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Abstract 
Researcher Name: Pancie Salah Mohammed. 
Research Title: Human Resources Management Practices as a Mediator 

Variable in the Relationship between the Person-Organization Fit and the 

Organizational Commitment "An Applied Study on the Private Universities 

in Egypt". 

Ph.D.: Ain Shams University - Faculty of Business - Business 

Administration Department. 
The main objective of this research is to investigate the relationship 

between person- Organization fit (P-O fit) across the dimensions represented 

in the (value congruence, goal congruence, personality\climate congruence 

and needs\supplies fit) and organizational commitment (OC) across the 

dimensions represented in (affective commitment, normative commitment 

and continuance commitment) through the human resources management 

practices across the dimensions represented in (remuneration, training and 

development, career development opportunities and work-life balance). 

To achieve the objectives of this research, the researcher used the 

quantitative method. The research was applied in private universities 

operating in Cairo, data was collected through questionnaires distributed on 

the academic staff members and their assistants, with a total sample of 317 

questionnaires valid for the statistical analysis, Correlation coefficients were 

calculated, regression analysis and structured equation model (path analysis) 

were conducted. 

The results were fulfilled the objectives of the research. The research 

found that there is a significant impact of person-organization fit on 

organizational commitment at the private universities. Also, it determined 

that there is a significant impact of person-organization fit on human 

resources management practices at the private universities. The research also 

revealed that there is a significant impact of human resources management 

practices on organizational commitment at the private universities. Finally, 

the research found that there is an insignificant impact of person-

organization fit on organizational commitment through human resources 

management practices at the private universities. 

 

Keywords: Person-Organization fit (P-O fit), Organizational commitment 

(OC) and Human resources management practices (HRM) practices. 
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