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Overview of Culture 
Culture refers to the shared values, beliefs, behaviors, and norms that define how
people work together in an organization. Cultural Fit assessments help determine
whether a candidate’s personality, work style, and values align with the organization’s
culture.

Theoretical Foundations
Value Congruence Theory (Chatman, 1989): This theory suggests that when an
individual's values align with the organization's values, it leads to greater job
satisfaction, engagement, and commitment. Value congruence plays a crucial role
in employee motivation and long-term success.

Attraction-Selection-Attrition (ASA) Framework (Schneider, 1987): The ASA model
describes how individuals are attracted to, selected by, and retained within
organizations that reflect their own values and expectations. Over time, this self-
selection process strengthens the organization's cultural consistency.

Social Identity Theory (Tajfel & Turner, 1979): This perspective highlights how
individuals' sense of self is influenced by their membership in social groups, including
the workplace. A strong cultural fit fosters a shared identity, improving teamwork and
collaboration.

These theories form the foundation of the Cultural Fit Assessment Test, ensuring it is
grounded in well-established psychological principles.
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Overview of the Cultural Fit
Assessment

The study of cultural fit aims to assess the alignment between an individual's values,
behaviors, and professional attributes with those of an organization. Understanding
cultural fit helps organizations make informed hiring decisions, enhance team
dynamics, and foster employee satisfaction and retention.

Key Dimensions of Cultural Fit Assessment

The Cultural Fit Assessment evaluates individuals based on core values and professional
attributes that are essential for organizational success.

Core Values Assessment

Each core value is assessed using a rating scale to determine alignment with
organizational culture.

Accountability
Collaboration
Innovation & Creativity
Integrity
Customer Focus
Respect for Diversity
Adaptability
Being Respectful
Work Ethic
Positive Attitude

Professional Attributes Assessment

Each professional attribute is evaluated based on practical application in workplace
settings.

Communication Skills
Leadership Potential
Problem-Solving
Decision-Making
Team Player
Time Management
Attention to Detail
Conflict Resolution
Stress Management
Continuous Learning
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Scale of the Questionnaire
Situational Judgment Test (SJT)

Designed to assess decision-making, problem-solving, and workplace behavior through
realistic scenarios.

Commonly used in fields such as psychology, human resources, and organizational
behavior to evaluate how individuals respond to workplace challenges (Lievens &
Sackett, 2017).

Each scenario presents a workplace situation with multiple response options, requiring
respondents to select the most and/or least effective action.

This structured approach ensures objective evaluation of professional attributes by
measuring practical application rather than theoretical knowledge.

Rating Scale

Selected for its clarity, efficiency, and ability to measure degrees of alignment with
organizational values.

Frequently used in behavioral assessments, employee feedback, and performance
evaluations to quantify subjective judgments (Bond & Fox, 2020).

Each item presents a statement, and respondents rate the extent to which they exhibit or
agree with the behavior.

The standardized scale ensures consistency in interpretation, providing reliable insights
into individual tendencies and cultural fit.

Rating scale used:

Very True of Me
Mostly true of me
Somewhat true of me
Mostly untrue of me
Very untrue of me
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Test Administration
Guidelines:

Administered consistently across all test takers.
Available on both computer and mobile devices.
Should be completed in a quiet environment with minimal distractions.

Requirements:

Test takers must finish in one uninterrupted session and submit responses to
generate meaningful insights.

Standardization: 

Ensures consistent environments for all test takers.
Minimizes external influences on test performance.
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Validation Supervised by Expert Psychometrician

To uphold the highest standards of reliability and validity, the validation of the Cultural
Fit Assessment was supervised by experts in psychometrics and testing. With decades of
experience and a celebrated reputation in the field, their guidance ensures the
assessment meets rigorous scientific and professional benchmarks, offering
unparalleled precision and trustworthiness.

Research and Design

The test was meticulously developed through a comprehensive process that included:

Initial Research: An extensive review of academic literature and existing practices in
cultural assessment provided the foundational knowledge for the test's conceptual
framework. This phase identified core values and professional attributes crucial for
cultural alignment.

Question Design: Questions were designed to measure how well an individual's
values and behaviors align with the organization's culture. Each question uses a
rating scale method, where respondents indicate their degree of agreement or
disagreement with statements reflecting organizational values.

Pilot Testing and Validation

The test underwent rigorous testing and refinement:

Methodology: A pilot test was conducted with a diverse group of participants to
gather initial data on the test's effectiveness and clarity. This phase helped in
adjusting question phrasing and scaling options to improve response accuracy.

Validation Process: The test was validated using statistical analyses, including
reliability testing and construct validity, to ensure that it effectively measures cultural
fit. The validation process confirmed that the test could reliably predict outcomes
related to job satisfaction and organizational commitment.

Through meticulous development and rigorous validation processes, we've achieved
Cronbach's alpha reliability scores ranging from 0.62 to 0.76 for Core Values and
Professional Attributes. This achievement underscores the precision and consistency of
our assessment, ensuring that employers can confidently rely on the results to make
informed decisions about potential hires. 

Our focus on reliability guarantees that the Cultural Fit Assessment accurately reflects
candidates' alignment with organizational values and professional standards,
facilitating a more harmonious and productive workplace.

Psychometric Properties of Cultural Fit
Assessment
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Global Benchmarking and Norm Standards

Core Principles:

Unbiased and culture-fair, offering equal evaluation opportunities for all candidates
Gender-neutral and accessible, with clear and stereotype-free language.

Rigorous Review: 

Test items are reviewed to eliminate biases related to race, ethnicity, gender, or
socioeconomic factors, ensuring respect and integrity for all candidates.

Fairness and Inclusivity

This assessment has been meticulously developed in strict adherence to BPS (The
British Psychological Society) guidelines, which are grounded in the EFPA (European
Federation of psychologists’ Association) review model. This ensures alignment with
established scientific standards and reinforces their credibility. While the assessment is
not yet officially certified by BPS, it has been crafted and validated by experts with BPS
test user experience, ensuring their quality and reliability.

Sample:
Based on a diverse group of over 7,500 participants spanning:

Geographies: United States, United Kingdom, Europe (including Germany, France,
Italy, Spain, Netherlands, Poland, Sweden, Romania, Luxembourg, Ireland, and
Ukraine), India, Turkiye, Saudi Arabia, Morocco, and Armenia..

Industry Type: Healthcare, Retail, Corporate Services, Design, Education, Technology,
Finance, Media & Communications.

Diverse Job Roles Across Industries: Software Development, Sales, Marketing, Human
Resources, Finance & Accounting, Operations & Supply Chain, Design & UX/UI,
Engineering, Customer Service, Research & Development, Healthcare, and
Administrative Support.

Purpose: Provides accurate global benchmarking and reliable assessment across
industries and roles.
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Interpreting the Report
This section explains how to understand and apply personality assessment results
effectively, highlighting their role in fostering growth, improving team dynamics, and
aligning traits with the right roles and environments.

Personality assessment scores should not be seen as inherently positive or negative.

The focus is on compatibility between an individual’s traits and the work environment
or profile.

The report analyzes behavioral traits and is not a measure of workplace
performance.

Personality insights offer a baseline for behavior but should be considered with skills,
experience, and context.

Individuals can use the findings to recognize their strengths, blind spots, and areas
for growth, promoting continuous self-improvement.

Contextual Considerations

It's crucial to consider the specific context of the organization when interpreting the
results. Factors such as the organization's current culture, the specific demands of the
role, and the broader industry environment should be taken into account.

Limitations and Considerations

The test is not free from cultural and contextual limitations. Users are cautioned against
over-reliance on the test for making critical decisions and are encouraged to use it as
one of multiple tools in a comprehensive assessment strategy.
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