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Abstract

Research background: Congruence of employees’ personal and organizdtivalies
means that the employee both accepts and chersbanizational values, as well as fol-
lows them in daily activities of the organizatidpifferent forms of values in the organiza-
tion are derived from three subjects (employeesiagers, and the organization as a whole).
From this perspective, value congruence occurs \ehgrioyees’ personal values match the
organizational values, which are supported by @iperhanagement of the organization and
are acceptable to the majority of members of tigamization.

Purpose of the article: To carry out verification of methodological and plsgmetric char-
acteristics of the questionnaire of congruenceso$@nal and organizational values.
Methods: The survey of employees was carried out in 15 argéions, of which 11 are
private and 4 belong to the public sector (N=3&f)d on the basis of the results of the
research statistical and psychometric analysib@fiata was performed. By developing the
instrument of congruence of personal and orgamimati values, an analytical reflection
method was applied. To conduct the empirical stublg, mixed methods approach was
employed, consistently combining qualitative an@mitative research methods, substanti-
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ating the research results with different data sesiand forms. An expert assessment meth-
od was chosen for identification of validity of thenstructed instrument and suitability of
its content. To identify the perceived congruentepersonal and organizational values,
employees’ personal values, the values prevailintpé organization and the climate of the
organization, employees’ attitudes towards work arghnizational performance results, the
employees’ questionnaire surveys in fifteen orgations were conducted. The sample was
formed employing the stratified sampling methodglogo identify the reliability of meth-
odological and psychometric characteristics ofatestructed questionnaire, factor distribu-
tion, Cronbach alpha and Spearman Brown coeffisjefiaictor weights, resolutions of test
steps were calculated and explained. Multivaritaéssical methods: correlation and factor
analysis, etc. were also applied.

Findings & value added: The reliability and validity of the questionnairere empirically
proved and it is recommended that scholars resiearckalues in organizations and value
congruence should use the Questionnaire of Congeueh Personal and Organizational
Values for Employees with the authors’ consent.

I ntroduction

Congruence of employees’ personal and organizdtialaes means that
an employee working in an organization not onlyeagrwith its values, but
also keeps and cherishes them, and follows thedaily activities of the

organization. From the perspective of differentrsrof values in the or-
ganization, which are derived from three subjeetaployees, managers,
and the organization as a whole), value congrueccers when personal
values of the employees match organizational valbgh are supported
by the top management of the organization and @repable to the major-
ity of members of the organization. Theorists anactitioners recognize
the benefits provided, which are obtained by diingcthe employees
whose values are congruent with organizational el herefore, value
congruence in organizations is gaining an increpsimportance, as it en-
sures a focused and desirable behaviour of menolbéine organization and
leads to the success of the organization, a pesémployees’ attitude to
work and organizational climate. However, the otiyecof congruence of
personal and organizational values becomes a cangpéetical problem.

Scientists are conducting more and more theorait@lempirical research,
which aims at determining the impact of value coegce on the person
and the organization. Although the impact of vatemgruence and inter-
face with other personal and organizational aspactsresearched thor-
oughly, less attention is focussed on the reseairthe phenomenon itself
and the search for the ways to access value comggu@ herefore, the axis
of research of this phenomenon should be the etatuaf values, when it
is determined how much individuals understand tpensonal and organi-
zational values, how much they feel the harmonyben their values and
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organizational values and/or how much they belieey have to “trample”

on their values in order to meet the expectatidnth@ organization. The
perception of value congruence and its occurrenseldvhelp to under-

stand how to identify the reasons of the gap betvike values of employ-
ees and the values of the organization and takeopaful action to ensure
the congruence between these values. It is therefmy important to have
and practically apply reliable instruments whichwheb help to evaluate
congruence of personal and organizational valusd,om the basis of the
research results to suggest the appropriate meassréngthening the val-
ue congruence.

It is paradoxical that many empirical studies @afrout confirm the
benefit of congruence of personal and organizatiealmes and a positive
impact on both the employee and the organizationijths difficult to find
the studies that would examine this phenomenonaasder the following
problem questionswhy does value congruence take effect on the person
and the organization?; what strength of value camegice has an influence
on the positive effect?; how is the selection &edint types and methods
of evaluation important for and influences the af¢a results of research?
Although studies of moderation and mediation cdrioeit recently allow
for forming a clearer view of the phenomenon ofueatongruence, but the
researchers, giving guidelines for the further aedle, raise questions about
a variety of different secondary factors, the impafcwhich has not yet
examined.

Analysis of academic literature shows that a wiege of instruments
to evaluate value congruence are offered, andwdththe same phenome-
non, the focus of which is values, is examined,itlsuments are different
in their internal structure of scales, types andhwds of evaluation. Even
in the new studies, the research instruments deegdl@ long time ago,
reliable and already classic, are used, the masireamm are: Cable and
DeRue (2002) wbjective person-organization fit metho@Reilly et al
(1991) compatibility of organizational culturand McDonald and Gandz
(1991)taxonomy of values

Other methods are used less frequently, and thé neosnt instruments
are usually used to carry out only one researctaduition, the latest in-
struments are also rarely developed by researtiouthemselves, and old
methods used are partially adapted to new rese@ihghanalysis of studies
of value congruence shows that value congruenessuslly found when
evaluating the employee’s subjective perceptiothefattitude to congru-
ence of his and organizational values, without gaileeper into the fact
whether the respondent understands which of hisegsadnd which values
of the organization he should evaluate, or by numeprehensive instru-
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ments enabling to evaluate specific values of thpleyee and the organi-
zation, however, from an employee’s perspectivese¢hevaluated values
are exclusively related to the work. It should dtsonoted that value con-
gruence from the perspective of the typology of @taluation is most

commonly evaluated by choosing one type of evatnatHowever, in or-

der to fully evaluate the phenomenon of value coegce, different types
of evaluation should be integrated in one resegpehceived, subjective,
and objective.

The purpose of the article is to present the riiiplof methodological
and psychometric characteristics of the questioanaf congruence of
personal and organizational values. This studyhés dontinuation of the
authors’ previous study (Vveinhardt & Gulbovaite18).

Literaturereview

Most often, the congruence of values is investijatehe aspect of impact
of this phenomenon on the person and organizaiompirical studies con-
ducted since 1999 have proved that congruencersbpal and organiza-
tional values is positively related to employeeatigaction with work
(Lauver & Kristof-Brown, 2001; Silverthorne, 200¥.erplanken, 2004;
Westerman & Cyr, 2004; Siegall & McDonald, 2004;adget al, 2005;
Ostroff et al, 2005; Lawrence, 2006; Cennamo & Gardner, 2008yatds
& Cable, 2009; Greguras & Diefendorff, 2009; ChiafgBirtch, 2010;
Kallaset al, 2010; Posner, 2010; Suar & Khuntia, 2010; Le&n@hatur-
vedi, 2011; Ahmad & Veerapandian, 2012; etc.), ciimeent to the organ-
isation (Finegan, 2000; Silverthorne, 2004; Westarn& Cyr, 2004;
Huang et al, 2005; Ostroffet al, 2005; Lawrence, 2006; Cennamo &
Gardner, 2008; Greguras & Diefendorff, 2009; Chiagadirtch, 2010;
Posner, 2010; Suar & Khuntia, 2010; Leung & Chadiv2011; Agarwal
& Sagar, 2012; etc.), identification with the orgaation (Cable & DeRue,
2002; Edwards & Cable, 2009; etc.), civic behavi¢@able & DeRue,
2002), motivation (Lawrence, 2006; Posner, 201@;)etproactiveness
(Suar & Khuntia, 2010), delegation of decision-nmaki{Ren, 2010), con-
textual activity, when the employee performs mdrantstated in his / her
job description (Lauver & Kristof-Brown, 2001; Vdg& Feldman, 2009;
etc.), and influences employees’ performance regtitianget al, 2005;
Lawrence, 2006; Greguras & Diefendorff, 2009; S&aKhuntia, 2010;
etc.). It should be noted that value congruenceaesl employee turnover
(Lauver & Kristof-Brown, 2001; Cable & DeRue, 20&iggall & McDon-
ald, 2004; Westerman & Cyr, 2004; Ostreffal,, 2005; Cennamo & Gard-
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ner, 2008; Edwards & Cable, 2009; etc.), unethiedaviour in the organi-
sation (Suar & Khuntia, 2010), monitoring of emmeg’ work (Ren,
2010), anxiety and stress at work (Posner, 20I@grasational cynicism
(Nauset al, 2007), employees spare less time for activitieselated to
work (Siegall & McDonald, 2004). Scientists inigatliscussions, constant-
ly looking for new relationships of value congruerin the context of em-
ployees and the organization, confirming the bermdfthis phenomenon to
the employee and organization (Gulbovaite, 201fsner's (1993) re-
search results demonstrate that both personal gyftems and organiza-
tional value systems were found to be more imporaad, in the absence
of one or the other, clarity of personal values whswn to have a more
positive impact than clarity of organizational vedu Sarabi&t al. (2010)
analysed gender differences in the aspect of cenmgaibetween personal
and organizational values. The results of the stmhducted by Anggraeni
(2018) show that the psychological contract, orgaional support, and
value congruence have a positive influence on dzgsional citizenship
behaviour of the employees by ensuring that thehpsggical contract of
the employees is fulfilled, and the employees hemegruence value to
their organization. The results of study by Erkwthd Chafra (2018) sup-
ported the positive effect of despotic leadershipemployee's organiza-
tional deviance, as well as the mediating effeatraployee’'s organization-
al identification. According to the authors, moregvwhen the level of
value congruence is high, the relationship betwaganizational identifi-
cation and organizational deviance is strong, wdeeithe effect is weak
when the level of value congruence is low (Erk&lChafra, 2018). One
of the aims of research conducted by CharbonniériVet al (2017) was
to identify the influence of employee-organizatiemlues congruence on
the employee's perception of the employer brané. fEsults showed that
the employer brand fully mediated the relationdtepveen values congru-
ence and organizational identification and positwerd of mouth. After
carrying out a comprehensive analysis of academgiature and insights,
determining the opportunities of earlier developefruments, a new ques-
tionnaire for complex investigation of congruendepersonal and organi-
zational values was designed.

Resear ch methodology
The construction of the questionnaire covered Bsst&) analysis of aca-

demic literature; 2) comparative analysis of conddaesearches, instru-
ments, models; 3) distinguishing components ofghenomenon; 4) dis-
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tinguishing scales and subscales; 5) preparatiothefquestionnaire for
experts; 6) expert evaluation; 7) removal of drastisaand supplementing
the questionnaire; 8) preparation of the questiwarfar the main survey.
Evaluation of personal values, evaluation of orgatmonal values, deter-
mination of value congruence and evaluation ofsihigjective effect on the
person and the organization can be regarded a®ttieal axes of the ques-
tionnaire.

The Questionnaire of Congruence of Personal ancrizgtional Val-
ues for Employees (Vveinhardt & Gulbovaite, 201@)sists of four scales:
subjectively perceived congruence of personal awg@rozational values,
personal values, organizational values, the eftectthe person and the
organization. The questionnaire consists of a totdl7 subscales and 116
items (in addition to socio-demographic characties.

In the first part of the questionnaire the percdigengruence of person-
al and organizational values, which is purposefiniyolved into the ques-
tionnaire in order to identify the trends of valeengruence, is evaluated.
The scale consists of five items, enabling to iderduperficial congru-
ence, without concretizing the importance of certalues neither to em-
ployees nor to the organization.

In order to determine whether the respondents tamglerstand their
values and how they evaluate organizational valinessubjective evalua-
tion of congruence of values of the employees &edvalues attributed to
the organization, which is determined by compasubgjectively evaluated
individual personal values of employees and orgdianal values attribut-
ed to the organization, is carried out. Two schkege been formed for sub-
jective determination of value congruence: persamadlies and organiza-
tional values. The scale of personal values indube following subscales:
personal economic values; personal social valuesopal moral values;
personal spiritual values; personal profession#lless personal aesthetic
values; personal physical values. The seven sudssadl personal values
include 47 items. Seven subscales of organizatiealsles (analogous to
personal values) are presented in the questionreiomomic values of the
organization; social values of the organizationyahwalues of the organi-
zation; spiritual values of the organization; pssienal values of the or-
ganization; aesthetic values of the organizatidrysical values of the or-
ganization, which consist of the same number ahdtas in the subscales
of personal values.

The scale for evaluating the effect on the perswh the organization
consists of 16 items, which are divided into theabscales: the employees’
attitude to work, organizational climate and perfance results. The pur-
pose of this scale is to find out how value congogerelates to the effect
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on the person and the organization. Respondents aged to indicate the
importance of the items in the questionnaire onltkert scale from 1 —
“not at all important” to 5 — “very important”.

The panel of foreign experts consisted of eigheaeshers who have
excellent reputation in the field of organizatiobahaviour. Three of them
are professors (two of them, of psychology; onethef field of manage-
ment), three are associate professors in the @klthanagement, two are
lecturers and researchers. Seven out of eight expeld a doctoral degree:
three of them in organizational behaviour, one rigaaizational psycholo-
gy, one in social psychology, one in psychologgsces, and one in busi-
ness administration. The research interest areall tife experts who par-
ticipated in the assessment are related to orgémizh behaviour. Experts
who took part in the research had investigated eyegs’ values in organi-
zations, published scientific research on congrearigersonal and organ-
izational values. Most experts have both scienéifid practical experience
(work or had worked as consultants) related to hunesources manage-
ment: personnel selection, talent management, stafivation. The panel
of foreign experts consisted of four experts fréma United States and one
from each country: Turkey, Belgium, Spain and EstoAlthough most of
foreign experts were from the United States, this be explained by the
fact that congruence of personal and organizatiealailes is the phenome-
non that is most often investigated in the US; défwe, the majority of
experts were chosen namely from this country.

The Lithuanian team of experts consisted of sevgrerts with more
than 10 years of scientific and / or practical eigrece in the field of hu-
man resources management, the field of researehesis is human re-
source management, and the researchers who patidifin the research
have published scientific works on the analysisaities of organizations.
Thus, the competence and work experience of indalglselected for as-
sessment enable to treat them as experts in asssssicongruence of
personal and organizational values.

The results of the expert evaluation have shown the developed
guestionnaire with respect to the content is higality, complete and ap-
propriate for the investigation of the phenomenboamgruence of person-
al and organizational values. However, taking iatwount the experts’
comments, slight limitations of the developed gesiaire were identified
and highlighted, therefore, minor corrections ie thording of the items
and their layout have been carried out. On thesbafsthe results of the
expert evaluation, the questionnaire to diagnosgmrence of personal and
organizational values has been prepared. The sesfulhe experts’ evalua-
tion are described in more detail in another &t the authors (broader
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in: Vveinhardt & Gulbovaite, 2016). Thus, in orderfully determine the
validity of the questionnaire, after examinationtioé validity of the ques-
tionnaire content, this study will evaluate theialelity of the question-
naire, criteria validity and construct validity.

The study involved 15 organizations, of which 1& private and 4 be-
long to the public sector. According to the natafeéheir activity, the or-
ganizations distributed as follows: services orgatmns — 7, manufactur-
ing and trade organisations — 4 of each. In thdipgbctor, all the organi-
zations surveyed provide services. In the privetdas, by the field of ac-
tivity the organizations distributed quite equayservices organizations, 4
manufacturing organisations and 4 trade organissitiBy the culturality of
the organisations, there are 13 monocultural opgdioins and 2 multicul-
tural organizations. According to the size, theveys were conducted in 6
small groups (up to 50 employees), 5 medium sizedigs (50-250 em-
ployees) and 3 large organizations (over 250 engas)y

Organizations, in which the survey was carried wetie selected using
a stratified sampling methodology. 374 respondintstal have completed
the questionnaire. Respondents in 15 organizatbukfferent types were
interviewed. Two-thirds of the survey participaii6s.4%) were private
sector employees. In accordance with the areastioftg of organizations,
most of the respondents (54.5%) belong to orgabpizsitproviding ser-
vices, the number of respondents working in th@su@ production and
trade activities is evenly distributed (24.1% arid42 respectively). This
distribution of respondents by the sector and tke af activity were influ-
enced by the principles of stratified sampling. iBaemographic data
about the employees (gender, education, age, thehrbatween the posi-
tion and the acquired speciality, the current pasitlength of service),
which is important in further research, analysihg bbtained data about
the influence on the evaluation of values in respéemployees’ socio-
demographic criteria, has been recorded as well.

Resear ch results

On the basis of the model of analysis of psychametraracteristics of the
guestionnaire, recommended by Tabachnik and F{@él06), firstly the

reliability of the questionnaire was tested, haviognd Cronbach’s alpha
and the split half method indices. Methodologidahracteristics of quality
of the scales forming the questionnaire of congreewsf personal and or-
ganizational values — organizational values, subjecvalue congruence
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and the impact of the person and the organizatioare-presented in Table
1.

In order to evaluate the internal reliability ofethquestionnaire,
Cronbach’s alpha coefficient was calculated, shgwiow the question-
naire items correlate. The closer Cronbach’'s akddae to 1, the higher
internal consistency of the questionnaire (the tgreaccuracy of the ques-
tionnaire measurement) is shown by the coefficietdwever, different
authors indicate the size of the coefficient ofeliable scale differently.
According to DeVellis (1991), Nunnally and Bernaté1994), Cronbach’s
alpha values are classified in accordance withsttength of the statistical
connection as follows: minimally acceptable — 0.66¢ceptable — 0.70,
and optimal — 0.80. Churchill and Peter (1984)esthat the unacceptable
value is below 0.60. However, this indicator mustifterpreted carefully,
as its value depends not only on the strength oklagions between the
variables, but also on the number of items on tades(Netemeyeet al,
2003). Values lower than 0.60 are acceptable wherstale consists only
of a few items (Haiet al, 2010) or the newly designed instruments (Nun-
nally, 1988). According to George and Mallery (2D0Be coefficient of
variation acceptable in the theory of testing E<@ <1, but if the value of
Cronbach’s alpha is lower than 0.5, it shows thatdcale/subscale of the
guestionnaire is not reliable, as the subscaleagmnthe items, which do
not meet the main suitability (validity) conditiortdowever, there are some
reservations, i.e., if the constructs are of thgcpslogical nature, even
lower values may be acceptable (Field, 2006).

The results show that individual subscales of tiestjonnaire are char-
acterized by high internal reliability, which doest require additional ad-
justments in the structure of the questionnairee Tound values of
Cronbach’s alpha coefficient range frai= 0.65 tol] = 0.93. Cronbach’s
alpha values of subscales of Personal values vaoed] = 0.65 (Aesthet-
ic values) to] = 0.84 (Professional values), on the subscal&3rgéniza-
tional values fronil = 0.75 (Aesthetic values) t0 = 0.92 (Social values),
of the subscales of the Impact on the person amdrg@nization fronil =
0.82 (Organizational activity) tal = 0.93 (Employees’ attitude towards
work), and the value of the scale of Subjectiveugatongruence i8l =
0.83. The found internal reliability of the subssalbf personal values is
slightly lower in comparison with the reliabilityf subscales of organiza-
tional value.

However, highCronbach'’s alphavalues obtained with respect to the
whole questionnaire suggest that the items of theseales of personal
values, organizational values, subjectively pegivalue congruence and
the impact on the person and the organization detlun the questionnaire,
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are closely related and suitable for the investgabf the distinguished
components, as the identified coefficients of inékrconsistency show that
the questionnaire complies with the requirementshieir further analysis.

It should be noted that the value ©fonbach’s alphacoefficient de-
pends on the length of the scale — the more indalittems the subscale
consists of, the higher the coefficient may be. Whwre than five single
steps of the test are integrated into the subsitatedifficult to determine
the true value and an additional measure of inteeiability of the sub-
scale which would be more sensitive for measurerisergquired. There-
fore, test-retest reliability of the questionnaimas tested byspearmarn
Brown correlation coefficient §pearman’sp) — coefficient of statistical
relationship of two variables measured on the @ldsubscale. When cal-
culating theSpearman—Browmnranks of two sequences are compared: dif-
ferences between the ranks are found, squared ddetl aogether. Then
additional coefficients are included in the caltiolas so that the values of
the coefficient would vary from -1 to +1. If thelua of the coefficient
p = 1 means that the ranks of attributes coincideptetely, andp = - 1
shows the complete opposite of the attributes nkgaThe value of the
Spearman—Browrtoefficientp = 0.80 shows an adequate stability of the
measure construct, aqd= 0.90 — a good stability of the test construct
(Kaplan & Saccuzzo, 1997). Acceptable valug is 0.60 when the ques-
tionnaires being developed are applied (Breical, 2006), and it should be
noted that the value of th&pearman-Browris always less than the
Cronbach’s alphacoefficient.

Spearman—Browcoefficient is calculated for subscales, whichsisin
of five and more single items of the questionnaterefore, it could not be
calculated in five subscaleSpearman—Browrtoefficient on the scale of
Personal values ranges fragn¥ 0.58 top = 0.81, on the scale of Organiza-
tional values fromp = 0.77 top = 0.89, on the scale of Subjective value
congruence = 0.65. The value of th8pearman—Brownf subscales of the
Effect on the person and the organization doesfalbtbelow the really
sufficient limit p = 0.82 and reaches a very high= 0.93. Although the
coefficient on thesubscale of personal moral valus:ot so higlp = 0.58,
however, coefficients found on other scales shbel@évaluated not only as
sufficient, but as high, thus the reliability ofetljuestionnaire of congru-
ence of personal and organizational values is gragain.

An important statistical index of reliability anélhdity of the question-
naire,explained dispersion of the factawhich shows whether the item of
the questionnaire means the same as other itethata$cale and what per-
centage of the total the object of study explaias also been found. The
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explained dispersion of the factor cannot be léss t10%, otherwise it
shows that there are unsuitable items on the sdaitsh must be found and
removed, so that they do not reduce the dispersihws, the factor should
be interpreted if it explains not less than 5-1@dispersion.

The lowest dispersion on subscales of personaksati 34.57% (Pro-
fessional values), the largest is 62.33% (Physiahles), the lowest disper-
sion on subscales of organizational values is 44.{HBrofessional values),
the largest is 67.54% (Physical values). The erptiidispersion on all
subscales of the Effect on the person and the a@ion is greater than
65%, and the explained dispersion of the scalaibfestive value congru-
ence is 60.33%. The high percentage of explainsgedsion shows that
respondents agree with the developed items ofubscsles.

A significant indicator of the methodological quliof the question-
naire, reflecting the internal consistency is coefht of resolutionor Item
Total Correlation(r/itt), showing a statistical relationship betwesstima-
tors of a single step of the questionnaire anddted score of the question-
naire, i.e. how much the items of the questionnaingelate with the dis-
tinguished subscale. The closer the coefficienievdb one, the more pre-
cisely the indicator of the questionnaire distirsipais the respondents with
or without the measured property. In the questisreabased on express-
ing an opinion rather than on solution of cognitlegical tasks it is re-
quired that coefficient of resolution would be hegtthan the limit of 0.20,
as otherwise it means that some indicator is nog saitable for the at-
tributed subscale. Therefore, the indicators ofghestionnaire with a low
correlation to the overall score of the questiormdk 0.2) must be re-
moved.

Another important characteristic of reliability amdlidity of the ques-
tionnaire isfactor loading(L). On the basis of the model of factor analysis
of the main components, the indicator of factoding (L) of the question-
naire shows the cohesion of statistical relatioa @friable. It is expressed
as a coefficient of correlation between the vagaiid the extracted factor.
When factoring items, factor loadings are deterchirend the higher the
factor loading of a subscale is, the more importhatitem is for the sub-
scale, i.e. the more influence it has. Coefficialties can range from -1 to
+1. So that the statement would be included instiescale, only signifi-
cant items are selected, factor loading of whictstnlae positive, and not
lower than 0.6.

The estimators of factor loadings of thebscales of Personal values
the analysed questionnaire range from L = 0.58 #00L79. As one can see,
it seems that these conditions would not comphlie subscale of pro-
fessional values, but according to other authodi¢er & Fava, 1998), the
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minimum factor loading cannot be lower than 0.4t{heslower one shows
that there is an inadequate indicator on the sldsthe average item total
correlation (r/itt) of subscales ranging from L 3®to L = 0.61 indicates
that the items of the questionnaire correlate it distinguished sub-
scales.

The subscales of Organizational valuage dominated by higher factor
loadings of the steps of the test from L = 0.66tlo® subscale of profes-
sional values to L = 0.82 on the subscale of playsialues. Resolution of
the steps of the test also exceeds the minimurshblte and ranges from L
= 0.43 on the subscale of professional values+o0L67 on the subscale of
physical values.

Methodological characteristics of quality of thelscof Subjective value
congruenceare also quite high. High factor loading of thet teteps
L = 0.77 was found. It is clear that this conditigmnot only met, but ex-
ceeded. The estimator L = 0.58 of the resolutiorthef test steps of the
scale of Subjective value congruence meets theéresgents and indicates
that the scale consists of relevant items.

The length of the designed subscales oflthpact on the person and
the organizatiorranges from 4 to 7 steps of the test. In this ctme ex-
plained dispersion of obtained factors reaches rtitae 65%. Very high
internal consistency of all subscales should bedatxtremely high factor
loadings of subscales from L = 0.80 (activitiestbé organization) to
L = 0.82 (employees’ attitude to work) dominates®ation of the steps of
the test also sulfficiently exceeds the minimumghotéd — they range from
L=0.64to L =0.67.

Very high internal consistency of practically allbscales should be
noted, high factor loadings of indicators dominated therefore it can be
argued that the constructed questionnaire of cemge of personal and
organizational values is characterized by high o@dlogical quality.

After finding methodological characteristics of tjtyaof the question-
naire of congruence of personal and organizatigahles,factor analysis
was carried out to determine construct validitytef questionnaire. Prima-
ry and secondary factoring was applied to testearaduate structural (con-
struct) validity of subscales of questionnaires akry large volume. Con-
struct validity indicates whether the questionnaireasures what it is de-
signed to measure and, therefore, the items fortfiegsub)scale must be
similar in their logic. Secondary factoring is athwd indicating whether
the subscales compose one or several factors. dprimary factoring, the
total of the items is calculated, and during theoséary factoring the items
are integrated into scales. It is necessary toycaut in order to determine
whether the derived score of the test would measwemplex scale relia-

556



Oeconomiaopernicana9(3), 545-571

bly and validly — personal values, organizatioreues, and the impact on
the person and the organization. Factoring metkoimtended to reduce
variables, i.e. to densify them. The higher thaliog of the subscale is, the
more suitable it is for the scale, and the moraiBaant it is considered to
be. Secondary factoring is carried out by two défeé methodsPrincipal
Components(One-way model Bland Alfa Factoring (F1). The latter
method was created by Cronbach to verify the dimeas structure of the
test, i.e. whether the specific test steps arentéilean the same general set
of potential items of a certain questionnaire. Tethod of factorial valida-
tion was used to test the quality of the subscad@stly, the items of re-
spective subscales were factorized by the methqatio€ipal components
applying rotation of the factor axes by the highesolution (VARIMAX
rotation). After finding a theoretically meaningfatructure of attributes,
the obtained single factors were further examingdhe alpha factoring
method. It was proven that all three scales ofdieeloped questionnaire
are reliable (Table 2).

Factor loadings of the subscales of personal valaiege from 0.54 to
0.82 according térincipal Componentsnethod and from 0.45 to 0.80 by
Alpha factoring method. The explained dispersion, which shows how
strongly the respondents agree with the establisiubdcales of personal
values, is 50.45% and 42.95% respectively.

The results show that different groups of valuelictv correspond to
certain subscales of values in the questionndiriyied to the scale of the
personal values in accordance with the meaningpeareasonably related
to an integral scale of personal values.

The explained dispersion on the scales of orgdoizatvalues both us-
ing the method oPrincipal ComponentandAlpha factoringmethod vary
even around 70%, and factor loadings of subscaéekigh — from 0.71 to
0.91 according té\lpha factoringand from 0.76 to 0.92 in accordance with
Principal Components

The highest indicators of methodological quality abtained in the case
of the two factorings on the scales of the Impacth®e person and the or-
ganization. The explained dispersion obtained dusecondary factoring,
when compared to other scales of the questionnams, the highest and
ranges from 69.8% (usimipha factoringmethod) to 79.6% (usin@rinci-
pal componentmethod). Estimators of factor loadings of the sales are
also quite high — from 0.76 to 0.88 accordingitpha factoringand from
0.86 to 0.91 in accordance with tAancipal Components

High factor loadings and explained dispersion slioat the scales and
subscales of the questionnaire in the analysiowfponents of the impact
on the person and the organization are also reliabl
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Results of secondary factor analysis reveal thetfet factor loadings
of subscales of the questionnaire of personal agdnizational values are
high in almost all scales (with the exception ok @ubscale of personal
values) and do not fall below 0.6, indicating angfigant/strong approval
for the formed scales by the respondents. In base< of secondary factor-
ing methods relatively high scores — factor loadiagd explained disper-
sion of factor analysis model (in per cent) — abtamed, therefore, it is
reasonable to state that the questionnaire of cenge of personal and
organizational values is valid and reliable, asssales are reliable, and the
prepared questionnaire, forming integral dimensidassuitable for the
measurement of the entirety of intended charatitesis

The attributes, which may be related, are deterhibg qualitative
analysis, however, it is not enough to trace ohéyrelationship of qualita-
tive phenomena, facts and processes, thereforappty the regularity in
practice, it should be evaluated quantitativelywasl. Criterion validity
shows to what extent the results of the appliechouilogy correspond to
the investigated behaviour or characteristic, tfloeee thecorrelation anal-
ysiswas used to evaluate linear correlation of scaldsicales. Using the
correlation analysis method, the statistical reftahip between the meas-
ured attributes is expressed by the correlatiorffica@nt (r — strength of
relationship). If the values correlate, they arpatelent, if they do not cor-
relate, they can be both dependent and indepeneatmaximum correla-
tion coefficient can be -1 or 1, depending on théireg of items. The closer
to +1, the stronger the relationship between theabkes is, i.e. the more
reliable correlation relationships are, and thesetdo zero, the weaker the
correlation is. According to Mukaka (2012), valusscorrelation coeffi-
cients reaching 0.50-0.70 (positive correlatioravarage) are the indicator
of quite a strong statistical relationship. Theuesl of coefficients were
interpreted on the basis of Burns (2000), i.e. 81900 very high correla-
tion or very strong relationship; 0.70-0.90 highrretation or strong rela-
tionship; 0.40-0.70 average correlation or relaiop of average strength;
0.20—0.40 low correlation or a weak relationshgssl than 0.20 is a very
low correlation or very weak, insignificant relatghip. Correlation rela-
tionships do not show causality between the disisiged scales and sub-
scales, but they reveal significant facts, i.eat ttwhen the value of one
subscale varies, the value of another subscalesvas well.

The values of the indicators show that there aatistically significant
and reliable relationships almost among all thessales examined. Relia-
bility between almost all of the examined subsc@esgery high (p<0.001),
and the values of correlation coefficients rangenfiveak to strong (Table
3). The strongest intercorrelation relationshipsehheen found between
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professional values of the organizatiandspiritual values of the organiza-
tion (r = 0.826)and with social values of the organizatioim = 0.807%.
Strong, statistically significant relationshipsalksxist betweersocial val-
ues of the organizatioandspiritual values of the organization = 0.782)
and withmoral values of the organizatigin = 0.751). Strong correlation
was also found betwegmofessional values of the organizatiandmoral
values of the organizatiofn = 0.736)and thephysical values of the organi-
zation (r = 0.714). Very close relationships were fouredween theeco-
nomic values of the organizaticend social values of the organization
(r = 0.654);saocial values of the organizaticend physical values of the
organization(r = 0.656);moral values of the organizatioand spiritual
values of the organizatiofn = 0.699);professional values of the organiza-
tion andaesthetic values of the organizatigr= 0.699.

It should be noted that only the subscales of orgéional values inter-
correlate by statistically significant strong re@aships, and although relia-
ble and statistically significant relationships edound between the sub-
scales of personal values and the subscales afnaénglues and organiza-
tional values, they are characterized by weakenauerate correlations. It
was found that only a small percentage of subsckle®t correlate. Statis-
tically reliable relationships have not been fowmdly between theubscale
of personal economic valugsth almost all thesubscales of organizational
valuesand on thesubscale of personal physical valweish threesubscales
of organizational values.

It should be noted that no inverse statisticallyngicant relationships
have been found, and this shows a direct posigiagionship that is mean-
ingful, as both personal values and organizativahles are encoded posi-
tively. This indicates that evaluation of importaraf some values does not
enable to evaluate other values as less important.

The strongest relationships have been found betveeganizational
valuesandthe effect on the person and the organizatiOnganizational
climate, the employees’ attitude towards work anghapizational perfor-
mance are best predicted by organizational valMest subscales obr-
ganizational valuesindeffect on the person and the organizatammrelate
by statistically reliable relationship of averageesgth (from r = 0.328 to
r = 0.6). Correlation of ajpersonal valuesvith the effect on the person and
the organizatioris statistically significant, but weak, so it che said that
personal values are weaker to predict the effedherperson and the or-
ganization. It should also be noted that no ste&iy significant relation-
ships between the subscale pgrsonal economic valuasith any of the
subscales dhe effect on the person and the organizatdod thesubscale
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of personal physical valuesith two subscales of the effect on the person
and the organizatiohave been found.

Results showed that intercorrelational relationshigtween the sub-
scales of the effect on the person and the orgémizare statistically relia-
ble (p = 0.000) and strong: between #mployees’ attitude towards work
with the organizational climatdr = 0.647); theemployees’ attitude to-
wards workwith performance result¢r = 0.663); between therganiza-
tional performanceorganizational climatdr = 0.745).

It can be assumed that the employees’ attituderttswaork, the organ-
izational climate and organizational performance significantly related,
therefore, integrating these elements into oneesca. the scale of the
effect on the person and the organization is meguin

When analysing the strength of the correlation mifad subscale indi-
ces, a strong relationship occurs between unitattsof the subscales of
the effect on the person and the organizatemd organizational values
(r = 0.673). Relationships of average strength werend between the
scales ofsubjective value congruenemdthe effect on the person and the
organization(r = 0.563), andrganizational valuesand the effect on the
person and the organizatidn= 0.532).

The results show that with predominating differerganizational values
within the organization (evaluated by employees @a®re im-
portant/occurring), the effect on the person amddiganization is increas-
ing: employees’ attitude towards work improves, dhganizational climate
is more positive, and organizational performancprowes. The effect on
the person and the organization is also increasitiga stronger subjective
congruence of personal and organizational valuege@tions of the unit-
ed subscale indices once again confirm that persahaes slightly predict
organizational values, subjective value congrueatiéude towards work,
organizational climate, organizational performanberefore, great atten-
tion should be paid to the values prevailing in tihganization and to the
support of different values. The results of theeagsh show that if there is
a value gap in the organization, it is rather wditkthat the employees’
attitude towards work, organizational climate, parfance in the organiza-
tion like this will be evaluated positively.

In summary it can be said that the systematic satdstcally significant
relationship between many subscales of personalesalorganizational
values and the effect on the person and the org@miz allows to state
about the quality of the used questionnaire from psychometric view-
point.

Criterion validity is the most important indicatof the quality of the
guestionnaire (Lienert & Raatz, 1994). Althoughretational relationships
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show whether with the changing the value of onessale, the value of the
other subscale changes as well, but they do nat shasality between the
subscales. Therefore, in order to substantiateleional relationships and
to analyse the causal relationships, theltivariate regressior(r?) was
calculated.Linear multivariate regression modélas been drawn up to
predict the values of the dependent variable adngria the values of the
independent variables (Hasgé al, 2009).Suitability of the linear regres-
sion model for the available data was estimateddefficient of determina-
tion r%. The closer the coefficient of determination isotwe, the better in-
dependent variables in the regression model desthib values of the de-
pendent variable.

The regression model was applied in order to deterrwhether per-
sonal values and organizational values are therattaving effect on the
person and the organization. All subscales of petisealues and organiza-
tional values in the regression models have bedénedkeas independent
variables (causes), and each subscale of the effethe person and the
organization and the joint estimate of the questimre of the impact on the
person and the organization according to all suesdeve been defined as
dependent variables (consequence/effect). It shoeildoted that the larger
the Fisher’s statistic value, the larger the rdliigtof the questionnaire.

The value of coefficient of multivariate regressiirows that (the joint
index) of personal values and organizational valugl the effect on the
person and the organization correlate by high s¢0@46) and explain
42% of the average of the dispersion. The reshitgvdhat personal values
and organizational values affect the person andotgeanization with 42
percent of success. Distinguishing individual saless of personal values
and organizational values, the effect on the pewmh the organization
most strongly correlates with th@ofessional values of the organization
(0.28) andsocial values of the organizatiqi®.21). Moral organizational
values by which one-fifth (20%) of the dispersion arouheé average can
be explained by linear dependence are distinguishest of all subscales.
According to the dispersion around the average effect on the person
and the organization is also explained drganizational physical values
(16%), social values of the organizatid@%), and slightly less bgrgani-
zational professional value§6%) and organizational economic values
(5%). It should be noted that th@rganizational economic valuegain
a negative value and indicate that the economigegabf the organization
are negatively correlated with the effect on thespe and the organization.

561



Oeconomiaopernicana9(3), 545-571

On the basis of the obtained results, the regressjoation can be writ-
ten down as follows:

PO =1.110-0.166 * OEV + 0.214 * OSV + 1)
+0.161 * ODOV + 0.277 * OPV + 0.134 * ORV

It can be argued that the effect on the persontheadrganization is
stronger with the increase of significance of slpamoral, professional,
physical values of the organization, and with dasiey significance of
economic values of the organization, while the otleenaining values do
not change.

By comparing the relationship of the dea of personal and organiza-
tional values with the scale of the effect on thespn and the organization,
it was found that only the scale of organizatioralies correlates with the
scale of the effect on the person and the orgaoiz#D.645), and explains
about 59 percent of dispersion.

In summary, it can be said that only organizatiadiies have an influ-
ence on the person and the organization. With tbeitt (increase/gaining
the importance) of organizational values, andlieotvalues are not chang-
ing, the effect on the person and the organizasigmowing (increasing) as
well. The regression equation can be written dowfodows: PO = 0.759
+0.645 * OV.

It is obvious that only the organizational values an important lever of
the effect on the person and the organization.dftained facts and statis-
tical regularities are meaningfully correlated withe results of studies
carried out by other researchers (Leung & Chatuna10; Seong & Kris-
tof-Brown, 2012) that organizational values arérang factor of the effect
on the individual and the organization.

Discussion

Methodological characteristics of quality of theegtionnaire of congru-
ence of personal and organizational values for eyags tested by empiri-
cal and statistical means show that the qualityhefdeveloped question-
naire is high. From the viewpoint of factor validatand criteria of internal
consistency of the scales, fairly high indicatofghis questionnaire have
been achieved. Discussing methodological qualitgratteristics of the
subscales opersonal values, organizational valuesibjective value con-
gruenceandeffect of the person and the organizatiarvery high internal
reliability of almost all of the subscales shoukl ioted. The value of the
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measure of the internal consistency on the subsadides not fall below

0.65 (in the case of the subscalePafrsonal aesthetic valueand reaches

a very high coefficient of 0.93 (on the subscaleEnfployees’ attitude to

work). The reliability of the questionnaire in relatitm the test-retest is
also high, as its values range from 0.58 up 0.9% @verages of factor
loadings are high (from 0.58 to 0.82), with the eption of subscales of
personal professional valueghe factor loading of which is below 0.6
(based on the mentioned rule). The explained disperof factors of the

individual subscales reaches from 34.57% to 67.54Ptle the coefficient

of total item correlation ranges from 0.32 to 0&Yd correspond to the
norm, thus, the minimum requirements are exceeded.

Exploratory and confirmatory factor analysis hasftmed the con-
struct validity. High indicators obtained in thesea of both factorings
show that congruence of personal and organizatialaks is a solid char-
acteristic. When applying the method of Principaihponents, factor load-
ings on different subscales range from 0.54 to,0a®8 the explained dis-
persion is from 50.45% to 79.64%. Factor loadinfisalpha factoring
method range from 0.45 to 0.91, and the explainiegedsion is from
42.95% to 69.79%.

Correlation analysis has confirmed the internataduility of the ques-
tionnaire — separate scales of the questionnagestatistically reliably
correlated with each other. Reliability between @dimall of the analysed
subscales is extremely high (p < 0.001). Systenaatitstatistically signifi-
cant correlation of the average and high strengtivden many scales of
personal values, organizational values and thetefiie the person and the
organization allows to state about the qualityhef ised questionnaire from
the psychometric viewpoint. Statistical relatiompshbetween personal val-
ues, organizational values and the effect on tiheopeand the organization
tested by the method of multivariate regressiorfiooed that the organi-
zational values are a factor to ensure the stromgact on the person and
the organization.

Conclusions

Quite high qualitative characteristics of the gigstaire obtained suggest
that the items of the subscales of personal vaundsorganizational values
included in the questionnaire are closely relatedsistent with the overall
purpose of the questionnaire as a whole. The questire is valid, relia-

ble, and can be applied to diagnose congruencersbpal and organiza-
tional values.
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The value of the results of the research presentédis article is re-
flected in the fact that the newly developed omgiquestionnaire meets
high methodological and psychometric charactedgstidoreover, the ques-
tionnaire could be used by both scholars and orgéions’ executives in
order to identify employees’ personal values arghlight the prevailing
values of the organization. The questionnaire $® aesigned to identify
the congruence of perceived, objective and subgstalues depending on
the subjects the value congruence of which is coatpa

With regard to limitations of the research thisdstwas attended by
only two multicultural organizations: one operatiimgLithuania and the
other located in Great Britain. Other organization®lved in the research
operate in Lithuania; therefore, one of the ideaddture studies would be
to conduct a study interviewing a larger numbemaoiticultural organiza-
tions from different countries, in order to identdifferences with regard to
Lithuania and foreign countries. Other directioasfurther research could
be as follows: (1) in order to shorten the questéire, retesting in a partic-
ular organization should be conducted; (2) in tihars’ opinion, the
guestionnaire could be supplemented with the safaleenefits, continuing
the survey in one of the organisations that pgdied in the survey in or-
der to identify material benefit to organisationghie long run; (3) to carry
out repeated research in the surveyed organizatiaorsler to ensure moni-
toring of the value congruence process.
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