.000
zPJF

ZRSES,
zPJF,
ZRSES x
zPJF

0.605| 0.366 0.364 0.008 8.854 0.003

Dependent variable: Personal Effectiveness (p<)0.01

Person-job fit refers to the match between joluiregqnents and individual
skills and knowledge. In order to determine theeektto which person job fit
influences the relationship between self-esteem padsonal effectiveness, a
moderated regression analysis was carried out. Hialoie 4.36, it is clear that there
exists a moderating effect for person-job fit ine tiprediction of personal
effectiveness by self-esteem. In the first stephef model (zRSES), the R square
shows that 26.7% of personal effectiveness canrééigied by self-esteem alone.
The final step depicts the moderation effect otpeed match between the person
and his job on the relationship between self-estaath personal effectiveness. At
this stage the R square was found to be 0.366henE thange (8.854) is significant
at 0.01 level. So it is clear that person job éih@ct as a potential moderator on the
relationship between self-esteem and personaltaféaess. By having high fit with
the job, individuals with high self-esteem can éxcoetheir career and perform
effectively. However, people with high levels offsesteem who are experiencing a
mismatch between them and their job may becomdeictafe and unsuccessful.
Thus, this finding provides a realization that evkaugh certain desired qualities

like high self-esteem are essential for effectiuactioning at work, individuals’
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compatibility with the job is an essential companéhat can strengthen this

relationship.

V. Person-job fit as a moderator of the relationship btween openness to
experience and personal effectiveness

From the previous section of multiple regressiaalgsis (Table 4.33), it is
clear that openness to experience can promotetigfaess at work due to their
intellectual curiosity and readiness to seek out aed unconventional experiences.
In this section a moderated regression analysis veaged out to examine the
possibility that person job fit may interact witbemness to experience to determine
the effectiveness. This analysis was done basedthenassumption that all
behaviours are a function of the characteristicthefsituation and the person. So it
is assumed that there will be a potential influefozethe perception of congruence
with one’s job on the predictability of personalfeetiveness by openness to
experience. The results were summarized in TaBIl&. 4.

Table 4.37

Analysis of moderate regression of person-job fitopenness to experience and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zOpen 0.527 0.278 0.277 0.274 269.214 0.000
2. ZSPpJan, 0.596| 0.356 0.354 0078 84.134 0.000
zOpen,
zPJF,
3. 0.608 | 0.369 0.367 0.014 15.158 0.000
zOpen x
zPJF

Dependent variable: Personal Effectiveness (p<1).00

In the first step of the model, the R square (0)2¥&hotes that 27.8% of
personal effectiveness can be explained by opentwegxperience (F change =
269.214, p<0.001). In the second step, the R sqularge was 0.0.078 and in the
final step, where the combined and interactionoefté person-job fit and openness

to experience on personal effectiveness is shomenRt square change was 0.014.
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Here the F change (15.158) is significant at 0.084l which means that as
expected person-job fit has a significant modegataffect on the relationship

between openness to experience and law enforcesffentiveness.

From this, it is evident that openness to expegeand person-job fit
interacted in the prediction of personal effecteen That means the relationship
between openness to experience and personal eéfieetis was stronger for persons
experiencing good fit with their job than for thasbo are experiencing low fit with
their job requirements. This suggests that politiears perceiving low congruence
with their job may become ineffective even whert ferson was highly opened to
variety of experiences. Thus, it can be concluded the perceived match between
one’s personal attributes and the requirementsighdr job can moderate the

relationship between openness to experience arld\tbeof effectiveness at work.

b. Person-organization fit as a potential moderator of the
linkage between personal effectiveness and its prietbrs

In this section also, five different moderatioralyses were carried out to
determine the interaction of person-organizatiorwith the predictors of personal
effectiveness in explaining one’s level of effeetiess. The detailed description of

the analyses and the findings are discussed asviall

I. The moderating effect of person-organization fit on institutional

socialization experiences and personal effectiverses

This section examined the moderating influence pefceived person-
organization fit on the relationship between insitinal socialization experience and
personal effectiveness to determine whether thatioel between an individual’s
socialization experiences and his level of effeirss was facilitated or negated by
his perception of congruence with his organizatibhe summary of results was
displayed in Table 4.38.
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Table 4.38

Analysis of moderate regression of person-orgarompatfit on institutional

socialization experience and personal effectiveness

Model R R Adjusted R| R Square F Significance of

Square| Square Change | Change F Change

1. ZISE 0.600, 0.360 0.359 0.360 393.295 0.000
ZISE,

2. 0.654| 0.428 0.427 0.068 83.101L 0.000
zPOF
ZISE,

3. ZPOF, 0.675| 0.455 0.453 0.027 34.879 0.000
ZISE x
zPOF

Dependent variable: Personal Effectiveness (p<10.00

From the first step of the model, it is clear tivatitutional socialization
experiences can predict 36% of personal effectsen@ change = 393.295,
p<0.001). Through socialization experiences emmsyeeceive clarity about the
organizations values and how they should respondatious situations (Van
Maanen & Schein, 1979). So such experiences mayietiaem to act effectively
under various circumstances. In the second stépeahodel, the R square improved
by 0.068 (R = 0.428) when person-organization fit was added the model. And
again in the next step, the R square became 0.4B&hwmplies that 45.5% of
personal effectiveness can be accounted by the ineohland interaction effect of
institutional socialization experience and persayaaization fit (F change = 38.879,
p<0.001). From this it is understood that persaganization fit has a significant
moderating influence on the linkage between intitial socialization experience

and personal effectiveness.

When new employees enter an organization, theialigilack identification
with their job and the activities going on aroum@&rh due to their ambiguity and
anxiety about the performance and expectations. H@ahired organizations treat
their new comers in the initial period of workindfevs clear signals to new
employees about what is expected of them to bectefée Thus organizations’

socialization practices provide individual expedes to each employee and enable
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them to be more productive and effective in themdeavours. Although

organizations may implement similar kinds of sazaion tactics to process the
new comers in the desired way, employees may diiféreir identification with the

organization as well as level of performance. A sgas reason behind this
difference along with individual uniqueness is th@rceived compatibility between
themselves and their organization. This implies #raployees’ subjective feeling
about their match between their personal attribates$ the organizational culture
can have a moderating influence on the predictioevgs of ISE for personal
effectiveness. That means, those who are expengnbietter fit with their

organization may benefit more from socializationaghices towards effective
functioning than those who are not experiencinggceence with their institutional

values and culture.

il. The moderating effect of person-organization fit onself-efficacy and

personal effectiveness

In this section a moderate regression analysiscaaged out to examine the
moderating effect of person-organization fit on tretationship between self-
efficacy and personal effectiveness (Table 4.38)f-&ficacy is defined as one’s
belief about how well he/she can execute differantions required to deal
effectively with prospective situations (Bandur@82). From the regression analysis
(Table 4.33) it is observed that self-efficacy e tmost important predictor of
personal effectiveness. Individuals who perceivehhiself-efficacy activate
themselves with sufficient effort to produce susfalsoutcomes, where as those
who perceive themselves as less efficacious arelylito cease their efforts

intentionally and may fail on the task (Bandura3@p

From the moderation analysis also (Table 4.39% dlear that self-efficacy
can predict 55.7% (R square = 0.557) of the peilsefiactiveness (F change =
877.19, p<0.001). However, through this moderatedrassion analysis, the
researcher aimed to examine the moderating effggeison-organization fit in the
prediction of personal effectiveness by self-efficarhat effect is clearly displayed
in the model depicted in Table 4.39.
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Analysis of moderate regression of person-orgammpafit on Self-efficacy and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zZSES 0.746  0.557 0.556 0.557 877.19 0.000
2. ZSES, 0.768| 0.591 0.589 0.034 57.933 0.000
zPOF
ZSES,
3. ZPOF, 0.778| 0.606 0.604 0.015 26.79 0.000
ZSES x
zPOF

Dependent variable: Personal Effectiveness (p<10.00

In the final step of the model, where the combiaead interaction effect of
self-efficacy and person-organization fit is showhe R square value (0.606)
explains that 60.6% of personal effectiveness @aadzounted by the interaction of
these variables. The value of F change (26.79)fgignt at 0.001 level denotes that
person-organization fit can monitor the influendeself-efficacy on the level of
effectiveness at work. That means the similarity@goence with organizational
goals and values can influence the linkage betwéenperson’s level of self-
efficacy and the effectiveness at work. Thus, paeting out to the importance of
fit with organization in determining the effectivass even for highly efficacious

employees.

iii. Person-organization fit as a moderator of the relabnship between self-

esteem and personal effectiveness

Self-esteem can be defined as the extent to wheciple value themselves
and it is the evaluative component of self-knowkdgrom the previous section of
regression results (Table 4.33), it can be assuthat self-esteem can boost
effective performance at work. Early researches aigport this observation about
self-esteem that people who feel better about tekms perform better at work (eg.,
Judge & Bono, 2001). But some researchers like Bgatar, Campell, Krueger and
Vohs (2003) also pointed out to the highly varidbi&age between self-esteem and
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performance by stating that the relevance of sgleam to work performance varies

substantially due to the differences in demandsabus occupations.

Table 4.40

Analysis of moderate regression of person-orgarmomafit on Self-esteem and
personal effectiveness.

. R L
R Adjusted F Significance
Model R Square
Square| R Square Change Change| of F Change
1. ZRSES 0.517 0.267 0.266 0.267| 254.935 0.000
2. ZRSES, 0.617| 0.381 0.379 0.114| 127999 0.000
zPOF
ZRSES,
zPOF, n
3. JRSES x 0.624| 0.390 0.387 0.009 10.486 0.001
zPOF

Dependent variable: Personal Effectiveness (p<)0.01

Here, the researcher made an attempt to iderttéy mhoderating role of
person-organization fit perceptions on the linkhgaveen self-esteem and personal
effectiveness through a moderated regression asalyse results were summarized
in Table 4.40. In the first step of the model, Resquare value was found to be
0.267 which is significant at 0.001 level (F = Z8b). That means in this model
self-esteem alone can contribute around 26.7% rsopal effectiveness. And in the
final step of this model, the R square was founde®.390 which implies that 39%
of personal effectiveness can be accounted byntkeaction and combined effect of
self-esteem and person organization fit. That mea&ven though there is a
significant relationship between self-esteem andsqreal effectiveness, this
relationship can negate or improve by the effecpafceived congruence between
the employees and their organization. So thatntlma summarized that employees
with high self-esteem will perform more effectivalshen they are experiencing a
good amount of congruence between themselves aidaitganization in terms of
their personality, values, goals, needs and aslithan those who are experiencing

less congruence.
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iv. Moderating effect of person-organization fit on pulic service

motivation and personal effectiveness

In order to determine the moderating influenc@@fson-organization fit on
the relationship between public service motivateomd personal effectiveness, a
moderated regression analysis was carried out., Hezeobjective of the researcher
was to examine the process of person organizaitiaghrbugh which public service
motivation affects the level of effectiveness. Buenmary of the model is depicted
in Table 4.41.

Table 4.41

Analysis of moderate regression of person-orgaimatfit on public service

motivation and personal effectiveness.

Model R R Adjusted R| R Square F Significance of

Square| Square Change | Change F Change

1. zPSM 0.637 0.405 0.404 0.405 476.464 0.000

2| ZPSM. 5 600| 0478|0477 0.073| 97.708 0.000
zPOF
ZPSM,

3| ZPOF 1 0600| 0488| 0.486 0.010| 13.36B 0.000
ZPSM x
zPOF

Dependent variable: Personal Effectiveness (p<1).00

From the first step of the model again it is pebuwhat public service
motivation can predict 40.5% (R square = 0.405)eafonal effectiveness which is
significant at 0.001 level (F = 476.464). Publicrvgge motivation reflects
individuals’ value or attitude that motivates th&engage in activities that benefit
society. Many past researchers has establishedeladonship between public
service motivation and work related positive outesnfeg., Naff & Crum, 1999;
Kim, 2005; Bright, 2007; Taylor, 2007). So therens doubt on the influence of
public service motivation that can exert on empésyeffectiveness. Anyhow, the
process through which PSM affects employee effenggs has received less
attention. To date, researchers have concentratddsesely on one such process —
the role of person organization fit — which offe@me insight into the way how
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PSM affects employee outcomes (Bright, 2008; Kindl2 Gould-Williams,
Mostafa & Bottomley, 2013; Wright & Pandey, 2008).

Through this model, the researcher intended tédbom these studies and
examined the moderation effect of shared valueso#imet attributes as encapsulated
by person-organization fit on the relationship kedtw the intense desire to serve the
public and employee effectiveness. From the modsglayed in Table 4.41, it is
clear that person-organization fit has a significemoderating influence on the
relationship between public service motivation gmetsonal effectiveness. The
change in R square value (0.077 in second ste@&&Y in the third step) of the
model is significant at 0.001 level (F change i385 & 34.861 respectively) which
implies that when employees believe that their queas values and attributes are
matching with the organization’s values and cultutteey may anticipate the
opportunities to satisfy their intrinsic motives tgerve the public in such
organizations and act accordingly. Thus it can ssumed that even though the
relationship between public service motivation affdctiveness is complicated, one
such possible explanation for this is the modegatwle of person-organization fit
on PSM in determining employees’ effectiveness.tTin@ans highly motivated
employees to serve the public will perform moreetiively when they feel that their
values and goals are matching with those of thegamization than those who are

experiencing less congruence with their organinstio

V. The moderating effect of person-organization fit on openness to

experience and personal effectiveness

Another moderated regression analysis was camigdto examine the
moderating effect of person-organization fit onedetining the predictive capacity
of the big five personality factor openness to eigmee on personal effectiveness as
this relationship between openness to experienak effectiveness is already
established in the previous section (Table 4.3B ®penness to experience often
named as intellect is the fifth domain of big fiwersonality factors consisting of the
traits like being imaginative, curious, originalntelligent, broad-minded and

artistically sensitive. Thus, such kind of indivadsi are expected to be highly
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motivated to learn new experiences and more readdpared to explore unfamiliar
and unconventional events and ideas in their sodiogs. Barrick and Mount
(1991) identified openness to experience as a vpledictor of the training
proficiency among different occupations includingliging. Apart openness to
experience was confirmed as an important predigtarganizational commitment

and overall job attitude (Susan & Jayan, 2013).
Table 4.42

Analysis of moderate regression of person-orgaiomatfit on openness to

experience and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zOpen 0.527 0.278 0.277 0.278 269.214 0.000
o | 20PN | h620| 0.385 0.383 0.107| 121.212 0.000
zPOF
zOpen,
3. ZPOF, 0.637 | 0.406 0.404 0.021 24.920 0.000
zOPen x
zPOF

Dependent variable: Personal Effectiveness (p<10.00

From the first raw of the model depicted in Ta®hl42, it is clear that around
27.8% of personal effectiveness can be accountegbegness to experience domain
of bi five personality factors. The confusing résafl earlier researchers like Barrick
and Mount (1991) on the relationship between opsnte experience and effective
performance can be explained to some extent bgeketwo rows of this model. ie.,
in the model it is displayed that person-organaafit is interacting with openness
to experience to have an influence on the perseifi@ttiveness. The differences in
the R square (from 0.278 to 0.406) suggest thaiethrists a moderating influence
of person-organization fit on the prediction of dayee effectiveness by openness
to experience. That means the perceived match betwee employee and his
organization can have a significant role in detaemng the effectiveness by

personality variables like openness to experience.
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Past researches also argued for other individiftdrehce variables and
external conditions that moderate the relationdhepwveen personality traits and
performance to determine the conditions that f@atéi or constrain the impact of
personality on effective performance (eg., Barridikichell & Stewart, 2003; Judge
& Kristof-Brown, 2004; Barrick, Parks & Mount, 2005Thus through this
moderated regression analysis, the researchetreddo add something to this kind
of effects in the sense that person-organizatibrorfithe perceived compatibility
between the person and his organization is idedtifis a potential moderator that
can determine the role of openness to experiencethenlevel of employee
effectiveness among the law enforcement officetsusTit can be assumed that
employees with this trait will perform effectively such sort of occupations where
their personality is highly matching with the derdarmand provisions of their current

organization.

Through these sub sections, as hypothesised, fraged that person-
organization fit is a significant moderator on thiakage between personal
effectiveness and its contributors. So these figglimay shed light to the continuous
question asked by personnel researchers regarbenglifferent conditions under
which employees can excel at their performanceoinesextent and also conveying
an important message that the congruence betweenethployee and the
organization is very essential to perform effedyiveven among desired and well-

gualified candidates.

C. Person-group fit as a moderator between personal

effectiveness and its contributors

Given an increased emphasis on team works ing@dipartments, it is very
crucial to select candidates based on their aliityontribute effectively to a given
work team. Person-group fit can be used as anataliof the effective and cohesive
team performance by an employee as it focuses @minterpersonal compatibility
between individuals and their work groups (Werbel&lliland, 1999). Hence,
under this section, the researcher aimed to exatheeole of person-group (PG) fit

as a moderator on the relationship of the indepandariables (institutional
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socialization experiences, self-efficacy, self-estg public service motivation, and
openness to experience) with the dependent or riontevariable personal

effectiveness. The detailed descriptions of théysea were explained as follows:-

)] The moderating effect of person-group fit on instititional socialization

experience and personal effectiveness

In this section, a moderated regression analysis @one to identify the
interaction between person-group fit and institdilosocialization experience in the
prediction of personal effectiveness. Already, thederating influences of rational
fit dimensions (PJ fit & PO fit) were explainedtime previous sections (Table 4.34
& 5.38). Here, the aim was to determine the roléentérpersonal congruence with
co-workers encapsulated by person-group fit on tedationship between
institutional socialization experience and emplogéfectiveness. The relationship
of the newcomers with other co-workers may haveang influence on employees’
personal experiences about different socializatatics because the support system
and co-operation from the part of other fellow eoygles at work can facilitate easy

adaptation and identification from the part of nemers.

Thus, through this moderated regression analy3iablé 4.43), the
investigator tried to establish a link between pergroup fit and institutional
socialization experience in the prediction of paeceffectiveness. From the table
(5.43) it is clear that the R square value from fingt stage (0.360) changed
significantly through the last stage (0.464). Agdime significance of this
improvement can be determined by the obtained Hegain each stage. The F
change in third stage (49.019) is significant &0Q. level. Thus it is proved that
person-group fit can play a significant moderatiatp on the relationship between

individuals’ socialization experiences and theudleof effectiveness at work.
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Table 4.43

Analysis of moderate regression of person-grouppfiitinstitutional socialization

experience and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. | zISE 0.600, 0.360 0.359 0.360 393.295 0.000
zISE, zPGF| 0.653 0.426 0.424 0.066 79.938 0.000
ZISE, zPGF,
ZISE x 0.681| 0.464 0.461 0.038 49.019 0.000
zPGF

Dependent variable: Personal Effectiveness (p<1).00

Person-group fit — a relational dimension of pareavironment fit — is a less
unexplored area of fit in comparison to the ratlodiamensions (Kristof-Brown,
Zimmerman & Johnson, 2005). But, past researchatsdentified co-workers as an
important source of many positive work outcomes Jib satisfaction and employee
performance (eg., Smith, Kendall & Hullin, 1969; MyaCook & Wall, 1979) and
many recognized satisfaction with co-workers asngportant element for effective
functioning of the employees at work (eg., KalliaBluedorn & Strube, 1999;
Manikandan & Jayan, 2002; Susan & Jayan, 2013).

Thus it can be assumed that person-group fit fasreel to the interpersonal
compatibility among the members of a work groupelyk enhance co-worker
supports especially from the initial stage onwarcdsnsistent with Byrne’s (1971)
similarity-attraction hypothesis, co-workers whorqeve congruence with one
another in terms of their personal needs, valuesatiitudes may find it easier to
work together more collaboratively and coherentigrt with dissimilar co-workers.
Locke (1976) also explained that co-workers willbere satisfied with one another
when they perceive a match/similarity with one &eot So this finding from
moderated regression analysis is an addition to etkisting knowledge which
highlights the importance of person-group fit intetmining the employee
effectiveness through institutional socializatioqperiences. That means, employees

may benefit more from the socialization practiced #actics towards their better
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performance when they feel congruence with thdéiovieemployees than those who
are experiencing a mismatch with their co-work@isus, it can be concluded that
congruent group may enhance social support angpecabon among members and
that in turn facilitate better adaptation and idetion with the new environment

and thus such employees may perform more effegtellater stages.

i) The moderating effect of person-group fit on the riationship between

self-efficacy and personal effectiveness

Under this section a moderated regression anakasscarried out to identify
the moderating role of person-group fit on the dwteation of personal
effectiveness by self-efficacy. From previous btere and through this research
work also self-efficacy has proved as a major fathat can predict work-related
effectiveness. Being mere state-like and dynamigstract that can change over
time with new information, experience, and learningay be highly beneficial to
incorporate this with human resource development management practices for
improved performance. Through this moderation amslythe researcher tried to
examine the interplay of person-group fit with sefficacy beliefs in the prediction

of employee effectiveness and the observed reselts summarized in Table 4.44.

Table 4.44

Analysis of moderate regression of person-grouptitself-efficacy and personal

effectiveness.
Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. ZSES 0.746 0.557 0.556 0.557 877.19 0.000
2. ZSES, 0.768| 0.589 0.588 0.033 55.284 0.000
ZPGF
ZSES,
3| ZPCF 1 0776| 0602  0.600 0.013| 21872 0.000
ZSES x
ZPGF

Dependent variable: Personal Effectiveness (p<10.00
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Table 4.44 explains that even though self-effic&$ES) can significantly
predict 55.7% of personal effectiveness among lafereement officers (F change
= 877.19, p<0.001), the interaction of self-effigawith person-group fit can
improve this prediction up to 60.2%. That meanscirabined and interaction effect
of person-group fit with self-efficacy can prediaround 60.2% of personal
effectiveness among the police officers. This resxiplains that the perceived
congruence with co-workers can play an importatg no the relationship between
self-efficacy and personal effectiveness. That regtlre employees with high self-
efficacy beliefs may perform more effectively whirey can experience a match
between themselves and their group members thae thbo perceive incongruence

with their group members.

A perceived similarity among group members in eohtheir needs, values,
goals, personality, and other attributes shouldiltéa a more positive affective
reaction among members that can be expressed thfeefings of attachment and
commitment to the team and social cohesion (We&beélohnson, 2001; Seong,
Kristof-Brown, Park, Hong & Shin, 2015). In genegral strong sense of cohesion
and attachment among members is believed to teiltheir participation towards
their common goals and which in turn improve tedfactiveness. Hence, it can be
concluded that person-group fit is an important sttt that can affects the
relationship between self-efficacy beliefs and ewpe effectiveness through

moderation process.

i) Person-group fit as a moderator for the relationshp between self-esteem
and personal effectiveness

Here, the moderated regression analysis was daou¢ to determine the
moderating effect of person-group fit on the prédit of personal effectiveness by
self-esteem. Self-esteem refers to the extent tichwpeople value or appreciate
themselves. Person with high self-esteem are génemetivated to perform
effectively on a task in order to maintain theirspiwe self-image and self-worth
(Korman, 1970). In the previous section, where thedictors of personal

effectiveness were discussed (Table 4.33) alsd;estdem was identified as a
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significant predictor of employee effectivenesseTgresent analysis attempted to
find out the role of person-group fit as a moderamothis predictive relationship
between self-esteem and personal effectivenesssiinenary of results is given in
Table 4.45.

Table 4.45

Analysis of moderate regression of person-groupfiitSelf-esteem and personal

effectiveness.

R Adjusted | R Square F Significance

Model R Square| R Square| Change | Change| of F Change

ZRSES 0.517 0.267 0.266 0.267| 254935 0.000

2.| zRSES,

0.615| 0.378 0.377 0.111| 124.6649 0.000
zPGF

3.| zRSES,
ZPGF,

ZRSES x
zPGF

0.625| 0.391 0.389 0.013 14.82% 0.000

Dependent variable: Personal Effectiveness (p<1).00

In the first step of the model, zZRSES was entergtithe R square was found to be
0.267 with an F change of 254.935 significant 800.level. It shows that around
26.7% of personal effectiveness can be contriblmgdelf-esteem alone. In the
second step of the model, when zPGF was also entdth zZRSES the R square
was changed into 0.378 with an F change of 124.6§8jficant at 0.001 level and
in the third step, where the interaction effect bafth these two variables are
calculating, the R square value became 0.391 witk ahange of 14.825 which is
also significant at 0.001 level. It shows that doenbined and interaction effect of
self-esteem and person-group fit on personal eéfiEoess is 39.1%. That means the
interplay of person-group fit with self-esteem aqaake significant change in the
prediction of personal effectiveness by self-estederom this it is clear that person-
group fit is a significant moderator of the relasbip between self-esteem and

personal effectiveness.
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From these results, it is clear that the congreemith one’s working team
can affect the influence of their self-esteem ire tprediction of personal
effectiveness. The employees with high self-esteeay become more effective
when they experience a match between themselvethaindeam at work in terms
of their values, goals, needs, skills, persondtiyts and other attributes than those
who are experiencing less fit with their work greuphus, it could be assumed that
the administrators must try to form work teams dame their similarities in certain
things like their goals and values in order to lliemeaximum from each members

of the group.

iv) The moderating effect of person-group fit on publicservice motivation

and personal effectiveness

Public service motivation refers to the intringlesire or motive of the
individual to do good for others in the society.mgast empirical researches found
a positive link between public service motivationdaemployee performance
especially in the service organizations running tfee public (Brewer & Seldon,
2000; Kim, 2005; Park & Rainey, 2008). Perry ands&/{1990) observed that a
person with greater public service motivation vaié# more committed towards the
organization. The contributors of personal effemtiess described in this research
(Table 4.33) also found that public service motosatis an important predictor of

officer’s effectiveness in law enforcement orgatiaas.

Through this section, the researcher tried to fout the moderating
influence of person-group fit on the predictionpeirsonal effectiveness by the level
of public service motivation. Person-group fit —ethperceived interpersonal
congruence among the group members — is proved asp@ortant factor that can
affect many work related outcomes (Ferris, Youngbl& Yates, 1985; Werbel &
Gilliland, 1999; Kristof-Brown, Jansen & Colbert, 0@2; Kristof-Brown,
Zimmerman & Johnson, 2005). But the process in whimw this compatibility with
one’s work group is influencing the performanceeefiveness is not clear in many
of these studies. Here, the researcher made amptte identify the moderating

effect of person-group fit by its interplay with lgic service motivation in
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determining employee effectiveness through a meéee@nagression analysis and the

results were summarized in Table 4.46.

Table 4.46

Analysis of moderate regression of person-groupfiitpublic service motivation

and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zPSM 0.637, 0.405 0.404 0.405 476.464 0.000
2. ZPSM, 0.694| 0.482 0.481 0.077 103.730 0.000
zPGF
ZPSM,
3| 2PSF 1 0707| 0500  0.498 0.018|  24.807 0.000
ZPSM x
zPGF

Dependent variable: Personal Effectiveness (p<10.00

From the Table 4.46 it is understood that evenugho public service
motivation alone can determine 40.5% of persorfacéfeness, its interaction with
person-group fit can contribute around 50% of pest@ffectiveness. That means
the combined and interaction effect of person-grdiipand public service
motivation can account for 50% of employee effemtigss. It proves the significant
moderating effect of interpersonal compatibilitythwone’s work group on public
service motivation in the explanation of persorfedativeness. From this it is clear
that people with high level of public service mation may perform more
effectively when they can experience a good mawtiwéen themselves and their
work groups than those who are with less compdtibéxperiences with one’s
working team. Hence, as expected, it is proved thatinfluence of public service
motivation on employee effectiveness can negatéaciitate by the amount of

congruence that employee can experience with hik group.
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V) The moderating role of person-group fit on the reléionship between

openness to experience and personal effectiveness

Although the importance of openness to experiengaredicting employee
effectiveness is established in the previous sec(idbable 4.33), many past
researches reported that it is difficult to draw d&nm conclusions about the true
nature of the effect of openness to experiencefiecteve performance (Barrick &
Mount, 1991; Lepine, Colquitt & Erez, 2000). Hentlee investigator decided to
examine the moderating influence of person-grotprfithe impact of openness to
experience on personal effectiveness. The restilbsoderated regression analysis
were displayed in Table 4.47.

Table 4.47

Analysis of moderate regression of person-grouprfibpenness to experience and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of

Square| Square Change | Change F Change

1. zOpen 0.527 0.278 0.277 0.279 269.214 0.000

2| ZOPeN. | h623| 0388 0.386 0.110| 125.117 0.000
zPGF
zOpen,

3.| ZPCF. 1 0ea2| 0412|  0.409 0.024| 28507 0.000
zOPen x
zPGF

Dependent variable: Personal Effectiveness (p<1).00

In the first row of the Table 4.47, it is mentiohthe predictive capacity of
openness to experience on personal effectivenese. tHe R square value (0.278)
indicates that 27.8% of personal effectivenesshmmaccounted by this domain of
big five personality. The second row explains theoant of influence on personal
effectiveness that can be made by openness toiemperand person-group fit.
Here, the change in R square value (0.110) dertbéd¢saround 11% of increase in
personal effectiveness can be explained by thetiaddf person-group fit into the

equation. And in the final step of the model, thesdiare value increased up to
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0.412 with an F change of 28.507 which is significat 0.001 level. That means the
combined and interaction effect of person-grou@ifitl openness to experience can

contribute around 41.2% of personal effectiveness.

Thus throughout this section (Part c) it is expdal that person-group fit —
the interpersonal compatibility between the peraond his/her work group — has an
important and significant role as a moderator fbe tpredictors of personal
effectiveness like institutional socialization expace, self-efficacy, self-esteem,
public service motivation, and openness to expeeemm their determination of
overall personal effectiveness. That means thidigie-criterion relationship
between these five variables and employee effentis® can be either enhanced or
degraded by the affect of perceived congruence wihk group in organization.
Thus, these results are suggesting that persompgiibican be considered as a
significant moderating factor on the relationshgiviieen personal effectiveness and

its predictors.

d. Person-supervisor fit as a moderator of the linkagdetween

personal effectiveness and its predictors

Although research on person-environment fit hadifprated over the past
two decades, the topic of person-supervisor fitigasred relative to other types of
fit like person-job and person-organization fit. Wever, in a more recent review,
Kristof-Brown, Zimmerman & Johnson, (2005) expanded domains of fit to
include the match between employees and their gigoes. Person-supervisor fit is
the perceived match or compatibility between thepleyee and their leaders or
supervisors. It is the perceived similarity betweabe values, personality traits,

goals, needs and demands of the person and ttieg sfipervisor at work.

Past researches suggest that people are moretedtita those with whom
they are similar and they may evaluate such peapdee favourably than less
similar people (Byrne, 1971). Person-supervisorchin be portrayed as value
congruence, personality similarity, goal congrugndemand-abilities fit, need-

supplies fit or complementary fit between the super and the subordinate.
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Kristof-Brown, Zimmerman and Johnson (2005) foundpa@sitive relationship
between person-supervisor fit and many work relabedcomes such as job
satisfaction, supervisor satisfaction, and job grenbince. In the previous section of
correlation matrix (Table 4.16 ) of this researclsoasupported a positive
relationship between person-supervisor congruemck personal effectiveness. In
this section, the investigator's aim was to exantilemoderating effect of person-
supervisor fit on the relationship between perseffigctiveness and its contributors.
The detailed descriptions of the results were ga®follows:-

)] The moderating effect of person-supervisor fit on he relationship

between institutional socialization experience angersonal effectiveness

In this section, the moderated regression analyass carried out to identify
the role of person-supervisor fit as a moderatar tite relationship between
institutional socialization experience and persafétctiveness. Here the intention
was to check whether the relationship between kdepgendent variable ISE and
dependent variable personal effectiveness cantberemproved or hindered by the

interplay of person-supervisor fit. The results @gsammarized in Table 4.48.
Table 4.48

Analysis of moderate regression of person-supervifib on institutional

socialization experience and personal effectiveness

Model R R Adjusted R| R Square F Significance of

Square| Square Change | Change F Change

1. ZISE 0.600, 0.360 0.359 0.360 393.205 0.000

o.| 5B lo661| 0437| 0436 0.077| 95836 0.000
zZPSF
ZISE,

3. ZPSF, 0.681| 0.464 0.462 0.027 34.86(L 0.000
ZISE X
zZPSF

Dependent variable: Personal Effectiveness (p<1).00

The first step of the model shows the predictibremployee effectiveness

by institutional socialization experience and thecad step denotes the total
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prediction of personal effectiveness by ISE andfieS he final step of the model
depicts the combined and interaction effect of @ersupervisor fit and institutional
socialization experience in the determination afspeal effectiveness. At this step
the R square value was found to be 0.464 which tdenihat 46.4% of personal
effectiveness can account by the interplay of pesgervisor fit with institutional
socialization experience in determining the empdogtfectiveness. The change in R
square value as shown in Table 4.48 (0.027) cleagbfains that person-supervisor
fit can moderate the relationship between insbnai socialization experience of the

employees and their personal effectiveness.

Every employee’s relationship with their supervi$® very important in
many job related outcomes. Thus, as like other $oainfit, person-supervisor fit
also can determine effective performance of em@sym different ways. The
amount of congruence experiencing with one’s supervs important because that
feeling may enhance satisfaction with the supervasw social support that can be
earned from the supervisors. Thus this congruerzse influence the effect of
institutional socialization experience on emplogdectiveness as employees may
feel more comfortable with and committed towardsngraent supervisor.
Institutional socialization experiences of the eoypkes are mainly based on the
organizational policies and practices adopted técomeing and educate the new
members about the organization’s way of life, isues and objectives. In an
organization like police department, the role ofpexwisor is inevitable in
determining each employee’s personal experiencestatiifferent aspects of the
organization. So a congruent supervisor can deterhie amount of benefits that an
employee can have from the socialization policiethe organization towards their
effective functioning. Hence, the formulated hypsis that the relationship
between institutional socialization experience apersonal effectiveness can

moderate by person-supervisor fit is accepted.
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i) The moderating effect of person-supervisor fit on af-efficacy and

personal effectiveness

Given its influential role on performance at woik,s very essential for
employees and human resource professionals to staddrthe role of self-efficacy
in the work place. A number of studies in this diren provide strong support for
the positive relationship of person’s efficacy b&diabout the self in his ability to
perform particular tasks with many work relatedocoutes like effectiveness, job
performance, creativity, reduced uncertainty amedsstat work (Propst & Koester,
1998; Gong, Huang & Farh, 2009; Guerrero, 2009)weieer, Schunk (1995)
argued that self-efficacy alone can not improvegbdormance if the individual is
not having the appropriate sets of skills and kmalge and Chopin, Danish, Seers
and Hook (2013) observed that individuals havingntoe were more likely to
exhibit better political skills than the one whaldiot have a mentor, whereas the
presence of a mentor did not made any differencéiseair levels of leadership self-
efficacy in a study where they tried to examine riationship between mentoring,
leadership self-efficacy and political skills. Frahese it can be assumed that even
though the presence of a supervisor (congruentrgisp€e) can not affect the level of
one’s self-efficacy, it can determine their levéleaffectiveness and work related
outcomes through self-efficacy beliefs. Hencehis section a moderated regression
analysis was carried out to determine the modeyaitite of person-supervisor fit on
the relationship between self-efficacy beliefs pedsonal effectiveness.

Table 4.49
Analysis of moderate regression of person-supervigoon self-efficacy and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zSES 0.746  0.557 0.556 0.557 877.19 0.000
2. ZSES, 0.774| 0.598 0.597 0.042 72.862 0.000
zZPSF
ZSES,
3. ZPSF, 0.785| 0.617 0.615 0.018 32.838 0.000
ZSES x
zZPSF

Dependent variable: Personal Effectiveness (p<10.00
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The results depicted in Table 4.49 shows that-ef@lfacy alone can
determine 55.7% of personal effectiveness. Herd-thialue (877.19) is significant
at 0.001 level which denotes that this differentgersonal effectiveness by self-
efficacy can happen in more than 99% of the caSesm the R square values
(0.557, 0.598 and 0.617 respectively) displayethexmodel for each step, it can be
assumed that around 61.7% of personal effectivenaasbe accounted by the
interplay between person-supervisor fit and sditafy. That means the influence
of self-efficacy on employee effectiveness can hmlenated significantly by the

perception of congruence with one’s supervisor.

Thus as supporting evidence to the observationSasfunk (1995) and
Chopin, Danish, Seers and Hook (2013), this moaberanalysis found out that the
role of self-efficacy on personal effectiveness banchanged significantly by the
interplay of person-supervisor fit. Here, this gs& proved that employees with
high self-efficacy may perform more effectively tiiey can experience a good
amount of fit with their supervisor. Likewise thenployees may become less
effective when they are experiencing lesser congrei@vith their supervisors even
though they possess a high degree of self-effidaelyefs. Hence, it can be
concluded that the benefits of high self-efficacgligfs may reflect more on
employee effectiveness when employees are ableetoepe high degree of
congruence with their supervisors with respect athbparties’ personality traits,

values, goals, needs and demands.

i) The moderating effect of person-supervisor fit on af-esteem and
personal effectiveness

Self-esteem refers to a person’s appraisal of dws value and worth
(Rosenberg, 1965). Literature on self-esteem suppmrmumber of work-related
outcomes of high self-esteem like success in theeeca job satisfaction,
organizational commitment and organizational citsd@p behaviours (Dodgson &
wood, 1998; Judge & Bono, 2001; Bowling, Eschlem#ang, Kirkendall &
Alarcon, 2010). High level of self-esteem will erswa feeling of worthiness and

positive value among the police officers which iarnt contribute to their
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effectiveness (Firdousiya & Jayan, 2018). In thevmus section of multiple
regression (Table 4.33) also it is proved that-estéem can predict employee
effectiveness to a some extent. Under this sedinresearcher moved to a further
analysis by checking the moderating effect of pemsgpervisor fit on this
relationship between self-esteem and personal teféaess through a moderated

regression analysis and the results were summainZgable 4.50.

Table 4.50

Analysis of moderate regression of person-super¥ison self-esteem and personal

effectiveness.
Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. ZRSES 0.517 0.267 0.266 0.267 254.935 0.000
2.| ZRSES. 14621] 0386 | 0.384 0118 | 134.473 0.000
zZPSF
ZRSES,
3 ZPSF, 0.630( 0.397 0.394 0.011 13.028 0.000
| JRSES x . . : : . :
zZPSF

Dependent variable: Personal Effectiveness (p<1).00

The R square value (0.267) depicted in the foat of the table supports the
above mentioned findings that self-esteem alone malict around 26.7% of
personal effectiveness. The rest part of the mddabtes the amount of personal
effectiveness that can be explained with the hdipsaif-esteem and person-
supervisor fit together. Specifically, the thirdwof the model is a clear evident for
the moderating role of person-supervisor fit onithpact of employee self-esteem
on their level of effectiveness. Here, the R sqwatae (0.397) explains that around
39.7% of personal effectiveness can account bydnebined and interaction effect
of person supervisor fit and self-esteem. Perspessisor fit comprised of the
interpersonal congruence with one’s supervisor ikinal of dyadic congruence
coming under the relational domain of fit. From \poeis researches on person-
environment fit and leader-member exchange (LMX¥eréture, it can be assumed

that when a superior and subordinate are congrinetiteir personality attributes,



Results 272

personal values and goals they tend to work togeaihesimilar goals to improve
their work environment and that in turn facilitatlyadic relationships among
themselves (Dienesh & Liden, 1986; Kristof-Browmmmerman & Johnson, 2005).
Through this moderated regression analysis, theareker contend that the person-
supervisor fit is a key determinant of the extenivhich employees’ (subordinates’)
self-esteem is related to their level of effecteen That means this result proved
that perceived congruence with one’s supervisor wenderate the role of self-
esteem on employee effectiveness. One possiblamagmbn for this is employees
with higher degree of fit with supervisors may havbetter understanding of what
their supervisors are demanding from their partabsee communications among
them will be smoother than those who are expennéss congruence and also
because of their need satisfaction on a greateenexthrough this dyadic
interpersonal congruence with their supervisorsusTremployees with high self-
esteem will perform more effectively when they asgeriencing high degree of
interpersonal congruence with their supervisora tifzose who experience less

amount of fit with their supervisors.

iv) The moderating effect of person-supervisor fit on pblic service

motivation and personal effectiveness

In order to determine the moderating effect ofsparsupervisor fit on the
relationship between public service motivation apdrsonal effectiveness, a
moderated regression analysis was carried out., Hegeaim of the researcher was
to identify the underlying effect of person-supseori fit as a moderator on the
influence that can exert by public service motimaton employee effectiveness. The

summary of the model is displayed in Table 4.51.
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Table 4.51

Analysis of moderate regression of person-supervisb on public service

motivation and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
zPSM 0.637 0.405 0.404 0.405 476.464 0.000
2. | zPSM, zPSH 0.704 0.495 0.493 0.090 123.847 0.000
zZPSM,
3. | zPSF, zPSM 0.717| 0.514 0.512 0.019 27.556 0.000
X zPSF

Dependent variable: Personal Effectiveness (p<1).00

In the first step of the model zPSM was enteredl the value of R square
(0.405) with an F value of 476.464 significant &0l level denotes that around
40.5% of personal effectiveness among law enforoerofficers can be accounted
by public service motivation. Public service motiga is an umbrella term used to
explain a person’s intrinsic motivation to help eth or to do good for the public in
different ways and forms. Apart from the findingk past researches, from the
meaning of this itself, it can assume that sucld kihmotivation to serve the public
may enhance sincere efforts to improve one’s perdoice in a profession like
policing. Anyhow, the other influencing factorstbfs positive relationship between
public service motivation and employee effectivenbas to be identified. As an
effort in this direction, the researcher througrs thection proved the moderating
role of person-supervisor fit on the prediction mdrsonal effectiveness by the
degree of public service motivation among employ&esm the model explained in
Table 4.51, this effect is clear as the R squaleevéD.514) of the combined and
interaction effect of person-supervisor fit on PSM determining the level of
effectiveness is significant at 0.001 level with Arthange of 25.556. That means
around 51.4% of personal effectiveness can be equldy the interplay of person-
supervisor fit on public service motivation amorayvl enforcement officers. It
shows that even though the employee is having higbree of PSM, his/her

perceived congruence with the supervisor can détertheir level of effectiveness
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at work. ie., the employees with high level of palslervice motivation may perform

more effectively when they can experience a matith teir supervisors than those
who are experiencing a mismatch in terms of therspnality, values and goals,
thus it can be concluded that person supervistiata significant moderating effect
on the relationship between public service motoraind personal effectiveness like

person-organization and person-group fit.

V) The moderating effect of person-supervisor fit on penness to experience

and personal effectiveness

Here, the moderated regression analysis was darueto determine the role
of person-supervisor fit as a moderator on thetioFlahip between openness to
experience and personal effectiveness. Opennesgpirience is one of the factors
in the five factor model of human personality cloéedzed by fantasy, aesthetic
sensitivity, intellectual curiosity, novelty preérces and attentiveness to one’s inner
feelings. Those who are high on this domain weregemikely to exhibit goal
directed behaviours and hates routine works. Sy tten excel highly in a

profession like policing where the predictabilifiveork nature is highly impossible.

The results shown in Table 4.52 prove this paositiglationship between
openness to experience and personal effectivembesR square value (0.277) when
standardized openness to experience was enterexthe equation explains that
around 27.7% of personal effectiveness can be iguldy this personality domain.
Moreover, from the model, it is clear that thisgiotive relationship of openness to
experience on employee effectiveness is increagaifisantly (R square = 0.423)
when the person-supervisor fit was added as a ratmfeinto the equation. That
means around 42.3% of personal effectiveness cangokécted by the combined and

interaction effect of person-supervisor fit and mpess to experience.
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Table 4.52

Analysis of moderate regression of person-superison openness to experience

and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
zOpen 0.527 0.278 0.277 0.278 269.214 0.000
2.| zOpen, zPSK 0.635 0.404 0.402 0.126 147.118 0.000
zOpen,
3. | zPSF, zOPen 0.651| 0.423 0.421 0.020 23.601 0.000
X zPSF

Dependent variable: Personal Effectiveness (p<1).00

Whatever qualities an individual is possessing meyate or facilitate by the
environment in which he lives. Specifically in a nkimg environment many
individual and organizational factors are interaetch other to determine their
influence on an employee’s behaviour at work. Thgtothis analysis it is proved
that employees high on openness to experience doofiggersonality can perform
more effectively when they perceive high congruenttl their supervisors than
those who are experiencing less congruence. Iir otbgls, it can be suggested that
the perceived congruence with one’s supervisordeiarmine an employee’s level

of effectiveness through openness to experience.

Thus, person-supervisor fit is identified as aeptial moderator of all the
predictors of personal effectiveness in determinthgir relationship between
themselves and personal effectiveness. That mesalilseave are gardening healthy
plants with many organic fertilizers for ensuringl swutrients to save plants from
nutrient deficiency and stop growing; it is essanto provide proper working
environment to nourish the employees for maximuttemioal. Person-supervisor fit
is such a desired condition in a working environmesspecially in the police
organizations where accountability and power ofdrighy is highly visible; in order
to ensure the maximum output from the part of eygds even with desired

qualities.
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e. The role of person-environment fit as a moderator n the
relationship between personal effectiveness and its

contributors

The match between employees and their work enwiemts in a broader
sense encapsulated as person-environment fit i©btle most widely researched
topics in organizational behaviour for past two atkes (Cable & Judge, 1996;
Kristof, 1996; Cable & DeReu, 2002; Kristof-BrowZimmerman & Johnson,
2005). Understanding person-environment fit is ingot because of its greater
influence on work related outcomes from the vergitweing of organizational life
such as the decision to join in an organizatiorihi» end like employee turnover
(O’'Reilly, Chatman & Caldwell, 1991; Cable & Judd®96). Moreover, throughout
this research, the investigator is trying to explai wide variety of chances and
causes both theoretical and experimental to supp@tlarge and diverse set of
positive outcomes at work through the perceptiofitofn this section the objective
was to identify the moderating role of person-emwiment fit on the relationship
between personal effectiveness and its prediciidrs. detailed descriptions of the

results were given as follows:-

) The moderating effect of person environment fit oninstitutional

socialization experience and personal effectiveness

Under this section, a moderated regression arsalyas carried out to find
out the role of person-environment fit as a moderat the prediction of personal
effectiveness by institutional socialization expade. Socialization is fundamental
to every organization and its employees becauserihgary goals of socialization
are to ensure the continuity of organizational galand to provide new comers with
a clear framework for responding to their work eomment and to enable co-
ordination with co-workers (Jones, 1986). Thussinot surprising to believe that
better socialization policies and tactics helps dievelop effective employees.
However, the earlier studies proved that individudiffer to a greater extent from
benefiting out of various socialization tactics (Vaanen & Shein, 1979; Jones,

1986). Thus through this analysis, the objective wadetermine the role of person-
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environment fit on the effects of institutional sdization experience on employee

effectiveness.
Table 4.53

Analysis of moderate regression of person-enviraimBt on institutional

socialization experience and personal effectiveness

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. ZISE 0.600, 0.360 0.359 0.360 393.295 0.000
ZISE,
2. 0.661| 0.437 0.435 0.076 94.73p 0.000
ZPEF
ZISE,
3. ZPEF, 0.686| 0.471 0.468 0.034 44.843 0.000
ZISE x
ZPEF

Dependent variable: Personal Effectiveness (p<10.00

From the model depicted in Table 4.53, it is usttexd that person-
environment fit moderates the relationship betwaestitutional socialization
experience and personal effectiveness. here, thiegels in R square from first step
(0.360) to 0.437 in second and 0.471 in the thiep €xplains that even though ISE
alone can account for 36% of personal effectivenies combined and interaction
effect of PE fit and ISE can predict 47.1% of peaeffectiveness. This increase in
the value of personal effectiveness is a proofth@ moderating role of person-
environment fit on the effect of institutional salization experience on personal
effectiveness. That means person-environment fitderaded significantly the
relationship between institutional socializatiopesence and personal effectiveness
among law enforcement officers. The value of F ¢geaat each step (393.295,
94.732 and 44.843 respectively) highlights the lleg€ significance for this
moderating influence of person-environment fit omstitutional socialization

experience in determining employee effectiveness.

From this it is clear that employees’ benefitlwit socialization experiences

is moderating by their perception of congruencehwitork environment. The
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concept of PE fit is largely affected by the prdpoes of Lewin (1938) that
behaviour is a function of the person and the emwvirent in which he interacts.
From this it is understood that individuals mayufigsh in an environment that fits
with their personal attributes and they may faceaemdfficulties and challenges
when their environment conflicts with their valugeals and needs. Thus, person-
environment fit can be considered as a fulcrum ephwhich is assumed to have an
influence on a wide variety of psychological pheroia either directly or indirectly.
Through this moderated regression analysis, itreesgd that the correspondence
between the persons and the characteristics afwuek environment can facilitate
or weaken the effect of ISE on personal effectigenéience, it can be concluded
that person-environment fit is a significant moderaof the relationship between
institutional socialization experience and persomrdflectiveness. That means
employees with better socialization experiences paform more effectively when

they experience high degree of compatibility wiikit work environment.

i) The moderating effect of person environment fit onself-efficacy and

personal effectiveness

Self-efficacy beliefs refers to the level of cal@nce a person has in his
ability to execute certain courses of action toi@ah specific outcomes (Bandura,
1997). Efficacy expectations are said to influemoany work-related positive
outcomes including task accomplishment and effectperformance (Sadri &
Robertson, 1993; Bandura, 1997; Stajkovic & Luthdr®98) although a variety of
conditions like the knowledge, task complexity, citige ability, learning skills,
adaptability, etc... (Lent & Hackett, 1987; Zimmerm&andura & Martinez-Pons,
1992; Bandura, 1997; Lane, Lane & Kyprianou, 208éje appear to influence the
effect size. Under this section a moderated regnesanalysis was tried out to
examine the moderating effect of person-environrfienn the relationship between
self-efficacy and personal effectiveness and tisellte were summarized in Table
4.54.,
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Analysis of moderate regression of person-envirgninig on Self-efficacy and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zZSES 0.746  0.557 0.556 0.557 877.19 0.000
2. ZSES, 0.770| 0.594 0.592 0.037 63.787 0.000
ZPEF
ZSES,
3. ZPEF, 0.781| 0.609 0.608 0.016 27.7477 0.000
ZSES x
ZPEF

Dependent variable: Personal Effectiveness (p<10.00

The obtained results suggest that even thoughefalacy (zSES) is
significantly predicting 55.7% of personal effeeiness among law enforcement
officers (F change = 877.19, p<0.001), the combeuedi interaction effect of person
environment fit and self-efficasy can enhance fttiediction up to 60.9%. That
means the interplay of person environment fit wa#if-efficacy can account for
around 60.9% of employee effectiveness among pgemonnel at all ranks. It
shows that the perceived compatibility with one’srkvenvironment can play an
important and significant role on the relationshigtween self-efficacy beliefs and
personal effectiveness. in other words, the em@syeth high self-efficacy beliefs
may perform more effectively when they can expexen fit between themselves

and their overall work environment than those wireexperiencing a lack of fit.

Perceived congruence among the employees in tefntiseir personality
traits, values, goals, needs and abilities witlied#int levels of work environment
might result in more positive affective reactionvéwds the organization and there
by enhance organizational commitment, identificatiwith the organization, and
organizational citizenship behaviours (Kristof-BrmwZimmerman & Johnson,
2005; Firdousiya & Jayan, 2016b). Thus a strongeeai identification with one’s
work role may facilitate employees’ active effottsvards organizational goals and

objectives which results in performance effectivsmeédence, it can be summarized
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from the model depicted in Table 4.54 that the fpasirelationship between self-
efficacy and personal effectiveness can be modeifagethe degree of congruence

that an employee can experience with his workingrenment.

i) Person environment fit as a moderator for the relabnship between self-

esteem and personal effectiveness

Here, the researcher tried out to identify the emating effect of person
environment fit perceptions on the prediction ofspmal effectiveness by self-
esteem. For this purpose a moderated regressidysmnevas carried out by using
SPSS and the observed results were displayed ife Bab5. Self-esteem can be
defined as an individual's overall subjective ewaion of his own worth and value.
Self-esteem is proved to be helpful in many ocdopat as high self-esteem
generally motivates for task accomplishment in ptdemaintain their positive view
of the self. But the modest correlation betweefiesgtieem and performance in many
studies (Baumeister, et al., 2003) highlight thie f other variables or conditions
in the prediction of effective performance and earguccess by self-esteem. In the
moderated regression analysis, zZRSES was entetbd first step and the R square
value (0.267) was found to be significant at 0.084el (F change = 254.935). It
shows that around 26.7% of personal effectivensssng law enforcement officers
can be accounted by the level of employee’s sé#fees. In the next step, when
zPEF was also entered into the model along withEA&R $he R square was increased
in to 0.392 with an F change of 142.957 and agaithe third step, when the
interaction between self-esteem and person envieohiit was calculated , the R
square value increased into 0.404 (F change = 13p&D.001). From this it is clear
that 40.4% of personal effectiveness can be exgdaiby the combined and
interaction effect of person-environment fit andf-ssteem. That means the
interplay between person environment fit and ssiéem can produce significant
change in the values of personal effectivenessnokemployee. Hence, person-
environment fit is proved as a significant moderabd prediction of personal

effectiveness by self-esteem.
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Analysis of moderate regression of person-envirarinfg on Self-esteem and

personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zZRSES 0.517 0.267 0.266 0.267 254.935 0.000
2. ZRSES, 0.626 | 0.392 0.390 0.125 142.957 0.000
ZPEF
ZRSES,
3 ZPEF, 0.635| 0.404 0.401 0.012 13.741 0.000
| ,RSES x : : : . : :
ZPEF

Dependent variable: Personal Effectiveness (p<10.00

Employees with high self-esteem may perform mdfecgvely if they are
able to perceive high degree of congruence with therking environment and also
the demerits of low self-esteem on employee effengss will be high when they
are failed to experience a better match with thwirk environment. That means the
perceived compatibility with one’s working enviroent can play an important role
on the relationship between employees’ self-estaethlevel of effectiveness. Thus
it shows the importance of fit in the workplaceettsure the maximum output from

the part of employees.

iv) The moderating effect of person environment fit onpublic service

motivation and personal effectiveness

Public service motivation is explained as a megfinpredictor of the
performance of employees in public organizationsri? & Wise, 1990; Bright,
2007). Bright (2007) also argued for the missingk lithat may explain this
relationship between public service motivation gedformance and tested the role
of person-organization fit in this line. Here, ttesearcher attempted to find out the
moderating role of person-environment fit on th&atienship between PSM and
personal effectiveness among law enforcement offiaed a moderated regression

analysis was carried out.
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Table 4.56

Analysis of moderate regression of person-envirorinfé on public service

motivation and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zPSM 0.637, 0.405 0.404 0.405 476.464 0.000
2. ZPSM, 0.701| 0.491 0.490 0.086 118.244 0.000
ZPEF
zZPSM,
3. ZPEF, 0.712| 0.507 0.505 0.016 22.15)7 0.000
ZPSM X
ZPEF

Dependent variable: Personal Effectiveness (p<10.00

Person-environment fit is a multidimensional camst with many
conceptualizations like fit between the needs oplegees and the supplies by the
environment; the fit between the demands of therenment and the abilities of the
person; the fit between values, goals and perdgnedits of the person and those of
the work environment (Chatman, 1989; Edwards & HKHar, 1993; Cable & Judge,
1996; Edwards, 1996; Kristof, 1996). This congrieehetween employees and their
work environment can be achieved in two ways: eitlsepplementary or
complementary. Supplementary fit is achieved winelividual attributes are similar
to those of the environment, whereas complemeriitais/achieved when individual
characteristics and environmental properties adaesioing to each other in order to
fill the gap among themselves and the environm@ntonsiderable amount of
research has investigated the direct and indicdetaf PE fit on employee outcomes
(Edwards, 1991; Kristof, 1996; Verquer, Beehr & Weag 2003; Kristof-Brown,
Zimmerman & Johnson, 2005; Bright, 2007; Firdoustydayan, 2016b, 2018).

Through the moderation model depicted in Table 4the investigator is
trying to explain the moderating role of personiemvment fit on the prediction of
personal effectiveness by public service motivatiBuen though PSM alone can
predict 40.7% of personal effectiveness among laoreement officers, the

combined and interaction effect of PE fit and PSdh account for 50.7% of
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personal effectiveness. This change in the amod@inprediction is due to the
moderating effect of PE fit on the relationshipvibetn public service motivation
and personal effectiveness. That means, by thisemadcan be explained that
people with high level of public service motivatiomy perform more effectively
when they experience a high degree of fit betwéemselves and their working
environment than those who are with low degreeoofycuence. In other words, the
person-environment fit can play an important amghificant role as a missing link
between public service motivation and employee céffeness through this
moderation process. Thus it can be explained tBditRs proved to be a significant
moderator in determining the influence of publicve®e motivation on their level of

effectiveness among law enforcement officers.

V) Person environment fit as a moderator for the predition of personal
effectiveness by openness to experience

In this section a moderated regression analyss caaried out to examine
the moderating effect of person-environment fit gpenness to experience in
determining the personal effectiveness. This amalygas done based on the
assumption that fit is playing a crucial role i \&riables related to effectiveness

either directly or indirectly. The observed findinggere summarized in Table 4.57.

From the R square values displayed in the mod2lFg) 0.398 and 0.421) it
is clear that the changes in R square value at si@&ghis a clear indicator of the
moderation effect of person-environment fit on thgersonality dimension in
explaining employee effectiveness. The correspandaiues of F change (269.214,
139.598 and 26.925 respectively) is significanO&01 level at each step and it
implies the generalizability of person environmditt as a moderator for the

prediction of employee effectiveness by opennesxperience.
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Analysis of moderate regression of person-envirgrimi on openness to

experience and personal effectiveness.

Model R R Adjusted R| R Square F Significance of
Square| Square Change | Change F Change
1. zOpen 0.527 0.278 0.277 0.278 269.214 0.000
o | ZOPen, | 4631 0.398 0.397 0.120|  139.598 0.000
ZPEF
zOpen,
3. ZPEF, 0.649| 0.421 0.418 0.022 26.92p 0.000
zOPen x
ZPEF

Dependent variable: Personal Effectiveness (p<10.00

Even though openness to experience is related efidctive performance,
certain conditions can negate or facilitate thifluence. Here, through this
moderated regression analysis, it is proved theggmeenvironment fit perceptions
of employee is such a significant factor that camitor the influence of employees’
tendency to be imaginative, curious, and open-ndntle a wide variety of
unexpected experiences in determining their lefefffectiveness. That means even
though police organizations are preferring empley&ith high score on openness to
experience to ensure better and effective perfocendmom the part of officers, their
perceptions about the level of fit with their warkvironment is also very important

in determining the role of such personality quediton employee effectiveness.

Thus, through these five sub-sections, personremient fit — the perceived
match between the person and their work environmens recognized as an
important factor that can monitor the relationsbgtween personal effectiveness
and its predictors through the process of moderafithis section of moderated
regression analyses suggests that all the dimensioperson-environment fit along
with overall fit perceptions can moderate signifita the positive and predictive
relationship of independent variables like insiitaél socialization experience, self-
efficacy, self-esteem, public service motivatiord apenness to experience which

were initially identified as the predictors of pamsl effectiveness. Thus it is
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highlighting the fact that even though there arenynandividual as well as

organizational factors that can contribute to erygdo effectiveness, the effect of
such factors can be influenced by a number of dédngors. Through this research
work, fit and its dimensions were identified as @ueh important phenomenon that
can moderate the relationship between these vasaid employee performance.
Thus this research supports the fit literature Xyylaning that to ensure the benefits
of all desired qualities at work for maximum anéeefive outputs, the perception of

fit is essential.



SUMMARY & CONCLUSION




The police constitute the largest disciplined éoirc the country drawn from
the community and committed to serve and operathignmilieu. As law enforcers
they are expected to provide an environment andlitons congenial to good
governance, progress and development. The police has to be courageous,
mentally and physically courteous, precise, pakistp honest, accurate, a man of
character, fearless and just in the discharge oflhties and the use of his powers.
Effective law enforcement system is the symbol ajod) governance and
administration of every state as it preserves gwaer; protects public life; prevent,
detect and punish criminal behaviors; promote pulbialth and safety; and pop up

societal morals and values.

The effectiveness of police officers in dischaggiheir duty is often a matter
of heat debate and also an important objectivetmhvmost police administrators
would looking for as well. Police effectivenessighly dependent on the ability of
police administrators to obtain the kind of polisehavior likely to achieve the
organization’s objectives without alienating angrsent of the community because
of its conflictual disputes over police standardsl gractices. Selection of most
suitable candidates, whose personal attributesargruent with the organization is
seems to be a possible solution to enhance thetigaess of law enforcement
officers. So the police organizations must tryitml fout the most suitable personnel
for the accomplishment of its long lasting objeetivand try to adopt the best
recruitment policy to make sure that the only rifjhpersonnel are selecting to the
organization and all the undesired ones are saergemit correctly at the beginning
of the recruitment process itself.
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To assess the suitability of a particular candidat a particular job, person
work environment fit (PE fit) is seemed to be a di@pproach based on different
assumptions about people and what determineskikeavior at work. PE fit implies
the congruence or compatibility between a persahhasther work environment. It
resembles the concept of wearing a ‘right sizece’shs its reflection can found in
each and every step. Fit is a desired state bemgd for by all social entities,
individuals, groups and organizations alike (E3sui, 2007) because, when
characteristics of people and the work environmemet aligned or fit together,
positive outcomes result. Individuals who percetemgruence or match between
them and their working environment will be succekahd effective in their career.
So the effectiveness of an employee is a mattéioof well he/she fit in to his/her
working environment. Keeping and maintaining effext officers is a great
challenge for our police department as the effectss of our police officers are
often questioned by the public and media as weéle Tost crucial way to make
them effective is the encouragement to enhanceéhsonal effectiveness of each
and every officer in the force. If the departmemtceed in their attempt to improve
the personal effectiveness of its employees, then dntire force will become

effective automatically.

Thus as a small attempt to find out the ways tsusn the effectiveness of
law enforcement officers, the researcher triedlemiify the potential contributors of
person-environment fit and their roles in enhancthg effectiveness of law
enforcement officers. Hence, the present studynittled as the psychological
contributors of person-work environment fit and its impact on the effectiveness

of law enforcement officers”.
OBJECTIVES OF THE STUDY

. To explore the psychological correlates and coatats of fit perception of

law enforcement officers

. To have a general idea on the nature of distributibthe variables under

study
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. To study the nature and extent of relationship agnttre variables under
study
. To identify the psychological predictors of diffatelevels of person

environment fit among the law enforcement officers

. To find out the predictive role of contributors &if on the personal

effectiveness of law enforcement officers

. To check the moderating effect of fit variablestbe relationship between

personal effectiveness and its predictors
HYPOTHESES

. The variables under study will be distributed ndinaamong the
participants

. There will be significant relationship among thedst variables

. Variables under study will be able to predict PEFLaw enforcement
officers

. Contributors of fit have a significant role in pretthg the effectiveness of

law enforcement officers

. Person environment fit and its sub variables mddsrdhe relationship

between personal effectiveness and its predictors
METHOD

The present study is designed in two phases; ampmary qualitative
exploration (pilot study) and the core part — quative descriptive study. The
second phase consists of two parts: identificatibthe psychological contributors
of person work environment fit (part 1) and theraketion of the impact of person
work environment fit and its contributors on théeefiveness of law enforcement

officers.
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PHASE 1: Preliminary Qualitative Exploration

In order to get familiarized with the nature of nwothe organizational
structure and culture of Kerala police; and to explthe various factors related with
the perception of congruence/fit among them theestigator had gathered data
through multiple means and analyzed those datahis phase of qualitative
exploration. The details of each method includihg participants, procedure, and

techniques of data collection were described below;
Stage 1: descriptive interview

Participants: consists of 15 police officers of higher ranksnirgub inspector to
deputy superintendent of police from Malappuram Kodhikkode districts. Their
ages ranged from 30 to 53 years and were differedheir religion, educational
qualification and years of service. Convenient dargpmethod was used for the

selection of participants.

Method for data collection: face to face unstructured qualitative interview
including casual talks and general discussionsrdaga the Kerala police was used

to collect the necessary data.

Procedure: all the participants were met quiet personally arfdrmally to seek

permission for the interview. The interviews weomducted in a place comfortable
to each participant other than their offices. Aftee assurance of confidentiality of
their responses, they were encouraged to share @kperiences, perceptions and
general opinions and observations regarding pdgiciheir effectiveness, problems
faced by them, and qualities of best suited as agkffective employees including
their suggestions for improving the overall effeehess of law enforcement

officers.
Stage 2: Semi-structured interview

Participants: includes 60 police officers from selected distriof Kerala ranging
from local civil police officers to district supetendent of police. Among the

sample, 20 were female police officers.
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Measures:a pre-prepared semi-structured interview schedake wged to gather the
data needed for the present study. The schedul@repared by the investigator on

the basis of information collected from the firsige.

Procedure: as an extension of previously conducted descapitierview, face to
face personal interviews were conducted for eadficgent after getting prior
permission from the person itself and concernetlaity as well. Each session took
around 40 to 60 minutes according to the converi@ifche participants. The time
and place for the interview were fixed by the irtigegor in accordance with the
expediency of each participant. Key note method ugzsl to record the data as the
investigator was not permitted to use any recordiiy. The collected data were

content analyzed.
Stage 3: Focused group discussion

Participants: comprises a total of 22 police personnel of vagianks and positions
for three separate discussions. The first grouplires 2 DYSPs and 5 civil police
officers from various part of the state. The secgrulip consists of 3 commandos of
various police camps and 3 DYSPs; and the thirdiodedes an equal number of

Cls, Sls, and constables with a total of 9 members.

Procedure: focused group discussions were conducted in tgreeps at various

times convenient to each group. All the membersewret personally in advance
after fixing appointments and time and venue weredfin accordance with their
convenience. Each session took around a period@fhours. Investigator herself
conducted each discussion and took over the roléaafitator in all the three

groups. The interaction started with the establesinof rapport, opening up of the
topic and revealed the purpose and expectationgwastigator through these
sessions even though all these were explainedithdaiily well in advance during

the time of invitation to group discussion itself.

The investigator started the discussion to brivegrt in to a common focus of
the things related with law enforcement effectieaneand role of fit in the

development and maintenance of effective employeegolice departments.
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Problems related with the recruitment, selectioaining and appraisal systems of
Kerala police were also included in the discussadong with their expected
solutions. Key note method was used to record #t@ generated through discussion
and were later analyzed by the researcher to gentra factors related with fit and

police effectiveness.

At the end of phase one, the researcher camemuatty inferences and from
that identified certain psychological contributaf person work environment fit.
Then searched in the literature for the same amallyi selected six psychological
variables namely institutional socialization expade, proactive personality, big
five personality factors, public service motivatioself-esteem, and self-efficacy

beliefs as the contributors of fit.
PHASE 2: Quantitative Descriptive Study

With an objective to identify the psychologicalegdictors of person work
environment fit and its impact on the effectivenestaw enforcement officers, the
investigator entered into the second phase ofds&arch by utilizing the necessary
information generated through the first phase cfeaech and the process of
systematic review of literature. Actually the sed@hase is a testing phase where
the researcher tried to prove the identified psiagioal contributors of fit and its
importance in the effectiveness of law enforcenwgfiters with the help of various
statistical analyses. For that purpose duringttime, the investigator prepared some
assessment tools for certain psychological varsabteler study and collected wide
range of data quantitatively and analyzed stasilyic So this phase can be further
divided in to two: selection, adaptation, and prapan of questionnaires (stage 1);
and the testing phase which includes the collectamalysis and interpretation of

guantitative data (stage 2)
Stage 1: selection, adaptation and construction @fppropriate measures

In this stage the researcher had conducted ansxéesearch for appropriate

measurement tool in the literature and selecta@lsiei measures. Restandardization
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of adopted measures were done if found necessanake them usable in the police

force and two measures were developed duringithes t

Participant: involves 400 police officers of different ranksorin CPO to DYSP
(112 females).

Procedure: selected, adopted and prepared items were admedst® each
participant individually in a face to face intengetsession after gaining permission

from the participants through proper channel.

The measure to be used for the final stage ofnigstiere fixed in this stage by the

researcher
Stage 2: Testing Phase

In this stage, the investigator collected datanfrearious police stations of

Kerala and used different statistical analysesHerinterpretations of collected data

Participants: includes 701 police officers of all ranks from CRODYSP. Among

them 200 were female police officers and their i@gpged between 25 and 56 years.

Measures: Big five personality inventory (John, Donahue & HKen 1991),
Rosenberg’s self-esteem scale (Rosenberg, 196&9ctpre personality inventory
(Crant & Kraimer, 1999), Public service motivatisnale (Kim, 2010), personal
effectiveness inventory (Andros, 1999), Self-effigascale (Firdousiya & Jayan,
2010), institutional socialization experience sa@adousiya & Jayan, 2015), and
perceived person environment fit scale (Firdougiydayan, 2015) were used in the
present study.

Procedure: After getting permission from the State police Ghtbe investigator
personally approached the Superintend of policeanibus districts and explained
the nature and purpose of study in detail. Thendésearcher approached the Station
house officers (SHO) of selected stations to geha@ointment for data collection.
Officers who are willing to participate were contple the questionnaires during a

face to face interactive session.
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Statistical analysis: parametric statistical analyses like Pearson produmment
correlation, multiple regression (stepwise), andderated regression analyses were

used to test the tenability of the formulated hizeses.
TENABILITY OF THE HYPOTHESES

The major hypotheses for the study were formulaiedthe basis of the
objectives of the present investigation. Five mdjgpotheses were formulated in
the present research and on the basis of the seshifdined; the tenability of these

hypotheses is established.

The first hypothesis proposed thdhéeé variables under study will be

distributed normally among the participants.

To verify this hypothesis, descriptive statistieas used and the values from
mean, median, mode, skewness and kurtosis for #mgables institutional
socialization experience, proactive personalityg Bve personality factors, public
service motivation, self-efficacy, self-esteem aedson-environment fit were found
to be not much deviated from normality and met tdmmditions of normal

distribution. Thus, the first hypothesis was esshad.

The second hypothesis states thhere will be significant relationship

among the study variables

In order to verify this hypothesis, Pearson praduoment correlation was
used and the hypothesis was split into two maind$eanter-correlations and
correlation among the variables. This first sectwiinter-correlation is again

divided into four sub hypothesis;

a. There will be significant relationship among theébslimensions of public

service motivation.

Positive relationship is found between all therfalimensions of public

service motivation.
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There will be significant relationship among theb<limensions of

personality.

Significant positive relationship is found betwedme five factors of
personality except neuroticism. Neuroticism is fouto be negatively
correlated with all the other four factors.

There will be significant relationship among theblimensions and

different levels of person-environment fit.

Highly significant and positive inter-correlatiaa found between all the

dimensions and various levels of person-environrfient

There will be significant relationship among thd-<limensions of personal

effectiveness.

Significant positive correlation is found betweahthe five dimensions of

personal effectiveness along with overall effecings.

Thus all these four sub hypotheses were accepted.

The second section of correlation analysis ishrrtclassified into the

following 28 sub hypotheses;

a.

There will be a significant relationship betweere thariable institutional

socialization experience and proactive personality.

Institutional socialization experience showed Bigant positive correlation

with proactive personality.

There will be a significant relationship betweere thariable institutional

socialization experience and self-efficacy.

Institutional socialization experience showed Bigant positive correlation

with self-efficacy.

There will be a significant relationship betweere thariable institutional

socialization experience and self-esteem.
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Institutional socialization experience showed Bigant positive correlation

with self-esteem.

There will be a significant relationship betweere thariable institutional

socialization experience and the dimensions ofipugalrvice motivation.

Institutional socialization experience showed Bigant positive correlation

with all the dimensions of public service motivatio

There will be a significant relationship betweere thariable institutional
socialization and big five personality factors.

Institutional socialization experience showed Bigant positive correlation
with all the factors of personality except neunstic for which the variable

obtained a significant but negative correlation.

There will be a significant relationship betweere thariable institutional

socialization experience and the various levelgar§on-environment fit.

Institutional socialization experience showed Bigant positive correlation
with all the levels of PE fit.

There will be a significant relationship betweere thariable institutional

socialization experience and the dimensions ofguexiseffectiveness.

Institutional socialization experience showed Bigant positive correlation
with all the dimensions of personal effectiveness.

There will be a significant relationship betweere thariable proactive

personality and self-efficacy.
Proactive personality is found to be positivelyretated with self-efficacy.

There will be a significant relationship betweere thariable proactive

personality and self-esteem.

Proactive personality is found to be positivelyretated with self-esteem.
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There will be a significant relationship betweere thariable proactive

personality and the dimensions of public servicdivation.

Proactive personality is found to be positivelyrretated with all the

dimensions of public service motivation.

There will be a significant relationship betweere thariable proactive
personality and the big five personality factors.

Proactive personality is found to be positivelyrretated with all the

personality factors except neuroticism.

There will be a significant relationship betweere thiariable proactive

personality and the different levels of PE fit.

Proactive personality is found to be positivelyretated with all the four
levels of PE fit.

There will be a significant relationship betweere thariable proactive

personality and the dimensions of personal effecess.

Proactive personality is found to be positivelyrretated with personal

effectiveness and its sub variables.

There will be a significant relationship betweea ttariable self-efficacy and

self-esteem.
Self-efficacy is found to be positively correlatedh self-esteem.

There will be a significant relationship betweea tariable self-efficacy and

the dimensions of public service motivation.

Self-efficacy is found to be positively correlatedith public service

motivation and its sub dimensions.

There will be a significant relationship betweea tariable self-efficacy and

the big five factors of personality.
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Self-efficacy is found to be positively correlatedth all the big five
personality factors except neuroticism. Self-efficashowed a negative

correlation with neuroticism as expected.

There will be a significant relationship betweea tariable self-efficacy and
the different levels of PE fit.

Self-efficacy is found to be positively correlatedh all the levels of PE fit.

There will be a significant relationship betweea tariable self-efficacy and
the dimensions of personal effectiveness.

Self-efficacy is found to be positively correlatetth personal effectiveness

and its sub factors.

There will be a significant relationship betweer thariable self-esteem and

the dimensions of public service motivation.

Self-esteem is found to be positively correlatathvall the dimensions of
PSM.

There will be a significant relationship betweer thariable self-esteem and

the big five factors of personality.

Self-esteem showed significant positive corretatwith all the factors of

personality except neuroticism for which it obtalreenegative correlation.

There will be a significant relationship betweer tlariable self-esteem and
the different levels of PE fit.

Self-esteem is found to be positively correlatethwall the four types of PE

fit along with overall PE fit

There will be a significant relationship betweer tlariable self-esteem and

the dimensions of personal effectiveness.

Self-esteem is found to be positively correlatathwwersonal effectiveness

and its sub dimensions.
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There will be a significant relationship betweermr tiimensions of public

service motivation and the factors of big five perality.

PSM and its dimensions were found to be positiwalgrelated with all the

personality sub factors except neuroticism.

There will be a significant relationship betweer ttimensions of public
service motivation and the different levels of RE f

PSM and its dimensions were found to be positiwalgrelated with all the
levels of PE fit.

There will be a significant relationship betweer ttimensions of public

service motivation and the variables of personfgctiVeness.

PSM and its dimensions were found to be positicelyelated with personal

effectiveness and its sub factors.

There will be a significant relationship betweere tfactors of big five

personality and different levels of PE fit.

All the personality factors except neuroticism &véound to be positively
correlated with fit variables and neuroticism isuid to be negatively
correlated with all the four levels of fit.

There will be a significant relationship betweere tfactors of big five
personality and the dimensions of personal effectss.

All the personality factors except neuroticism &véound to be positively
correlated with personal effectiveness and its\armbles and neuroticism
is found to be negatively correlated with all théy slimensions of personal

effectiveness.

There will be a significant relationship betweeffatent levels of PE fit and

the dimensions of personal effectiveness.
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All the fit variables were found to be positivetprrelated with personal

effectiveness and its sub dimensions.

Thus all these sub hypotheses were accepted arm like second major

hypothesis was also proved in the present study.

The third hypothesis is stated #ise' variables under study will be able to
predict PE fit perceptions of law enforcement offiers’.

The tenability of this hypothesis was determindgthwhe help of stepwise
multiple regression analyses under three sub sectidhe first sub section deals
with the predictability of PE fit by different lelgeof fit identified by the researcher
and the regression results proved that all the lfwels of PE fit together can predict
100% of overall PE fit perceptions of an individu&ihe second subsection of this
hypothesis was to determine the predictive capadityifferent correlates of PE fit.
For this purpose, the contributions of each contiemiension of fit were identified
on each level of PE fit separately. These two sastivere aimed at establishing the
predictive validity of the perceived PE fit scalesg@yned by the investigator during
this research work.

The third subsection explained the predictive capaf various contributors
of PE fit and the regression results depicts theda&ive personality trait,
institutional socialization experiences, self-edfty beliefs, conscientiousness,
commitment to public interest, and self-sacrifiogdther contribute 29.5% to the
perception of person job fit; proactive personalitgit, institutional socialization
experiences, self-sacrifice, self-efficacy beliafemmitment to public interest and
self-esteem together predict 32.8% of the persagaroration fit perceptions;
proactive personality trait, institutional socialion experiences, self-efficacy
beliefs, self-esteem, attraction to policy makingd aself-sacrifice all together
contribute 33% to the perception of person group s$elf-efficacy beliefs,
institutional socialization experiences, proactipersonality trait, self-esteem,
commitment to public interest, and self-sacrifiogdther contribute 30.1% of the
perception of person supervisor fit; and proactpersonality trait, institutional
socialization experiences, self-efficacy beliefsl|f-sacrifice, attraction to policy
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making, self-esteem, and commitment to public edetogether predict 35.4% of
the overall perception of person work environmehtamong law enforcement

officers. Thus the third hypothesis was acceptesbtoe extent.

The fourth hypothesis was proposed a®ntributors of fit have a
significant role in predicting the effectiveness ofaw enforcement officers:

To verify this hypothesis, stepwise multiple resgien analyses were used
for the criterion variable personal effectivenesd #&s sub dimensions keeping the
contributors of PE fit as predictors. From the esgion results, it is found that self
efficacy beliefs, proactive personality, compassiconscientiousness, openness to
experience, commitment to public interest and etitva to policy making together
contribute 52.6% to the personal focus; self-efficheliefs, self-esteem, attraction
to policy making, compassion and conscientioustegsther predict 59.5% of the
personal growth; self-efficacy beliefs, institutebrsocialization experiences, self-
sacrifice, proactive personality, self-esteem, camment to public interest and
attraction to policy making together contribute™®56.of the team effectiveness; self-
efficacy beliefs, institutional socialization exrces, self-sacrifice, commitment to
public interest and compassion all together conteil60.2% of the relationships
dimension of personal effectiveness; self efficheliefs, self-sacrifice, institutional
socialization experiences, compassion and selessjeintly predicts 58.7% of the
personal adaptability; and self efficacy beliefspstitutional socialization
experiences, self-sacrifice, openness to experjecampassion, self-esteem and
attraction to policy making together contribute485. of the personal effectiveness
of police officers. Hence, the fourth hypothesiswaso accepted substantially.

The fifth hypothesis was stated thBE fit and its sub variables moderate

the relationship between personal effectiveness aritd predictors’.

In order to verify this hypothesis moderated regien analyses were used
and the results proved that the predictive relatigmbetween personal effectiveness
and its contributors were moderated significangyPd fit, PO fit, PG fit, PS fit and
overall PE fit. So, the formulated hypothesis wias accepted.
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Thus, the entire five major hypothesis developethis study were accepted

with statistical supports.
MAJOR FINDINGS FROM THE STUDY
Phase 1: preliminary qualitative exploration

An exploration of the construct of PE fit alongthwiits correlates and
contributors was done during the pilot study thtoutjfferent methods. Different
levels of fit perception were identified: persob fit, person organization fit, person
group fit, and person supervisor fit. Various themedimensions and
conceptualizations of fit were sort out includingntnd abilities fit, need supplies
fit, value congruence, goal congruence, persondiifyand complementary fit.
Contributing factors of PE fit such as intense @edb serve the public and
community, training and socialization experiencese clarity, academic ability,
agreeableness, emotional stability, extraversiorpenness to experience,
conscientiousness, job crafting behaviors, seltafly beliefs, adaptability,
proactive personality, self-esteem, job charadiesisbelief, work engagement,
organizational change, gender, past promotion,syeérexperience and length of

service, etc were identified through content aregys

An exploration of law enforcement effectiveness aiz® tried out by the researcher
during this phase. Various issues related withcgoéffectiveness were identified.
Political favoritism, partiality, increased rate ofimes, improper investigations,
corruptions, lack of public trust and support, ffaiw existing recruitment, selection,
etc., political interference, lack of proper traigj work-family spillover, high
amount of accountability, lack of freedom or paptive decision making, power
structures, lack of professionalism, and unscienéihd improper ways of division
of labour are the major issues discussed in tlgarce An attempt to explain the
concept of police effectiveness was also made byrélsearcher at the end of this
phase. Officers’ efficiency in solving various cggj ability in maintaining public
order and safety, proficiency in ensuring publigstrand cooperation, ability to
focus on their personal and departmental objectiveiation in growth and
development of themselves and the community to vkhey extent their service,
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talents in building good relationships, morale aodhmitment in team works, and
the capacity to get easily adaptable with the chmpgature and challenging
demands of their job, etc., were recognized as rtapb elements of police
effectiveness. Finally, the variables to the nelxage of quantitative examination
were identified for testing and establishing théestific link between identified

variables empirically.
Phase 2: quantitative descriptive study

. Institutional socialization experiences and the ception of person

environment fit are related each other among thveelaforcement officers

. Proactive people perceive better fit with their,jalbganization, group and

supervisor or vice versa

. High self-esteem leads to the perception of gobavifih various levels of

one’s work environment and vice versa.

. One’s self-efficacy beliefs are related positiveliyh the perception of good

fit between oneself and his/her job, organizatemworkers and supervisors

. Law enforcement officers’ level of motivation torge the public is

positively related with their perception of fit

. The Big Five personality factors and the perceptmin person work

environment fit are related each other among laflereament officers

. Proactive personality trait, institutional socialion experiences, self-
efficacy beliefs, conscientiousness, commitmenpublic interest, and self-
sacrifice together contribute 29.5% to the peroeptf person job fit of law

enforcement officers

. Proactive personality trait, institutional socialion experiences, self-
sacrifice, self-efficacy beliefs, commitment to palnterest and self-esteem

together predict 32.8% of the person organizatioperceptions
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Proactive personality trait, institutional socialibn experiences, self-
efficacy beliefs, self-esteem, attraction to poligking and self-sacrifice all
together contribute 33% to the perception of pergmup fit among law

enforcement officers

Self-efficacy beliefs, institutional socializatioexperiences, proactive
personality trait, self-esteem, commitment to pubinterest, and self-
sacrifice together contribute 30.1% of the peragptf person supervisor fit

among law enforcement officers

Proactive personality trait, institutional socialion experiences, self-
efficacy beliefs, self-sacrifice, attraction to gl making, self-esteem, and
commitment to public interest together predict $b.of the overall

perception of person work environment fit

Institutional socialization experiences of the lanforcement officers is

related to their perception of personal effectissne

Proactive personality and personal effectivenedawfenforcement officers
are related each other in such a way that an iser@a one leads to a
proportionate hike in the other or vice versa

Police officers with high self-esteem were also vehohigh personal

effectiveness

High self-efficacy beliefs is leads to heightenedrspnal effectiveness

perceptions and vice versa

An increase in the level of public service motigatiof law enforcement

officers will leads to increased personal effeate®s perceptions

The Big Five personality factors of law enforcemefficers were related

with their personal effectiveness

An increase in fit variables indicate an increaséhe personal effectiveness

of law enforcement officers and vice versa
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Self efficacy beliefs, compassion, conscientiousnepenness to experience,
commitment to public interest and attraction toigolmaking together

contribute 52.6% to the personal focus of law erdorent officers

Self-efficacy beliefs, self-esteem, attraction wigy making, self-sacrifice
and conscientiousness together predict 59.5% opdingonal growth of law

enforcement officers

Self-efficacy beliefs, institutional socializatioexperiences, self-sacrifice,
proactive personality, self-esteem, commitment tablip interest and
attraction to policy making together contribute B5. of the team

effectiveness

50.2% of the relationships dimension of persondéativeness of law
enforcement officers is predicted by self-efficabgliefs, institutional
socialization experiences, self-sacrifice, committm® public interest and
compassion all together

Self efficacy beliefs, self-sacrifice, institutidnaocialization experiences,
compassion and self-esteem jointly predicts 58.7% tlee personal
adaptability perceptions of law enforcement offecer

65.4% of the personal effectiveness of police efficis predicted by their
self efficacy beliefs, institutional socializatioexperiences, self-sacrifice,
openness to experience, compassion, self-esteenmaténagdtion to policy

making.

Person job fit moderates the relationship of iofbthal socialization
experiences, self-efficacy beliefs, self-esteem apdnness to experience
with the personal effectiveness of law enforcenaéinters

Person organization fit act as a moderator in é&tionship of institutional
socialization experiences, public service motivatigelf-efficacy beliefs,
self-esteem and openness to experience with thextetness of police

officers
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. The role of institutional socialization experiencpablic service motivation,
self-efficacy beliefs, self-esteem and opennesxperience in the prediction
of personal effectiveness of the officers is motbetaby their perceived

person group fit

. Person supervisor fit can moderate the relatigndbetween personal
effectiveness and its contributors (institutionalcialization experiences,
self-efficacy beliefs, public service motivatiorglfsesteem and openness to

experience)

. Person environment fit have a significant modegpéfifect on the predictors
of personal effectiveness as the impact of thesgablas on personal
effectiveness of law enforcement officers will enb@a when considering the

congruence of these employees with their work emarent

Implications of the study

The findings of the present study will be helpiuleach and every human
resource processes of Police departments inclugiogiitment, selection, training,
placement, performance appraisal and evaluatior @&fisting police force can
make use of this model in order to enhance theefiteption among the officers and
thereby to improve their effectiveness. Apart frimse, the present model will be
very helpful for other human resource professioralso as the link between
congruence and effectiveness were well establishelgast the study can provide a
scientific base for the discussions regarding ttiectveness of our police force.

Hence, some specific implications of the presamd\sinclude;

. To bring awareness on the role of PE fit on empdogHectiveness among

managers, human resource professionals and emsgloyer

. To bring into focus, and create a ground for polityanges regarding the
recruitment, selection, training, placement andquarance evaluation of the

law enforcement officers to ensure right persoespdaiced at right place.

. To make valuable suggestions to police administsatim promote employee
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effectiveness.

. Through awareness on PE fit and its role on effeogss can enhance the
development and maintenance of more effective anthatted employees at
work and specifically effective police officers Wwidefinitely be an asset to

the state and the public.
. This study can shed light on effective law enforeatrto some extent.

. To create effective police officers through awassperoper training and
various policies and programs to enhance their mwarge with the
departmental objectives.

Limitations of the Study and Directions for Future Research

The investigator could not assess the temporatceff of PE fit on
effectiveness as it was not a longitudinal typere$earch. Even though, the
perception of one’s fit with work environment maybgect to change in due course
of time, that element was ignored as the researcaeit establish the temporal
effect of fit on effectiveness. Another importaimitation of the study is that though
the researcher is well aware of the problems rélati¢h the conceptualization and
assessment of fit, in the present study only thgiestive measures of fit and
effectiveness were used. Objective measures gitl bé useful. Further, the present
study was concentrated only on the comments, oagens and self-reports from
police officers. It didn’t incorporate the infornmat on police effectiveness from the
part of its end-users, which is public. Other measments like supervisor or public
ratings on effectiveness of law enforcement officesin be added to get more valid
conclusions. It didn’t include any demographic aates in the prediction of both PE
fit and personal effectiveness and their role othlas the research objective was to
identify the psychological predictors of PE fit artisl impact on law enforcement

effectiveness. Such analyses have to be includéekifuture research.
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INFORMATION FORM

ava,

)03 NEAlaHIMOMINd c0WAOW] ®IBH:B}OS BDEBJ0Uld: =lallmaln
200l NINLE|g allel H:HOOYEBUE @PROIWYAIMI(WallHPN)IN).  DEGIHSIM)ENI
TWla] Ga10350QLlld:806M 21)AIOS C2lGOMIGlENMN@.  BOGOOAN)o QIOWIa]
SI®I0V] DOMOEBBUS GO |SIGOMEBMM.  MlEBITd MIaM)o CUaIG]
AN ailaIoeEBUd  0a0aVIROW]  TVIGHILNMMD)o  NGAUHEMOMIM)  GaleNS]
2O(@o DalEWIUIIHNIIMDMIEM. MIBHS)HS BRORIBCNAIW TVAOE:O6MOo (al®]

AHIHH)aM).
Sir,

As part of my research programme, | would likectdlect data from you
based on this booklet. This booklet involves éeristatements related to your
personal as well as professional life. | can gyeel the assurance that all the
information gathered from you will be strictly caséntial and will be used solely
for the research purpose. Identity of any paréinipor any personal information
related with this study will not be disclosed toyane. | request you to read each
statement carefully and to mark your responsesnagaach statement. Your

cooperation will be highly appreciated.

Yours sincerely,

Firdousiya P.C.
Research Scholar
Dept. of Psychology
University of Calicut
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Appendix B
BIG FIVE PERSONALITY INVENTORY

mleBgies  R1aloaneoX] MINWeO|SE®O  GRAPOMEMI @R ailel
@00} 6BBB06M @Y @AVIGIHNMMD. BOGOI (alTV®OUIMEe)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OB

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

NS(IJ' LNV ®IQUM BB A B C D E
1. 6MOM B0) QI2I0LIMOM |/ @RWId:o
MVOMVIB1HH) M WOBOEN). ] 0 O 0O []

| see myself as someone who is talkative

2. 288016103 &»)Qo HOMBOMIMSS
(alQIEM® af)W1Ee)6NE.

O O o o O

| see myself as someone who tends to
find fault with others

3. 80) algar$aiw)olene® 6moad
af)oM GRILNHUWD al)AOTIWILHIOYENE.

O O o o O

| see myself as someone who does a
thorough job

4. oM 3ydenieimio QllaeNM)@I6M.
| see myself as someone who is O O O O ]
depressed and blue

5. a0 2aeild:0lo MATMAMIW @RYUd
WEBBUWS OAl2)) al)RIGOM)IMNWOSBI6M.

| see myself as someone who is original
and comes up with new ideas

O O o o O

6. 6O @OL® @}00D MLoMLIBIHE)AN

(aldh @B ME. D D D D I:l

| see myself as someone who is reserved
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Sl.

NG LIV ®IQUM BB A B C D E

7. 60 MIavI@@OM)o AQBRAIOO
MVa00WE9)aNAIM)R06M (alEOIald:0

ole)@oem). ] O O O ]
| see myself as someone who is helpful
and unselfish with others

8. 6O} @RAIGHINIW)o @R(UDRLAOW)o
0068368 M2 lailes)mMmwososm.

| see myself as someone who can be
somewhat careless

9. NELINSHO8 @®O6Mo 6).21Q)003
af)Mes) SHFIWO0)6NS.

| see myself as someone who is relaxed
and handles stress well

O O o o O

O O o o O

10. gMles allailw caalele:sod/ allauw
Bs103 @oLialoymyens.

O O od o O

| see myself as someone who is curious
about many different things

11. 6O ©MALERAVILINIEM.

| see myself as someone who is full of [ ] 1 O ] L]
energy

12. 6®OM AQBBAIO)ROW] QIPHEISO0)6NS.

| see myself as someone who starts [] 1 O ] L]
guarrels with others

13. @RAdH0)0 @RYUOWIEQNM AllvdIMS®
MOW AIYBGIWO6M MO

| see myself as someone who is a
reliable worker

14. af)Mles 2OMAVlGailoln0)ee0 @PM)E
QIOQ|S00)6Ns.
| see myself as someone who can be
tense

15. 60 MlalemmM)o 2illam0GUdaHlWIBS
QIMYR06M.
| see myself as someone who is
ingenious and deep thinker

16. 2Q)880IBHH OONVIA00 aldhOIM
af)Mles) MVOUWBH00)6eNS.

| see myself as someone who generates Q
lot of enthusiasm
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Sl.
No.

(el @M DU A

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

SHR0UN1LINBB (AlHLDHHOOMIEM.

| see myself as someone who has a L]
forgiving nature

MO8 @RS)EN)0 allgWio MEloom
(Al @ BHOO M.

| see myself as someone who tends to bQ
disorganized

830)al0S CAIAILIMIN|S)AN @RHSIEM.

| see myself as someone who worries a [ ]
lot

DDALRAVIEIOEVWINS BIAUMICDS
20 B:00468BU3 6)21QOM af)Mi1He
&HFlW)o. ]

| see myself as someone who has an
active imagination

D (aldsy DIBHOOMOIE).

| see myself as someone who tends to bd_]
quiet

MLOWOEEMOW ag)elommleno ailuolo
2@ len)MOsI6M.

| see myself as someone who is
generally trusting

L

alel &00)6BsleNo @RAITVA0W auaTl
al®06M af)M1HN8SSO).

| see myself as someone who tends to béj
lazy

MOM HNAUSIOBIH: BUIMWIBSBAIM)0
alegam 20MaVlB2001 @EHAMMS]
QOM@MQIMIDOE). ]

| see myself as someone who is
emotionally stable and not easily upset

GMOM @610 BO) @REMIaHEMAIS)
QIoem.

| see myself as someone who is
inventive

(aI@1BH6M AEMIBIAIMBS /ah)o3
@0 @PE(IdWEBBUE @Y0AN)alOWIAN
QY E®Io6M. O

| see myself as someone who has an
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Sl.
No.

(el @M DU A

27.

28.

29.

30.

31.

32.

33.

34.

35.

assertive personality
af)Mlee ®oLinloydlenda / alloqvu®
@PMYEAIO|SI0)6NS.

| see myself as someone who can be
cold and aloof

[l

aB3OQS)0m 6R0L(l a)BOWIWIHN) M
@M B0 Al0l(WA]BH0)6ME.

| see myself as someone who persevereg
until the task is finished

af)Mlee cR0eNIe MEIDIaHOo
HONBOMOM BHFlwoolel

| see myself as someone who can be
moody

L

MO8 &HLIDal0AN0 TVDMBOYaI0N)AIW
@PM)EAIEBAS AlleIndilen)an).

| see myself as someone who values
artistic and aesthetic experiences

DQ)BBAIGOIS TVIG(MDROW] DSal9D)
M®I@3 M3 Qflmyeimoem).

| see myself as someone who is
sometimes shy and inhibited

af)£100IG00S)0 BR®0 alBlNEMMW)?)
SSWISBIEM).

| see myself as someone who is
considerate and kind to almost everyone
MM B004(l0aI®ICWINS B0} 63303
©a1Q00)6NS.

| see myself as someone who does
things efficiently

allol?)0)eoM88 TvmAEEBslAlo
QAUBOHO VOIMNMIV]BIBHIMW BF1WIO)

| see myself as someone who remains
calm in tense situations

L

MO8 @RYAUBDMM AVIBOAIMSBS
GROEN®HO8 DaFiSE|SIAM).

| see myself as someone who prefers
work that is routine
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Sl.
No.

(el @M DU

36.

37.

38.

39.

40.

41.

42.

43.

44,

MO @IOAN)MVOTLIG]HN)ANAIM)o
MUMa00d330’lelo O8BWOSB)M06M).

| see myself as someone who is outgoinJ:|

and sociable

21210 0090eE6 OB AYBBAICOIS
al0}aHR0W] ©al0)RO000)6NE.

| see myself as someone who is
sometimes rude to others

M aIBLMNHUB @AM aHs

016 B0 @G MSafleIEN)d®)o
©21Q00)6Ns.

| see myself as someone who makes
plans and follows through with them

MOM alesam Qild:00B01MOAINN)
oM.

| see myself as someone who gets
nervous easily

af)MHs @RYUDWEBBU3 AMMo
£21Q0oM)o @A RIAUTOOMIGE (aldlan
efloflevomyo sDatiSMO6M.

| see myself as someone who likes to
reflect and play with ideas

O HLI0aI0N0W @IME3nl0Y 63303
EDLIOOI @RYSBI6I

| see myself as someone who has few
artistic interests

2QBBQUI0}R0WV] TVaOHB1H9O03
@O l0MBB @RYSBI6M.

| see myself as someone who likes to
cooperate with others

®alesan @AVITLOMOIE)ANWIBIEM).

| see myself as someone who is easily
distracted

MO8 MVOAOIMY@mIeno, Mol
omlelo, Helvleno B8606 @RYBERAIN)
SBWISBIEM.

| see myself as someone who is
sophisticated in art, music, or literature

[l
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Appendix C
PERSONAL EFFECTIVENESS INVENTORY

wlesgies  R1al®aneo®] MINWO|SE®O  GRLPOMEMI @R ailel
@00} 6BBB06M @IY® @AVIGIHNIMD. BOGOI (alTV®OUMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OS]

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

NS(I). (e @M D> U3 A B C D E
1. )@  @polajo HSland:8lo  &)S)
®@3 HR2]a|S)ODMDIMIV] aIOM
Gajo®)o alG@lWOalBHI0)6NE. O O 0O O ]
| am always eager to enhance my
knowledge and skills
2. DD AUNIAIMOBIG3  MEBBUD  af)aM)
O2IT®OL)o @R® ofQQl}o il a|®O
DOMHIN@IEM AUCINSS . O O 0O O ]

Whatever we do in this organization
works out to be the best.

3. MallosMas AlyE®1HH0d ®el@d mel
80) nNITWwo MIRINIC3EN)INI6NS.

There is a good affinity between all the
people here

4. af)® @QYAUUWDLo QIOYEMIOP)o EMEBBUD
al0MIal0o MVaNIWIENI0Y6MNE.

We help and support one another
whenever necessary

0O OO o o

0O Oo o o

5. a)® 3 MWW MHOBH6) 0]
af)MB6 MEI GENIOWYM6TE. O O 0O O ]

I am well conscious of my priorities
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Sl.
No.

(e @I QUM D> U3 A

10.

11.

12.

13.

14.

aop@ lallmo aigeo mel Ololw]
£106M al)BOONR 2f)6E06NEI01H9)aN©).

My life is progressing in a halistic
manner

a)® MO INODIOG  LIHULEROS
amMOM  @ROIW)HW)o @R 1HG1H0)
W0 alQIaN). ]
| understand and accept the vision of
my institution

so@leno )S) O3 0063303
9219008 alQlo af)aN D02 QflKdIOIV
OOMIHN6NE. ]
| am confident that | can make richer
contributions

80600  QINADMIHN)0  af)OAN  af)HaAD
®leljo 3089  alOlale9om)ensod)o
o) 60 aflvoimslesnan). ]

| believe every one has something to
teach me

0@ G2LIW]HHOCIWI0 MVa0 (1RO

& 0)0 af)Bajo®)o o) MOBNa o
WI@IHHO0Y6NE. ]
The superior and my colleagues are
always willing to be my mentors.

af)eBBeOM  AlRVWOMIOAIOmIGa]06Mo
af)aM) 6MEBBUBHE MMMOWISoIW2o.

L

Our institution knows how to attain
success

a))o® KRaleMmIeInREOIGE af)Mlos)
®yal@l)ens.

| am satisfied with the quality of my
life.

[l

80600 C®Om3lYITd MIM)o 680)aldsS
00468303 alClenIM)6NE. ]

| learn a lot from every failure

MelyQlo  GILAIMANAJEMN  EMEBBSBIOS
(aWOM DO OQIIE1C)16BBU3.

Quality and service are our chief
obligations

[l
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Sl.
No.

(e @I QUM D> U3 A

15.

16.

17.

18.

19.

20.

21.

22.

amEBx8)0s  Wlajodseaglead  coall
Q8OO CUDORMMAJ6M.

The future of our organization is really
bright.

)o@ RNalOLIHUIEEe8  amOMm
Galo®)o alCleuIWlenHWo @M
L@l 2EMOYB®)0 62IQIY6NE. ]
| frequently re-examine my life's goals
and progress accordingly.

AMEBBRB)NS TVNIINODIONAG  LldHYo/
alléxemo QIge® allrlcol®o6).

The mission and vision of our
institution are very precious.

6003 29]0) Wla|odgeaaglmows]
O2ITMISIBS  H0068BU3  af)L10AI0Y0
80)Caloeel @RoN1H018nH00)6ME. ]

My contributions to this institution are
appreciated by all.

Galoellmy  GALMWOS  BINAIBIM
&Gl DN@3 MO8 @REINOMIHN)aM).

| am proud | could become a part of law[ ]
enforcement (police department)/Police
fource.

[l

L

af)0M)H00L0  SaIQIAN@IM)o  MMNo
a0 630) ©)alCOIWIMBIBE] ailav
B900) 6N []
| design everything before hand

AOEBBUBISWIRNS8  AIY®MOTVEBOS
aM6eIBUS M0 0lW)HWYo  @RMOEM)
AOEBROS VSO )N W1Vl
@P@IOMm alleIn®]en o 6aIQI06eNE. ]

We are conscious of the differences
between us and we recognize their
value/consider it as a strength

caLaImomleag N)EMCRMBRDH6I61
AMEBIBBIOHS  MNOalMo  A)MB@®)H0
0SB M D. ]
Our institution gives priority to the
quality of its services.
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Sl.
No.

(e @I QUM D> U3 A

23.

24.

25.

26.

27.

28.

29.

30.

AOOMEIO  aflelalg  HOOIM06Mo
©aIQ)MM® af)a af)MIde) GEOANI0)

onis. [

| feel | am doing something valuable

0o RIol®OOB]LNMNEIH:)IM  B0C00
al)BEON®IW)o EMIB (VORLIEHI0)6NS.

| note and appreciate the incrementa':|
progress in my life.

AR OOMOASIMIEBUE  ONAIY
200 alBFlOgS)O B0} (N)aoWgoem)
¢R0eil §21QoI8S8©). ]

We work as a team, making just
distribution of the work-load

slalenss «f)eloalo)e GRAIV)ES Al a)
(alB®SMo  MOANWIEM  al)OOONS)HN)

Mmo. ]
Everyone in our team tries to actualize
his/her full potential.

mallosMas  og)eloalojo  ailvoiavl
HHOM  HBIBBYANAIOJ0 LAl W)BB
QIOIR06M. ]

Everyone in our institution (station) is
trustworthy and consistent.

AMOOHMON)  ME!  &HO0IOBIM)EaleNE]
@OoeM )M HFIAUMWD DalEWOUT]
#9)AND )M MBS G®OANI0Y6NE. []
| feel I am using my talents for a noble
cause.

af)Me)  af)OM  TVAO(AIQIBCNHO}OS
MVa0OWo  af)GaloP)o  (al®1B:Hle6001
an@®oem. ]
| can expect my collegues help at any
time.

)0 HOSWBBAIOOLI0  af)MB6)
Qil®00 MIBROMIW  ailamyem M@3HH0
0)6ns. ]
My colleagues extend their passionate
support to me whenever it is needed.
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Sl.

NGO (eI ®IQUIM >3 A B C D E
31. o Slo allR0lajo@d 2ao(@e
af)Dlee)o allRWlenomoal). O O 0O O ]
| can excel only if my team excels.
32. ©a1eailg] af)(@ HS)OM®IEMELIeN0

AIMEEBRUIN @R® CGMOISOd AVOWIHHD

O36=. O O oOd o O
No matter how tough the challenge, we
can face it.
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Appendix D
PUBLIC SERVICE MOTIVATION SCALE

wlesgies  R1al®aneo®] MINWO|SE®O  GRLPOMEMI @R ailel
@00} 6BBB06M @IY® @AVIGIHNIMD. BOGOI (alTV®OUIMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OS]

Given below are some statements related to yousopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trli& denotes '‘Sometimes True', 'D’
for 'Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tick[ mark in the appropriate column.

Sl.

N (I ®IQUM BB A B C D E
0.

1. 2Q880}000] Hald@)H00L6BBUY 21Ba]
£21Q0M)o @RE](I0WEBUI al®H)eAl

BHOMODOBN af)MBSatiSR06M. ] OO0 O O ]

| like to share my views on public
policies with others

2. Mgl GpUYEEeHs MIWARIB5] 20QI
HFIANBS Hal0®) (AIQIBDD) HHO

HMOM ENIn0)AOMIHE)aN). (1 [0 [0 [ []

| respect public officials who can turn a
good idea into law

3.  Ayeo] af)m MIAIVIG3 TVOM)asld:
(IUOMEBBUB alBla0@1BHIMI BN
@00} 63BS103 (VORU1GHNEM @RMINI0

Qy@06M. [] O O O L]

It is necessary to contribute to activities
that tackle social problems

4., qUABHHIQ RIAUMBHI0)OS WIBE1 @
a)a0N® @RAIOYOS B0} HUAMCVIB0

(aI0WOMY2BaO1Be) N @o6M). ] 1 O ] ]
Ethical behaviors of public officials is as
important as competence
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Sl.

NG LIV ®IQUM BB A B C D E

5. of)@®eam olosslelneemsslel)o
B0G020)OM0Y0  HaldERMBHHUN
OMID3 (D 261)06NIRL EIW]BlHn6M

OO MM Qilvoiasles)am). ] 0 O 0O []
| believe everyone has a moral

commitment to civic affairs no matter

how busy they are

6. VDAOOMIG3 af)dm6M MVoRAilaf)
8 306MEIBlB9)M® ag)MAIWOM
®alomeal 6mOM ALl @oLialoy

©ROIM)0 B06M1en0a1e). O O O O []

It is hard for me to get intensely
interested in what is going on in my
society.

7. U2)a00mIGE alelle 20QeBaHx0aM)0
VY ediSlosloLlEl@dEaloeno aQ)8s0l
0}9S MM HO)CAINE] alel MEl B004
B30 ©)21QOM MM (VoalB0)6NS. ] 1 O ] ]

| often try to do some good things even
if it will not make a big change in the
society.

8. 0Q)B80ICO0S @RYHOBZIENC @MW
200 ©al0)R00)IM® (VOELWITI
®alg0T3 eMOM (AI®1B>@1Be00)6NS. ] OO0 O O ]

| will react when | see other people
being treated unfairly

9. oMo IS al0R0W] aldlalwailelo
OIS GAHDB00) 68BOBH)01a]

00 2 flaolenodlal. 0 O O 0O []

| seldom think about the welfare of
people whom | don't know personally.

10. TV2a0EMI@3 MMM MHe LIElH)aN
®IEMEHIUB @OMIGRISS @1@]a))
M@3HIM M0 BIGOIO)OMDY0 ENIORDLY

muN6M. [] 1 O [] []

People should give back to society more
than they get from it
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NS(IJ' (@M B 0B A B C D E
11. @O (al®lanelo MTHIVIeL]
B103Gal0LI0 HaldI®)RMEIVAUMMTIG3
AMOMB @RYMMBO BHONMBOMYAN). ] 0 O 0O []
Serving citizens would give me a good
feeling even if no one paid me for it.
12. QU@aOMMEN)GAIME]/6)ald®)ERMMM

B GAUGNE] MaFHSEBUS 0BQIQI0
681300 / MVaO1HHOMB MO MQYIOI6M). ] OO0 O O ]

| am prepared to take risk for the good
of society
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Appendix E
PROACTIVE PERSONALITY INVENTORY

wlesgies  R1al®aneo®] MINWO|SE®O  GRLPOMEMI @R ailel
@00} 6BBB06M @IY® @AVIGIHNIMD. BOGOI (alTV®OUMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OB

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

Sl.

No LadAV@®IQIM HUD A B C D E

1. oM@ R1®OT®] H22]ea|S;OMIMBS 20BNEBBUI
oM MuLlEA0W] @REMIAH]BHI0)6MS.

| am constantly on the lookout for new ways to
improve my life

2. (S VWOCVDH20W AXQOMIMCAUMETIW)BS (aleniel
20® B0) VM af)oM DBBleNMS. 1 0 O 0O
| have a powerful force for constructive change

O 0004

3.  af)ep0} GRUOWEEBHG WILNIGMNYAILH)MDIEM
B9 (alG210BMEDE)M 2eQOaNIL].

Nothing is more exciting than seeing my ideas turn
into reality.

4.  @RAUMOEBUWY ®0layol@MM®IE3 ag)mlses oils)
HOIENE- OO 0Oodnd
| excel at identifying opportunities

5. af) M@ @SAVEBBU @GMOI50Le alluoimslenam
B0000Wo MO MSa0BNHOOIAN H21Q))0

If | believe in an idea, no obstacle will preverg m
from making it happen

O 0004

O 0004
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NS(I). LN @IQUM BB A B C D E
6. @R (alOHONOW TVIn02I0YEBROS HN26)|SIOMIM3
MO (VOAHHINYENE.
If | believe in an idea, no obstacle will preverg m oo
from making it happen.
7. MHLIOOAITVO0 AQIOHOBHNIB)o MM @3Bl 2J0lWI3
a)M1Bs) MLOUWlBe)o. 0000 O
| can spot a good opportunity long before others ca
8. aMOM af)damesleno 8arlod alludlmilajod @R
@@ ailail@aoeemslelo/B3gea|s®oeem
®leljo @M MSa0Be)H @EAN 6aly)o. OO0 00O
No matter what the odds, if | believe in something
will make it happen.
0. 00 MIBQa0MOBIM) aBQajo 2lM20W MO

@06 6O LI1HB1BH0)BB D). OO0 000O
| am always looking for better ways to do things
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Appendix F
ROSENBERG'S SELF-ESTEEM SCALE

wlesgies  R1al®aneo®] MINWO|SE®O  GRLPOMEMI @R ailel
@00} 6BBB06M @IY® @AVIGIHNIMD. BOGOI (alTV®OUMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OB

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

Sl.

NG LadaV®IQIM & UD A B C D E

1. ©alo®eql amOM Mo@yal®mosM.
On the whole, | am satisfied with myself

2. 2llelGa]oo9ieds af)ean sanlm)o

O308SNL! ) C®OIMDI af) M1Be)
oni. I [ I I R

At times, | think | am not good at all

3. a@ee) alel M| N)EMEEBS)M NS
MO ailvdirslesn)an).

O O od O O

O O od O O

| feel that | have a number of good
qualities

4. 0Q)880IH0COORIOMOIN &0 463BU3
a2 2200 §21Q0MB8 H¥loaIm]

FONE. O O O O 0O
| am able to do things as like most other
people

5. @REIQIMO0OGHIBSOMHE TVANGUdAUD)
S0 agyavleiloglan) amoad Hy@)aM). ] 1 [ ] ]
| feel I do not have much to be proud of
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Sl.
No.

(el @M DU

10.

2121920090000 ®™IBOM)0 5
ANOSFAUMOIOEMAN NI BO}MI0)
ons.

| certainly feel useless at times

O3 qULIWo QeI He)HHW)o,
O@)L15a1010eMM @RABaC]H)aNAIO

®6emam ailvoloMo &Ala)) al)RIG0m)
&W)o HalQan).

| feel that I'm a person of worth, at least
on an equal plane with others

@neialod)s] quIoElaomlwowlo)eam
103 ag)Mm) MO @RY(Na0lEN)aN)6eNS.

| wish | could have more respect for
myself

B0) al0IZE]®MMIeEMaM) 2 ilamlen)ald
M8 (UMD af)avlensns.

All'in all, I am inclined to feel that | am
a failure

INON3 (H1WICNHN0W TVATalio
£ Ql2))al)LIGOM)IM®OBI6M).

| take a positive attitude toward myself
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Appendix G
SELF EFFICACY SCALE — SHORT FORM

wleBgies  R1al®aneow] MINWO|SE®O  GRLPOMEMI @R ailel
@00 6BBB06M @Y @AVIGIHNIMD. BOGOI (alTV®OUMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@EM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MNGIEM®)o (aI@IWBIWH:a
@9)aMN). @Al BGOOMM)o ANWla] MlEBg1es RIAUMNOOWIT BRG  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OS]

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

NS(IJ' LAV @®IAUM D YD A B C D E
1. Railm@1@3 9NN @R(aI®]

AU TVMBAREEBHS EMOISOd

af)MB6) HSIWO0)6NS. O O 0O O []

| am able to deal effectively with
unexpected events in my life

2. (I@INTWHHEBS 9SMS] ALAOTVeA]
S0OMMIBe MLOWIBHI0Y6NE.

| am confident that | can adjust quickly
to challenges in my life

3. a)O3 LISHUYEBUE aOM cMSloOWS)
B900)6NE.

| am able to develop my resources to
achieve my goals.

0O OO o o

O Oo o o

4. Rlalloomlend 80600 caallisgleno
2l o] (al®HSMo BOP210AIBHI0)6NS.

| am able to perform well in any O O 0O 0O 04
situations that may come up throughout
my life

5. 2QBBAICIG3 VOB RO AVIOWTMo
©218NOMOM ag)M1ee &SlW)o

| believe that | able to make impact on
others

O Oo o o
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Sl.
No.

(e @I QUM D> U3

QilaHAHO20W TVMBAER6EBUE @PElN)6 I
B 016B96NEIAUO)EMUIOUE @R® ARV,
2SSO TBHHIM ag)aM)o
MVaOlEHOM OB BO)EOHRI6M.

When confronted with a difficult task, |
am willing to spend whatever it takes to
accomplish it.

&domaly MI3QJa0eMAMI@3 AIlSal
alQ)EGMIOU3 af)O3 ®(OMEBTBOS NI
o) MAWIBEM@OBIM) AlCWWROHHI0)
6T,

When [ fail in a task | revaluate my
strategies

2)o@ R10®(a100MEEBHS alGlaod]
BNOMBB (al0aI®] ag)Mlon)ens.

| am able to resolve the troubles in my
life

aflomyemaglajoom amvmdeasslelo
a)©M alo@0QIUW] OM 621QI0)ENS.

| continue to put my best in an
unsupportive environment

[l

L

L

[l

L

L

L

0O O 0O

O O 0O

O O 0O

O O 0O
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Appendix H
INSTITUTIONAL SOCIALISATION EXPERIENCE SCALE

wlesgies  R1aleaneo®] MINWO|SE®O  GRLPOMEMI @R ailel
@00} 6BBBO6M @Y @AVIGIHNIMD. BOGOI (alTV®OUMER)o ‘A, B, C, D, E'
af)aV1EBBOM @RERI DOMOEBBBIMBB®/ A0)alSIHB6MBI®.  O®IO3 ‘A’
af)MM®  af)2I0TEald9}o LVBIWIEM o) M@IEM®)o ‘B’ llenEajo9}o LOBIWOET
a)M@IEM®)o ‘C’ MSTOSNIOHH GBIWIM ) MNGlOM®o D’ QIGO0
0o@l@IEM af)M@ICM®o ‘E’ BGlsnL)o WAIWEl af)MMGIEM®)o (aI@IWBIWH:a
®9)aMN). @Al BGOOMM)o ANWla] MlEBg1os RIAUOOWIT GR®  af)(DCOMO80

W0GE1WIN af) DD BRIV CHISOMIT (V) @RSWIsSOGS GO6IO|S)O1) b,
MAlo® H®MEQI/MCICWI @YY PO OS]

Given below are some statements related to yowsopal as well as
professional life. For each statement there are fesponse options in which 'A’
denotes 'Always True', 'B' stands for 'Usually Trl& denotes 'Sometimes True', 'D'
for '‘Rarely True' and 'E' indicates 'Never Truearédully read each statements and
mark your response with a tickT mark in the appropriate column.

Sl

NG (AN @IUM D U3 A B C D E

1. O3 D NN IMOMING 80} ME! (aI®IWIUwlwo

o OO0 004

| am a good representative of this organization

2. o)}  eRoLNVIG  DalcIUIlENM  (aICDID
QO HB)o  (ICVOINEBBSB}0  2l)0)HOC|0)HB)
OR0OBO AMAILIBHIM af)MHe TVLOWHe)0. OO0 000O

| can understand the specialized terminology and
vocabulary of my profession.

3. D MUNIaIMODIIG3 HHO0LEBBUB  af)EBBEOMEWIEHE)
©WOEM MSANYBAldQANMD af)am af)MEOGTIWIo.

ooooo

| have learned how things really work in th
organization

4. AB@INE a0 TVAO(alUBODHAHN0  af)OaD

D aUSA06M). OO000 O

| believe most of my co-workers like me

5. 0D MUNJalMOmIH0d @19 2100M)HO0IMEBBOBIAN)0
oD@ aldlailongl.

| am not familiar with organization's customs ar@ 0o oo
rituals.
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Sl.
No.

(AN @I0UIM A U3 A B C D E

10.

11.

DD MUNIAIMOTIG3 MSHN)AN  BRYCLIDHGAUSBH>
8103 emoMd VRNV ale8:S)EH00)6NS.

poooo

| usually make active participation in the vario
celebrations and programs of this organization

DD UOOAIMOMIOMW  LldHULEEUE  MlOEAIQIM

FOM ald)(Woallen00)6ns. 1O 00 0O

| support the goals that are set by my organization

$003(n10a1D6WOS) )51 af)Odd cRoell alRWE0
2001 ag)6BBOM O 21V®)®IBHOMORMN  ag)M1HH01

0. O 0004

| have learned how to successfully perform my job i
an efficient manner.

D MO INAWBIM SO MSHSNAN @OMDalaldC]s
uaqil@dmlamyo BOM) ) SLIGIMIMM)H206)H6)
LOWOOEMOW] MO BFIEOMA00)BWIEM  al@]

al. O 0004

| usually keep away from the informal networks and
gatherings of people with in this organization.

GROAIMOMINWAIY  HFlANGHOS  QAUSOHO QIS
2001 aMqUILNEHIM@ )M 0TDIV1eNss 161wl
1Mo af)Mlee e1Elajlgyens.

| have been through a set of training experienkat D oot
specifically designed to give newcomers a thorough
knowledge of job related skills.

DD LN IMOMIOAI alGlal@IVMIMNOIW DGBYIW
OB @RAIOYOS (oI IBHIBHM)AVY DRIV MOQEBBUD
af)IENENRAN0 QOO of)OdN B0} @RE:EICIT]EI06T

BB B9 . 0O 00 O

| feel that experienced organizational members have
held me at a distance until | conform to their
expectations
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Appendix |
PERCEIVED PERSON-ENVIRONMENT FIT SCALE

MleEB8)Os 3DEEL0UIe: Rlal®man@oV] MINWealg aflel (AIT@OAIMG:S06M @IDP HHIS;OMIGISNINE. @Al BOGOIN)o

M6BBOS MVoeNITWla] af)(@EOMIBo WGIWIEM af)MN@ GCRGID CHISOI@S (V) @RSVIBHA|S)AM)d.  BIGOI (alM@IAUMVIOEIW)o

aflgeowo (----) eRoeil, qundalmMo, ()], MV|BOHHAMVA o)1 MOLN) ANEN)GHWBOBEME ah@lafla) GaleMo AWM.

630600

(IO @oaIMee)o ‘A, B, C, D, E' af)a1eaBOM @RI DOMOBSBMBB®/ A0}alISIHh80em)88®. MG ‘A’ a)adN® af)2I0TEaloP}o KOG

@O a)N@IEM®)o ‘B’ 2llBnEao9}o LOBIWIEM a)M@IEM®)o C’ MSTOHNIOHH VABIWIET o) M@IOM®)o ‘D’ AIRIGa 090 Goal

@O o) M@IEM®)o ‘E’ Bclenrl)o tdElweal af)@IEM®)o (aITIMIWIBGE1E9aM).  BIGOD (AITT@IAUM®)o (VERLEWINS AUV 2 |TIM)

GUaHO MIBH:B)HS DOMOODIMIEMHO (V') ERSWOBO|SIOm)E:. DBIOOEMAOW]

1. ‘af)9ag ---200 BOM)CaIOHMN@IGE MIAN)o )OI MELILEEBUE af)dAN S WBIBOMOOYENE’. )M (aITC@IQIM.

a 0)oM_c2R0elA00f] BOM)Ealdd MG MlaN)o )} M)EILEBUE af)HAN @SEN MIGCMNO0)6MNS. A B C D E
b. a)OM@ TLNJaIMANEOW] BOMYEAIIH)AN@IGE MIMMYo af)OIF MLILEBUD O @S MIBCMIO)6TE. A B C D E
C. a)O@ (N2 N2V BOW)EalOB)MDIT WIaN)o 2O MEILEEBUE af)OIN ST WIBOMIO)ENE. A B C D E
d. a)O@ V)2 |30HAUMV0)ROW] BOIN)EaldBHM@IG WIaNo af)HG M)LIEBUB af)HAN @SED WIBTMO0YENE. A B C D
af)IEBOMIEM ANWIEHNMEZ®. MAIlOS (VGICWI H@HQD BRPYW DO OEBIIEL. MIEBUBHL  o)IMIE) EGOMNMAN® BRDIENM

G066 |S)COMENEO).
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Certain statements regarding your professionaldie given below. Kindly go through each statdnaed report to how extent you
are agree with each one. The blank space in datdneents has to be filled in four different waysnely, job, organization, group and
supervisor. In the response category 'A' dendtlegys True', 'B' stands for 'Usually True', 'Chde&es 'Sometimes True', 'D' for 'Rarely
True' and 'E' indicates 'Never True'. Please makergsponse carefully with a tickT mark.

For example, the statement 'my values prevent am fitting in with my ...... " has to be filled like

a My values prevent me from fitting in with my Job Al B | C|D E
b. | My values prevent me from fitting in with my Orgaation A B C D E
c. | my values prevent me from fitting in with my Group A | B | C|D E
d. | my values prevent me from fitting in with my Supeor A B C D E
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SI.

No.

LAl ®IQUM DU

c=oeil / Job

aundaimo /
Organizatoin

(W3a] / Group

QLY (G TeT (VG
/ Supervisor

B|C|D

A

B

C

D

E

A|lB|C|D|E

A|B|C|D|E

Y0 (214 1 SR 200 BOM)BaldB)MN@IGIMIaM)o
af)O0Q MEILEBBUD af)DAD GSEDID MIRBCMIOYENE.

My values prevent me from fitting in with my ...

LY 1016, R 9S/0M LlaHY @RS00V aMOM QI8
00V Wldho GWIKH)aN).

| identify strongly with the goals of my ..........

1) 114 1 SR ©3/ 16108 2Q0dHN)0 MO allel
(aIC@ B BHFIANH:SI0 HOAIBNRLIANO af)MIHe)6NE.

My knowledge, skills, and abilities offer somethitigt
other employees infunder my .......... do not have.

1) (D14 1 SO @3 MM aileiIglenan qvawo
MO8 @RYMLIGIBHI0)6NE.

| can enjoy the time | spend with my ..........

a)®@ Qilayo 0IVAl0 aIBlKdleIMalo @D ...

af)MI@@IMYo @YWV |S)ANDIEMOS) TVAIMAIEN.

My eucation and training provide a good match it
demands that my .......... places on me

DHODOTNIENBS .............. 6 QAUBOO GRM)EWORY MOV
80) AUYE®IWIEM 6HOM.

| am the right type of person for this kind of......
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Wldho @OM)EWORMI6M.
My personality is a good match for this type aof.....

aV)a 3OV
c=20eil / Job MOO.JmO./ (wya] / Group lgs?‘t ervisor
I\sll. (IS ®OAIMN @03 Organizatoin p
0.
B|C|D A|B|C|D|E|A CIDIE|A|B|C|D]|E
7. 2laloomIcd 600 ailel &:Eiailen)amaiio «f)oag
............... allein@le9)mai®io ®eXle3 B0)aldS TVAIM®
BBY6NE.
The things that | value in life are very similarthe things
thatmy .......... values
8. af)OMW AUYEDTIO® LISHYEBBSBI0 af)O®M ............. oM
BIGH|6BBS)0 TVORYMBBQIDOE).
My personal goals and the goals of my ....... e.\ary
similar
9. a)®@ MOVIRLIAILIOD al)BENAIBHOOD BaNoem
2Y0)ToTe /SRR af)am 6IMOM HOY@)AN).
| felt that | am a unique piece of the puzzle tinakes my
.......... well/that my ............ deals with
10. | c)O® (AI®1HUBUB MIOCAUQOIM )OO .ovvvvvrvveenen. m
& F1WO0)6NE.
My expectations are often fulfilled by my ...... well
11. | o@OM oo MIBGRUTIHNAN HAOMOQILEBBUS QileR
V0200 a)OMIVIBHOIMBS HFlOAUM] B NS,
| possess the knowledge, skills and abilities to
successfully perfom the tasks required by my.......
12. | c)O®W AYEOI®Io DODOODILNBS ....ccovvvevees ™M AUSHOW
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SI.

No.

LAl ®IQUM DU

c=oeil / Job

aundaimo /
Organizatoin

(3a] / Group

QLY (G TeT (VG

/ Supervisor

B|C|D

A

B

C

D

E

A

C

D

E

A

B

C

D

E

13.

B0) MNIIMOMIGE 6008 AlRIAG]E0 MM @INOHM (al®]
aneila leny Mm@ ag)oag .............. OM (A 1D U0
mo(®o.

The underlying philosophy of my .......... refleatsat |
value in an organisation

14.

Y0 () F:=1o)[CREY1) [OT4 1 OO RRR Mo OalomAIWIS
)00 LIGHUYEBSI0 GREIRIDAHEBBSIM)6NE.

| fit well to my .......... in terms of common geaind
obejctives

15.

a)O®@ 8VEBL0UH: HFlanHW8 ailalerls:@lenam@Ios
210 114 1 SO a)®am MOV VANV BHV0)6NE.

My .......... helps to enhance my professionalskil

16.

EDD e @REMIaHHN)AM af)2lo !}eMEBBS)0
af)M1H)6Ns.
| have all the qualities this .......... Is seeking

17.

LY 116, R 200 QIBOHO ME] B0} ENIMLAJEN)
af) eSS ©).

| get along well with the .......... | work with @nday-to-
day basis.

18.

LY 1oTe . R @3 af)903 M)LILEBBUS OOV HHI
BNOM o) MHHOQaN)6NE.

| am able to maintain my values in/with my ........




Appendices xxviii

SI.

No.

LAl ®IQUM DU

c=oeil / Job

aundaimo /
Organizatoin

(3a] / Group

QLY (G TeT (VG

/ Supervisor

B|C|D

A

B

C

D

E

A

C

D

E

A

B

C

D

E

19.

Y0 ()=o) CREYY) [DTq SO B9)o MSWIG3 Halo®)QId
©1g)88 alLIHH00)68B3)2)6NS.

| share a lot in common with my ..........

20.

21010 le S @3 MM MM (Al lHl B8N @0
VLOOBMOOMITE ag)Mee LIElen M@)o ®eil@d alellw
@AM OEEBHSIM)Alal.

There is a good match between that this ...offers me
and what | am looking for

21.

Y1) 1210, RO M) ¢WIHla] ®OOBIENSs ERSL]
MOM )M MIBE) EDIANIOYENE.

| rearely feel that | am a well suited employeerfor.......

22.

)03 HPIANHOB (aldSlaflovomass @palTvoo @M
..................... @MIMIo ag)MIes LIS1EHI0)6NE.

This .......... job enables me to play with my istyths

23.

af)OM DEAIPODID ..oovvrvrrriirnns 200 603 MNOW]
GWO] 2))GaloQI)aM)6NS.

| have a good fit with my present ..........

24.

@RYAUDEBBUE MIOCAUNMDITE Af)OAF ....oovvvevrees af)dan
MVa00WEe)OAaM QfludIdaMo ag)M1Ee)6eNs.

| am confident that my .......... will help me tdffil my
needs




Age

Sex

Religion

Marital Status

SES

Educational Qualification

Experience

District / station

Designation

Branch / specialization

Present salary
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Appendix J

PERSONAL DATA SHEET

Male/Female

Single/Married/Separated

Low/Middle/High



