CHAPTER Il  METHODOLOGY

Pilot Study

To test the hypotheses, a fictional company, COFIDIS created by researcher, was
used to enhance the internal validity of the study, and to avoid the confounding effects
of participants’ perceptions or experiences about the target organization caused by
using an actual company. The information of the fictional company included company
background, company value, job openings, the information of compensation and
benefits, and the information of training and development.

Based on the past findings, it was believed that company providing high pay,
good benefits, ample training opportunities, and internal promotion path is attractive
to most applicants (Aiman-Smith et al., 2001 ; Boswell, Roehliing, Lepinel, &
Moynihan, 2003 ; Rynes & Barber, 1990). Therefore, for the purpose of manipulation,
the information of compensation and benefits, as well as training and development
were compiled to be either high or low attractive. Besides, all other information was
the same.

After compiling the fictional company information, a pilot study was conducted.
There were two purposes of pilot study. One was to formulate the company value
profile used to calculate the objective P-O fit index. The other was to check the effects
of manipulation.

The pilot study was conducted in the following procedures and all materials used
were shown in the Appendix A. Consistent with the previous research (Dineen et al.,
2002), 10 graduate school students were randomly assigned to read either high (see
Appendix A-1) or low (see Appendix A-2) attractive fictional company information
used in the formal experiment. Then, they were asked to read the instruction (see

Appendix A-3) and complete OCP by sorting the 40 value items of OCP into 9
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categories ranging from most to least characteristics of company value.

In order to make it easier for the applicants to complete OCP, some equipment
was made. First, 40 cards were made, and 40 value items of OCP were printed on
each card. Therefore, one card represented one value characteristic (see Appendix
A-4). Second, a figure of nine columns was printed on a piece of paper. The size of
each box in the figure was the same as the size of card (see Appendix A-5). With
these equipments, participants were asked to complete the OCP in the following steps.

First, each participant was asked to pick out 9 cards with the most characteristics
of company value first and put them in section A. In turn, pick out 9 cards with the
least characteristics of company value put them in section B. Thus, 22 cards would be
left (see Appendix A-6). Second, participants were asked to sort the 9 cards of the
most characteristics into three categories in section A in the figure and sort the 9 cards
of the least characteristics into three categories in section B in the figure. Then,
participants were asked to sort the 22 cards into three categories in the middle part of
the figure. Finally, cards in each category were distributed into the boxes without
order. Each box only received one card. At this moment, OCP was completed and
each card was sorted into an appropriate box ranging from most to least
characteristics of company value to present the company value profile (see Appendix
A-T).

Then, each item was scored from 1 to 9 points depending on the category it
belonged to. For example, items in the category of least characteristics of company
value were scored 1 point, and items in the category of most characteristics of
company value were scored 9 points. Following this logic, items in other categories
were scored from 2 to 8 points in order. Therefore, each of the 40 items got its points.
Then, total points of each item assigned by all raters were averaged by 10, because

there were 10 raters. The averaged points of each of the 40 items represented the
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company value profile which would be used to calculate the objective P-O fit index.

Consistent with O’Reilly et al. (1991), two indexes were calculated to see the
reliability of the company profile among all of the raters. First, Spearman-Brown
formula for the reliability was calculated («=.90) (Block, 1978). Besides, R.( James,
Demaree, & Wolf, 1984 ) was calculated (R.=.99). In addition, results from
independent sample t-test showed that value perception of two groups (one group was
composed of the raters reading high attraction information ; the other group was
composed of the raters reading low attraction information) was not significantly
different. The high reliability showed that the value profile of the fictional company is
perceived in the similar way by all raters.

After finishing the OCP, subjects were asked to complete the measurement of
organization attraction, also used in the formal experiment, to check the manipulation
effects (see Appendix A-8). The results indicated the mean difference between the
two group of people was statistically significant (¢=9.27, p<0.001). Therefore, the

manipulation succeeded.
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Formal Experiment

Data were collected at two time points in the formal experiment. At Timel, data
were used for hypotheses testing. At Time2, data were used to examine the
longitudinal effects. Subjects, experiment procedures, and instruments at both time

points were shown below.

Subjects

All participants were recruited from graduate school and undergraduate school
students who are either currently searching for a job or soon planning to engage in the
recruiting process. Existing studies (e.g. Judge & Cable, 1997 ; Roberson et al., 2005)
have relied on samples of students. It was supported that most proposition
relationships did not vary considerably because of applicant type (Chapman et al.,
2005).

Timel

A wanted advertisement was posted on the Bulletin Board System to recruit the
participants. Each participant got one hundred NT dollars of coupon for his
participation.

A total of eighty-three participants enrolled in the study at Timel. The
participants included 48% men. The age of participants ranged from 21 to 27 years
old, with the mean age of 23 years. The participants were students from one of the
following schools: National Chengchi University (54%), National Taiwan University
(21%), National Chen Kung University (12%), National Taiwan Normal University
(10%), and National Taiwan University of Science and Technology (3%). The
participants included 78% graduate school students, and 22% undergraduate school

students. All participants will beginning searching for a job in 3 months (12%), 3 to 6
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months later (15%), or 6 to 12 months later (73%). 66% of the participants had work
experience as a part-time job, on the average, participants had 9 months of work

experience.

Time2

After finishing the procedure at Timel, emails were sent to all the participants to
invite them to participate in the study procedure at Time2. Each volunteer got a
coupon of one hundred NT dollars for his participation.

A total of sixty participants, 72 percent of the participants at Time 1, enrolled in
the study at Time2. The participants included 37% men. Participants ranged in age
from 21 to 27 years old, with the mean age of 23 years. The participants were students
from one of the following schools: National Chengchi University (65%), National
Taiwan University (13%), National Chen Kung University (8%), National Taiwan
Normal University (12%), and National Taiwan University of Science and
Technology (2%). The participants included 73% graduate school students, and 27%
undergraduate school students. All participants will beginning searching for a job in 3
months (5%), between 3 months and 6 months later (15%), between 6 months and 12
months later (80%). 70% of the participants had work experience as a part-time job,
on the average, participants had 9 months of work experience. Subjects at two time
points were not significantly different on these characteristics except for the gender,

and time for beginning of job search.

Procedures
Timel
First of all, participants were asked to read a cover story to inform the purposes

and procedures of the present study.
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Following cover story, participants were asked to complete the OCP in the way
the same as that in the pilot study, but the value items represented the personal value.
After completing the OCP, participants were randomly assigned to read fictional
company information either high or low in organization attraction. The information
provided here was the same as that in the pilot study.

Then, each participant was asked to complete a questionnaire that measured
subjective P-O fit, application intention, PFC, organization attraction (for the purpose
of manipulation check), and demographic information in order. All materials used in

the formal experiment at Timel were shown in the Appendix B.

Time2

Two weeks after Timel, voluntary participants were invited to complete a
questionnaire without reading any company information. The questionnaire measured
subjective P-O fit, organization attraction, and application intention in order. All
materials used in the formal experiment at Time2 were shown in the Appendix C.
After completing all the procedures, debriefing letters were emailed to all the

participants. The letter was shown in the Appendix D.
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Instruments

All instruments were adapted from past research (in English) and translated into
Chinese.
Timel

Objective P-O fit. Consistent with the past research (e.g. Dineen et al., 2002 ;

O’Reilly et al., 1991 ; Judge & Cable, 1997), the index of participants’ objective P-O
fit was obtained by correlating participants’ personal value profile collected from
formal experiment with the value profile of fictional company collected from pilot
study. Both value profiles were draw from the Organizational Culture Profile (OCP).
In present study, 40-item version of the OCP introduced by Cable and Judge (1996)
was adapted. The test-retest reliability of OCP over a year is .73 (O’Reilly et al.,

1991). The 40 items were shown in Table 3.1.

Table 3.1 Forty Value Items of OCP

The Chinese Version

1L+ 2. pP#FHE 3. AR K ¥en A4 1 TR A REE
5 6. s AAF Y T ERELS 8 HAELiAETE
9. 7 %3 ey 103 Ry AxHre 1L A% Ew 12.F AR 1 (e (1
13.£1F7e 14 4% H 18 P~ i1 153 = 3k 16.1 fe% 32 % 4 2%
17 ¥4 1848 v A & 0.ERSTH 20 REEIEHE
2LEMET  22.% = my o 23. .0 BB Al 245 K 41 ireng
25.§ *r R 26,1 IFPERTE 27.3 v 5 $Hr R 28855 5 f F

20. €AMb 30.8 £ 4 3117 A5 32,1 (¥ eht 4
33.p 4 h 4Pk Mg 35.F EMEEL T 36.7 £ALRR
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The English version

1.Adaptability  2.A clear guiding 3.Decisiveness 4.High pay for good
philosophy performance
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5.Stability 6. Being reflective  7.Being 8.Being socially

competitive responsible
9.Being rule 10.Achievement 11.Being  results12.Security of
oriented oriented oriented employment
13.Being 14.Being aggressive  15.High 16.Developing friends at
innovative performance work
expectation
17.Being calm  18.Informality 19.Fairness 20.Opportunities for
professional growth
21.An emphasis 22.Tolerence 23.Having agood 24.Enthusiasm for the
on quality reputation job
25.Risk taking  26.Working long 27.Confronting 28.Taking individual
hours conflict directly  responsibility
29.Being 30.Being people 31.Being analytical 32.Being supportive
distinctive oriented
33.Autonomy  34.Quick to take 35.Being team 36.Not being constrained
advantage of oriented by many rules
opportunities
37.Being highly 38.Paying attention to 39.Sharing 40.Praise for good
organized detail information freely performance

Subjective P-O fit. This scale was used to assess the person-organization fit as

value congruence. The scale consisted of 3 items rated on a 6-point Likert scale which
ranged from “strongly disagree” to “strongly agree”. This scale was adapted from
Cable and DeRue (2002). The coefficient alpha in the present study was .92. All the

measurement items were shown in Table 3.2.

Table 3.2 Measurement Items of Subjective P-O Fit

The Chinese Version
1. A4 E 05 2 &2 COFIDIS % 4~ ég iz 4p it
2. 2 iy @y COFIDIS cher & 1 B gAp i o
3. COFIDIS *tE AR » B2 A A E AR E AR 12 o
The English version

1. The thing that I value in life are very similar to the thing that COFIDIS
values.
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2. My personal value matches COFIDIS’s values and cultures.
3. COFIDIS’s values and culture provide a good fit with the thing I value in
my life.

Application intention. This scale was used to assess the respondents’ intentions

to apply to the organization. The scale consisted of 6 items rated on a 6-point Likert
scale which ranged from “strongly disagree” to “strongly agree”. This scale was
adapted from Aiman-Smith et al. (2001). The coefficient alpha in the present study

was .96. All the measurement items were shown in Table 3.3.

Table 3.3 Measurement Items of Application Intention

The Chinese Version

AFER 4% COFIDIS #7i% #en1 (T4 ¢ o

AF YN HEFEL 5T M COFIDIS shf o

4% COFIDIS &4 e k45 & it A g 4 A -
4v% COFIDIS s 4 B L A chF o > A& H i fois PFrer o
A% ¢ ¥ COFIDIS # 5 248 ¢ -

g A F B A COFIDIS ~ r 1 ivgs ¢ o

The English version

IS A

I would accept job offer from COFIDIS.

| would request more information about COFIDIS.

If COFIDIS was at a job fair, | would seek out its booth.

If COFIDIS visited campus, | would want to speak with a representative.
| would actively attempt to gain an interview with COFIDIS.

| would actively pursue obtaining a position with CIFIDIS.

I

PEC. This scale was used to assess respondents’ preference for consistency. The
scale consisted of 9 items rated on a 6-point Likert scale which ranged from “strongly
disagree” to “strongly agree”. This scale was adapted from Cialdini et al. (1995). To
increase the coefficient alpha in the present study from .62 to .77, item #9 was deleted.

All the measurement items were shown in Table 3.4.
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Table 3.4 Measurement Items of PFC

The Chinese Version

LAGZAFEp e gARERAL- Rep A o
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The English version

1. I make an effort to appear consistent to others.

2. | typically prefer to do things the same way.

3. The appearance of consistency is an important part of the image presented to
the word.

4. It is important to me that those who know me can predict what I will do.

5. 1 want my close friends to be predictable.

6. | want to be desired by others as a stable, predictable person.

7. It is important to me that others view me as a stable person.

8. An important requirement for any friend is personal consistency.

9. It doesn’t bother me much if my actions are inconsistent.

Organization attraction. This scale served as a manipulation check to ensure the

participants recognize the correct organization attraction (i.e., high, low).
Organization attraction scale was used to assess the participants’ attitudes and feelings
toward the organization as a desirable place to work. The scale consisted of 5 items
rated on a 6-point Likert scale which ranged from “strongly disagree” to “strongly
agree”. This scale was adapted from Aiman-Smith et al. (2001). The coefficient alpha

in the present study was .94. All the measurement items were shown in Table 3.5.
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Table 3.5 Measurement Items of Organization Attraction

The Chinese Version
1. %% % 38 74T > w597 G COFIDIS — ey & o
2. % COFIDIS 1 i¥ » B 2R 7 45 0% o
3.7 4 % COFIDIS 3l 4 ehd & o
4. 3% % ¥ 12 % COFIDIS 1 i% -
5.COFIDIS & R B 1 e @ o
The English version
1. 1 would want a company like OCFIDIS in my community.
2. COFODIS would be a good company to work for.
3.1 find COFIDIS a very attractive company.
4. 1 would like to work for this company.
5. COFIDIS cares about its employees.

Demographics. Various demographic variables were collected, including gender,

age, major, title of the graduating school/undergraduate school, and working

experiences.
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Time2
In order to exclude the practicing effects, all the instruments used at Time2 were

different from that used at Timel. The following instruments were used :

Subjective P-O fit. This scale was used to assess the person-organization fit as

value congruence. The scale consisted of 4 items rated on a response scale which
ranged from “1= not at all” to “6=completely”. This scale was adapted from Judge
and Cable (1997). The coefficient alpha in the present study was .90. All the
measurement items were shown in Table 3.6.

Table 3.6 Measurement Items of Subjective P-O Fit

The Chinese Version
1. COFIDIS = @ #1d% S enFT iR A B A F RAp2r & enfe & 5 ...
2. BHam 7 > AFEp e & COFIDIS 7 ek S48 & 5 ...
3. COFIDIS = 7 i e 28 i A EEARZ & iZR 5 ...
4. COFIDIS 2 72 g N e 2V i A AP & cPAR A 5 ...

The English version

1. To what degree do your needs “match” resources provided by COFIDIS....
2. Overall, what is the degree of fit between you and COFIDIS....

3. To what degree do your values “match” COFIDIS....

4. To what degree do your personality or trait “match” COFIDIS...

Organization attraction Organization attraction scale was used to assess the

respondents’ attitudes and feelings toward the organization as a desirable place to
work. The scale consisted of 5 items rated on a 6-point Likert scale which ranged
from “strongly disagree” to “strongly agree”. This scale was adapted from Turban and
Keon (1993). The coefficient alpha in the present study was .94. All the measurement

items were shown in Table 3.7.
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Table 3.7 Measurement Items of Organization Attraction

The Chinese Version

1. % ¢ » COFIDIS 2 :’Jf;’i/fg}ﬁ :
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3.3t gf’f‘ 4~ 12 g1 COFIDIS 2 @ # i ch1 (T4 ¢ o

4, }FE R % COFIDIS = P & ieha (F45 ¢ o

#r#ﬂy HE® o 20 A4 COFIDIS % 2 7 &

The English version

1. would exert a great deal of effort to work for this company

2. pursue the application with the company
3. work for the company

4. accept the job offer no longer interested in the company as a last resort

Application intention. This scale was used to assess the respondents’ intentions

to apply to the organization. The scale consisted of 5 items rated on a 6-point Likert

scale which ranged from “strongly disagree” to

adapted from Scheu (2000). The coefficient alpha in the present study was .95. All the

measurement items were shown in Table 3.8.

Table 3.8 Measurement Items of Application Intention

“strongly agree”.

This scale was

The Chinese Version

AT RGeS P
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The English version

I would consider applying COFIDIS -
If offered a job from COFIDIS, | would accept.
I would recommend COFIDIS to my friends.

SAEE R

visit my school to recruit applicants.

I would like to receive recruiting package from COFIDIS.
| would be interested in meeting with a representative of COFIDIS, if they
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