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ABSTRACT

The main objective of this study is to find out the "impact of person Fit on
organization citizenship behavior with mediating role of work engagement. This
study focused only on the advertising agencies of Lahore, Pakistan for analysis
purposes | selected the data of five companies. The chosen research some Person
environment Fit elements which were Person Vocation fit, Person Organization Fit,
Person Group Fit, and Person Job Fit, and the effects of these variables on the
Organization Citizenship Behavior of employees. Demographic, Reliability,
Correlation and Coefficient of Regression, Convergent validity, Discriminant
Validity (HTMT), and Path Analysis, were applied to investigate the relationship
between the variables. For evaluation, a stratified sampling technique and 500 web-
based structured questionnaires were used to collect data from employees of
different advertising agencies—samples calculated by using SPSS and Smart PLS
software. The statistical results show that the Person Fit factors have a strong
positive effect on the Organization Citizenship Behavior of advertising agencies in
Lahore.
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INTRODUCTION

Learning approaches are those skills and behaviors that students use to engage in
learning through different ways that incorporate a surface learning approach in which
students use rote memorization and a deep learning approach for better performance
in academic activities. Learning involves modification, grasping fundamental
concepts, recognizing proofs, and remembering information based on facts. Intrinsic
motivation is a behavior that intrinsically motivates students to perform any activity
for the achievement of a specific goal. Students are determined to learn about
something new with different ideas and actions that also depend on the student's
competency (Diseth & Martinsen, 2021).

There are two distinct learning approaches known as "surface™ and "deep". In the
surface learning approach, students focus on memorizing facts because they only want
to meet the minimum requirements. In contrast, deep learners examine the material in-
depth and work to fully understand its significance. Another kind of learning that was
created much later is known as the "achieving™ or "strategic" approach. By being
aware of the assessment needs and criteria, learners who adopt an achieving or
strategic learning approach use their intellectual abilities and gain higher academic
achievement (Beausaert et al., 2019).

According to different research, learning strategies and motivation vary depending on
an individual's needs and level of expertise. Students who adopt a deep learning
approach are very motivated and aware of their abilities and skills. Deep learning
students read extensively, relate new information to prior knowledge, and strive to
find connections between their new knowledge and other fields of study. Focusing on
intrinsic motivation makes it seem like intrinsically motivated students learn out of
curiosity, interest, or pleasure (Tauer& Harackiewicz, 2020). Students' learning
approaches appear to have a greater impact on the quantity and quality of their
learning. It is possible to evaluate how well curricula and instructions are promoting
successful approaches and identify students who need extra support by keeping an eye
on these methods. Understanding students' learning approaches should assist teachers
in thinking through how to modify their teaching and assessment methods as well as
how to design learning resources that accommodate specific students' learning
preferences (Jayawardena et al.,2018). Intrinsic motivation is an important aspect of
the teaching-learning process that determines student behavior, their self-efficacy,
determination, and resilience. Teachers motivate students to enhance their knowledge
by creating and thinking skills and also take part in curricular and co-curricular
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activities. Motivation has been extensively researched in education and other fields.
Researchers have explored motivation from behavioral, social, cognitive, and
humanistic theoretical perspectives (Condry & Chambers, 2021).

The factors of intrinsic motivation depend on the students' self-efficacy,
determination, and resilience. Students with higher levels of self-efficacy are known
to have more creative and accurate skills and can achieve goals using their abilities
rather than their competencies. They participate actively in potential work and have a
variety of learning ideas (Cetin & Askun, 2018). According to current results in the
field of education, a higher level of self-determination leads to better conceptual
learning and understanding, deeper engagement, and greater persistence in learning.
For one to grow more self-determined toward intrinsic motivation, basic psychological
demands such as autonomy, competence, and relatedness must be addressed (Hall et
al., 2021).

Resilience theory is founded on study, stress, and a knowledge of how traumatic
events in people's lives affect them. Resilience means adaption and coping with
positive behavior in the face of diversity, danger, and unfavorable circumstances.
Resilient people typically reflect on their experiences and, as a result, recognize and
be aware of the inner strengths, abilities, and successes they have developed
throughout their lives. Individuals with high resilience are less affected by unfavorable
occurrences and more resilient, even though unpleasant life experiences have been
linked to a variety of harmful outcomes (Kyndt et al.,2019).

LITERATURE REVIEW

Person vocation fit

Person-vocation fit" is a career development theory put forward by American
Professor Frank Parsons in "Choosing a Career". Its core idea is that when people
make career choices, they should choose the corresponding occupation types
according to their personality characteristics, and carry out reasonable personnel-job
matching. The application-oriented undergraduate course under the background of
new engineering allows students to go deep into the front-line occupation-related
positions of the enterprise to carry out practical learning, truly understand the
occupation, realize the organic connection between study and occupation, and improve
the matching degree of personnel and occupation.

It additionally encourages a comprehension of each idea and its semantic connections.
Also, it will help associations react to a quickly changing condition notwithstanding
derivation thinking over the ontologies' various components.(Cabral et al., 2009).
Management, Information Technology (IT), association structure, culture, business
archive, and information sets are the primary KMEs that express the area. They are

83



PJER, Vol 7, Issue 2 (2024) Impact of person...

key infrastructural abilities that are essential for execution and authoritative
achievement. (Gold et al., 2001)

Person organization fit

PO fit falls in the class of strengthening fit, while different sorts of fit, for example,
individual work fit are viewed as correlative Fit. A second viewpoint on P-O fit is
presented by the necessities supplies and requests capacities differentiation. From the
requirements-supplies viewpoint, it is recommended that a P-O fit exists when the
association can supply the necessities of workers. Interestingly, from the requests
capacities viewpoint, P-O fit is seen when an individual has the capacities that are
expected to perform authoritative requests. It has been shown that individual
association fit essentially predicts a representative way of behaving at work. Chatman
(2016) showed the way that esteem consistency among people and associations can
foresee results, for example, change, work fulfillment, hierarchical responsibility, plan
to remain, residency, and turnover. Additionally, individual association fit
discernments are connected with association-centered results like hierarchical
recognizable proof, OCB, turnover choices, and occupation fulfillment. Then again,
assuming the individual association fit is low, we can foresee three quick results: the
individual's qualities could change and turn out to be more like the association's, the
association's qualities could change, or the individual could leave the association. An
excess of incongruence can create dormant and unmotivated people. The self-
character hypothesis might assist with making sense of why P-O fit can impact
individual conduct in an association. At the point when representatives see a solid
match with their association, they develop an elevated degree of distinguishing proof
with their associations and are bound to participate in extra-job ways of behaving. A
high P-O fit causes workers to accept whatever is great for the association will be
likewise really great for them through Manageability 2018, 10, 2481 6 of 16 a solid
ID with the association, consequently lead.

Person group fit

Raisch & Birkinshaw, 2008, Knowledge sharing: depends on the way toward moving
the right information to individuals who need it in the fitting opportunity to tackle their
job and it is estimated by data innovation frameworks to work with sharing interaction
and the propelled workplace. Information sharing that happens upward frequently
contains orders, criticism, and status reports, in which data is amassed or
disaggregated at some level for administrative dynamics or for spreading strategy.
From a hierarchical ability to use both hands viewpoint, such hierarchical and based
up information stream is seen as more steady of shady authoritative capacities as
opposed to explorative capacities.
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In associations, information exercises don't happen separately. There are
explicit authoritative elements that add to the information the executives drive
and work with information-related exercises. A few examinations have
distinguished and analyzed the hierarchical elements influencing information
the executives which are comprehensively introduced in this segment. The
most widely recognized information the board factors analyzed so far are
authority, senior administration support, authoritative human asset rehearses,
culture, construction, environment, and innovation

Person job fit

Chen et al., (2014), Person job fit is a match among representatives and the work they
get, by taking a gander at the capacities moved by workers and the requests of the
work they are accused of Individual work fit is evaluated by deciding the work
expected as per the work examination that still up in the air by the skilled experts in
the association so the ability, information, and capacity to work are as per the requests
of the job. (Peng & Mao, 2015). Massingham et al., 2019, While this kind of
information sharing is significant inside associations as an organizing system and for
its functional requirements, even information sharing goes about as a critical
instrument in fostering the scholarly capital vital for advancement and for building
explorative abilities (Aoki, 1986; Raisch and Birkinshaw, 2008; Sung and Choi, 2018;
Wide'n-Wulff and Ginman, 2004).

Felin and Hesterly, 2007, considering an information-based view, argued that
information comprised unsaid and unequivocal is the chief hotspot for business firms
to acquire a supported upper hand. While associations can hold information for esteem
creation, information trade or sharing improves development and in the end expanded
execution (Gao, He, and Wang, 2009). The sharing, for instance, can be archives and
reports, preparing programs, and advancement plan which convenient react to client
needs, and at last adds to firm execution (Wang and Wang, 2012). Ganguly et al.
(2019) further underscored that KS advances the upper hand dependent on cost
decrease and further developed execution.

Work engagement

Saks's (2019) model of worker commitment recommended that WE is a basic variable
that could pass the impact of the initiative on to hierarchical results like OCB. Other
than recognizing the middle people that interface PL to OCB, it might likewise be
hypothetically basic to examine expected mediators of such intervening factors to
arrive at a superior comprehension of what rouses people to OCB as well as the
circumstances important for such impacts. In that regard, trust in the pioneer is
underlined as an essential element for initiative impact on hierarchical mentalities and
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ways of behaving (Otken and Cenkci, 2012; Robbins, 2003).

Nonetheless, as of recently, little exertion has been made to all the while analyzing the
arbiters and mediators in the connection between head administration and educators’
OCB. Regardless of the calls for additional examination on the precursors of
educators' OCB and the primary system basic their relationship between
administration and instructors' OCB, little exploration has tended to these connections.
Furthermore, concentrates on authority OCB affiliations have been centered generally
around standard administration styles established in Western societies, disregarding
initiative styles (like PL) that are more normal in collectivist societies (Hiller et al.,
2019). Tending to this hole in the writing, the reason for this study is to explore the
hidden system making sense of the impact of PL on educators' OCB by looking at the
interceding impact of work commitment and the directing impact of confidence in the
head in these connections.

Organization citizenship behavior

Ocampo et al., (2018), Authoritative Citizenship Conduct (OCB) is essential for
hierarchical conduct science. OCB is a type of work conduct that is generally not seen
or represented (Lai et al., 2013). According to the job description, OCB is a separate
form of extra-role performance from in-role performance. The subsequent
methodology is to see OCB from a political guideline or reasoning (Khan et al., 2019).
This approach distinguishes the way of behaving of authoritative individuals with
citizenship conduct. The presence of OCB is the effect of the convictions and views
of people in the association on the satisfaction of mental arrangements and agreements
(Brown and Roloff, 2015). This conduct emerges because the singular feels like an
individual from the association who has a feeling of fulfillment while accomplishing
more than the association (Karanika-Murray et al., 2015).

Theoretical Framework

Person Vocation Fit

Person Work o rati

Organization Fit or . f%*““za.“’“
Engagement Citizenship

Person Group Fit Behavior

Person Job Fit
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RESEARCH OBJECTIVES

1. The main objective of this study is to find factors that affect organizational
citizenship Behavior with the help of an experimental study on educational institutions
in Lahore, Pakistan.

2. To examine the connection between Person-Environment Fit with Organization
Citizenship Behavior.

3. To inspect the Person's Environment Fit with the mediating relationship of Work
Engagement with Organization Citizenship Behavior.

4. What is the impact of Person-Environment Fit on Organization Citizenship
Behavior, with the mediating role of Work Engagement?

5. How Person's Environment Fit affect an Organization's Citizenship Behavior?

RESEARCH HYPOTHESIS

1. PVF positively influences Organization Citizenship Behaviour

2. POF positively influences Organization Citizenship Behaviour

3. PGF positively influences Organization Citizenship Behaviour

4. PJF Positively influences organizational citizenship Behaviour

5. WE significantly mediate the relationship between a Person's Vacation fit &
Organization's Citizenship Behaviour

6. WE significantly mediate the affiliation between Personal organization fit and
organizational citizenship Behaviour

7. WE significantly mediate the connection between Person group fit and Organization
Citizenship Behaviour

8. WE significantly mediate the relationship between Person job fit and Organization
Citizenship Behaviour

9. WE significantly mediate the Organization's Citizenship Behaviour

RESEARCH METHODOLOGY

In this exploration, positivist reasoning has been utilized and a quantitative
examination technique is used. It's a cross-sectional examination. Which uses
observational data conveyed genuinely to communicate the acumen or experience of
the respondents. As needs be, quantitative data is gathered, gathered, encoded, and
quantifiably dealt with to look at and measure the relationship of variables through a
logical cycle. This connection point of factors might provoke the likelihood of the
ascent of one wonder or result communicated in speculation (Malik et al., 2020). In
this study logical methodology is used as it generally begins with a hypothesis, while
an inductive philosophy will regularly use research requesting to restrict the level of
the evaluation. For keen procedures, the significance is typically on causality, while
for inductive frameworks the reality of the situation is for the most part established on
investigating new contemplates or looking at explored considerations as shown by a
substitute perspective (Malik et al., 2020).

87



PJER, Vol 7, Issue 2 (2024) Impact of person...

Population
According to (Krejcie & Morgan, 1970), the known objective population of this
research is employees of different advertising companies of Lahore, Pakistan

Sample Size

The example size of a quantifiable model is how many observations that contain it.
The example size is commonly inferred by n and it is dependably a positive number.
It can change in various exploration conditions. Regardless, expecting all the other
things to be equivalent, an enormous estimated test builds the exactness of evaluations
of different populace qualities. (Mohamed Adam, 2020).

Sampling
According to Morgan Table (Krejcie & Morgan, 1970), it’s sample size is 500.

Technique

A basic arbitrary testing strategy has been utilized. In this review, a basic irregular
examining strategy is used because the populace is known. The quantitative method
has been utilized to assemble the data from the scholastic companions. A review was
led to accumulate the information. 500 close-finished electronic surveys dispersed
among different workplaces/programs allies to get the data.

DATA ANALYSIS

PLS, exhibiting using the Shrewd PLS 3 variant is used as the genuine device to view
the assessment and fundamental model as it needn't bother with an assumption of
commonness and study research is routinely not normally coursed (Jawline et al.,
2003). The information was assembled utilizing Factual Programming Bundles for
Sociologies (SPSS). As needs be, essential condition showing will be used. Two
choices exist to do essential condition illustrating, either the use of covariance-based
(CB-SEM) showing or (PLS-SEM). Lately, analysts are logically using Savvy PLS
for the examination of Green HRM rehearses. Featured the accompanying pay of
utilizing PLS-SEM:

PLS-SEM can utilize a minor example size.
Models with formatively shown constructs ought to be taken apart with PLS-SEM.
PLS-SEM is superior to backslide examination while assessing intervention.

Table 1: Demographic Analysis

Demographic  Categories  Frequency  Percentage
Variables
Gender Male 156 33.2
Female 314 66.8
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Age 20-25 239 50.9
25-30 112 23.8
30-35 32 6.8
35-40 78 16.6
Above 9 1.9
Qualification Bachelor's 129 27.4
Master's 163 34.7
MPhil 144 30.6
PhD 34 7.2
Experience 1-5Years 283 60.2
5-10 Years
10-15 108 23.0
Years 26 55
15-20 35 7.4
Years 1 3.8
Above

Table 1 denotes demographic data in terms of frequency distribution, percentage, and
cumulative percentage of respondents' gender. According to Table 1, 33.2 percent
(156) of the 400 respondents were male and 66.8% (314) were female. The proportion
of female respondents is higher than the proportion of male respondents. The
distribution of respondents by age is shown in the results. The survey accounted for
50.9% (239) of respondents who had their aged up to 20 -25 years. Moreover, 23.8%
(112) of respondents were between the age group 25 to 30, 6.8% (32) were between
the age group 30 to 35, 16.6% (78) were between the age group 35 to 40, and 1.9%
(9) were above from age of 40, Results shows that majority of respondents are
between the age group of up to 20-30. Discoveries show segment qualities of study
members regarding their instructive level. It is apparent that 27.4% (129) of the
respondents had the four-year certification, 34.7% (163) members hold a graduate
degree 30.6% (144) members hold the MPhil degree while just 7.2% (34) of the
respondents got their Ph.D. degree. Examination further suggests that a greater part of
members hold a Graduate degree. The finding about experience is that 60.2% (283) of
the respondents have experience between 1 to 5 years, 23% (108) participants hold 5
to 10 years, 5.5. % (26) participants held 10-15 years, 7.4%, (35) participants held 15
to 20 years, whereas only 3.80% (18) of the respondents had more than 20 years'
experience. The analysis further implies that the majority of participants hold 1-5 years
of experience.

Table 2: Descriptive Analysis
Variables Mean S.D Skewness Kurtosis
Person Vocation Fit 40286 .62596 -1.417 0.377
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Person Organization 3.8255  .71903 -.726 2.602
Fit

Person Group Fit 4.0759 .66571 044 -1.042
Person Job Fit 40912 .65210 .019 310

Work Engagement 4.0814  .69640 -.492 -410
Organization 40081 .68217 -.494 101

Citizenship Behavior

Table 2 presents the study variables' descriptive statistics. It displays the mean values
and standard deviations of all of the variables under study, along with an acceptable
range of kurtosis and skewness. The data's central point is shown by mean values. The
central values are 4.02, 3.82, 4.07, 4.09, 4.08, and 4.08 respectively. The table also
shows skewness and kurtosis values which are in an acceptable range. A normality
test is used to determine whether sample data has been drawn from a normally
distributed population. To fulfill the hypothesis of normality Skewness and Kurtosis
of the data are checked. The acceptable value for Kurtosis is between +2 to -2 and for
skewness is +1 to -1. The histogram which is in bell shape shows that the data are
normal (Joseph Hair, 2009).

Because the values for skewness between -1 and +1 and kurtosis between -2 and +2
are sufficient to demonstrate the normal distribution, all of the variables had a normal
distribution. And their graphs are also in bell shape.

Reliability

Table 3: Alpha Reliability Coefficients of All Scales (N= 470)
Variables No. of Items  Alpha Coefficient
Person Vocation Fit 11 0.913
Person Organization Fit 8 0.908

Person Group Fit 3 0.754

Person Job Fit 3 0.777

Work Engagement 4 0.857

Organization Citizenship Behavior 9 0.466
Table 03 shows reliability indicates between thing consistency of the scale. The
dependability of instruments is estimated by computing the alpha coefficients and
between thing connection of concentrate on factors. Shows the unwavering quality
examination by utilizing Cronbach's alpha coefficients. The aftereffect of Cronbach's
alpha ought to be between 0.6, 0.7, and 0.8. Then the review will be solid and adequate.
It is most generally involved when you have various Likert inquiries in a review/poll
that structure a scale and you wish to decide whether the scale is dependable.
Assuming you are worried about between rate unwavering quality. It implies that how
the respondents have answered the inquiries connected with a particular variable.
Assuming the respondents have more comparable responses the information will quite
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often be more dependable. For instance, assuming that the respondents have replied
(Emphatically Concur, Concur, Deviate, Unequivocally Dissent) to any of the given
sets for the most part, the information will show greater dependability. Assuming the
response of the respondents is more dispersed all things considered there is an
opportunity the information will be less solid (Taber, 2018).

The data of coefficient alpha of variable has reliability in their items because their
inter-item values are greater than 0.70. According to (Ursachi et al., 2015) if the value
of reliability is 0.60, that value is also considered at an acceptable value level. Whereas
the value 0.80 and greater is considered at a very good level. This means that all the
variables inter items have consistency among themselves.

Table 4: Correlation Analysis / Correlation Matrix

Variables 1 2 3 4 5 6
Person Vacation Fit 1
Person organization Fit .852** 1
Person Group Fit AL17** 524** 1
Person Job Fit 327**  465**  595** 1
Work Engagement A58**  438**  579**  547** 1
Organization 351**  471*%*  612** 736** .660** 1

Citizenship Behavior

Table 4 signifies the correlation between the study's variables. On a minimum of an
interval scale, the correlation coefficient is a measure of the strength and direction of
the relationship that exists between two variables. The correlation matrix identifies the
association between two variables. "r" is used to define the degree of correlation
between two variables. The value of correlation should be between -1 to +2. It can be
a positive association, a negative association, and a zero association (Yufang &
Jingwen, 2021).

The result of this study correlates 1 which means it is highly correlated and shows that
there is a significant and positive association between the Person Vacation Fit, Person
Organization Fit, Person Group Fit, Person Job Fit, Work Engagement, and
Organization Citizenship behavior.

Table 5: Regression Analysis

Variables B SD p  tvalue Sig. VIF
Constant 1.363 .186 7.318 .000
Person Vacation Fit -210 .077 -193 -2.740 .006 4.004
Person organization Fit .242 .071 .255 3.425 .001 4.479
Person Group Fit A79  .044 467 10.967 .000 1.462
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Person Job Fit 160 .049 182 3.237 .001 2.542
Dependent Variable: Creative Behavior

R?= 423

F =85.251

According to (Uyanik & Giiler, 2013) linear correlation and linear regression are the
next step up. It is utilized when we need to foresee the worth of a variable in light of
the worth of another variable. Direct relapse is the following stage after the
relationship. It is used when we want to predict a variable's value based on another
variable's value.

Table 5 shows the Regression Analysis. Independent variables are Person Vacation
Fit, Person Organization Fit, Person Group Fit, and Person Job Fit and the dependent
variable is Organization Citizenship Behavior. The results in this table reveal the beta
coefficient, standard error, t-value, significance value, and F value. Results show that
a Person's Vacation Fit has positively influenced the Organization's Citizenship
Behavior (f = -.193, p<.0.5) thus, it is supported. The p-value for the beta of Person
Vacation Fit is .006 which is significant at 5%.

So, it has been supported by results which described that there is a positive relationship
between Person organization Fit has positively influenced the Organization
Citizenship Behavior (B = .255, p<0.5) thus, it is supported. The p-value for the beta
of Person organization Fit is .001 which is significant at 5%. Person Group Fit has
significantly and positively influenced the Organization's Citizenship Behavior (B =
467, p<.05) thus, It is supported. The p-value for the beta of Person Group Fit is .000
which is significant at 5%.

It also tells that there is a .500 change by Person Job Fit in Organization Citizenship
Behavior. So, it has been supported by results which described that there is a positive
relationship between Person Job Fit and OCB. Person Job Fit has positively influenced
the CB (B = 0.182, p<.0.5) thus, It is supported. The p-value for the beta of Person Job
Fit is .001 which is significant at 5%.

Multiple Collinearity

Collinearity is a connection or relationship between two indicator factors in a model
multicollinearity is the place where over two indicator factors are related. The value
of collinearity is that the Variance Inflation Factor (VIF) value should be less than 5,
there is no multicollinearity. If the VIF is greater than 5 - 10, there is multicollinearity
(Johnston et al., 2018). In this model, Person Vacation Fit, Person Organization Fit,
Person Group Fit, and Person Job Fit values are less than 5 that's means there is no
multicollinearity, which means that there is no issue in the data.
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Measurement Model Assessment

The measurement model evaluation steps in PLS-SEM, contrast these means with
confirmatory factor analysis (CFA), convergent validity was evaluated by utilizing
loadings, average variance extract, and competitive reliability and afterward depict the
means to apply the technique, including dependable guidelines to manage the
researcher in understanding each phase of the investigation for both philosophical and
developmental measurement models (Joe F. Hair et al., 2020).

Table 6: Convergent Validity

Constructs Items Loadings CR AVE
Person Vacation Fit PVF1 0.774 0.93 0.626
PVF10 0.774
PVF2 0.754
PVF4 0.797
PVF6 0.791
PVF7 0.8
PVF8 0.757
PVF9 0.877
Person Organization Fit POF1 0.781 0.927 0.614
POF 2 0.845
POF 3 0779
POF 4 0.816
POF 5 0.822
POF 6 0.641
POF 7 0.804
POF 8 0.765
Person Group Fit 0.878 0.706
PGF1 0.846
PGF2 0.787
PGF3 0.835
Person Job Fit PJF1 0.848 0.903 0.7
PJF2 0.812
PJF3 0.884
PJF4 0.801
Work Engagement WE1 0.775 0.777 0.636
WE2 0.819
WE3 0.773
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Organization

Citizenship Behavior 0OCB1 0.79 0.903 0.651
0OCB2 0.808
OCB3 0.856
OCB4 0.715
OCB5 0.858

Table 6 shows External Stacking, Composited Dependability (CR), and Normal
Fluctuation Extricated (AVE) that were utilized to take a look at the concurrent
legitimacy of the builds. The worth of External Stacking ought to be more prominent
than 0.50. Also, the worth of Figured Dependability (CR) ought to be more noteworthy
than 0.70. Furthermore, the worth of Normal Difference Extricated (AVE) ought to be
more noteworthy than 0.50 (Joe Hair et al., 2016).

The table outcome shows that there is a concurrent legitimacy in the information
because the upsides of External Stacking are more prominent than 0.50, Composited
Unwavering quality is more noteworthy than 0.70 and AVE is above 0.50.

Table 7: Discriminant Validity (HTMT)

Variables 1 2 3 4 5 6
Work Engagement 0.888
Person Vacation Fit 1.08 0.851
Person Organization Fit 0.626 0.521 0.52
Person Group Fit 0.746 0.644 061 0.892
Person Job Fit 0.62 0445 0519 0.953 0.900
Organization Citizenship
Behavior

1.025 0.712 0.753 0.608 0.638 0.569
Table 7 shows discriminant validity which is tested by Heterotrial Monotrait Ratio
(HTMT). (Henseler et al., 2015) Suggest the value of HTMT should be less than 0.90.
The result in the table shows that all variable's HTML values are less than 0.90 which
respectively conforming the discriminant reliability.

Structural Model Assessment

Structural modeling was performed to appraise hypotheses with regards to confirming
the validity and significance of the model through an evaluation of the measurement
model, and advertising agencies Standard errors, t-values, and path coefficients are
registered to ensure that the model and its connections are essential to the information
gathered. The values of path coefficients showed if the hypotheses were defended or
not (Joe F. Hair et al., 2020).
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Table 8: Path Analysis

Relationships Original Std. T P Decision
Sample  Devia Statisti Valu
(/)] tion s es

H1. Person Vacation Fit -> 0.868 0.018 49.479 0 Supported
Organization
Citizenship Behavior

H2.  Person Organization 0.771 0.03  25.938 0 Supported
Fit -> Organization
Citizenship Behavior

H3.  Person Group Fit -> 0.488 0.076 6.4 0 Supported
Organization
Citizenship Behavior

H4.  Person Job Fit -> 0.017 0.078  0.218 0 Supported
Organization
Citizenship Behavior

H5. Person Vacation Fit-> 0.291 0.077  3.803 0 Supported
Work Engagement->
Organization
Citizenship Behavior

H6. Person Organization 0.015 0.067 0.221 0.413 Not
Fit-> Work Supported
Engagement->
Organization
Citizenship Behavior

H7.  Person Group Fit-> 0.441 0.066 6.69 0 Supported
Work Engagement->
Organization
Citizenship Behavior

H8.  Person Job Fit-> 0.225 0.056  4.007 0 Supported
Work Engagement->
Organization
Citizenship Behavior

H9. WE ->0CB 0.403 0.047 8.584 0 Supported

Table 8 path analysis shows the direct hypothesis and moderator hypothesis of the
study. The t value should be greater than 1.645 and the P value should be less than
0.05. In this study, there are independent variables Person Vacation Fit, Person
Organization Fit, Person Group Fit, Person Job Fit, and mediator which is Work
Engagement and there is one dependent variable Organization Citizenship Behavior
in the study. H1 shows the effect of Person Vacation Fit on OCB. H1 is supported
because it has a P value of 0 and a T value of 49.479; the P value ought to be less than
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0.05, while the T value ought to be greater than 1.645. H2 shows the impacts of
Individual Association Fit on OCB. H2 is supported because it has a P value of 0 and
a T value of 25.938, and its P value and T value should be less than 0.05 and greater
than 1.645, respectively. Person Group Fit's effects on OCB are depicted in H3. H3's
P value of 0 is less than 0.05, and its T value of 6.4 is greater than 1.645, supporting
the hypothesis. The effects of Person Job Fit on OCB are shown in H4. H4 isn't upheld
because its P esteem is 0.414 which is more noteworthy than 0.05 and its T esteem is
0.218 which is under 1.645.

Person Vacation Fit and Work Engagement have an impact on OCB, as shown in H5.
H5's P value is 0 and its T value is 3.802—the P value should be less than 0.05 and
the T value should be greater than 1.645—support this hypothesis. Person
Organization Fit and Work Engagement have an impact on OCB, as shown in H6. H6
isn't upheld because its P esteem is 0.413 which is more noteworthy than 0.05 and its
T esteem is 0.221, P worth ought to be under 0.05 and T worth ought to be more
prominent than 1.645. H7 shows the impacts of Individual Gathering Fit and Work
Commitment on OCB. H7's P value is 0 and its T value is 0.221, which is lower than
1.645, supporting the hypothesis. Person Job Fit and Work Engagement's effects on
OCB are shown in H8.

H8 is upheld because its P esteem is 0, which is under 0.05 and its T esteem is 4.007
which is more noteworthy than 1.645. The impact of Work Engagement on OCB s
depicted in H9. H9 is supported because its T value of 8.584 is greater than 1.645 and
its P value of O is less than 0.05.

Table 9: Indirect Effect

Relationships Origi S.D T P LLC ULC Decision

nal Stati Valu I I
Samp stics e
le ()
H1  PF->PVF-> 2123 .3662 Not
WE 0.015 0.067 0.221 0.413 Supported
H2 PF-> POF -> 2844 4151 Supported
WE 0.225 0.056 4.007 0
H3 PF-> PGF -> 2323 .3933 Supported
WE 0.215 0.025 8.441 0
H4  PF->PJF -> 1414 3306 Supported
WE 0.282 0.045 6.252 0

Table 9 shows the indirect effects which indicate to mediator of the model. The study
used the indirect boots-trapping effect to check the mediation. It shows whether the
mediator is supported or not supported (Preacher et al., 2008; Preacher & Hayes,
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2004). In this study, there is one mediator (WE). H1 shows the indirect effects of PF
on PVF towards WE. H1 is not supported because its P value is 0.413 which is greater
than 0.05 and its T value is also less than 1.645 and Lower Limited (.2123) and Upper
Limited (.3662). H2 shows the indirect effect of PF on POF on WE. H2 is supported
because its P value is 0 which is less than 0.05 and its T value is greater than 1.645
and Lower Limited (.2844) and Upper Limited (.4151).

H3 shows the indirect effects of PF on PGF on WE. H3 is supported because its P
value is 0 which is less than 0.05 and its T value is also greater than 1.645 and Lower
Limited (.2323) and Upper Limited (.3933). H4 shows the indirect effects of PF on
PJF on WE. H4 is supported because its P value is o which is less than 0.05 and its T
value is greater than 1.645 and Lower Limited (.1414) and Upper Limited (.3306).

DISCUSSION

With the acknowledgment of expanding environmental obligations, private
universities have understood the way that not considering human or social components
in their ecological drives will prompt wasteful environmental execution. However,
restricted research is accessible to direct the practical execution of measures in
advertising agencies through conduct intercessions. Generally, this study was a work
to join the knots of person Fit with advertising with an emphasis on Work Engagement
and organization citizenship Behavior. Agencies ought not judge simply by the
measure of organizational environmental mindfulness they make however the amount
they are focused on proceeding organizational behavior at their doorstep.

This study has featured the extending the idea of "Person Fit towards Organization
Citizenship behavior" as a cluster of ability building, motivation enhancing,
teamwork, work-life balance, and opportunity-providing practices that have the
influence organizational behavior of employees. The findings of the study had the
option to exhibit the positive results of Person Fit and OCB.

This examination adds to the current group of information as far as narrowing the hole
by researching the level of significance and utilization of person-fit practices and key
empowering agents in the HEI setting. The curiosity of this examination is that insofar,
as this has not been tended to in earlier exploration. It is trusted that the discoveries
would assist the HEIs with going through a self-check of the different PF practices
and key vital empowering agents so that moves can be made to propel them and close
the holes. As focused by Melton et al. (2006), appropriate administration of
information can give a chance to a learning KM in a state-funded college climate that
improves and thusly makes an upper hand for an association as it responds to the
authoritative requests in a significantly more powerful climate today. In Malaysia,
HEIs with further developed execution will help the country accomplish its status as
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the provincial instruction center point of Asia. Moreover, the investigation likewise
opens up the road for future examination prospects.

Maybe one of the significant shortcomings of this investigation is the small example
size. A bigger example size across all the HEIs, both public and private might approve
the contentions introduced in this paper. It is workable for future investigations to
consider other significant empowering influences, for example, worker preparation,
representative inclusion, collaboration, worker strengthening, hierarchical limitations,
benchmarking, information structure, authoritative system, and such which have
gotten huge PF research consideration in the corporate area (Chong and Lin, 2009). A
longitudinal instead of a cross-sectional investigation might be helpful to catch the
subtleties expected by this examination.

RECOMMENDATIONS

Recommendations are part of every research study due to different factors; however,
those can serve as future research guidelines. First, the quantitative method was used
in the study. The online closed-ended questionnaires were filled out by faculty and
staff members regarding their behavior and effects on an organization. Different
individuals should report the independent and dependent variables to get a more
unbiased result. A simple random technique was used to collect data from the staff.
The mixed method technique can be used in the future to get data intensely.

This study collected data from the location Lahore; it is suggested to enhance the area
and number of agencies to increase generalizability. It's a cross-sectional study, so in
the future, it might be a longitudinal study. In this study AMO theory Person Fit OCB.
However, work engagement is not the only variable to use as mediation. In future
studies, other variables like management support (Levy & Marans, 2012),
organizational culture (Harvey et al., 2013), and employee attitude (Ramus, 2002) can
be used. The target population of this research was only employees of advertising
agencies. However, advertising agencies are involved in big populations with
composite activities that can influence the organization's citizenship Behavior of the
organization. Furthermore, future studies can consider the cultural differences by
replicating this research in more advanced countries with more mature higher
organizations. Future studies could use other antecedents relating to institutions to get
a sustainable competitive advantage.

REFERENCES

Abubakar, A., Hilman, H., & Kaliappen, N. (2018). New Tools for Measuring Global
Academic Performance. SAGE Open, 8(3). https://doi.org/10.1177/2158244018790787

98



PJER, Vol 7, Issue 2 (2024) Impact of person...

Adebiyi, A. O., Fagbola, M. A., Olakehinde, O., & Ogunniyi, A. (2016). Enacted and implied
stigma for dementia in a community in south-west Nigeria. Psychogeriatrics, 16(4), 268—
273. https://doi.org/10.1111/psyg.12156

Akpan, H. A., & Bassey, B. A. (n.d.). Influence of Sampling Techniques and Sample Sizes on
the Outcome of Statistical Analysis.... 48 INFLUENCE OF SAMPLING TECHNIQUES
AND SAMPLE SIZES ON THE OUTCOME OF STATISTICAL ANALYSIS IN
ATTITUDE MEASUREMENT.

Al-Jammal, H. R., Al-Khasawneh, A. L., & Hamadat, M. H. (2015). The Impact of the
Delegation of Authority on Employees’ Performance at Great Irbid Municipality: Case
Study. International Journal of Human Resource Studies, 5(3), 48.
https://doi.org/10.5296/ijhrs.v5i3.8062

Al-Oun, S., & Abuamoud, I. (2011). Tall Ar-Rimah Dairy Pilot Project 2000-2006: a case
study in the Badia Region of Jordan. Int. J. Business Innovation and Research, 5(1), 101-
126. https://doi.org/10.1504/1JBIR.2011.037260

Alharahsheh, H. H., & Pius, A. (2020). A Review of key paradigms: positivism VS
interpretivism. In Global Academic Journal of Humanities and Social Sciences (Vol. 2,

Issue 3).
Amabile, T. M., Barsade, S. G., Mueller, J. S., & Staw, B. M. (2005). Affect and Creativity at
Work. Administrative Science Quarterly, 50(3), 367-403.

https://doi.org/10.2189/asqu.2005.50.3.367

An Introduction to Qualitative Research - Uwe Flick - Google Books. (n.d.).

Avrslantlrk, Y., Mohamed, A., & Dileep, K. M. (n.d.). Editor-_-in-_-Chief Board of Referees.
https://doi.org/10.29226/TR1001.2018.89

Baraffe, 1., Chabrier, G., Barman, T. S., Allard, F., & Hauschildt, P. H. (2003). Evolutionary
models for cool brown dwarfs and extrasolar giant planets. The case of HD 209458.
Astronomy &  Astrophysics, 402(2), 701-712. https://doi.org/10.1051/0004-
6361:20030252

Barney, J. B., Ketchen, D. J., & Wright, M. (2011). The Future of Resource-Based Theory.
Journal of Management, 37(5), 1299-1315. https://doi.org/10.1177/0149206310391805

Bornschier, S. (2020). Combining deductive and inductive elements to measure party system
responsiveness in challenging contexts: an approach with evidence from Latin America.
European Political Science, 19(4), 540-549. https://doi.org/10.1057/s41304-020-00272-
z

Cabral, L., Norton, B., & Domingue, J. (2009). The business process modelling ontology. ACM
International Conference Proceeding Series, 9-16.
https://doi.org/10.1145/1944968.1944971

Chin, W. W., Marcelin, B. L., & Newsted, P. R. (2003). A partial least squares latent variable
modeling approach for measuring interaction effects: Results from a Monte Carlo
simulation study and an electronic-mail emotion/adoption study. Information Systems
Research, 14(2). https://doi.org/10.1287/isre.14.2.189.16018

Covin, J. G., & Slevin, D. P. (1991). A Conceptual Model of Entrepreneurship as Firm
Behavior. Entrepreneurship Theory and Practice, 16(1), 7-26.
https://doi.org/10.1177/104225879101600102

Dalkir, K. (2013). Knowledge Management in Theory and Practice - Kimiz Dalkir - Google
Books.

99



PJER, Vol 7, Issue 2 (2024) Impact of person...

https://books.google.com.pk/books?id=CU20AAAAQBAI&pg=PA18&Ipg=PA18&dq
=This+is+due+both+to+the+sheer+volume+of+tasks+to+address+and+to+the+greatly
+diminished+turnaround-+time.+Today’s+expectation+is+that+everyone+is+“on”+all+
the+time+as+evidenced+by+the+var

Delshab, V., Pyun, D. Y., Kerwin, S., & Cegarra-Navarro, J. G. (2021). The Impact of
Unlearning Context on Organizational Performance Through Knowledge Management:
A Case of Community Sport Clubs in Iran. Sport Management Review, 24(1), 156-178.
https://doi.org/10.1016/j.smr.2020.02.001

Demir, M., Dunn, D., Keyes, S., Linden, I., Ramsbotham, O., Prof, S., & Weller, P. (n.d.).
JOURNAL DIALOGUE STUDIES Special Issue Critical Dialogues: Dialogue and
Conflict Resolution.

Devi Ramachandran, S., Chong, S. C., & Wong, K. Y. (2013). Knowledge management
practices and enablers in public universities: A gap analysis. Campus-Wide Information
Systems, 30(2), 76-94. https://doi.org/10.1108/10650741311306273

du Plessis, M. (2007). The role of knowledge management in innovation. In Journal of
Knowledge Management (Vol. 11, Issue 4, pp. 20-29). Emerald Group Publishing
Limited. https://doi.org/10.1108/13673270710762684

Fernando, Y., Chiappetta Jabbour, C. J., & Wah, W. X. (2019). Pursuing green growth in
technology firms through the connections between environmental innovation and
sustainable business performance: Does service capability matter? Resources,
Conservation and Recycling, 141, 8-20. https://doi.org/10.1016/j.resconrec.2018.09.031

Frey, B. B. (2018). The SAGE Encyclopedia of Educational Research, Measurement, and
Evaluation. In The SAGE Encyclopedia of Educational Research, Measurement, and
Evaluation. SAGE Publications, Inc. https://doi.org/10.4135/9781506326139

Goertzen, M. J. (2017). 2 Library Technology Reports alatechsource.org. In Library
Technology Reports (Vol. 53, Issue 4).

Gold, A. H., Malhotra, A., & Segars, A. H. (2001). Knowledge management: An organizational
capabilities perspective. Journal of Management Information Systems, 18(1), 185-214.
https://doi.org/10.1080/07421222.2001.11045669

Grimsdottir, E., & Edvardsson, I. R. (2018). Knowledge Management, Knowledge Creation,
and Open Innovation in Icelandic SMEs. SAGE Open, 8(4), 215824401880732.
https://doi.org/10.1177/2158244018807320

Hair, Joe F., Howard, M. C., & Nitzl, C. (2020). Assessing measurement model quality in PLS-
SEM using confirmatory composite analysis. Journal of Business Research, 109, 101
110. https://doi.org/10.1016/j.jbusres.2019.11.069

Hair, Joe, Sarstedt, M., Matthews, L., & Ringle, C. M. (2016). ldentifying and treating
unobserved heterogeneity with FIMIX-PLS: part I-method Comparing Results from
Factor-Based and Composite-Based Approaches to Structural Equation Modeling: Five
Perspectives ~ View  project  Context  Effects Revised View  project.
https://doi.org/10.1108/EBR-09-2015-0094

Hair, Joseph. (2009). Multivariate Data Analysis. Faculty Publications.

Hair, Joseph F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to
report the results of PLS-SEM. In European Business Review (Vol. 31, Issue 1, pp. 2—
24). Emerald Group Publishing Ltd. https://doi.org/10.1108/EBR-11-2018-0203

Hair, Joseph F., Sarstedt, M., & Ringle, C. M. (2019). Rethinking some of the rethinking of

100



PJER, Vol 7, Issue 2 (2024) Impact of person...

partial least squares. European Journal of Marketing, 53(4), 566-584.
https://doi.org/10.1108/EJM-10-2018-0665

Harvey, G., Williams, K., & Probert, J. (2013). Greening the airline pilot: HRM and the green
performance of airlines in the UK. International Journal of Human Resource
Management, 24(1), 152-166. https://doi.org/10.1080/09585192.2012.669783

Hedlund, G. (n.d.). A Model of Knowledge Management and the N-Form Corporation.

Henseler, J., Hubona, G., & Ray, P. A. (2016). Using PLS path modeling in new technology
research: Updated guidelines. Industrial Management and Data Systems, 116(1), 2—-20.
https://doi.org/10.1108/IMDS-09-2015-0382

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of the Academy of
Marketing Science, 43(1), 115-135. https://doi.org/10.1007/s11747-014-0403-8

Hilman, H., Abubakar, A., & Kaliapan, N. (2017). The effect of quality culture on university
performance. Journal of Business and Retail Management Research, 11(4), 25-33.
https://doi.org/10.24052/jbrmr/v11is04/teoqcoup

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness and innovative work
behaviour. Journal of Occupational and Organizational Psychology, 73(3), 287-302.
https://doi.org/10.1348/096317900167038

Janssen, O., Van De Vliert, E., & West, M. (2004). The bright and dark sides of individual and
group innovation: A Special Issue introduction. In Journal of Organizational Behavior
(Vol. 25, Issue 2, pp. 129-145). John Wiley & Sons, Ltd. https://doi.org/10.1002/job.242

Johnston, R., Jones, K., & Manley, D. (2018). Confounding and collinearity in regression
analysis: a cautionary tale and an alternative procedure, illustrated by studies of British
voting behaviour. Quality and Quantity, 52(4), 1957-1976.
https://doi.org/10.1007/s11135-017-0584-6

Jamil, S., Khan, S., & Zafar, S. (2022). Resilient employees in resilient organizations: the
influence on competency of an organization through sustainable human resource
management. Global journal for management and administrative sciences, 3(2), 91-107.

Knol, J.,, & Van Linge, R. (2009). Innovative behaviour: The effect of structural and
psychological empowerment on nurses. Journal of Advanced Nursing, 65(2), 359-370.
https://doi.org/10.1111/j.1365-2648.2008.04876.x

Krejcie, R. V, & Morgan, D. W. (1970). DETERMINING SAMPLE SIZE FOR RESEARCH
ACTIVITIES. In EDUCATIONAL AND PSYCHOLOGICAL MEASUREMENT (Vol.
30).

Laundon, M., Cathcart, A., & Greer, D. A. (2020). Teaching Philosophy Statements. Journal
of Management Education, 44(5), 577-587. https://doi.org/10.1177/1052562920942289

Levy, B. L. M., & Marans, R. W. (2012). Towards a campus culture of environmental
sustainability: Recommendations for a large university. International Journal of
Sustainability in Higher Education, 13(4), 365-377.
https://doi.org/10.1108/14676371211262317

Malik, S. Y., Cao, Y., Mughal, Y. H., Kundi, G. M., Mughal, M. H., & Ramayah, T. (2020).
Pathways towards sustainability in organizations: Empirical evidence on the role of green
human resource management practices and green intellectual capital. Sustainability
(Switzerland), 12(8), 3228. https://doi.org/10.3390/SU12083228

Meso, P., & Smith, R. (2000). A resource-based view of organizational knowledge

101



PJER, Vol 7, Issue 2 (2024) Impact of person...

management systems. Journal of Knowledge Management, 4(3), 224-234.
https://doi.org/10.1108/13673270010350020

Meyerson, G., & Dewettinck, B. (2012). Effect of Empowerment on Employees Performance.
2.

Mitchell, R., Boyle, B., & Nicholas, S. (2009). The Impact of Goal Structure in Team
Knowledge Creation. Group Processes & Intergroup Relations, 12(5), 639-651.
https://doi.org/10.1177/1368430209340568

Mohamed Adam, H. (n.d.). Research Population.

Mostafa, S. A., & Ahmad, I. A. (2018). Recent developments in systematic sampling: A
review. Journal of Statistical Theory and Practice, 12(2), 290-310.
https://doi.org/10.1080/15598608.2017.1353456

Nonaka, I., & Konno, N. (1998). The Concept of “Ba”: Building a Foundation for Knowledge
Creation. California Management Review, 40(3), 40-54.
https://doi.org/10.2307/41165942

Noordzij, M., Tripepi, G., Dekker, F. W., Zoccali, C., Tanck, M. W., & Jager, K. J. (2010).
Sample size calculations: Basic principles and common pitfalls. Nephrology Dialysis
Transplantation, 25(5), 1388-1393. https://doi.org/10.1093/ndt/gfp732

O’sullivan, J. L., Gellert, P., Hesse, B., & Voigt-Antons, J.-N. (2018). Exploring Attitudes of
Healthcare Professionals towards ICT-based Interventions for Nursing Home Residents
with Dementia: A Mixed-Methods Approach LeVer-Lernen gegen das Vergessen View
project DemTab-Tablet-based outpatient care for people with dementia V.
https://doi.org/10.1080/10376178.2017.1421087

Pham, N. T. (n.d.). Green human resource management and corporate environmental
performance in the hotel industry UdrZitelny rozvoj lidskych zdrojit a environmentalni
vykonnost v hotelnictvi.

Pelealu, D. R. (2023). The influence of work overload, person-job fit, and work engagement
on employee performance through job stress as a variable intervening in automotive
companies. Jurnal Mantik, 7(2), 1175-1188.

Pirzadeh, H., Shanian, S., Hamou-Lhadj, A., & Mehrabian, A. (2011). The concept of stratified
sampling of execution traces. IEEE International Conference on Program
Comprehension, 225-226. https://doi.org/10.1109/ICPC.2011.17

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect
effects in simple mediation models. In Behavior Research Methods, Instruments, &
Computers (Vol. 36, Issue 4).

Preacher, K. J., Hayes, A. F., & Preacher, K. J. (2008). Asymptotic and resampling strategies
for assessing and comparing indirect effects in multiple mediator models. Behavior
Research Methods, 40(3), 879-891. https://doi.org/10.3758/BRM.40.3.879

Qualitative Research Methods - Monique Hennink, Inge Hutter, Ajay Bailey - Google Books.
(n.d.).

Raisch, S., & Birkinshaw, J. (2008). Organizational ambidexterity: Antecedents, outcomes,
and moderators. Journal of Management, 34(3), 375-4009.
https://doi.org/10.1177/0149206308316058

managers must do. Journal of World Business, 37(2), 151-164. https://doi.org/10.1016/S1090-
9516(02)00074-3

Reyes-Morales, H., Doubova, S. V., & Pérez-Cuevas, R. (2018). Health systems research in

102



PJER, Vol 7, Issue 2 (2024) Impact of person...

aging. In Aging Research - Methodological Issues: Second Edition (pp. 157-174).
Springer International Publishing. https://doi.org/10.1007/978-3-319-95387-8 12
Rezaei, F., Khalilzadeh, M., & Soleimani, P. (2021). Factors Affecting Knowledge
Management and Its Effect on Organizational Performance: Mediating the Role of
Human  Capital.  Advances in  Human-Computer Interaction,  2021.

https://doi.org/10.1155/2021/8857572

Stenholm, P. (2011). Innovative Behavior as a Moderator of Growth Intentions. Journal of
Small Business Management, 49(2), 233-251. https://doi.org/10.1111/j.1540-
627X.2011.00323.x

Sukamolson, S. (n.d.). Fundamentals of quantitative research.

Taber, K. S. (2018). The Use of Cronbach’s Alpha When Developing and Reporting Research
Instruments in Science Education. Research in Science Education, 48(6), 1273-1296.
https://doi.org/10.1007/s11165-016-9602-2

Ursachi, G., Horodnic, I. A., & Zait, A. (2015). How reliable are measurement scales?
External  factors with  indirect influence on reliability  estimators.
https://doi.org/10.1016/S2212-5671(15)00123-9

Uyanik, G. K., & Giiler, N. (2013). A Study on Multiple Linear Regression Analysis. Procedia
- Social and Behavioral Sciences, 106, 234-240.
https://doi.org/10.1016/j.sbspro.2013.12.027

Van De Ven, A. H. (1986). CENTRAL PROBLEMS IN THE MANAGEMENT OF
INNOVATION. Management Science, 32(5), 590-607.
https://doi.org/10.1287/mnsc.32.5.590

Xu, Y., Liu, K., Chen, K., & Feng, M. (2023). How Does Person-Environment Fit Relate to
Career Calling? The Role of Psychological Contracts and Organizational Career
Management. Psychology Research and Behavior Management, 1597-1614.

Yeh, Y. J., Lai, S. Q., & Ho, C. T. (2006). Knowledge management enablers: A case study.
Industrial Management and Data Systems, 106(6), 793-810.
https://doi.org/10.1108/02635570610671489

Yong, J. Y., Yusliza, M. Y., & Fawehinmi, O. O. (2019). Green human resource management:
A systematic literature review from 2007 to 2019. In Benchmarking (Vol. 27, Issue 7,
pp. 2005-2027). Emerald Group Publishing Ltd. https://doi.org/10.1108/B1J-12-2018-
0438

Yufang, S., & Jingwen, Z. (n.d.). IOP Conference Series: Earth and Environmental Science
An Empirical Study on the Influencing Factors of the Total Output Value of Construction
Industry Based on Spss An Empirical Study on the Influencing Factors of the Total
Output Value of Construction 1. https://doi.org/10.1088/1755-1315/676/1/012056

Yusliza, M. Y., Othman, N. Z., & Jabbour, C. J. C. (2017). Deciphering the implementation of
green human resource management in an emerging economy. Journal of Management
Development, 36(10), 1230-1246. https://doi.org/10.1108/JMD-01-2017-0027

103



