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ABSTRACT

The purpose of this study was to develop and validate an instrument to measure the relationship between individual and organizational values. We found that there wasn't any instrument available in Portugal that could be
used to measure in a general way the values of any organization and its relationship with the individual values. This questionnaire would assess three different dimensions: the acknowledgement about organizational values,
person-organization fit, and conflict between individual and organizational values. Based on a review of literature, we defined a 19 item scale and displayed it on-line for people to answer (n=102). After applying statistical
procedures we obtained a scale composed by 16 items grouped into 3 factors with a high internal consistency: person-organization fit (a=,909), conflict between individual and organizational values (a=,891) and
acknowledgement of organizational values (a = ,901).

I. INTRODUCTION IV. RESULTS AND CONCLUSION
A fundamental and enduring aspect of both organizations and people is their values (Katz & Kahn, 1978). . ) . . . . . b . e
According to Rokeach (1973), individual values are defined as enduring beliefs through which a specific Table 2 - List of items included in the pre-test (an  swers in a 7-item Likert Scale (1= totally disagr ~ ee; 7=1
mode of conduct or end-state is personally preferable to its opposite. “On the organization side, value totally agree)

systems provide an elaborate and generalized justification both for appropriate behaviors of members *The original items are in Portuguese and the instrument was validated only for Portugal.
and for the activities and functions of the system” (Enz, 1988; Katz & Kahn, 1978; McCoy, 1985 cit in
Chatman, 1989, p. 339).

- _— . 1. I know the values and culture of the organization that | belong to
Person-organization fit is defined here as the congruence between the norms and values of

organizations and the values of persons (Chatman, 1989). In order to determine the effects that
organizational membership will have on an individual's values and behaviors and the effects that an
individual will have on an organization's norms and values, we must assess the extent of agreement
between the person's values and the organization's values (Chatman, 1989).

I identify myself with the values and culture of the organization that I belong to.

In the organization | belong to, | consider that the values and culture are implicit in the people’s behavior.

My personal values sometimes conflict with the values in my job or function.

In fact, we've developed an instrument with this goal of exploring the relationship between both individual and
organizational values, as a way of assessing Person-organization fit. Moreover, we were also ir d in
measuring value conflict, which can be understood as an incongruence between these two types of values. The
existence of this conflict can create an illness with consequences like dissatisfaction with the worker’s activity
(Bouckenooghe et al, 2005; Oliveira et al, 2002).

My personal values sometimes conflict with the organizational values.

| see myself reflected in the values and culture of the organization | belong to.

The people that belong to my organization know its values and culture.
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5. In the organization | belong to, | consider that the values and culture are explicitly defined
6.
o
8.
9.

If the values of the organization that | belong to were contradictory to those that exist actually, | would
hardly identify myself with them.

10. | must compromise my values at work .
11. The people that work in my department know the values and culture of the organization .

Il. GOAL OF THE STUDY

To develop an instrument that could be used to assess the relationship between individual and organizational
values and validate it for the Portuguese population.

12. The people outside the organization that | belong know it by its values and culture.

13. The behaviors that my organization values are in conflict with my personal values.

1ll. METHOD n n n = = ==
14. The things that | value in my life are similar to the things that are valued by the organization that | belong
to.
a) Procedure 15. | must forget my personal goals to accomplish my organization’s goals.
After an extensive research about this subject, we constructed a 19-item scale. Five of these items were based 16. My personal values match my organization’s values and culture.
on a scale of value conflict from Bouckenooghe and colleagues (2005) and in the “scale of perceived fit" (Cable — .
& deRue, 2002). We translated them into Portuguese and integrated it in our instrument. 17. The reason why | prefer my organization is the values that it stands for.
We aimed to measure three different variables: acknowledgement about the organizational values; P-O fit and 18. 1 have to stop being me as a way to adapt myself to the organization that | belong to.

conflict between individual and organizational values. We presented the questionnaire to the team of the
Psychology Center and also to several experts of the University of Porto and University of Coimbra. These
feedbacks were considered in the final version of the questionnaire that was validated.

19. My organization’s goals are consonant with my personal goals

After analyzing the data by statistical procedures (see table 3), the items number 1, 5 and 19 were excluded
from our final version.

b) Gathering data Table 3 — First Principal Component Table 4 — Final Principal Component Analysis and
We displayed the instrument on-line. To answer, the person should be employed and we could control this Analysis Cronbach’s alpha
information by the demographic data displayed. Rotated Comonent Matix e S
omponen
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Other data of our sample aren't displayed here. We have more information about the marital status and *The items in sahde were excluded

profession of the subjects. We also have data about the organizations’ economic sector, and the working

years that people have. The items number 5 and 19 were excluded because the correlation coefficient was similar in two factors. The item

number 1 was excluded due to a lack of semantic comprehension.

d) Data Analysis After exploratory factgr analysis ar)d internal C(_)nsistency analysis of th_e factors extractgd, which collectively explain

. . P . 71,9% of total variance, the final scale is composed by 16 items grouped into three factors: Values
We 0b}a|ngd 10_2 ansvuigls and we applied several statistical procedures such as Principal Component acknowledgment, P-O fit and Value Conflict — all of them with an high internal consistency. This fact shows that the
Analysis with Varimax rotation and Cronbach’s alpha to analyze the data. items that define these factors can be used as independent scales.
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