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Person Organization Fit is the congruence of the values between the employees and the organization. A 
number of researches have already been made on the Person Organization fit. In our study we have studied 
the relationship between person organization fit, Job Satisfaction and Turnover Intention. Although there 
have been researchers made which have determined these relationships but our study is held in the 
context of Pakistan, which is a developing country and we have checked the relationship between Person 
Organization Fit, Job Satisfaction and Turnover Intention. Data was collected from 4different organizations 
and our findings indicate that there is a positive relationship between Person Organization Fit and Job 
Satisfaction and although the relationship between PO fit and Turnover Intention is not significant but it is 
not negative in the context of Pakistan. Research limitations and directions for future research are also 
included.   
 
Keywords: PO Fit, Job Satisfaction, Turnover Intention, Pakistan 

 
 
INTRODUCTION 
 
Person Organization fit is defined as (Chatman, 1989) 
the congruence between the values and norms of an 
organization with the values and norms of the 
employees working in the organization. It can be 
understood as the compatibility between the values of 
person and the values of the organization. Therefore 
Organizations prefer to hire those persons whose values 
match the values of organizations. There has been 
continuous research (O'Reilly, Chatman, & Caldwell, 
1991) that has related Person Organization fit with the 
work outcomes like Job Satisfaction, Organizational 
Commitment, Turnover, and Intention to leave. A recent 
study by (Boon, Den Hartog, Boselie, & Paauwe, 
2011)has also shown the relationship  between  Person  
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Organization      Fit     and    employee   outcomes   (Job  
Satisfaction, Intention to leave). Researchers (Cooper-
Thomas, Vianen, & Anderson, 2004) further argue that 
“Peoples are not randomly assigned to an organization, 
but they select themselves into and out of organization”. 
So far the construct of Person Organization fit is heavily 
discussed and researches have determined its 
relationships with different outcomes, we did our study in 
the context of Pakistan which is a developing country 
and tried that whether the relationships which are 
established between Person Organization Fit, Job 
Satisfaction & Turnover Intention can be empirically 
tested in the context of Pakistan.  
 
 
LITERATURE REVIEW  
 
PO Fit can be defined as (Kristof, 1996) “The 
Compatibility  between  people  and   Organizations  that  



 
 
 
 
occur when: (a) at least one entity provides what the 
other need, or (b) They share similar fundamental 
characteristics or (c) both”. Another author (McCulloch & 
Turban, 2007) states that P-O fit refers to the 
compatibility of an employee with the fundamental 
characteristics of an organization i.e. its values. He 
further hypothesized a positive relationship between Job 
Satisfaction and PO-fit and his findings indicate that PO-
Fit explained 11% of variance with Job Satisfaction. P-O 
fit was found to have a relationship with work attitudes 
such as job satisfaction and organizational commitment 
(Bretz& Judge, 1994; Chatman, 1991; O’Reilly, 
Chatman, &Caldwell, 1991) 

PO Fit has its roots from Schneider’s (1987) 
Attraction–Selection–Attrition (ASA) theory which states 
that individuals are attracted to and they seek to work for 
the organizations where they perceive that there is a 
high level of Person Organization Fit and with the 
passage of time the employees whose values are 
consistent with the values of organization will remain 
with the organization and other may quit. Other 
researches (Cable & Judge, 1994) also conclude that 
employees will prefer organizations where there values 
are aligned with the values of the organization. 

In a study (Lauver & Brown, 2001) found that there is 
an impact of PO fit on Job Satisfaction and intention to 
quit and Person Organization fit is a better predictor of 
intention to quit. Therefore, It is suggested that shared 
values between employees and organizations will lead to 
job satisfaction for the employee and that would 
eventually result in favorable outcome for the 
organization in achieving its goals (Chatman, 1991).A 
study (Gregory, Albritton, & Osmonbekov, 2010) 
supports a direct positive relationship between Person 
Organization fit and Job Satisfaction. In a Meta analysis 
the authors (Verquer, Beehr, and Wagner, 2003) 
indicated that there is a relationship between PO fit, Job 
satisfaction and Intent to quit. Further quantitative review 
on their findings (Hovman & Woehr, 2006) also 
established the relationship of PO Fit with the behavioral 
outcomes of the employees. 

( Goodman & Svyantek, 1999)In their study 
determined that Person organization fit plays an 
important role in exhibiting task performance and the 
contextual performance. Task performance is actual 
nature of job or what the employee has to do actually. 
While contextual performance is the extra efforts that 
employee exerts at work. The employees whose values 
match with the values of the organization will perform 
better because they perceive that the organization is 
beneficial for them. Authors have also linked the Person 
Organization fit with the intention of job seekers rather 
it’s the intention to join an organization or the intention to 
quit the organization.(Cable & Judge, 1996)In their 
longitudinal study on 96 job seekers, tried to answer 
some questions like, what are perceptions of new job 
seekers about the P-O fit while making their choice 
about the new job? Results of this study concluded  that  
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job seekers always try to match their personal values 
with the organizational values to create P-O fit. However 
this study further discussed that demographic match 
does not play any role in creating a P-O fit. Further 
studies indicate that employees will put extra effort if 
there values are aligned with the values of the 
organization. A study by ( Vilela, González, & Ferrín, 
2008) on a sales person team to understand whether 
OCB is the ultimate result of person organization fit? And 
the effect of mediator likes job satisfaction and 
organization commitment. This study concluded that if 
employees see an alignment between their personal 
values and the values of their organization; they show a 
loyalty to their organization and are more satisfied with 
their work. ( Meyer, Hecht, Gill, & Toplonytsky, 2010) in 
their study consistent with P-O fit theory (Kristof,1996) 
explored the relationship of P-O fit or culture to 
employee’s commitment and their intentions to stay with 
organization while studying the employees of a large 
electric company during an initial change announced. 
Results of this study show that perceived culture and 
culture fit have a positive relationship with affective 
commitment and intentions to stay with organization. 

The Literature as discussed above indicates that there 
is a relationship between Person Organization Fit, Job 
Satisfaction and Turnover Intention. Employees will 
prefer those organizations where there is a match 
between the individual values and the values of the 
organization. Furthermore organizations while recruiting 
employees will also try to select those employees whose 
values are consistent with the values of the organization. 
Moreover, quantitative studies that are reviewed above 
have indicated that there is a positive relation between 
person organization fit and Job Satisfaction of the 
employee and there is a negative relationship between 
Turnover Intention and Person Organization fit. We have 
also used these relationships in our study to determine 
whether these relationships are the same or are these 
relationships give the same results as we expected in 
the context of Pakistan. So we made our hypotheses 
accordingly as indicated by the relationship of PO fit, Job 
Satisfaction and Turnover Intention of the previous 
researches. 
 
H1: There is a Positive relationship between Person 
Organization Fit and Job Satisfaction 
H2: There is a negative relationship between Person 
Organization Fit and Turnover Intention. 
 
 
Theoretical model of study 
 
These are our expected relationship direction. We 
expect that there is a positive relationship between 
Person    Organization    fit    and    Job    satisfaction 
and    according    to    our    expected    direction we 
may    say    that there is a negative relationship 
between Turnover Intention and Person Organization Fit. 
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               Figure 1 

 
METHODOLOGY 
 
The following methodology was adopted to demonstrate 
the relationships. 

Questioner: The Questioner was adopted and then 
rephrased. The questioner used the following 
measurement scales.  

Measurement Scales: The following scales were used 
for measuring Person Organization fit, Job Satisfaction 
and Turnover Intention 

Person Organization Fit Scale: The scale for 
measuring the Person Organization fit was taken from 
previous study of(Cable & Judge, 1996).It was a 3 item 
scale and responses were required on a 5 point likert 
system (1= Strongly Disagree to 5= Strongly Agree) 

Job Satisfaction Scale: The scale for measuring Job 
satisfaction was adopted from (Cammann, Fichman, 
Jenkins & Klesh, 1983).It was a four item scale and 
responses were required on a 5 point likert system from 
Strongly disagree to Strongly agree. 

Turnover Intention Scale: The Turnover Intention 
Scale was adopted from (Chatman, 1991).It was a four 
item scale and responses were required on a 5 point 
likert system from strongly disagree to strongly agree. 

Participants: The People who took part in our research 
were employees of 4 different organizations. A total of 
120 questioners were distributed out of which 85 were 
returned which form a 70.8% response rate and 
sufficient sample size for our research. 

Procedure: The collection of data was made through 
self administrated questioners and also through emails 
for convenience of employees and to save more time. 
 
 
DATA ANALYSIS 
 
The following were the techniques used for the analysis 
of data .As for as the demographics are concerned out 
of total 85 employees 61 were male and 24 were 
female.36 employees were graduates and 49 were 
undergraduate.43 employees were married and 42 were 

unmarried. Majority of the employees have 2-5 year of 
experience and also majority lies in the age range of 26-
35. The following results were obtained. 

Correlation: The correlation is used to determine 
whether there is a relationship between dependent and 
independent variables or not. In our research we 
checked the relationship between Job Satisfaction and 
Person Organization Fit and also between Turnover 
Intention and Person Organization fit.  

Regression Analysis: After that we did the regression 
analysis and obtained the following results.  
 
 
DISCUSSION 
 
As shown above the Correlation between Job 
Satisfaction and Person Organization Fit is Positive and 
which is significant at a level of 0.05.So that our 
hypothesis H1 which states that there is a positive 
relationship between Job Satisfaction and Person 
Organization Fit is proved. Moreover as the correlation 
between Turnover Intention and Person Organization fit 
is not significant but it is not negative too so fail to 
support our second hypothesis. Furthermore we have 
also done the regression analysis firstly Job Satisfaction 
is made the dependent variable and PO fit is regressed 
as independent variable the results we obtained are 
shown above, the estimated coefficients are  in our 
expected direction and P-value is less than 0.019 
(P<0.019) and the t-score is also significant. So we will 
accept our hypothesis that there is a positive relationship 
between Job Satisfaction and Turnover Intention. The 
value of Adjusted R Square is not so high but we may 
say that there may be other factors which would affect 
Job Satisfaction too. After that we considered Turnover 
Intention as dependent variable and Person 
Organization fit is regressed as independent variable, 
the results we obtained are shown above. In this the 
estimated coefficients are not in our expected direction 
and the p-value is less than 0.203(the p-value 
0.203>0.05)  and  the  value  of t-score  is not significant  

Job satisfaction Person Organization fit 

Turnover intention Person Organization fit 
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Table 1. Correlation between Person Organization Fit & Job Satisfaction 

 

   PO Fit Job Satisfaction 

PO Fit Pearson Correlation 1 .253
*
 

Sig. (2-tailed)  0.019 
N 85 85 

Job Satisfaction Pearson Correlation .253
*
 1 

Sig. (2-tailed) 0.019  
N 85 85 

 

*. Correlation is significant at the 0.05 level (2-tailed). 
 

Table 2. Correlation between Person Organization fit and Turnover Intention 
 

   PO Fit Turnover Intention 

PO Fit Pearson Correlation 1 0.139 
Sig. (2-tailed)  0.203 

N 85 85 
Turnover Intention Pearson Correlation 0.139 1 

Sig. (2-tailed) 0.203  

N 85 85 
 

Table 3. Model Summary ( Job Satisfaction & Person Organization fit) 
 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .253
a
 0.064 0.053 0.24148 

 

a. Predictors: (Constant), PO Fit 
 

Table 4. Coefficients 
 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 2.838 0.115  24.612 0 
PO Fit 0.077 0.032 0.253 2.387 0.019 

 

Dependent Variable: Job Satisfaction                          
 Independent Variable ; Person Organization Fit (PO fit) 

 
Table 5. Model Summary (Turnover Intention & Person Organization fit) 

 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .139
a
 0.019 0.008 0.23181 

 

a. Predictors: (Constant), PO Fit 
 

Table 6. Coefficients 
 

Model Unstandardized Coefficients Standardized Coefficients   

B Std. Error Beta t Sig. 

1. 
(Constant) 3.029 0.111 27.369 0 

PO Fit 0.04 0.031 0.139 1.283 0.203 
 

 

Dependent Variable: Turnover Intention  
Independent Variable : Person Organization fit (PO fit) 

 
 
too. Also Adjusted R-square is low so we fail to accept 
our hypothesis of negative relationship between PO fit 
and turnover intention .Our this result does not match 
the results of previous studies. The reason behind this is 
we may say that in the context of Pakistan as the 
unemployment rate is high and there are fewer 
opportunities for employees to switch to other jobs. 
Therefore employees stick to their jobs unless or 

otherwise some very good opportunity appears to them. 
Also we may say that in the context of Pakistan the 
turnover intention is not created in employees on the 
basis of Person Organization fit only. There may be 
other factors too. So, we accept our first hypothesis (H1) 
and we can say that there is a positive relationship 
between Job Satisfaction and Person organization fit but 
we fail to accept our second hypothesis (H2)  which  was  
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that there is a negative relationship between Turnover 
intention and Person organization fit. 

Research Limitations & Future Directions: We 
collected data from the same source which is to be 
studied so the results may be biased and also because 
of the time horizon we have done a cross-sectional 
study. A longitudinal study may refine the results .One 
more thing the increased sample size would also be 
beneficial. Future studies may try to overcome these. 
 
 
CONCLUSION 
 
Person Organization fit is the compatibility of individual 
values of the employee and values of the organization. 
Employees will like to work in organizations where they 
feel that the values of the organization are aligned with 
their own values and also organizations will try to recruit 
those employees whose values are consistent with the 
values of the organization. Different researches have 
determined a positive relationship between Job 
Satisfaction and Person Organization fit, also a negative 
relationship of Person Organization fit with the turnover 
intention. This study is based on the findings of the 
relationships of previous researches and tested these 
relationships empirically in the context of Pakistan. Our 
findings indicate that there is a positive relationship 
between Person Organization fit and Job Satisfaction 
(H1) but we fail to accept that there is a negative 
relationship between turnover intention and Person 
Organization fit (H2).We have tested these relationships 
in the context of Pakistan and found that the results of 
our first hypothesis (H1) which was “there is a positive 
relationship between Person Organization fit and Job 
Satisfaction” is consistent with the previous studies. But 
the results of our second hypothesis (H2) is not 
consistent with the previous studies as there is a 
different context in Pakistan and turnover intention in 
Pakistan is not created only on the basis of Person 
Organization fit.   Directions for future research and 
limitations of the research are also included in our study.  
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