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VALUE ORIENTATION EVALUATION AND PSYCHOLOGICAL REGULATION
BASED ON PERSONALITY TRAITS
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Abstract
One of the key issues in organizational development is to find employees that share the core traits with
the organization. Hence, this paper attempts to develop an objective evaluation method for the value
orientation of employees in an organization. Based on the index system of the overall value orientation of the
organization, the 360-degree feedback method was adopted to collect the relevant data from each member
of the organization, and determine his/her value orientation. Specifically, the weight distribution vector of the
data of a person in the index system was adopted as his/her value orientation vector. According to the value
orientation and development strategy of the organization, the specific steps of psychological regulation
strategy were put forward for the members of the organization, in the light of the regulatory focus theory and
the regulatory fit theory. The proposed strategy was successfully applied in a local enterprise. The application
proves the effectiveness and people-first idea of our strategy. This research provides organization managers
an effective tool for employee selection and evaluation.
Key words: Personality Traits, Personality Trait Identification, Value Orientation,
Psychological Adjustment.
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INTRODUCTION
With the continuous development of the
social development process, the issue of talent
resources has become increasingly prominent,
and the selection of persons that match the
organization development has gradually become
the focus of attention. With the continuous
development of the Internet and the arrival of
the era of big data, applying the new concept of
big data to the field of human resource
management has brought great opportunities
and challenges (Wang & Zhu, 2015). The
personality of employees will be more
prominent in this new era. To this end,
organizations must develop effective talent
strategies, dig deep into employee potential,
and match personal traits with organizational
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development and value.
The core concept of the modern
organizational talent strategy is humanistic
management. The principle of humanistic
management is based on the initiative of human
resources, which is also inseparable from the
individual's emotions, thinking, and needs.
Therefore, it’s necessary to start from
understanding
the
employees,
respect
individuality, and motivate their internal
motivation. Affected by various factors, there
are
often
large
differences
between
organizational individuals. The personality
differences of employees in different aspects
determine their value orientation in the
organization. Decision makers usually expect to
understand
the
individual's
personality
superiority so that the individuals can be
reasonably matched and complementary to each
other in the organization, and further promote
the
sustainable
development
of
the
organization. Thus, it’s crucial to master and
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rationally apply personality traits for personal
progress and organizational development.
As the core of human resource management,
human post matching can provide scientific and
reasonable basis for enterprises to make human
resource planning (Dai, Jiang, & Li, 2018).At
present, with the increasingly fierce survival and
development environment for enterprises, it has
attracted wide attention to recruit employees
matching the organizational development in
terms of the core personality traits rather than
only the skills and specific positions (Bowen,
Ledford, & Nathan, 1991). (Kristof, 1996). The
individuals
highly
matching
with
the
organizational development and organizational
value can better contribute to the development
of the organization, and lead the healthy
development of the organization, which is
conductive to enhancing the flexibility of the
organization, and constantly adapt to the needs
of work changes, thereby improving the overall
effectiveness of the organization. In addition,
the dynamic environment also requires
organizations to recruit employees who can
respond flexibly in the organization and coincide
with the concept of organizational development,
which can help the organization respond to
environmental
changes
and
maintain
organizational competitive advantage.
Personality trait of individuals affects the
sustainable development of the organization. It’s
a nonnegligible factor for organizational
development goals and strategies. Due to
differences and changes of individuals in
individuality,
attitudes,
values,
etc.,
organizations need to constantly rationally
allocate, adapt to the personality traits of
individuals, and establish and develop a humancentred management approach. Therefore, an
organization should fully understand and grasp
the personality traits of existing talents before
formulating a talent strategy. This is the premise
and foundation for ensuring the effectiveness of
talent strategy, and also the requirement for
implementing humanistic management. Based
on relevant research on personality traits, this
paper defines the connotation and classification
of personality traits. Then, it introduces the
evaluation method of personal value orientation
based on personality trait identification, and
proposes to apply this method to measure the
status of human resources in the organization;
the relevant theories of psychology were also
introduced to effectively adjust the personality

traits of employees, and then ensure the
effectiveness of the talent strategy formulated
by the organization.

LITERATURE REVIEW
Personality traits
The word “personality” comes from Latin,
which
means
people's
psychological
characteristics. The study of personality can be
traced back to the era of Greek civilization. In
recent years, scholars at home and abroad have
done a lot of research on personality traits
(Spinella, 2005), (Knoblich & Prinz,2001), (Ward,
2004), and achieved great achievements. The
traits of personality can be generated by
inheritance, or influenced by acquired
environment with certain individual differences.
Its formation has certain stability, e.g., a
person's
eccentric
temperament
and
introversion, which can be evaluated through its
external behaviour by a period of observation.
The commonly used methods of personality
research in the world include experimental
methods, test methods, comprehensive research
methods, and content analysis methods etc.
Combined with China's unique cultural
background and values, domestic scholars have
carried out indigenous research on personality
traits. Liu Ligang put forward practical
application strategies for the value chain theory
of human resources, and believed that it should
be people-oriented with the development of
individual advantages (Liu & Sui, 2005); Li Yi
believes that there is a close relationship
between customer personal value and customer
service experience, which has an important
impact on consumer behavior orientation (Li,
Wang, & Yuan, 2015); Li Yi and Wang Lili think
that the personal characteristics of consumers
affect their choice of luxury purchase channels
from the perspective of consumer psychology (Li
&Wang,2015).
Personality trait identification
At present, there are many methods for
identifying personality traits, including data
envelopment analysis (Lee & Parka, 2009).
(Anouze & Thanassoulis, 2010), psychological
evaluation (Meyer, Finn, Eyde et al., 2001).
(Collins & Labott, 2007), management
assessment centre method (Thornton lii &
Gibbons, 2009). (Anderson, Lievens, van Dam et
al., 2006), and statistical analysis methods (Chen
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& Ho, 2008). (Adhikari, Ramachandrarao, &
Pedrycz, 2008), and so on. The DEA method can
evaluate the relative validity of things and
objectively reveal the tendency of individual
traits. Cooper et al. added a non-zero limit on the
value parameter to the method, which is more
conducive to obtaining the individual feature
information of the evaluated object (Cooperabb,
Ruiz, & Sirvent, 2009), (Cooper & Tone, 1997),
(Charnes, Cooper, & Rhodes, 1978). Asim Roy et
al. proposed an interactive optimization model
that can achieve the individual preference
characteristics of each evaluation object and use
the information to determine the optimal
decision (Roy, Mackin, Wallenius et al., 2008).
Psychological assessment is a method of
measuring an individual's psychological features
according to the pre-made scale, then assessing,
identifying the type of the individual, and
identifying the individual traits of the subject.
Common scales include occupational aptitude
test, personality assessment scale, Holland
occupational interest scale, etc. Different scales
can identify the individual’s personality traits in
different aspects. The assessment centre
method was first studied and used by American
psychologist Douglas Bray in 1956 (Gaugler,
Rosenthal, Thornton et al.,1987). This method
can reflect the ability and quality of employees
in different aspects by simulating specific work
situations and environmental pressures, and is
highly targeted to identify their individual
characteristics.
In short, the existing research methods of
personality trait identification are mostly
qualitative, but not sufficiently from the
perspective of quantitative research. Thus, this
paper proposes a method for evaluating the
value orientation of individuals based on
personality trait identification.
Person-organization value fit
The members of the organization behave
differently based on the individual's value
orientation. The behaviour of the members in
the organization matching the organizational
value can help the organization to obtain
competitive advantage in the fierce market
competition. Therefore, it is necessary to find
the value orientation of the employee
behaviour. Person-organization fit refers to the
consistency and compatibility of employees and
organizations in terms of values (Kristof, 1996).
Values are the common principles and beliefs of

the organizations shared by the members of the
organization as the most basic and stable
content in organizational culture (O’Reilly,
Chatman, & Caldwell, 1991). Value fit is the
consistency of individual and organization in the
culture, goals and atmosphere etc (Cable &
Judge, 1994). It’s an important part of personorganization fit (Verquer, Beehr, & Wagner,
2003). Many studies have shown that personorganization value fit can be seen as personorganization fit (Chatman, 1989), (Meglino &
Ravlin, 1998). Therefore, it’s the key to effective
person-organization value fit to effectively
evaluate the value orientation of employees.
Psychological adjustment strategies
Psychological problems of employees are
unavoidable. Psychological contract is a mutually
beneficial relationship between employees and
organizations, which is generated by the
understanding of organizational policies,
systems and the perception of various
commitments of managers at all levels.
Psychological contract affects employees' value
orientation and work attitude, and affects the
performance and management cost of
enterprises (Wang & Yang, 2011). It can clearly
be seen that how to effectively solve the
psychological problems of employees is vital.
Psychological adjustment is a psychological
term, referring to the psychological reaction
caused by contradictions and events in life. This
reaction is closely related to the individual's
objective understanding and evaluation, and
self-evaluation. Psychological adjustment can
help the organization members to develop their
own psychological potential. Through the
adjustment of mental factors such as intelligence
and emotions, the organization members can
improve the efficiency of work, study, research
and creation, and continuously promote the
matching and development of individuals and
organizations. The theory of psychological
adjustment in psychology was introduced,
aiming at psychologically adjusting the value
orientation of persons with different personality
traits in the organization.
Individuals strive to change or control their
thoughts and reactions in order to achieve
specific goals. This process is called selfregulation (Geers, Weiland, Kosbab et al.,2005).
Individuals may exhibit a particular way or
tendency in achieving self-regulation of the goal,
i.e., regulatory focus. The regulatory focus
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theory (RFT) (Higgins, 1997) can effectively
explain the basic motivations of individual
behavioural reasons, and has two separate selfregulatory orientation: promotion focus and
prevention focus; the former is more oriented
towards the pursuit of goals, and tends to adopt
a close approach to achieve the desired goals;
while the latter pays more attention to whether
there are negative results in the goal pursuit
process, and tends to achieve the goal by
avoiding losses. The RFT suggests that
individuals can regulate their goals, emotions,
and behaviours through the promotion and
prevention focus.
Based on this, Higgins proposed the
regulatory fit theory. According to this theory,
individuals with different regulatory orientations
can achieve a fit when using their respective
preferred behavioural strategies (Higgins, 2000).
Regulatory
fit
can
enhance
individual
behavioural motivation, and has a wide-ranging
impact on individual decision-making behaviour,
task performance, and evaluation attitude
(Avnet & Higgins, 2003).
By the theory of regulatory fit, when the
regulatory focus is consistent with people's
cognition and tendency, it is more conducive to
their positive actions and the effective use of
regulatory fit, thereby promoting the healthy
development of organizational persons and
making them being consistent with the
organizational development strategies and
values.

PERSONAL VALUE ORIENTATION BASED ON
PERSONALITY TRAIT IDENTIFICATION
The connotation of personality traits
In psychology, the personality trait is a
complex and broad concept. Different
psychologists have different definitions of
personality traits. Allport as the first
psychologist to systematically consider the
concept of traits. He believed that personality is
a dynamic organization within the individual's
psychological system, and a subject with selfawareness and self-control ability as well as
feelings, emotions, wills, etc. (Allport, 1966).
Boden believes that personality traits refer to
the unique characteristics of individual
behaviour in different contexts (Boden, 1996). In
addition, Funder holds that personality traits are
the true qualities of individuals, and they
produce behaviours related to traits. When

evaluators observe and analyse these traitrelated behaviours and obtain the trait
information, they will detect and use this
information to form judgments (Funder, Kolar, &
Blackman, 1995).
The personality traits studied above were all
based on certain specific individual in the
organization, aimed at describing whether the
assessed person has a certain personality trait,
without considering the relationship between
the personality traits of the assessed person and
the organizational development needs on the
macro level, and also without describing the
relative superiority of the individual's
personality traits in the organization. Therefore,
based on the previous research, this paper
deeply explores the connotation of personality
traits, and found that the personality traits are
mainly reflected in its value orientation or value
concept, and it’s the key to identify or
characterize the personality traits of social
affairs from the perspective of value. For this,
the personality trait is defined in this paper as
the value orientation which is the most
favourable to the assessed persons by directly
examining and analysing their behaviours within
the scope of the surveyed group based on the
index system and macro value orientation under
the social group consensus.
Description and classification of personality
traits
In the related theory of psychology and
organizational behaviour, it has been found that
there are many differences between individuals,
which also indicates different personality traits
among different individuals or groups in the
organization.
With regard to the description and
classification of personality traits, the most
representative and widely used research results
are: Myers-Briggs Type Indicator (MBTI) and the
Big Five trait model. MBTI is a library of
personality indicators used to identify
individuals' basic preferences in cognitive and
processing information. It combines four
dichotomous pairs of personality: sensing
/intuition, thinking /feeling, judging/perceiving,
and introversion/ extroversion, and summarizes
them into 16 types of clear personality traits; the
Big Five trait is to classify and compress a large
number of personality trait terms, and finally
define them in five dimensions: agreeableness,
neuroticism, openness, extroversion and
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conscientiousness (Briggs, 1992).
These studies above on the description and
classification of personality traits well explain
the characteristics of individuals or groups in the
organization, which lays a solid foundation for
further in-depth exploration and research. Based
on this, the author studied the personality traits
from the perspective of the organization as a
whole. Therefore, different from previous
studies, the personality traits in this study were
classified into strong features and weak features
which refer to the characteristics that are most
favourable or the most unfavourable to the
person being assessed under certain standard.
The “certain standard” here means the index
system set according to the needs of the
organizations for certain target, and the ideal
value for each index in the indicator system.
Identification of personality traits
According to the above analysis for the
connotation of personality traits, it can be seen
that the personality of individuals, groups and
organizations itself are of great significance to
personal development, organizational progress
and social coordination. On the basis of meeting
the common value orientation pursued on the
macro level, it is necessary and imperative to
identify these personality traits and guide or use
these to maintain organizational interests and
promote social harmony. In this way, the society
shall make progress.
Identification model of personality traits
From the previous analysis, individuals,
groups, and entire organizations are generally
described by a multi-indicator system.
Therefore, based on the macro public interest
value, this paper establishes the mathematic
model that is most favourable or most
unfavourable to the status of the assessed object
in the group using the distance in the 2-norm
sense under the condition of social rationality,
so as to objectively identify the strong and weak
features
of
individuals,
groups,
and
organizations themselves.
Assuming that the personality traits of 𝑛
objects to be assessed (such as individuals,
groups in the organization or organizations)
need to be identified, then the indicator system
consisting of 𝑝 dimensional vector indicators 𝑥̄
was used for assessment. And assuming that the
standardized value of the 𝑖-th subject is 𝑥̄𝑗 , 𝑗 =
1,2, . . . , 𝑛, 𝑤 is the weight coefficient, and 𝑥̄ ∗

is the target vector in certain tendency of the
assessed group, i.e., the value of the assessed
object was measured by the distance in the 2norm sense. It’s expressed as:

d(x , x *) =

i =1

2
i

− xi )2

*
i

(1)

Identifying the personality traits of
individuals, groups, and organizations in an
organization is for the purpose of finding good or
abandoning bad. People generally want to get
close to good outcomes and away from the bad
outcome. Therefore, the formula (1) is as
follows:
(1) If 𝑥̄ ∗ is an ideal outcome, each
component can select the actual optimal value
of the indicator, e.g., the 𝑖 -th component is
𝑥 ∗ 𝑖 = 𝑚𝑎𝑥 {𝑥𝑗𝑖 }, 𝑗 = 1,2, ⋯ , 𝑛 , 𝑥𝑗𝑖 is the 𝑖 -th
1≤𝑗≤𝑛

index value of the 𝑗-th object to be assessed,
and 𝑥 ∗ 𝑖 is the best theoretical value obtained
according to the actual problem, such as 100
points under the hundred-mark test system;
(2) If 𝑥̄ ∗ is abandoned, each component can
select the actual worst value of the indicator,
e.g., the 𝑖-th component is 𝑥 ∗ 𝑖 = 𝑚𝑖𝑛 {𝑥𝑗𝑖 }, 𝑗 =
1≤𝑗≤𝑛

1,2, ⋯ , 𝑛 , 𝑥 ∗ 𝑖 is the theoretical worst value
obtained according to the actual problem, such
as 0 points under the hundred-mark test system.
If 𝑥̄ ∗ is the best outcome, then it shall be
better with the smaller distance measured by
equation (1); if 𝑥̄ ∗ represents the worst
outcome, it’s on the contrary. Therefore, the
mathematical model proposed in this paper for
identifying the strong or weak features of
personality is given as:
min{d ( x , x* ) =
w
j

p

w

2
i

i =1

p

s.t.

w
i =1

i

( xi* − x ji ) 2 }

=1

wi  0, i = 1, 2,L , p

(2)

where, 𝑥𝑗𝑖 is the 𝑖-th indicator value of the 𝑥𝑗𝑖 th object to be assesses.
Model solving
When there are variable coefficients equal to
0 in the function, the sum of the variables
corresponding to these coefficients is 1, and the
variables corresponding to the other coefficients
are all 0; otherwise, when there is no variable

REVISTA ARGENTINA
2020, Vol. XXIX, N°1, 546-557

p

 w (x

DE CLÍNICA PSICOLÓGICA

551

XIN WEN, DONGKUI HE

coefficient equal to 0 in the objective function,
it’s calculated as:

 *j
*
w ji =

i = 1, 2,L , p 


p
1
*
j = 1  *
, i = 1, 2,L , n 
2

(
x
−
x
)
i =1
i
ji

( xi* − x ji ) 2

,

(3)
where, 𝑤𝑗𝑖∗ is the 𝑖-th value parameter of the
𝑗-th object to be assessed; when 𝑥̄ ∗ takes the
ideal outcome, a strong feature is obtained;
when it takes the abandoned outcome, the weak
feature is obtained.
Analysis and provisions of personality traits
Due to its connotation and the requirements
in line with the macro value of the organization
or group, it can be considered that the specific
result of Equation (5) is the value orientation
that the object being assessed actually admires
or rejects, although equation (2) can separately
conclude its personality traits from the
perspective of the most favourable and most
unfavourable to the objects being assessed.
However, the personality performance of the
assessed objects in the reality still needs to be
compared in the group, and finally determined
based on the comparison results.
(1) Analysis of strong features. When 𝑥̄ ∗ is
∗
the ideal outcome, t 𝑤̄𝑗𝑆
is denoted as the
optimal solution of the object𝑗 to be assessed in
equation (2), which is the value orientation most
beneficial to them, i.e., the evaluation standard
preferred by the object 𝑗 in the practical use.
∗
Substituting 𝑥̄ ∗ and 𝑤̄𝑗𝑆
into (1), the
evaluation scores of 𝑛 assessed object from the
perspective
of
𝑗
are
𝑑𝑖𝑗 , 𝑖 =
1,2, ⋯ , 𝑛respectively.
The provisions of the solving results: 𝑑𝑖𝑗 (𝑖 =
1,2, ⋯ , 𝑛) is sorted in ascending order; if the
assessed object 𝑗 is in the top 5%, it is
determined that it has outstanding personality
traits, and obvious strong features; if in the top
20%, it is considered to be a common
performance of personality traits; otherwise, 𝑗
has no strong features.
(2) Analysis of weak features. When 𝑥̄ ∗ takes
∗
the abandoned outcome, 𝑤̄𝑗𝑊
is denoted as
the optimal solution of 𝑗 in equation (2), which
is the value orientation most unfavourable to 𝑗.
Then, when 𝑗 understand 𝑛 objects to be
assessed with a pessimistic attitude, the

evaluation scores of 𝑛 assessed objects from
the perspective of 𝑗 are 𝑑𝑖𝑗 , 𝑖 = 1,2, ⋯ , 𝑛
∗
respectively by substituting 𝑥̄ ∗ and 𝑤̄𝑗𝑊
into
(1).
The provisions of the solving results: 𝑑𝑖𝑗 (𝑖 =
1,2, ⋯ , 𝑛) is sorted in descending order, if 𝑗 is
in the top 5%, it is considered that it has obvious
weak features; if in the top 20%, it is considered
to be a common performance of personality
traits; otherwise, 𝑗 has no weak features.

ORGANIZATIONAL
PSYCHOLOGICAL
ADJUSTMENT STRATEGY BASED ON PERSONALITY
TRAIT IDENTIFICATION
The personality trait identification method
can be applied in formulating the talent strategy
of the organization. Based on the needs of
organizational development, this method can
help to obtain the basic situation of talents’
personality traits by identifying the personality
traits of existing talents in the organization.
Using the calculation results, personal
superiority and weakness can be identified
effectively; according to the specific conditions
of organizational development and personal
superiority and weakness, relevant talent
policies shall be developed, such as the talent
type required, and the effective use of talent in
the organization, etc., and then the talent
strategy of the organization is formulated.
The organization's talent strategy mainly
involves talent recruitment, talent placement
and use, and talent training. The calculation
results of personality identification methods can
be used as the basis for talent strategy, and also
as a reference for talent management. According
to the results, the superiority and weakness
characteristics of the organizational person's
value orientation as well as the personality traits
of different organizations in different aspects
were determined, so as to ensure the effective
person-organization value fit by enhancing
strengths and avoiding weaknesses.
Through the above analysis of psychological
adjustment strategies, the theories of regulatory
focus and regulatory fit in psychology were
introduced to make psychological adjustment of
the employees, aiming at the psychological
characteristics of employees, creating different
incentives for different regulatory orientation
employees, and inspiring them to adjust the
individual motivation.
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Therefore, according to the above method,
the steps of organizational psychological
adjustment strategies based on personality
identification method were proposed:
First, analyse the organizational development
strategy, build a talent evaluation index system,
and elaborate on each indicator. The
identification of personality traits in the
organization is based on the relevant multiindicator system. This step is the basis for the
evaluation of the employee's value orientation.
Second, according to the indicator system,
obtain the indicators of the talents from multiple
angles. The 360-degree evaluation method was
used to obtain the relevant data of the
personnel, and the indicators of the personnel in
multiple directions and at multiple angles to
ensure the authenticity and objectivity of the
employee identification and evaluation.
Third, analyse the employees according to
the obtained index values and determine the
superiority and weaknesses of the employees in
each indicator. From the perspective the most
favourable to the assessed objects, each
person's value orientation vector was solved,
that is, the weight distribution vector in the
indicator system. Then, according to the size of
the value orientation vector, the magnitude and
extent of the superiority and weaknesses were
determined for specific person in terms of
specific values.

552

Fourth, according to the superiority and
weakness of employees in different aspects,
determine the regulatory focus of employees. It
is necessary to actively guide employees who
match the organizational value to develop
towards the promotion focus, actively carry out
relevant induction, and understand employee
motivation. For the prevention focus, it is not
blind abandonment; in high risk and great
uncertainty of the work, the prevention focus
can largely avoid risks and reduce unnecessary
losses. The relationship between the triggering
factors of promotion/prevention regulatory
focus and the approach/avoidance motivation is
as follows in Figure 1:
Fifthly, according to the organizational value
orientation and development strategy, the
regulatory focus theory and the regulatory fit
theory in psychology were introduced. The
psychological control strategy of talents based
on the personality identification method was
proposed, to carry out psychological adjustment
on employees, and to fit the individual and
organizational development strategies for
employees.
In summary, the steps to determine the
psychological
adjustment
strategy
of
organizational talent based on personality
identification method was determined, as shown
in Figure 2:

Figure 1. Relationship between the triggering factors of promotion/prevention regulatory focus
and the approach/avoidance motivation
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Figure 2. Steps of organizational talent psychological adjustment strategy based on personality
identification method

Table 1. Capability evaluation scores of 30 team members
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15

X1
5.03
4.65
4.85
5.14
5.07
4.81
5.06
5.05
5.08
4.72
5.49
5.22
4.92
5.17
5.37

X2
4.69
3.92
4.68
5.00
4.82
4.40
5.17
4.58
4.92
4.49
5.29
5.20
5.30
4.78
5.56

X3
4.71
4.09
4.94
5.46
5.05
4.75
4.94
4.86
4.94
4.52
5.43
5.42
6.00
5.00
5.20

X4
4.29
3.69
4.35
4.81
4.76
4.43
4.57
5.00
5.25
4.82
5.47
5.50
5.5
5.25
5.30

X5
4.73
4.73
4.35
4.57
4.58
4.38
4.76
4.68
4.97
4.50
5.26
5.00
4.80
5.11
5.44

X6
4.71
4.15
4.93
4.76
5.00
4.37
4.92
4.60
4.78
4.25
5.21
5.33
4.70
5.00
5.44

CASE ANALYSIS
Data Processing
A is a company with software technology as
its core, mainly involving in the business areas
such as software and services, digital medical, IT
education and training. After years of
development, it has become a solution provider
integrated with software research, design,
development, manufacturing, sales and training
and services. More than 95% of the company's
employees are engaged in technology research
and development, and their work is often carried
out in the form of a project team. Thus, how to
objectively and effectively identify the
superiority of team members is crucial to the
cultivation and improvement of team
capabilities. In the process of completing a
specific task, the team needs to be capable in six
aspects, denoted as𝑥 = (𝑥1 , 𝑥2 , ⋯ , 𝑥6 )𝜏 ; a total of

16
17
18
19
20
21
22
23
24
25
26
27
28
29
30

X1
5.72
5.23
5.50
4.61
5.75
5.08
4.82
4.91
5.01
4.92
5.52
5.50
5.33
3.96
4.23

X2
5.67
5.12
5.40
4.95
5.10
5.09
4.48
4.87
4.83
4.85
5.07
5.44
4.97
3.60
3.95

X4
5.45
5.35
5.58
4.77
5.38
5.27
4.83
4.92
5.21
4.93
5.38
5.20
5.13
3.95
4.06

X5
5.67
5.00
5.27
4.47
5.60
4.79
4.55
4.76
4.93
5.23
5.23
5.52
4.83
3.96
3.79

X6
5.73
4.68
5.07
4.74
5.80
4.87
4.77
4.72
4.53
4.77
5.37
5.48
4.77
3.65
3.50

30 knowledge-based employees participated in
the completion of the task. In order to form a
team with complementary advantages, it is
necessary
to
identify
the
superiority
characteristics of the team members. Table 1
lists the scores of 30 team members on the six
competency items.
According to the individual superiority
identification method proposed in this paper,
the evaluation program (program code is
omitted) was developed independently to
ensure the efficiency of the data processing
process and the accuracy of the processing
result. It should be noted in two aspects: First, in
the choice of preference outcomes, choose to
expand the ideal outcome, and the expansion
range is 10%; secondly, in the choice of q-norm,
take q=2, corresponding to the distance in the
usual sense. The data processing results are
shown in Table 2.
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Table 2. Superiority characteristics parameters of 30 team members (weight coefficient)
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15

X1
0.2313
0.2052
0.1604
0.1705
0.1867
0.1986
0.1617
0.1959
0.1309
0.1554
0.1728
0.0709
0.0183
0.1473
0.0929

X2
0.1774
0.1172
0.1743
0.1845
0.1649
0.1524
0.3267
0.1203
0.1377
0.1579
0.1292
0.104
0.075
0.0943
0.3865

X3
0.1568
0.1433
0.2164
0.3371
0.1902
0.2199
0.1415
0.1558
0.1093
0.1511
0.0982
0.1026
0.583
0.108
0.0523

X4
0.0953
0.0866
0.1034
0.1286
0.1508
0.1546
0.0947
0.2854
0.3904
0.2812
0.4153
0.5491
0.2878
0.3512
0.1472

X5
0.1621
0.291
0.0906
0.0706
0.093
0.1256
0.1117
0.1203
0.132
0.1359
0.1027
0.0534
0.0184
0.1673
0.1833

X6
0.1771
0.1568
0.2548
0.1086
0.2144
0.149
0.1636
0.1222
0.0997
0.1184
0.0818
0.1201
0.0174
0.132
0.1377

Analysis of results
(1) The superiority characteristic parameter
of
member
18
was
𝑤=
(0.1078,0.1167,0.0571,0.6195,0.0633,0.0356)𝜏 .
For the member 18, its greatest advantage was
reflected in the fourth ability. In terms of this
ability, the other 29 members can't match with
it. So, it’s in absolute superiority.
(2) The superiority characteristic parameters
of
member
27
was
𝑤=
(0.1648,0.2123,0.0602,0.1044,0.2928,0.1655)𝜏 .
Its superiority was mainly concentrated on the
second and fifth ability. Although member 27
ranked the top in this dominant feature
parameter, member 16 performed better than it.
This just illustrates the objectivity of the
method. Even if it’s evaluated from the
perspective the most favourable to the member
27, it does not mean that its performance is
necessarily the best. But since such an
evaluation model was built from the perspective
the most favourable to member 27, member 27
is more likely to accept such evaluation results
and actively consider member 16 as a benchmark
for learning compared to the traditional
evaluation model. This proactive learning will
continue to improve the ability of team members
and further enhance the capabilities of the
entire team.
Adjustment strategy
Personality traits are relatively stable and not
easily changed. Faced with the same thing,
people with different personality will have
different psychological orientations, and also
produce different psychological results. So, it is

16
17
18
19
20
21
22
23
24
25
26
27
28
29
30

X1
0.19
0.1229
0.1078
0.1019
0.3446
0.1214
0.1496
0.138
0.127
0.1195
0.236
0.1648
0.2655
0.1449
0.186

X2
0.259
0.1401
0.1167
0.2759
0.0245
0.1889
0.1261
0.189
0.1309
0.1543
0.0811
0.2123
0.1548
0.1449
0.1934

X4
0.0909
0.3812
0.6195
0.198
0.0814
0.3917
0.2327
0.2217
0.3827
0.1927
0.2909
0.1044
0.2601
0.1893
0.205

X5
0.259
0.09
0.0633
0.1015
0.183
0.0846
0.1187
0.1311
0.1374
0.3404
0.1104
0.2928
0.0994
0.172
0.1385

X6
0.1522
0.0544
0.0356
0.1759
0.3446
0.1073
0.1914
0.1379
0.0787
0.1266
0.1496
0.1655
0.099
0.1638
0.1385

very important to achieve the personorganizations value fit by effectively adjusting
the employees’ psychology. According to the
regulatory fit theory, when the individual's
regulatory focus is consistent with their
cognition and tendency, it is more conducive to
the development of the organization. Therefore,
the regulatory fit of the personality traits of the
organization personnel can effectively promote
the common development of persons and
organizations.
From the perspective of internal factors,
organizational members should not only
strengthen individual cognition, reinforce
individuality, build a good personality model,
and improve self-regulation, but also effectively
adjust their goals, emotions, and behaviours by
promotion and prevention focus. Taking the
member 27 above as an example, although
member 27 has obvious superiority feature, it’s
still not as good as member 16 from the
perspective the most favourable to member 27.
Thus, member 16 will bring some promotion
focus to member 27, promoting their pursuit of
goals, and the organization should guide it to
match the group development strategy.
Prevention focus is more concerned with
whether there are negative results, to achieve
their goals in a way of avoiding losses, which
seems to be stuffy, but in reality, it is also a
regulatory measure; when faced with risky
things, prevention focus can effectively avoid
losses and circumvent negative results.
In terms of the external factors, the
organization should properly implement
organizational intervention to regulate the
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employee's
psychology.
Organizational
intervention measures include employee
communication, participation and support. The
employee's perception of organizational
intervention can reduce the negative impact of
employee psychology, and also help employees
to restore their psychological adjustment ability,
thus effectively reducing their psychological
negative impacts, and enabling employees to
regain confidence, trust and positive attitude
towards the organization. In addition, the
organization should study the regulatory focus
and individual motivation of employees,
accurately locate the target personnel, and
select promoters with self-improvement
motivation and prevention focused-employees
with altruistic motivation. According to the
psychological characteristics of employees,
different incentives are created for them with
different regulatory orientation, and individual
motivations are adjusted to match their
orientation.

CONCLUSIONS AND PROSPECTS
Managers in an organization have two
important tasks: decision-making and the
employee management. For correct selection,
distribution and promotion of employees, it is
necessary to have a comprehensive study of
their personality qualities. Identifying the
personality traits of the individuals in the
organization, can effectively achieve the
complementarity of individual advantages, and
screen those employees who match with the
organizational development strategy, thereby
greatly improving the development level and
comprehensive ability of the organization.
Based on the personality trait identification
method, using the distance in the 2-norm, the
mathematical model that is most favourable or
most unfavourable to the object to be assessed
in the group was established to objectively
identify the strong feature and weak feature of
the individual, group and organization. The
person-organization value fit can help to
effectively screen out the employees who can
match the development of the organization/post
needs. Besides, through the rational use of the
regulatory focus theory and regulatory fit theory
in psychology, it is possible to psychologically
adjust the organization personnel. From the
internal and external aspects, it also puts
forward the psychological adjustment strategy

for the personnel in the organization.
Taking a specific company as an example, the
superiority characteristics of 30 team members
that are most beneficial to individual members
were identified in terms of the six capabilities.
Using our method of personality trait
identification in this study, the application
research was conducted, which proves the
effectiveness of the method, and also shows that
this method has both objectivity and humanistic
features. This provides a way for managers in the
organization to select, match, analyse, and
evaluate employees. It helps to truly achieve the
complementarity of individual superiority in
team theory, and thus greatly improve the
performance level of the team.
With the psychological adjustment and
human
development
becoming
closer,
psychological adjustment strategies have been
more popular in humanistic management. This
paper only analyses the regulatory focus theory
and regulatory fit theory in psychology, but its
specific regulation mechanism and influence
path weren’t deeply studied. In the subsequent
study, it needs further thinking and
improvement on how to use the relevant theory
of psychological adjustment specifically and
reasonably.
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