oW o
2006 4F- 12 A

R R
JOURNAL OF MANAGEMENT SCIENCES IN CHINA

P 000 http://www.cqvip.com]

Vol.9 No.6
Dec. 2006

hEEETARMTHASAARE EF’

o, K

(1At R K AR 2R, ALaT 100083; 2. KA TSI 2 L ET 100084)

WE: ABUBESGECEAANBR ARG AL, FSARAAR TUAALERE
SR, MRS TG EE ARG, PR A% AT A S A EN YRR
ZLAK,FATPRAEEAINHATHONMNASUERLSAE T B IRERE ES W FBIE

HEEFHREF, PEASARINYATHONMNEARRESEH S HAE

BH, 5 AR KPR

FE) AL AR R HAEAY  E PR A R A BT A= LT R B 4k
MAAGHE RSB AEAE IEBEE AEARTAH ERERHHILEHN A . R

B, BRI ARG TiEE.

XEIF, M BEBELSE, MEWN,; HHL
MEKERIDRS: A

HESHES: 93.0; F270
0 5| &

HEEWRRBT OHE2E, HETER
TN ANEHAR SR X WA AEHE . £
BIIRE AR, AN GHARGE WS TR
NN HE AL W 325 (person-organization fit,
POF) , KL~ N 54 4R 2 (8] I AH 25 PE ( Compatibili-
ty) Fl— B ( Congruence ) ( Kristoft '), 0’ Reillym il
BTN ESHAMEE NS E LA N SHRE
MEM E R ERE A CRATE—E L. D
ANGHAREELEMFTE, Chatman 87 T4 A
HHA G E RIS (A 1), BB
NFHAFN AES T REGE, E WP
J7 IR B

KT AR H R, £ H o R ER M
THBEBRER MERRE T AWHEERHRR
(implicit control system) , X AHX FAMEE R RGEE
REMHZH 2 7= B — AT R (B A — SR
e, B R G B R A S5 TH #R 0E ( dark
side of good fit) , 2% R M 2H 27 Y 4 R RE 7 BN F B

@ UxHE A T: 2005-04 - 11; #i7H #: 2006 - 01 - 18.

LU H: E&EBRAFEEL T B (70602027; 70272009) .

XEHS: 1007 - 9807(2006)06 - 0087 - 10

F1(Schneider!), Walsh(®!) . 36 F 325 BE &2 m7  A.,
EENIR THRAART N HHEE Fh
WAL HERERETRSREEHHEX
FOHFR G RIEER R B, — 2 HiEH 1
ANSHARGHEWEN, SREESEETH
(Prosocial behaviors ) , 03522 RAT K, B A BA &
YE B 877 #7 (Posner'®!, O Reilly # Chatman?!)
mA —SREMATTER BT .

ST -
MR (Values) | —
TR (Norms)| | B,

(Rirfe. .|| HAlk
W)

XA A
AR

XA B
PRI 8
{8505 h: BRI

AL

A AFFAE .
m{l'[m(;/aluse) PEFE
(RN )

B1 MASHARREHEARE( Chaman, 1989)
Fig. 1 Model of person-organization fit (Chatman, 1989)
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SR ARSI EL R 25 AR (] B
(indirect measurement ) &8 LA 7 2K, 23 510 1~
NSHB R, R A EIr, RIS AS4H
SRR X R AR s B4R 2 AY
AU, A& — e FHALAM AR ERNER,
IRFMEA N GRLEEG R B . ] H B
MR AN HE R G E M ER (Cable A
Judge[gj , Vandenberghe®” ) , 5 32 % M B 432 B vk . A
PETENRE, K& ERTELG PR — A2 ()
BT E BRI (rating scale) . — & Q 7k
(Q-sort) . [A] T Xk Bl 1 A A MBUE HA M E
[A)3 , gk —30 B 2518 IR A M E RS A
FARECHA R (B0, ST B 8 A X PR [ ] 2
Y HLAER SR A8 M A B /ML Q 43215 2 Chatman!®!
#E Bem SSEARIBFFTEM FE S MDA SHARG
B, 4R A ) T P B X 3t #2 (profile: comparison
process) , A~ SCREUHT—Fp Il T B .

HEERRHAER A S HEFENEN
RS ERREE, A (A 32 [ 22 SO B B . Hof-
stede F1 Bond! " FEHR 57 T W 1K 20 122 80 4E4L
ZUT IR BRI R I, SR AR Y 4 A B R0k
W REBREX AR, BHRERE THERA
¥3:5——1% 2 B AR HF BT ( Confucian dynamism) . 4t
S0 R Bond 4 634 T RF ST b E UL R A
EAER, S TCRAMEMER), GBS
(integration ) | ff§ % Tk ) J7 ( Confucian work dy-
namism) {"«(» ( human-heartedness ) . 18 2 #{{¥, ( moral
discipline)4 T E B FE # . X i 5T H R, T HI%
4 A E M AL A E R RS R 2
M 7, XA E R A AR S ERRE
BAKES P EESE WG ERNA R
R, R BRIFIR = 0, A0 2 FHEEE X
FRREME T B A (B UL &, P[] 0 & 5 K &
NGHARGE , R ER mm N REeE
5EERTENNEXE.

1 HARAE

1.1 EEHRFET

2 [R) 45 1) I Bt 2P 2OR gk, At )
HIRA 5 THEEDIR EAHE R =AM
FKHRWES . B A A RG/NH AL HNE

TR ) ) 5 L3S e 3% (retranslation) S5 77 1%,
RIN AN SRR EEE AR T(PEE
HRLE) RSO E AL, X B R S ks
HKWEBEASTIROT(RE D . B, 23
MR (W] 5 BT A58 E RIS AR A 4 T4
B E R HAART NN E S Smith,
Organ Fl Near '3 H i £ 3, B WA ) 45 30k
Cropanzano 2 AU g ], TARTH B E % ESMA 5
o RSO, A R A AR RS R R
45 5 A5 T AT 40T (Larwood 46131) | 4H 41 AR i W]
#3% Mowday %1 45 0CQ) .

RE M EFEAR S 2 K3 ZHEIRR (dif-
ference scores ) FAH & F8 15 (correlations ) . ZE 845
SRFETEM (D?) EITEMEFIR(D) 4
MHEZFCI D) WM (D) Mahalanobis D ( Ms'
D)% A 3 Mg ER LR L I A
(B 55 2R VSRR 1 (B UL AR 800 (R 22 R G E T
), A A IR, 35 T AR
R ABAE R SR N ER X (Q).Q 713
FIRER (Qg) RIFRUERIAHX (Qr)3 #. LIAH K
FEUF 4R, REE TR SR PR EH AR E RS
HERHSMERZ P RE(-15+1Z
6]) 3 o %6 . BRI b i, 822 115 O M 4
BIMELLT B B — B 1 96 R (Fdward ™)), BB
1L (excess ) = — B HY, “Z:&"(deﬁciency)ﬁzi
—EH, FFA G EAE R, WA R 2
AZE Ot g B FAE S R EERE R, B
FFERGERT—SEm 3, ERX R BRI
PR XAFTEAH K AR BOHIE], SERR IR G or 02 BE %
RO . R It 2R SR B4 X 2 FVE R 326 BT
TER .

WG R % &, A A o
SRME” R SO T AR B S 44 T TR 2 b
BB B G SR S D E R R TR EAAN
WERBAIS, B4 0 1 3 77 B E RRE A
HR 5550 AR SO R B A O 3 A 2
AR AR PR 208, R R R B R R
SUAEFFSRAGR S ) 95 SR MORBHIE R, “Fl{=
SC”HCRD Rk R RS T R W
Gabrenya 25 A\ BB FE A A% K TAR N TE 4 2
1R B 3 RIEW, B4 S0 4L 3 70 R
(Cabrenya Fl Hwang“é] ). A E R TE 1% G0 PR (0
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SHAHMER KPR PR S, P EEREENE
WAL S A B AL 2 2R &
SFRCE o BAR L B L% Hofstede 1 Bond BT 2K
HmER SRR R R E , G EAL MR 8

A GRE S RO B BT S EARE
8T AW 5E A5 H B A 5 b B MAL
B HEARFA R Z AL, RS R B
B HME.

1 ANBLNERR SR

Table 1 Contrast between representative description of organizational values and traditional culture

3% SRR S E A fege AR AR T M __
R (488, 7 (2 4R ) N2, AN (GEED)
Mg | ME A CHEASRRAT) SRR, G 1A (GRI - BRIND)
X B (o £ 0 B BN 7)) “HLSUEF CRSEC . (GRIE M)
i | TN IO PE AR R ) “SLE AL, (GEIE B
I AR P RREATEMAT) CREAL, TR, (G- 3RE ) o 7
KBS -GEAAH) e e
a0 W | P b E A BRBAR) %%;‘ Kb R B, —mg g A (R R
B EES (L AERAAES &R
. R “HRRAL, BB, -t (B TGE TR b))
FARE | HIEZBHR LT KREE) (RRRED L, A RT] REEAR (R L)
WA B % ORIHES)
BEPSH | LA RO (R E TR “FREABT.FH BB (G- RA))
LR (R RA )
N “g5 g AR MIE A A" (FL O ED)
e | R L ) R SR ST - L ier)
TR | st LR AR TR G kAl S A 6 AR 5 i
DA A5 A S (A5 ) R R )
ROB | B Rt e A G ) T HE SR H AR (O
(238 FE R A B (PR R (S A W R A ) e N
_ et REEF L. (LR BH))
MHETT | A (AR ) DL Sulo
. R AT R . (8T8 HE))
1.2 HRiLE 5 10.1%,FZZH 604 N, 5 47.2%, HE+H
1.2.1 #AEAL 36 A, 7 24.7% BB 5L 230 A, /5 18.0% . AET= 2

AL R L PR B R MR AR L
MR 8 AT T R, EURA S
127910 A b 32 K, K EA S 16 %, K
Bl 8 R, PAMEEA 6 F, AN FE I 2 K.
REA SRS AN BE 642 A, 5 50.2% , &tk 637
N, 5 49.8% . HAMN 679 A,k 53.1%, RER
w213 A, 16.7%, AN Bk 264 A, 5
20.6% , AN BE AL 120 A, 5 9.4% AEEYFE 30
HUATF 254 N, 19.9%,76 31 ~35 % 371 A, &
29.0%,7f 36 ~40 % 247 A\, 5 19.3%,7E 41 ~ 45
177 A, 5 13.8%, 7E 46 ~ 50 % 149 A, 4
11.6%,7E 51 ~55 % 81 A, 6.3% . MTHUERR
LFESEUT 609 A, & 47.6%,6 ~ 10 4 190
A, 14.9%,11~ 15 F 166 A, 5 13.0%,16 ~ 20
F110 A, 5 8.6%,21~254F 104 A, 58.1%,26
~304E 55 A, 5 4.3%,31 DL F 45 A,
3.5%. B TFER34 A, G 2.7%, 580
385 A, i 30. 1%, A2 733 A, 5 57.3%, BfF
FAERLE¥ER 127 X,59.9% . HE&8 129 A,

265 A, 15 20.7% , BABEE 626 A, [ 48.9% , B
#2252 N, 5 19.7% , HF &2 39 A, 5 3.0%, HiAth
#Hrioe N,di7.5%.
1.2.2 #ito#sk
FEEHAE SN XS E 58 E
A A S 3 e, ST K Ok SPSSIL. 0 A
LISRELS. 3. R #E /i b iz IR R E R i 5
WHEtE R R T ML & M, B R R
(EFA) % % & B #0 53 #7 ¥ (Principal Component
Analysis) , fHEBUSE(E K F | MILRIF R, HF &
FAF S ( Varimax method ) #E 17 1F 22 g 5% , 15 1
TR LR, MERE F R &4 . WirtE
R Z /P47 (CFA) 8 T} LISREL t B 525 5 78 B8
43#7 ( Reliability Analysis) 3 %A Cronbacha 40K
B FA R 4 FE ) P BB — B i . T B8R A RO TR
BUAREESHMATRMHLEE, HEZTE
3437 (Regression Analysis) J7 ¥E#8 1°F 328 J& X 4H
AURH TEWER A4 RITASHXEREN
0 5 N RE A7 .
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1.2.3 ABEXMEFLGHEE HEAE

Xof A 0 B (5] A5 B BB AT 404 )
ARFTHWEREL 6 BER  WFiZNERAHRE
PR R A B IE R KT L, R
REHATRATETEH HHP/NTF0.4089% 16
I 9 A E AT 4 WA, 1T HEE
FFMbAT R, 5 A EE N MIRAT R . 81 S
ZIRRERY 42.413%, 0B PR — 15 E &
¥k 0.836 1. Cropanzano 25 A 42 H Y 55 BR 75 J&i (]
HH 3N EAR, ZAERESHEHE -8
—HE, ZHEELETEZNREERENR 65.63%, 11
HERM—BMEERECN 0.72 L E MK
WA, B x AR B R S R T
SAHEHFT TAEREE . R R4 EE
— R —-RNE ZEEMEERTERBER N
56.94% 0] 4 (14 A FR— BHEAFE R R 0. 78.
Mowday4 H LUK IE R 45 (0CQ) 3£ F 15 &, [k
FAEERERSRR, L 11 EHE . NS
FHERERSF R FERAE, BUFERK T 1,4
HRBMARSTREATERRE BHPANTF
040158 11 AN L fif (1 55 8 Ty 2:, S5 — 1>
AERMANRSEE  ENRE RO EHEA LN
LR T ERBBEEN 64.92%, 0] % N —
PG RN 0.921 7.

2 WHRGR

2.1 LEENPEMNEREERIHSEIE
HERSH
REERE oo R, 539 H £ ffif #1E
0.502L4 b, BV 25 E % 71.028% . Cronbach
a RBREHAE0.67F10.78, HAHE 0.8 L
b ERRIEAECH0.9389. 8 M EFHEKS

SCA I 48 “ B L B, FLE A 4 )
EATEE RN T; S8R B REER
SR, AHES, S HEH” Mg &
WEERAE, R AN R, BN, BER
X7 RS TR ENAE S L F RS Tk
YN RFE P REECERNTGRES
HIFER IBF PR RS B AL A
g R E T R A R AR, I8
ZHE R “BIFE T B R, 2
B BRI AR Aok AR £ )
AR AR I AS 48 338 I A, SR AR AR, VAR IR,
= Fia HAE@N Ak misEs.

WIEAWFEOERESR, HE i K5
LISRELS . 3,4 52 e YO0 0] 45 41 5 28 10 46 B 47 40
B BHBE EEE. A R 1443, 555
/AfENTF 2 BER LG R E S FR RMSEA
(root mean square error of approximation) 4 0.026 )
BH %t %% 48 19 8L & B 4F . SRMR ( standardized root
mean square residual) 57 0. 026 /T 0.05 By in
B, WULEA LA 88T LS LB R4 GFT M {EIE
HIFLA B FE R AGFT 51511 0.94 0 0.92, 3.5
STEHE 4 S B NFT & T 0.90 2 0.95, CFI
k0,98, 15 A B I IFAS Y AN AR BB 5 & A R AR
T () (g AEDOT A 3 AT (LI 2)

TSGR, F RS RGBS E
F R fa B, W EEFRAETF 0.4 WIWMED B ; Xt
TFH) B8, A C4HHT T LISREL 45 R PHI 4
P R AR & 2 W] AR G R v, B X {BLTE 032
~0.74 Z [ (WK 2) . AT AT —BUEE KL,
Cronbach’« ZEKT 0.93. Ht, BREARITFH
B REMRE .

®2 BERZEREXS (PHER)

Table 2 Correlations of the dimensions ( PHI matrix)

s X HANEE | RO | AN | METET | FoSmE | FHENE | R | ThoRE
T BE 1.00

Fral—iR 0.61 1.00

(X 0.49 0.49 1.00

HaRE 0.45 0.45 0.48 1.00

EPFm 0.42 0.32 0.46 0.50 1.00

- 3 0.66 0.50 0.43 0.59 0.47 Lo

BEE R 0.56 0.43 0.59 0.6l 0.74 0.63 1.00

AR 0.42 0.49 0.35 0.45 0.39 0.43 0.45 1.00
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0.40 cvl ~__
0.27 cv2 ——
0.43 Cv3 |
0.45 Cv4 =i
0.15 cvs ~—_
0.3 cvé %\
038 cv7
0.43 cv8
0.39 CVvo
0.66—-{ CV10 |<\
0.54 cvll
0.70 cvi2
0.40 — cvi3
0.28 — cvi4
0.25 cvis -
0.56 Cvi6 "
0.28 - cvi7
0.30 Cvis
012~ cv19
0.37 CV20 >
0.60 — cv2l
0.59 cv22 ——
0.49 —m cv23 L
0.44 —] Ccv24 |
0.35 cv2s ~__
0.36 CcV26 ———
0.33— cv27
0.47 =g cv28 -
0,19~ cvz9 ~__
0.38—>| CVv30 |<\
0.40 —-] cv3l o
0.27 — cv32

0.78
0.58
0.68
0.55

0.77
0.85
0.87
0.66

0.85
0.84
0.94
0.80

0.64
0.64
0.71
0.75

0.81
0.80
0.82
0,75

0.90
0.79
0.77
0.86

1.00
1.00

Chi-Square=1 453.49 , DF=436 , p-value=0.000 00 , RMSEA=0.066

B2 WIFtEERSHRERTR
Fig.2 Path diagrams of confirmatory factor analysis
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FA SO HH ) 3265 13 4% 4E T 5 [ P 1 DG
BHE, REAILNE, NAEVNENER. A8
HifE HoA — M, 0 OCP ( Organizational Culrure
Profile) HH Y “ U 4E )% (07 Reilly %12)) 54 30
“RUFTRE R 45 5 AR R KO (0718 i it 42 B
£ 4 & . OVCS ( Organizational Values Congruence
Scale) PR AR SR HERE (Ens ') L7 SUHY 4k
ST AT HEFEHAE] ; SWV (Survey of Work Values) H
R )15 L 48 (Wollack, Goodale, Wijting
Ty A ST fy G B — L 4B B AR D5 #R A B A
H R T [0 4E L OVCS BB & P 2 ) " 4
JEFNASCHY & 1 n) " HE AR W) L — e i )
LR, A S8 18 e A O I 407 4 I 4

F3 RIMESHBHNEREERE
Table 3 Difference between the feeling and expected values of employee

SCH“ A SO HEBEAR DL (EA A — e R A
SCRFA B A I BE” AR SRR A
B e R g S EE NS —
LT TRR R
22 RIXMRSHENNERERKR

KT #— T A 5 LA S S BR B M 22
SRR EE, R T RRITE, T EHRKULY
ZFRN, p MR R RFERE. W05 3 R,
B XA TR, FOERTEZRHER
B A, A 5 T RS B R AU
EUETAYFEREER ALEALIAS
HA M IR R AR TR AR,

F: »FRpc0.05 * *»FR p<0.01  * x » FR p<0.001, L4 FIH].

2.3 MPASALTEEEXTRNTMEE S

KTFREESHLUKE, NERHTERSRE
AR ZE B0, B 1R
ERTRSEREEHENE, B 2 MiEHA R,
TR LTRSS RTRWEIN B 2 WHE R
R K 0.435 F10.174, )G R* N 0.417
0.147 85/ 1 B R? 27 0.225 1 0. 130, A% /5 R?
7 0.214 1 0.117, UlBI 325 FEXTA SR I AR RS
WO s . AR 2 W], 764 SRR BT
T, A 3 E 3T AR S B T
REEOR , B E DL AR R K, R B i
X7 G l—F M RE S AR R
"R R HSERAEE R (LFER 4) & A
TEETHKUERT A, FIFETE 0.955 7
0.53522[8), AN RAR/N, r ZREHKE T VIF 78 1.047
B1.8682 18], R K, HA ] LI 4E =112 ]
A E R .

= e

mA ﬁi;ig EAH PR AR AR T oEH
S — 0.804 3 1,378 32 0.062 39 12.891 * % x
| 0.706 5 1.202 38 0.054 37 12.994 -
g~ X 1.342 5 1.073 14 0.048 53 27.664 "
et 0.8% 5 1.310 22 0.059 31 15.116 ®ox ok t
B 0.6176 1.230 37 0.055 64 11.100 * % %
- e il 1.1590 1.123 0.050 78 22.822 * % %
B 1.1595 1.230 01 0.055 62 20.846 * % %
Ap R 0.906 1 1.191 22 0.053 98 1.0121 * % %
;

KFREEHSTHAHEE, HMEANLE
BlRGHaE RATLAE B R 2 MBRE R R A
0.351, PI% 5 R 7 0.330, AR 1 ) RZ K
0.204,JHE 5 R2 X 0.192, BEFI R4 1 % TAE %
A —E R WSR2 /W, 7 T Ve
TR O T, UM EE AR R AL, Fk R
SRR RS, KRR AR
AR G R T TAE
FE AT — 52 B BOR 3 . 3o 45 1 I AT L P AR
KRB, AVFEAE 0.958 B 0.527 2 1a], A 2R
AN, T EIKEF VIF ££1.0443)] 1.899 2 1], $%
{EARK, AT A4 EATZ BIAFAE SR MR

KRFRLEMNHAARIT OB E R, &
5 BB £ | B HER, ER 2
MR B R? 4 0.129 1 0.060, G R N
0.101 #10.030, %! 1 15 R* 27 0.109 #10.053, 14
BIG R* 0 0.096 A1 0.039, VLB & BEXHH L4
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RAT AR AN B BLRY 2 7E A AT 4 Y
TR T7 T, T E A7 B sk g SR RO, FEKR 4 81
— " BB & B Aol I X llﬁ})k"fj@”l:‘i‘]i‘ﬁ&
YO 24 AR B A R0, HEA AR B A (.

XF 4 B AR B TILR MR I & AL, A VR TE0. 903
$0.532 2|, AR, HEEKEF VIF 1E
1.108%) 1.879 Z A}, B{AA K, FILAEL T2
RIFFTEL R RIR.

F4 ﬂ‘%&'—izﬁﬁiﬁﬁ.:ﬂ’ﬁfﬁﬁﬁﬂ’ﬂ EEE A RYA

Table 4 Coefficients of regression analysis of the fit, organizational commitment and job satisfaction

WA TYE R
b WA R L-Rily)
- MR ) AL 2
AFlEE FLHEA NF& & KA

A 5] -0.200"" -0.098" -0.151"" -0.088" -0.185" -0.133*

g 4ol 1k ~0.146" — -0.098" — — —

gy F0i — — — — — —

B kMR — -0.146" — -0.153" -0.087" —

,‘1]{ e -0.299" -0.275"" -0.241 -0.251 -0.3377" -0.278""

) I — — — - — —
TG — — -0.111"

- S8 —f ~0.160"*" — -0.112"

B A -0.162*" -0.127" -

R | He#iE — — -

B| RSB — — —

é - 3 5 -0.193" — -0.197"
ETE B — — -0.093"
Aepsk i — ~0.115" -0.101"
#5E 6.689 7.875 7.300 8.196 7.160 7.436
R? 0.225 0.130 0.435 0.174 0.204 0.351

% R 0.214 0.117 0.417 0.147 0.192 0.330
- RRABE,FPEIEEEEIR RSB, FH.
KFEGEMNBURERENTNEL AEKS B ENTH. X—ERS5FEWIMRERAT

HR A Z EEH 2 R LB, B 2 1
B FZ8 R N 0177, MBS R* 2 0.150, A
BE) RPN 0.097, EJG R 0 0.084, 1 Hi &2
B EIREEA — NIRRT . R 2 5]
AN, FE IR TR A, T Gk A7 R Ay RN
O, HRRAER, EE IS E X B EE

L—H, BREFEAFTREREIURRZ — 65T
B BARHbAE A 4 B A R
BEA —E W A 5 & R T R
K &, A1FEETE 0.960 % 0.532 Z[f], A 21B
N, FTEBKETF VIF 7E1.042 5 1.879 Z [6], 5
(HAK, BA AT R4 E T2 I FETESL R MR

x5 REESAQARTH HRERMSERRRBGF
Table 5 Coefficients of regression analysis of the fit, organization citizen behavior and tumover intention
HANRATH [0y 4
TR | WiH BRI | #R 2 ,
R 1 TR 2
FIfbAT R AT FHEATH AT
g3l -0.100" — — — — _
{]\ Tk — 0.128" — 0.124" -0.141" -0.138"
5 ebow — — — — — —
] — — — — — —
g | MR - - -0.140" — — -
% B -0.231 -0.138" -0.206" -0.120" 0.194"" 0.159*
g mn — — — — - —
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HENRITH BIHEE
T oY MR 1 BRIl 2
- M R R 2
Flf TR WEMAT R FlflfTH WEMAT
HNHIBE — — —
S -0.140" — —
x| MR — — _
B
| #HewE —
&
% EF 3 _
B | PR 0.008"
Rk R —
5 R —
B 6.662 4.740 6.655 4.815 2.000 1.478
R? 0.109 0.053 0.129 0.060 0.097 0.177
WE R 0.096 0.039 0.101 0.030 0.084 0.150

3 BE5itie

Schein! 1 H 28 2747 8 30— M 40 9 T K 2K
ARG S AMIRIE N X PR IMEM R AR, H
SR A AERAR . A SCR IR RS Y4
ARBNERES AR, R ENRE"E, AR
BRAMIRIE N B, A BIRR pA—
“HERE" FH RN ALK — LR T
PLAP [ 1 G5 SCAG R I K A B8, 0 A i |
WS AR HRSRET S XL IR HRR T
R EHS AR ARG GO+ F 7, B
TR E G SRS LA E L BAR R 0 Y2

—HHREAN AN GHARGERR, A
BERERRN T/ESE, REFMIEGERR, ER
MR T WA TS E -2 R
GG B E P ERA T, AR
PHEW F R G BRI R A, AT
NN RS LB, M ASHAR S E P A
(R AUNE 2 3N ¥ 0 B Myl O L
XHAR A R BINRCREF . X T TEMR
BT, A", e — 3R
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Chinese traditional culture impacted person-organization fit research

WEI Jun', ZHANG De*

1. School of Economics & Management, University of Science and Technology Beijing, Beijing 100083;
2. School of Economics & Management, Tsinghua University, Beijing 100084, China

Abstract: Person-organization fit became the focus of the organization culture research. Many researchers found that
the higher the person-organization fit, the more organizational commitment and job satisfaction, the more trust to-
wards management the employees have. The Chinese traditional culture affected employees’ values deeply. So we
explored the Chinese Person-organization fit questionnaire. Through exploratory factor analysis(EFA) and confirma-
tory factor analysis(CFA), the results showed that the P-O fits are composed of eight dimensions that are named
customer orientation, society responsibility, innovation, seeking success from changing, striving for the excellence,
pragmatism, balance, harmony and righteousness. The P-O fit of deferent dimension had significant power on fore-
casting organizational commitment, job satisfaction, organization citizen behavior and turnover intention. The study
also found that the questionnaire had suitable reliability and high validity.
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Personal relations, institutionalization, and control mechanisms in alliance: Ev-
idence from Chinese firms’ cooperation practice

LI Yuan, XIE En, LIAO Xiu-wu
Management School, Xi’an Jiaotong University, Xi’an 710049, China

Abstract: Effective alliance control is critical to realize the potential of strategic alliance. Based on social exchange
and institution theory, the study suggests personal relation and institutionalization are two critical determinants of
control mechanisms in alliance. Especially, the impact of these two determinants is contingent on the developing
stage of cooperation. With a survey about 365 inter-Chinese-firm alliances, we test the hypotheses. The theoretical
and practical implication is discussed at the end of the paper.

Key words: strategic alliance; control mechanisms; personal relations; institutionalization
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