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ABSTRACT

This research paper investigated the effects of strategic person-organization fit on
organizational performance of selected bottled water producers in Edo State. The
specific objectives of this study were to assess employee s personality, and employee s
skills on organizational performance. Survey research design was undertaken in this
study, with a population of 192 employees drawn from the six selected bottled water
producers in Edo State, Nigeria. The returned and complete questionnaires were
117,data were collected with the aid of a questionnaire, while data analysis was
correlation analysis. The findings revealed that employee’s personalities, and skills
have a positive and important relationship on organizational performance. The
researcher has therefore concluded that strategic person-organization fit influences
organizational performance. It was in this context that the researcher recommended
that identification of prospective employees values by management and human
resources department during organization’s recruitment and selection process and
performance appraisal should align with organizational operations.
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1. Introduction

Over the post few decades, consultonts, researchers, ond orgonizotional proctitioners
have be¢ome increosingly ¢oncerned about employee’s mnovativeness ond work
behaviour (De-Jong & Den-Hortog, 2010). Orgonizotions ore formed to ochieve
¢ertoun gools. These goals are so great that the orgonization must provide products ond
services, produce products in long-term or long-term gools su¢h as profitobility,
teChnologi¢al ¢ompetitiveness, enhon¢ed market shore, eConomi¢ growth ond
development or other performonce measures.Person orgonization fit been on orea of
mterest for researchers since the lost two decodes (Zulfiqor, Ikhtior, & Rioz,
2020).Strategi¢  Person-orgonizotionol fits, ond orgonizotionol performonée 1s
meosured differently, depending on the business environment ond objectives.
Globalization, te¢hnologi¢al ¢honge, ond the revolution 1n ¢ommunication
te¢hnology have brought obout significont ¢honges in the way orgonizotions ore
stru¢tured ond monoged. These ¢honges will continue under the inéreasing pressures
of strategi¢ person-orgonizational fit and the opportunities offered by the ropidly
growing communications te¢chnology to strengthen orgonizational performoncée. The
key to mountouning o flexible ond dedi¢ated workforce, needed 1in o Competitive ond
strong lobour market, 1s the right humon resourées orgonization. Silverthorne(2004)
orgued thot studies have shown that strotegi¢ person-orgonization fit ¢on nfluencée
orgonizotionol performonce. Some reseorchers however, disogreed with the
postulations of Silvers tone views.

2. Statement of the Problem

Employees of on orgonization are responsible for implementing various strategies ond
operational proc¢esses developed by monogement (Osogie & Ohue 2019). However, 1t
1s importont for on orgonization to ensure that the quolified person(s) 1s assigned to the
right tosk. In some developing ¢ountries suc¢h as Nigeria, employees ore hired ond
given jobs on the bosis of re¢commendotions or on personal relationships. If this
practice 1s not ¢ontrolled, 1t ¢ould lead to poor quality products ond services provided
by organizotions.

The effectiveness of on organizotion ¢on be measured by the obility of employees to
achieve 1ts set goals and objectives ot a reduced produétion ¢ost. Orgonizationol
performance 1s often complex, due to differences 1n the tasks required ond the gools
ond objeétives to be achieved, ¢hanges 1n post ond externol ¢ontexts often have on
mpact on operotional processes. Diverse ¢onclusions have been reached on the
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subje¢t matter by researchers, without a ¢leor stond on the effects of person-
orgomizational fit on performonce. It1s on this back drop that the resear¢her de¢ided to
mvestigate employee’s personality ond employee’s skill fit on orgonizationol
performonce of sele¢ted bottle water monufocturers in Edo stote.

3. Research Objectives

The moun objective of this resear¢h poper wos to determine the influence Strategic

Person-Orgonizotionol Fit ond Orgonizotionol Performonée of Selected Bottle Water

Producers in Edo State. The specifi€ 1s stated below;

1. To examine the relationship between employee’s personality ond orgomizotional
performonce n the selected bottle woter producers in Edo Stote.

1. To determine the relationship between employee’s skill ond orgonizotional
performonce n the selected bottle water producers in Edo Stote.

4. Research Questions

The under listed resear¢h questions wos stoted to guide the researcher;

1. To what extent does on employee’s personality nfluence orgonizotional
performonde n the selected bottle water producers in Edo StoteA

1. Inwhat way does on employee’s skill influence orgonizationol performonée in the
selected bottle water producers in Edo StateA

5. Research Hypotheses

The researé¢her formulated the following hypotheses to guide this study;

Hol: There 1s no signifiCont relationship between employee’s personality ond
orgonizotionol performance 1n the sele¢ted bottle water monufacturers in Edo Stote.
Ho2: There 1s no signifi¢ont relationship between employee’s skill ond orgonizational
performonce 1n the selected bottle water monufacturers in Edo Stote.

6. Review of Related Literature
6.1 Strategic person-organization fit

Krist of (1996) deAnes Person-Orgonization At os the compotibility between
mdividuals ond orgonizations thot o¢¢urs when at leost one entity provides what the
other entity needs or share similor fundomental ¢haraéteristics, or both. This definition
mcludes the realizotion of the need for equoality, the importonée of the interaction
between employees ond their orgonizations, the personality, the similority between
Journal of Business Studies,7(1) -31- 2020




employees, ond other members of the orgonization, whi¢h share individuol ond
orgonizotionol goals (Coble, & Edward, 2004).Person orgonization fit o¢¢urs when on
orgonization meets the needs of employees, while the abilities of employees are
mcéongruence with their orgonization when employees possess and demonstrote skills
to meet their organizotional demonds (Kristof, 1996).The inconsistency of results 1s
when one party employees or employers provide o need for the other party in on
orgonizotion. Researchers have found signifi¢ont relotionships with the person-
orgonization fit as o predictor of employee’s performonée and stoff turnover (Arthur
Jr., Bell, Villodo, & Doverspike, 2006).

6.2 Employee personality

Ozer& Benet (2006) opined thot employee personality 1s on effective tool used by
employers to prediét work performancée. Boauduri ond Zubour (2015) have deséribed the
personality of on employee as avariable or aset of personality trouts, ond 1ts influences
¢ognition, motivation ond behaviour 1n different contexts. Employee personality hos
been ¢onsidered by monogement proctitioners ond reseorchers as on importont foctor
1 predi¢ting performonce of orgonization. Personality 1s adepi¢tion of on individual’s
self-imoge that mmfluenée o person's behaviour uniquely ond dynomicolly; this 1s
becouse individual behaviour ¢on ¢honge through the process of learning, experience,
education, and so on (Darsona, 2014). Employee personality revolves around the 1dea
that every orgonizotion ond employees have ¢ertoun personality troats that determine
the performonce of each individual. The ¢loser the trauts between the employee ond the
orgonizotion ore, the better the ¢honée of workplace productivity and job satisfaction.
Employee personality fit de¢reases orgonizotion job turnover ond stress, obsenteeism,
ond low job satisfaction. Personality influences oll ospeéts of employee’s work life.
Employee personality guides on employee’s outéome, interpersonal relotionships
within on orgonization.

6.3 Employee skills

Employee skills are basi¢ knowledge ond te¢hnical ¢onditions that allow employees
to understond 1nstructions, solve problems ond ¢ommunicate with Colleagues ond
¢ustomers (Di1one, 2017). Employee skills are the experien¢e ond knowledge required
for on employee to fulfill expectations beyond the responsibility ossigned by
monogement of on orgonization to them. Employee skills ore tronsferoble skills thot
are needed by employees to enobles them be¢ome more productive with good
te¢hnical understonding ond to provide work experienc¢e. These skills are what
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employers believe will enable employees to perform their jobs to the best of their
ability. Employers are looking for employees who ¢on do o good job with little or no
supervision.

6.4 Organizational performance

Orgonizational performonée refers to the profitoble, effi¢ient ond judi¢ious use of
resources avouloble 1n on orgonizotion m perfe¢t consononce with ¢learly defined
finon¢iol poli¢ies relating to the operation of firms(Dhillon ond Voec¢hhrojoni,
2012).0Organizotional performoncée centers on the meons or processes of on
orgonizotion thot meet their stoted gools ond objectives. Every orgonizotion wos
estoblished with specifi¢ goals and objectives to be achieved. Goals ond objeétives on
orgomization ¢on be achieved by effectively ond effi¢iently utilizing the orgonizotion's
resources su¢h as human resourées ond resources (monpower, mochines, materiols ond
money). Every orgonizotion was estoblished with specifi¢ goals ond objectives to be
achieved. Sarker (2012) argued that 1n order to a¢hieve sustounoble growth ond high
performonée m on orgonization, special ottention should be given to developing
humon resourée monogement proctices. Monaging humon resources ot the workplace
1s on 1mportont port of monogement processes. Employee involvement 1s based on the
recognition thot the suc¢éess of ony orgonizotion 1s lorgely determined by the
¢ontribution of 1ts employees (Butalt & Njoroge, 2018). Employees playon importont
role 1 executing tosks to ac¢omplish the purpose and objecétives of the orgonization.
June, Kheng ond Mohmood (2013) stoted thot one of the most importont foctors thot
¢ontributed to the orgonization wos the effi¢iency of the workforée. Orgonizationol
effi¢iency helps to achieve areduction in operoting ¢osts ond wastoges (Ali, 2019).

7. Conceptual Model

The researé¢her model demonstrates the ¢orrelation between independent variobles
(employee’s personality ond skill) ond the dependent vorioble (orgomizotional
performonce) of the study.
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Independent Varioble Dependent Variables

Person-Orgonizational Fit Orgonizational Performonce
Employee Personality
Orgonizational
Employee Skills Performonce

Source: Researcher s Proposed Model
Figure 1 : Conceptual Model

8. Theoretical Framework

This study 1s based on the theory of humon relations os des¢ribed by Elton Mayo
(1949). The view of the theory 1s that workers should not be seen os machines but os o
humon being who mteraét ond use their skills 1n getting assigned tosk done. This
perspective 1s ¢rucial 1n this research boased on the fact that for ony orgonizotion to
su¢éeed, the personality ond skills of employees ore vital. An employee with weak
personality troat ond skills has ahigh tendency of leading to low performonce. Mulder
(2017) suggested that employees ¢on de¢ide what kind of behaviour they prefer ond
how this behaviour 1s refle¢ted in the performonce of their assigned tosk.

9. Empirical Review

Osogie ond Ohue (2019) exomined the impoct of person-orgonizotion fit on the
orgonizotionol sustounobility of selected bonks 1n Ekpoma, Edo State. The ocum was to
obtoun the results of employee personal value on the various bonk ¢ompetencies. The
survey reseor¢h design waos adopted for the study, the sample size of the study was 123,
the resear¢her did a ¢omplete enumeration sampling method, the dota ¢ollection tool
used was the questionnaare, while the doto onolysis was performed using lineor
regression onolysis. The findings, however, showed that employee’s personal volue
has on 1mpact on competencies of the selec¢ted bonks, becomse (F = 233.041; R2 =
0.852;P<0.05).
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Wenyuon, Chuqin ond Min (2019) studied the effect of person—job fit on mnovative
behaviour. The oum wos to determine the role of job involvement ond Coreer
¢ommitment 1n employee relations. A somple of 474 employees drown from 30
Chineselnformation Te¢hnology ¢omponiesinthe Pearl River Delta region. The
results showed that person—job fit contributes to innovative behaviour ond employee
parti¢ipation. Coreer commitment supports the positive influence of person—job fit on
both job involvement ond innovative behaviour.

Honafl, Adom, ond Aprideni (2018) investigated the influence of Person-Orgonization
Fit ond Job Satisfaction on employee performonce ond Orgonizotionol Commitment
of Bukit Asom MedikaHospital in Tonjung Enim. A sample s1ze of 126 employees was
used. Data ¢ollection wosdone usingquestionnoures. The dota onolysis of the study
used wos Strué¢tural Equotion Modeling. The resear¢h results showsthaotperson-
orgonizotion Fit influencées orgonizotionol commitment ondemployee performonce.
Job satisfa¢tion influences orgonizationol commitment ond Employee Performonce.

Suwaonti, Udin, ond Widodo (2018) examined the effe¢t of orgomizational ¢itizenship
behavior between person-orgonizotion fit and person-job fit on mnovative work
behaviour. A sample of 134 employees wos rondomly selected from o population of
200 employees 1n Indonesia’s bonking sector. The dota wereanalyzed using the
stru¢tural equotion model ond with Amos 22 softwoare. Thefindings were thatperson-
orgonizotion fit, and person-job fit 1s ¢losely linked to orgonizational ¢itizenship
behaviour ond mnovotive work behaviour.

Ango ond Solomon (2018) studied the impacét of entrepreneuriol competencies of
Smoll ond Medium Séale Enterprises in Kaduna metropolis. The objectives of the
study were to assess the impoct of skills ond personality ¢ompetenéies on
performon¢eSMEs. Primary doto wos used for data ¢ollection. The population wos
313, oand the sample waos 176 respondents. The study used multiple regression onalyses
to test the hypotheses. The study found thot skills ond personality competency hove o
signifi¢ont impact on the performonce of small ond medium s¢ale enterprises.

I¢heme (2017) ¢onduéted a theoretical review onthe implication of personnel
selection, person-orgonization fit and job-fit on employee performonce of business
orgonizotions 1 Nigerioe. The researchhowever, hos shownthotre¢ruitment ond
sele¢tion process determines person-orgonizotion fit ond job-fit in most business
orgonizotions.
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Chen, Sparrow ond Cooper (2016) studied the relotionship between person-
organizotion fit and job satisfaction. They used the ¢onservation theory of resources to
argue for the importonce of job stress as o vorioble thot governs the relationship
between person-orgonization fit ond job satisfaétion relationship, ond supervisor
support os on importont moderating vorioble that moderates the relationship. The
study wos asurvey design. Data were ¢ollected from 225 employees from 12 ¢otering
service orgonizotions m Beijing. The findings reveoled o significont relationship
between person-orgonizotion fit ond job satisfaction.

Demir, Demir oand Nield (2015)onalyzed the relotionship of person-orgonization fit
through orgonizational identifi¢ation, job performonée, production deviont behaviour,
ond 1ntention to stoy 1n hotels within the Mugla region of Turkey. A total of 582
questionnoures were retrieved from the respondents. The data obtouned wereonolyzed
using Structural Equoation Modelling. The results of the study revealed that person-
orgonizotion fit have on mmpoct on internal factors (orgonizational 1dentifi¢otion,
produétion devionce,job performonée, and the intention to remaoun).

Demir (2015) examinedthe effects of person-orgonization fit on job performonée ond
mtention to remoun 1n the hospitolity business. The study was survey research
designed. A total of 399 questionnaures were ¢olle¢ted from the employees of five-stor
hotels in Mugla. The PASW statisti¢al package program wos used to anolyze the doto,
¢orrelation onalyses ond multiple regression onolyses were used to test the hypotheses.
The results from the findings show that person-orgonizotion fit hos o positive
relationship with job performonce oand intention to remaoun.

10. Methodology
10.1 Research design

The study adopted asurvey research design given thot the study would drow doto from
omong 39 bottled water ¢omponies in Edo Stote, Nigerio. Two ¢omponies were
sele¢ted from each the three senatoriol distriéts in Edo State. The purpose of using
survey design wos to ¢olle¢t information obout the voriobles used from across the
respondent (Onyei1zugbe, 2013).

10.2 Population of the study

The populotion of this study ¢onsists of employees n six bottled woter-produ¢ing
¢omponies selected in Edo state through the Table of Rondom Numbers selection after
short listing of 39 bottled water componies.
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Table 1: Population Distribution

S/N | Compony Senatorial Population
District

1 Big Joe Ventures Ltd Edo South 31

2 Notre Dame Industriol Compony Limited | Edo South 51

3 Oda Thermofrome Limited Edo Central 29

4 Rocky Woters Limited Edo Central 23

5 Shama¢ Toble Woter Enterprises Edo North 26

6 Gotomitech Nigerio Limited Edo North 31
Totol 191

Source: Field Survey, 2020 form Human resource departments of the various
companies.

10.3 Sample size and sampling technique

Toro Yomone formula(n=N/1 + N (e)2) wos used to determine the sample s1ze of 129
respondent, while bowley’s method of allo¢ation (Nh =n (nh)/N) wos used to ossign
questionnoure to the vorious componies.

10.4 Instrument of data collection

The resear¢her employed questionnaire for dota ¢olle¢tion, which wos on a five point
Likert S¢ale ond wos ¢oded from 1 to 5. Strongly Disogreed (SD), Disogreed (D),
Uncertoun (U), Strongly Agreed (AD) ond Agreed (A).

10.5 Validity of the instrument

Validity 1s the extent to whi¢h on instrument meosures whot 1t intends to meosure. The
¢ontent ond face volidity test wos used by the researcher.

10.6 Reliability test

The reliobility of the items used in this resear¢h was measured using Cronbach’s Alpha
reliobility test. The Cronboch’s Alpha reliobility test measures the ¢onsistency of the
mstrument used. Ten (10) 1items of the questionnoures were re-administered ofter two
weeks.
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Table 2: Reliability Statistics

Items Cronbach's Alpha
Employee personality 756
Employee skills .842
Orgonizational performonce .899

Source: Field Survey, 2020

From the toble obove, the computed Cronbach/Coeffi¢ient Alphavalue wos .756, .842
ond .899 for employee’s personality ond employee’s skills on orgonizotionol
performonce, respectively, which meons thot 75.6%, 84.2% ond 89.9% of the varionée
in the s€ores were relioble.

10.7 Method of data analysis

One hundred ond twenty nine (129) questionnoures were 1ssued to the respondent, only
one hundred ond seventeen (117) whi¢h represents 90.67% being returned ond
acCurately filled. Desc¢riptive stotisti¢s ond Speor mon Ronk Correlation onalysis were
used to oanalyze the dataCollected using StatistiCal Packoge for Social S¢iences (SPSS)
version 20. The frequen¢y and peréentoge toble reflects the respondent’s de¢ision on o
portiCulor 1ssue, while the Spearmon ronk ¢orrelotion wos used to test 1f there was a
relotionship between the variables. Questionnaires were developed from the research
question by the research to study the subject motter.

11. DataPresentation and Discussion

In this section, the study sought to present ond onalyze the dota generated from the
administered reseorch questions for the subject matter.
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Table 3: Descriptive Statistics on Organizational Performance

S/N Stotement SD D U A SA Meon  Std.
Deviation
1 The orgonizotion 1s 19 19 3 35 41 (35%) | 3.51 1.506
performance 1n production. | (16.2%) | (16.2%) (2.6%) (29.9%)
2 The ¢ustomer bose of your 20 15 5 38 39(33.3) | 3.52 1.489
orgonization 1s hos (17.1%) | (12.8%) (4.3%) (32.5%)
mcéreased.
3 The orgonizotion olways 19 18 3 35 42 3.54 1.506
formulotes orticuloted (16.2%) | (15.4%) (2.6%) (29.9%) (35.9%)
strotegy thot leads to
performonce.
4 The orgonizotion tokes 23 21 4 34 35 332 1.541
¢ustomers complaunt (19.7%) | (17.9%) | (3.4%) | (29.1%) | (29.9%)
serious.
Averoge 20.25 18.25 3.75 35.5 39.25 3.473 1.511
(17.3%) | (15.58%) | (3.23%) | (30.35%) | (33.53%)

Source: SPSS Analysis of field survey 2020

Toble 3 obove,measured the extent to which parti¢iponts ogreed that there wos
viobilityof strategi¢ orgomizational performonce in SMEs (bottled water producers).
The averoge meon s¢ore of the varioble meosuring orgonizationol performonce wos
3.473 with astondord deviation of 1.511. Indicating thot on averoge of 38.5 (32.88%)
of parti¢iponts disogree or strongly disogree that the orgonization’sperformoncée wos
low, 74.75 (63.88%) of averoge porti¢iponts agreed or strongly ogreed thot the
orgomization’sperformonée wos high, while 3.75 (3.23%) of theparticipont on
averogewere neutrol 1n their responses. The average meon volue of 3.473 was very
high ond the averoge stondord deviation value of 1.511,indicating the level of variation
among the parti¢ipont.

Table 4: Descriptive Statistics on Employee Personality

S/N Stotement SD D U A SA Meon  Std.
Deviation
5 Employees’ personality 19 19 3 35 41 (35%) | 3.51 1.506
c¢orrelates with assigned | (16.2%) | (16.2%) | (2.6%) | (29.9%)
responsibility.
6 Employees are 20 15 5 38 39 3.52 1.489
tronsporent with their (17.1%) | (12.8%) | (4.3%) (32.5%) (33.3%)
job.
7 Supervisors ore 32 26 11 28 20 2.81 1.491
unbiosed when moking (27.4%) | (22.2%) | (9.4%) | (23.9%) | (17.1%)
decisions reloting to
subordinates.
8 Monogement stoft ore 20 22 6 41 28 3.30 1.452
opproachable. (17.1%) | (18.8%) | (5.1%) | (35.0%) | (23.9%)

(19.45%) (17.5%) |(5.35%) |(30.33%) | (27.33%

Source: SPSS Analysis of field survey 2020
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Toble 4 obove meoasuredstrategi¢ person-orgonization fitto the degree ot which
employee personalityinfluencée orgomizational performonée. An averoge number of
67.5 (57.66%)respondents strongly ogreed or agreed that employee personolity
influence orgonizational performonce, 6.25 (5.35%) of the averoge porti¢ipont were
neutrol, while 43.25 (36.95%) strongly disogreed or disogreed that employees’
personalityaffectsperformonce of orgonization. The averoge meon was 3.29 ond o
stondord deviotion of 1.485. The averoge meon value wos high, ond 1t meons thot
employee personalityContributed to orgonizational performonce of theSMEs (bottled
woter componies),which deviates from meon to both sides by 1.485.

Table 5: Descriptive Statistics on Employee Skills

S/N Statement SD D u A SA Meon Std.
Deviation
13 | Employees ¢on eosily 19 20 6 41 31 3.38 1.449
mfluencée ond negotiote 16.2%) | (17.1%) | (5.1%) | (35.0%) | (26.5%)
with others people.
14 | Employees have the skill 23 24 7 31 32 3.21 1.525
to hondle ¢onfliét (19.7%) | (20.5%) | (6.0%) | (26.5%) | (27.4%)
situotion.
15 | Employees ¢on solve 16 14 5 40 42 3.67 1.420
¢ériticol work reloted (13.7%) | (12.0%) | (4.3%) | (34.2%) | (35.9%)
problems.
16 | Employees ¢on ¢ooch ond 18 21 6 41 31 3.39 1.438
¢ounsel ¢o-employees. (15.4%) | (17.9%) | (5.1%) | (35.0%) | (26.5%)
Averoge 19 19.75 6 383 34 3.41 1.458
(16.25%) | (16.87%) | (5.12%) | (32.68%) | (29.08%)

Source: SPSS Analysis of field survey 2020

From table 5 above, strategi¢ person-orgonizotion fit wos evaluoted to the extent that
the employee’ skills improve organizational performonce. An average number of 72.3
(61.76%) respondent strongly agreed or agreed that employees skills influenced the
orgonizotionol performonce, 6 (5.12%) of the averoge parti¢ipont were neutral, while
38.75 (33.12%) of the respondents strongly disagreed or disogreed the obility of
employees to influence orgonizationol performonce. The average meon wos 3.41 ond
the stondord deviation of 1.458. The averoge meon value wos high, and this indicotes
that the obility of employees to nfluence the orgomizational performonée of SMEs
(bottled water producers) which diverged from meon to both sides by 1.458.

12. Testof Hypotheses

Decision Rule

Where P> 0.05=Rejeét the null hypothesis
Where P> 0.05 =Accéept the null hypothesis

Journal of Business Studies,7(1) -40- 2020



Hypothesis One

H,,: There is no significant relationship between employees personality and

organizational performance in the selected bottle water producers in Edo State.
H,: There is significant relationship between employee’s personality and

organizational performance in the selected bottle water producers in Edo State.

Table 6: Spearman’s correlation of Employee Personality (EP) and
Organizational Performance(OP)

Correlations
OE EP
Spearmon's tho  OP  Correlation Coeffi¢ient, 1.000 383%*
Sig. (2-tauled) : .000
N 117 | 117

EP Correlation Coeffi¢ient | .383**|1.000
Sig. (2-tauled) .000 .
N 117 117

**_ Correlotion 1s significont ot the 0.01 level (2-touled).

The result of the onalysis toble 6, obove shows that there 1s a positive ¢orrelation
between employee personality ond orgonizational performonce ot .383**, where P =
0.000 (P> 0.05) represents the degree of relationship flexibility between the voriobles.
This meons thot employees’ personalities ore stotistiColly reloted to orgenizational
performonce. Therefore, the null hypothesis wos rejec¢ted, while the alternote
hypothesis was adopted. The result of this study 1s ¢onsistent with Osagie ond Ohue
(2019), and Ango ond Solomon (2018) findings, whi¢h shows that personal value hos o
positive effect on performonce.

Hypothesis Two

H,,: There is no significant relationship between employee s skill and organizational

performance in the selected bottle water producers in Edo State.
H,,: There is significant relationship between employee's skill and organizational

performance in the selected bottle water producers in Edo State.
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Table 7:Spearman’s correlation of Employee Skills (ES) and Organizational
Performance (OP)

Correlations
OE EP
Spearmon's tho OP  Correlotion Coeffic¢ient | 1.000 316%*
Sig. (2-touled) . .001
N 117 | 117

ES  Correlation Coefficient .316**|1.000
Sig. (2-touled) .001 .
N 117 117

**_ Correlation 1s significont at the 0.01 level (2-tauled).

The result from toble 7 obove shows that there 1s a positive ¢orrelation between
employee skills ond orgonizationol performonce ot .316**, where P=0.001 (P> 0.05),
which represents the degree of relotionship flexibility. This denotes that employees’
skills statistiolly influence orgomization’s performonée. Therefore, the null
hypothesis wos rejeéted, while the alternate hypothesis waos accepted. This study wos
1 ogreement with Wenyuon, Chuqin ond Min (2019) ond Suwonti, Udin, ond Widodo
(2018)who found thot ¢areer commitment strengthens the relationship of person—job
fit on both job involvement ond mnovation behaviour.

12. Findings

The findings of this study show that strategi¢ person-orgonization fit has the potential

to mfluence orgonization’s performonce m SMEs (Bottled water producer). Detouled

findings are stated below;

1. Employees’ personality 1s positively reloted to organizational performonce 1n
SMEs (Bottled water companies).

1. Employees’ skills are positively related to orgemizational performonée in SMEs
(Bottled water componies).
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13. Limitation of the Study

The following are the limitation to the study;

1. The study population was limited to six bottled water ¢componies 1n the three
senatorial districts of Edo State. Two of the most profitable componies were token
from each distri¢t, while the others were 1gnored.

1. There wos lack of previous study of the subje¢t motter using bottled woter
¢omponzes os 1ts focal point.

14. Conclusion

The study examined ond onolyzed the impoct of strategi¢ person-orgonizotion fit on
orgonizotionol performonée on SMEs 1n Edo State, Nigerio. The resear¢h wos based
on humon relation theory. A ¢onéeptual model was ¢reated by the researéher to exploun
the relationship between the various varioble used 1n this study. The results revealed
that strotegi¢ person-orgonizotion fit has o strong relationship with orgenizotional
performance. Bosed on the findings, the result reveoled that employees’ personalities
hod the highest positive relationship with orgomizationol performonée, while
employees’ skills hod a lower relationship from the vorious voriobles exomined.
However, 1t wos concluded that strategié person-orgonizotion fit influencées
orgonizotionol performance.

15. Recommendations

This study supports the following re¢commendation;

1.  Employees should be en¢ouroged to develop positive personolity troats thot
people ¢on vouch for even when on employee 1s absence.

1. Entrepreneurs ond monagement staff should regulorly troun their employees on
how to develop new skills for better performonce.

1. The humon resourées deportment should endeavour to re¢ognize employees’
prospective values before employment ond task allotment.
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16. Contribution to Knowledge

The following are the ¢ontributions to knowledge;

1. This resear¢h poper hos ¢ontributed to the body of knowledge by solving the
problem of strategi¢ person-organizotional fit ond orgonizational performaonce of
the sele¢ted Bottled Water Producers in Nigerio.

1. The researc¢her developed a conéeptuol model that demonstrotes the relationship
between the strategi¢ person-orgonizationol fit ond orgonizotionol performonce.

17. Suggested Areas for Further Study

The study explored the effect of strategi¢ person-orgonizational fit on orgenizational
performonce selected Bottled Water Producers in Nigerio. The study re¢commends that
similor reseor¢h should be ¢onducted 1n other Nigerion orgonizotions for the purpose
of comparison, ond also to allow for generalization of the findings 1n other ¢ountries.
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