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ABSTRACT : Literature is full of evidence suggesting the need for selecting and employing appropriate 

people for the organizations, as well as documenting the importance of adaptation and fit between individuals 

and organizations for the overall success of all the stakeholders of business organizations.  Moreover, 

researchers and practitioners have demonstrated a significant amount of attention in examining the relationship 

between Person – Organization fit and various organizational outcome variables like job satisfaction, employee 

commitment, intent to turnover and performance. The studies that have been done were limited, while a growing 

body of research suggests a need to examine the effect of Person-Organization fit on organizational outcome 

variables.  In view of the growing importance attached to this recent phenomena of Person – Organization fit 

and its implications, it therefore becomes all the more necessary, to critically review the literature on Person – 

Organization fit and its implications.  The present study is therefore moderate attempt in this direction.  

Moreover, there has been little attention paid to the interaction of fit and organizational culture with such 

concepts as job satisfaction and organizational commitment and the application of this concept in non-western 

cultures. 
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I. INTRODUCTION 
The success and effectiveness of an organization depends upon many factors.  There is no exaggeration 

to say that the destiny of an organization lies in the hands of the individuals working in it (Dawley, Andrews, 

Bucklew, 2010). Organizations are thought to become more homogenous over time through attraction, selection, 

attrition, and individual socialization (Schaubroeck, Ganster, & Jones, 1998; Schneider, 1987). Individuals who 

fit the organization are more likely to be attracted to it, and more likely to be selected. Those who do not fit tend 

to leave, although some who do not fit experience a socialization process that increases fit. In this way, the 

organization is a function of the persons behaving in it, rather than the person and environment producing 

behaviour (Schneider). The definition of fit in this context initially focused on the similarity of values between 

person and organization, also known as values congruence (Chatman, 1989, 1991; O’Reilly, Chatman, & 

Caldwell, 1991), but has since been extended to encompass types of fit that consider how the person and 

organization complement one another on a variety of characteristics. The idea of fit has also been expanded to 

include interactions between persons and their jobs, supervisors, peers, and groups, in addition to the original 

concept of fit between the person and organization. Researchers therefore, contend that Person – Organization 

fit is the key to maintaining the flexible and committed workforce that is necessary in a competitive business 

environment and a tight labour market (Bowen, Ledford & Nathan, 1991; Kristof, 1996).  The roots of Person – 

Organization fit research can be traced back to Schneiders (1987) Attraction-Selection-Attrition (ASA) 

framework.  Schneider argues that individuals are not randomly assigned to situations, but rather they seek out 

situations that are attractive to them.  Schneider applies this ASA framework to the functioning of organizations.  

Schneider argues that organizations are situations that people are attracted to, selected to be a part of, and 

remain with if they are a good fit with the organization, or leave if they are not a good fit with the organization.  

Moreover, the fit between the individual and the organization has been related to various attitudinal and 

behavioural outcomes such as job satisfaction, organizational commitment, intention to quit, turnover and task 

performance (Wheeler, Gallagher, Brouer, & Sablynski, 2007; Hoffman & Woehr, 2006; Brown, Zimmerman & 

Johnson, 2005; Verquer, Beehr, & Wagner, 2003).   Person – Organization fit is generally defined as the 

compatibility between individuals and the organizations where they work (Sekiguchi, 2003).  Specifically, 

Person – Organization fit refers to the state of resemblance between the individual’s values and the perceived 

organizational values.  
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However, as depicted by existing literature, research on assessing the relationship between person – 

organization fit and various organizational outcome variables such as job satisfaction, employee commitment 

and performance, is still limited.  The rationale of this paper is to critically review the literature on Person – 

Organization fit and its association with organizational outcome variables.  Therefore, the objective and purpose 

of this study is aimed to make a thorough  review of the literature available on the relationship between person – 

Organization fit and organizational outcome variables in a critical notion.  Literature on consequences of P-O fit 

has demonstrated significant relationships with important individual outcome variables such as job satisfaction, 

organizational commitment and performance. Understanding precursors and consequences of compatibility 

between people and the organizations in which they work has made P-O fit an area of interest for both 

researchers and managers during recent years.One of the earliest studies conducted by Downey et al.,(1975) in 

which the authors tested the proposition that organizational climate interacts with individual personality in 

influencing job satisfaction and performance by using data collected from 92 managers.  They found that 

individuals having high need for social contact and interdependence with other people and who perceive their 

climate as having a reward system were better performers in organizations of humanitarian climates when 

compared to less sociable co-workers. Also, individuals with high need for social contact and interdependence 

with other people and who perceive the organization’s climate as open and empathetic and set high standards for 

achievement were more highly satisfied. 

 

O’Reilly, Chatman and Caldwell (1991) for example,  also assessed Person-Organization fit on the 

basis of value congruency by using data collected from students, accountants and middle-level managers 

employed by a government agency, each representing a separate group using OCP. Results indicated that a high 

level of Person-Culture fit was positively associated with organizational commitment, satisfaction and longevity 

with an organization.In this line of research Vandenberghe (1999) further replicated the study of O’Reilly et al. 

(1991) on the effect of level of congruence between the organization’s culture and its new employees’ value 

preferences on turnover on a sample of 630 respondents drawn from health care industry in Belgium. Results 

revealed that employees having value profiles similar to their employing organizations were more likely to stay 

with the organization during the early employment period. Also, the study demonstrated a cross-cultural 

generalizability of the structure of the OCP by providing preliminary evidence that the OCP can be used in 

another country with different language.Similarly, Kristof-Brown, Zimmerman and Johnson (2005) signify that 

the realization of the person – organization fit positively effects the employee’s commitment to the organization, 

job satisfaction and performance.  Research has also shown a relationship between person-organization fit and 

career success.   However, in this context Bretz and Judge (1992) examined the relationship between fit and 

career success.  Graduates from industrial relations programs in two large universities were surveyed to assess 

their preferences for particular organizational environments, the level of career success they had attained, and 

the nature of the organizational environments in which they worked.  The results of the study suggested that 

both extrinsic measures of success (salary, job level, and number of promotions received), and intrinsic 

measures of success (job and life satisfaction) were significantly influenced by the degree to which the 

individual fits into the organization.  

 

Hoffman & Woehr (2006) extended the meta – analysis of Verquer, Beehr, & Wagner (2003) by 

providing a meta – analytic review of the relationship between person – organization fit and behavioural 

outcomes including (task performance, organizational citizenship behaviours, and turnover).  Results indicated 

that P – O fit was moderately related to behavioural outcomes including turnover, task performance, and 

organizational citizenship behaviour.  Subjective fit measures were weakly related to behavioural outcomes 

while perceived and objective fit measures were moderately related to behavioural outcomes. 

Research has also shown that in the wake of a rapidly changing environment, organizations needed to look 

critically at the concept of P – O fit and accordingly design their selection and socialization practices. In this 

context, Tyagi and Gupta (2005) examined the relationship between P – O fit, tenure, innovation styles, and 

organizational commitment using data collected from 103 managers.  The results of the study showed that P – O 

fit between individual and organizational values tends to increase the individual’s attachment and involvement 

with the organization.   

 

Moreover, the effectiveness of three Person-Organization fit measures (values congruence, personality 

congruence, and work environment congruence) in predicting performance and satisfaction has been supported 

by Westerman & Vanka (2005) in management training and education cross - culturally.  Data was collected 

from 194 students in four sections of management classes taught by four instructors from higher educational 

institutions in the Western U.S. and India. The results indicated that student-professor personality congruence 

was a significant predictor of student performance, and classroom environment congruence was a significant 

predictor of both student satisfaction and performance in the United States. 
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 No P-O fit measure was found to be a predictor of student outcomes in India.Nazir (2005) made an 

attempt to ascertain the relationship between socialization, person – culture fit and employee commitment.  The 

study was conducted on six banks including two public sector, two private sector and two foreign banks located 

in Delhi.  Data was collected from two separate groups of respondents through convenience sampling procedure 

with the help of three established scales – Organizational Culture Profile (OCP), Organizational Commitment 

Scale (OCS), and Socialization Practices Scale (SPS).  The results of the study showed that there was a 

significant relationship between person – culture fit and normative commitment in the banks which were high 

on value congruency and socialization practices and insignificant relationship between person – culture fit and 

normative & instrumental commitment in the banks which were low on value congruency and socialization 

practices. Yaniv and Farkas (2005) explored a unique aspect of person – organization fit and concluded that 

person – organization fit has a significant positive effect upon the employee’s perception of brand values as to 

the values declared by the management; this ultimately was found to have an effect on customers’ perception of 

brand values in a positive way.   

 

Research has also been conducted to explore the processes through which different types of PE fit 

relate to employee attitudes and behaviours.  Greguras and Diefendorff (2010) tested two competing models in 

which the satisfaction of the psychological needs for autonomy, relatedness, and competence mediated or 

partially mediated the relations between different types of PE fit (i.e., person-organization, person-group, and 

person-job fit) with employee attitudes (i.e., affective organizational commitment, job satisfaction) and overall 

job performance. Data from 164 full-time working employees and their supervisors was collected across three 

time periods. Results indicated that different types of PE fit predicted different types of psychological need 

satisfaction, and the satisfying of different psychological needs predicted different employee outcomes. Further, 

person-organization fit had both direct and indirect effects on employee attitudes.Moreover, Andrews, Baker & 

Hunt (2010) conducted a study to explore the relationship between corporate ethical values and person – 

organization fit and the effects on organization commitment and job satisfaction.  Data was collected from 489 

respondents. The results of the study showed that there was a significant and positive impact of corporate ethical 

values on person – organization fit and it was in turn positively related to commitment and job satisfaction.        

 

The relationship between Person – Organization fit, Organizational Commitment and Knowledge 

sharing attitude was examined by Saleem, Adnan & Ambreen (2011) by using data collected from 315 academic 

managers of public sector institutions of higher education.  The authors found a positive and significant 

relationship between person – organization fit and organizational commitment.  A positive relationship between 

person – organization fit and knowledge sharing attitude was also found.  Moreover, Nawab et al.,( 2011) 

used “person-culture fit” as an approach for better adjustments of expatriates to new cultures.  Data was 

collected from 72 respondents of different international organizations in China as sample for finding the 

importance of different cultural aspects, which could influence the adjustability of expatriates to new cultures 

and to find whether these aspects influence the performance of the expatriates or not.  The authors found that the 

interaction with host country nationals and fluency with host nationals were significantly related to the person-

culture fit.  Also, there was a significant relationship between person-culture fit and the culture of an 

organization.Research that considers the effect of person-organization fit on job stress and conflict (see for 

example, Ulutas, Kalken and Bozkurt (2011) proposed to find a correlation between person-organization fit and 

job stress and conflict by conducting a survey on employees and the managers in 20 companies of Dalaman 

International Airport. The results showed that there was a statistically negative correlation between person - 

organization  fit and job stress and conflict.Hamid and Yahya (2011) conducted a study to examine the 

relationship between person-job fit and person-organization fit on employees’ work engagement. Work 

engagement reported to have positive significant impact towards individual performance, organizational 

performance and success. This study focused on how employees’ knowledge, skills, and abilities (KSAs) fit the 

demands of the job (person-job fit) and the organization (person-organization fit) that could be used in 

enhancing employees’ work engagement.  Data were collected from engineers in seven semiconductor 

companies in Malaysia. The results of this study revealed significant positive correlation between person-job fit 

and person-organization fit with employees’ work engagement. This suggested that employees who fit with their 

job and organization, in terms of possessing KSAs could influence employees work engagement that could in 

turn benefit the organization. 
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Conclusion and Implications One of the major problems organizations face is a gap between the values as 

perceived by the employees and the organizational values declared as such by the management. So how can the 

organizations close that gap? This research showed that Person-Organization Fit can play a significant role in 

closing that gap. The notion of Person-Organization Fit, i.e. the fit between organizational values and the 

individual values of employees, has been explored a lot and normally in relation to internal organizational 

aspects such as organizational commitment, organizational identification, job satisfaction, intention to leave the 

organization, willingness to do extra work in the organization and so on.In this paper we examined and  

reviewed some of the research studies that have been conducted on the relationship between Person – 

Organization fit and various organizational outcome variables. The results revealed that congruence or fit 

between individual and organizational values tend to enhance the individual’s attachment and involvement with 

the organization.  when there is a match between the organization’s culture, values, goals and the individual’s 

values, goals, personality attributes, people would be willing to exert high levels of effort on behalf of the 

organization.  As such, literature suggests that Person – Organization fit is a highly influential variable, 

generating numerous positive outcomes for an organization.  However, relationship of Person – Organization fit 

with various organizational outcome variables like job satisfaction, employee commitment, turnover, task 

performance, organisational citizenship behaviours are not exclusively studied and are required to be explored 

further. 

Most importantly when examining the relationship of Person – Organization fit with various 

organisational outcome variables, very little data was available.  The dearth of research in this area highlights 

the critical need for additional research examining the relationship between Person – Organization fit and 

various organizational outcome variables.  Thus, in the light of the present study and earlier research evidences, 

it is suggested that  organisations need to pay due attention to the concept of Person – Organization fit and its 

relationship with various organizational outcome variables to delineate gaps in the literature and serve to 

stimulate future research in the domain of Person – Organization fit.  The conclusions derived from this research 

are that employees’ Person – Organization fit positively affects the extent to which they perceive their values as 

congruent with those of the organization.  It seems therefore, that HR managers have to pay due attention to the 

concept of Person – Organization fit as a means to improve the organization’s performance. But a high Person – 

Organization fit may have also a negative influence because of its being an obstacle to change; a strong 

corporate culture, as a consequence of a high Person – Organization fit, might lead to a dangerous inflexibility 

and inability to see the urgency for change. 
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