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Abstract 

 

This study examines the direct relationship between person-job fit, person-

organization fit, person-group fit, person-supervisor fit and work engagement.  A total 

of 500 questionnaires were disributed to respondents who had agreed to participate in 

this study. At the end of the survey period, 140 questionnaire were returned, yielding 

a return rate of 28%. However, only data from 137 respondents are usable for further 

analyses. Hypotheses for direct effect were tested using multiple regression analyses. 

Results showed that only person-supervisor fit was significantly positively associated 

with work engagement. Implications of the findings, potential limitations, and 

directions for future research are discussed.  

 

Keywords: Work engagement; Person-job fit; Person-organization fit; Person-group 

fit; Person-supervisor fit 
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Abstrak 

 

Kajian ini mengkaji hubungan langsung antara kesesuaian pekerja dengan kerja, 

kesesuaian pekerja dengan organisasi, kesesuaian pekerja dengan kumpulan, 

kesesuaian pekerja dengan penyelia dan keterlibaan kerja. Sebanyak 500 soal selidik 

telah diedarkan kepada responden kajian yang telah bersetuju untuk terlibat dalam 

kajian ini. Namun begitu, sebanyak 140 soal selidik telah diterima semula dengan 

kadar maklum balas sebanyak 28%. Namun begitu hanya 137 data daripada 

responden boleh digunakan untuk analisis seterusnya. Hipotesis ke atas kesan 

langsung diuji menggunakan analisis regresi berganda. Dapatan kajian menunjukkan 

bahawa hanya  kesesuaian pekerja penyelia mempunyai hubungan yang positif dan 

signifikan dengan keterlibatan kerja. Implikasi dapatan kajian, limitasi dan cadangan 

kajian pada masa hadapan turut dibincangkan.  

 

Kata kunci: Keterlibatan kerja; Kesesuaian pekerja dengan kerja; Kesesuaian pekerja 

dengan organisasi; Kesesuaian pekerja dengan kumpulan; Kesesuaian pekerja dengan 

penyelia
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CHAPTER 1 

INTRODUCTION 

 

1.1 Background of the Study  

 

Today’s employees are not only considering the pay and benefits that they will gain 

but the most important thing is the environment of the workplace itself. The 

relationships with the collegues, supervisors, and tasks itself contributes to the quality 

of the association with the work. With those relationships and the environment in 

which workers interact are positive, workers feel valued and respected. Workers take 

pride in what they do, perform better and care about the employer’s future. In other 

words, workers become engaged and connected to the organization, customers and 

coworkers. 

 

Many agree that workers who were engage in their work tend to stay longer in the 

organization rather than disengaged workers. However, highly engaged individuals 

were often found in the high performance units. According to Harter (2001), 

employees want to engage with work that has meaning and is an extension of their 

personalities and dreams. Previous studies regarding work engagement have focused 

on the reliability and validity of measuring instruments (Barkhuizen & Rothmann, 

2006; Storm & Rothmann, 2003), the relationship between burnout and work 

engagement (Coetzer & Rothmann, 2007), and the effect of job demands and job 

resources on work engagement (Rothmann & Jordaan, 2006). This study attempts to 

explore the workplace factors that contribute to the work engagement among 

employees. Particularly, this study focuses on employees perceived of fit such as 
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the thesis is for 
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only 



 

53 
 

REFERENCES 

 

Adkins, C.L., Ravlin, E.C., & Meglino, B.M. (1996). Value congruence between co-workers 

and its relationship to work outcomes. Group & Organization Management, 21, 439 – 

460 

 

Ajzen, I. (1991). The Theory of Planned Behavior. Organizational Behavior And Human 

Decision Processes 50, 179-211  

 

Barkhuizen, N., & Rothmann, S. (2006). Work engagement of academic staff in South 

African higher education institutions. Management Dynamics, 15(1), 38–48. 

 

Barsade, S. G., Ward, A. J., Turner, J. D. F., & Sonnenfeld, J. A. (2000). To your heart’s 

content: A model of affective diversity in top management teams. Administrative 

Science Quarterly, 45, 802– 836. 

 

Becker, T. E. (1992). Foci and bases of commitment—Are they distinctions worth making? 

Academy of Management Journal, 35, 232–244 

 

Bleeker, M.M.E. & Roodt, G. (2002). The relationship between work involvement and work 

performance. SA Journal of Industrial Psychology, 28(1), 22-32. 

 

Blessing, W. (2006). Employee Engagement Report 2006 Blessing White, Inc. Princeton, 

New Jersey. Retrieved from  www.blessingwhite.com  

 

Bordia, P., Hobman, E., Jones, & Gallois, C. (2003). Uncertainty during organizational 

change. Journal of Business and Psychology. 18(4), 507-532. 

 

Bowen, D.E., Ledford, G.E., & Nathan, B.R. (1991). Hiring for the organization, not the job. 

Academy of Management Executive, 5(4),  35-51. 

 

Byrne, D. (1971). The attraction paradigm. New York: Academic Press 

 

Cable, D.M., & DeRue, D.S. (2002), The convergent and discriminant validity of subjective 

fit perceptions, Journal of Applied Psychology, 87, 885-93. 

 

 

Cable, D.M., & Judge, T.A. (1997), Interviewers’ perception of person-organization fit and 

organizational selection decisions, Journal of Applied Psychology, 82, 546-61. 

 



 

54 
 

Chatman, J.A. (1989). Improving interactional organizational research: A model of person-

organization fit.  Academy of Management Review, 14, 333-49. 

 

Cheng, B. S., Jiang, D. Y., & Riley, J. H. (2003). Organizational commitment, supervisory 

commitment, and employee outcomes in the Chinese context: Proximal hypothesis or 

global hypothesis? Journal of Organizational Behavior, 24, 313–334.  

 

Coetzer, W.J.,  & Rothmann, S. (2007). A psychometric evaluation of the Maslach Burnout 

Inventory – General Survey and the Utrecht Work Engagement Scale in an insurance 

company. South African Journal of Industrial Psychologyn, 2007 

 

Corporate Leadership Council, Driving Performance and Retention Through Employee 

Engagement, Corporate Executive Board, 2004. 

 

Dernovsek D. (2008). Creating highly engaged and committed employee starts at the top and 

ends at the bottom line Credit Union Magazine, May 2008. Credit Union National 

Association, Inc. 

 

Drucker,P (2002). The Discipline of Innovation. Harvard Business Review. August 2002 

 

Edwards, J.R. (1991). Person-job fit: A conceptual integration, literature review, and 

methodological critique, in Cooper, C.L. and Robertson, I.T. (Eds). International 

Review of Industrial and Organizational Psychology, 6, 283-357. 

 

Edwards, J. R., & Shipp. A. J. (2007). The relationship between person-environment fit and 

outcomes: An integrative theoretical framework. In C. Ostroff & T. A. Judge (Eds.), 

Perspectives on organizational fit (pp. 209-258). San Francisco: Jossey-Bass. 

 

Fay, D. & Luhrmann, H. (2004). Current themes in organizational change. European Journal 

of Work and Organizational Psychology, 13, 113-119. 

 

Farh, J. L., & Cheng, B. S. (2000). A cultural analysis of paternalistic leadership in Chinese 

organizations. In J. T. Li, A. S. Tsui, & E. Weldon (Eds.), Management and 

organizations in the Chinese context (pp. 94-127). London: Macmillan. 

 

Farh, J. L., Earley, P. C., & Lin, S. C. (1997). Impetus for action: A cultural analysis of justice 

and organizational citizenship behavior in Chinese society. Administrative Science 

Quarterly, 42, 421-444. 

 



 

55 
 

Ferris, G.R. and Judge, T.A. (1991). Personnel/human resource management: a political 

influence perspective, Journal of Management, 17, 447-88. 

 

Gallup. (2007)  Retrieved September 2013, from http://businessjournal.gallup.com 

 

Gay, L.R., & Diehl, P.L. (1996). Research Methods for Business and Management. 

Singapore: International Edition. Simon & Schruster (Asia) Pte. Ltd. 

 

Gerstner, C.R. and Day, D.V. (1997). Meta-analytic review of leadermember exchange 

theory: Correlates and construct issues, Journal of Applied Psychology, 82 (6), 827-

844.  

 

 

Good, L. R., & Nelson, D. A. (1971). Effects of person– group and intragroup attitude 

similarity on perceived group attractiveness and cohesiveness. Psychonomic Science, 

25, 215–217. 

 

 

Greguras, G. J., & Diefendorff, J. M. (2007, April). Why does proactive personality predict 

employee attitudes and behaviors? Poster presented at the 22nd Annual Society for 

Industrial and Organizational Psychology meeting, New York, NY.  

 

 

Harrison, D. A., Shaffer, M. A., & Bhaskar-Shrinivas, P. 2004. Going places: Roads more and 

less traveled in research on expatriate experiences. In J. J. Martocchio (Ed.), Research 

in personnel and human resources management (pp. 203-252). Greenwich, CT: JAI. 

 

 

Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002). Business-unit level relationship between 

employee satisfaction, employee engagement, and business outcomes: A meta- 

analysis, Journal of Applied Psychology, 87, 268-79. 

 

 

Hecht, T.D. and Allen, N.J. (2005). Exploring links between polychronicity and well-

beingfrom the perspective of person-job fit: does it matter if you prefer to do only one 

thing at a time? Organizational Behavior and Human Decision Processes, 98,155-78. 

 

 

Huang, X., & Iun, J. (2006). The impact the similarity of subordinate-supervisor similarity in 

growth-strength on work outcomes: The mediating role of perceived similarity. 

Journal of Organizational Behavior, 27, 1121-1148.  

 

 

Jackson, S. E., Stone, V. K., & Alvarez, E. B.(1992). Socialization amidst diversity: The 

impact of demographics on work team oldtimers and newcomers. Research in 

Organizational Behavior, 15, 45-109. 

 

http://businessjournal.gallup.com/


 

56 
 

 

Jee, S, Amy L. & Kristof‐Brown. (2012). Testing multidimensional models of person‐group 

fit, Journal of Managerial Psychology, 27(6), 536 – 556. 

 

 

Jennifer K. Alexander, Robert F. Scherer, & Marc Lecoutre. A global comparison of business 

journal ranking systems. Journal of Education for Business 82, 321-327. 

 

 

Johanim, J, Tan, F, Y. A. Zurina, K.Y. Khulida, & N.A. Mohamad. Promoting Employee 

Intention to Stay: Do Human Resource Management Practices Matter, International 

Journal of Economics and Management, 6(2), 396– 416 

 

Kahn, W.A. (1990). Psychological conditions of personal engagement and disengagement at 

work. Academy of Management Journal, 33, 692-724. 

 

 

Kristof, A.L. (1996). Person-organization fit: an integrative review of its conceptualizations, 

measurement, and implications. Personnel Psychology, 49,1-49. 

 

 

Kristof-Brown, A.L. (2000). Perceived applicant fit: distinguishing between recruiters 

perceptions of person-job and person-organization fit, Personnel Psychology, 53, 643-

71. 

 

 

Kristof-Brown, A.L., Zimmerman, R.D. and Johnson, E.C. (2005). Consequences of 

individuals’ fit at work: a meta-analysis of person-job, person-organization, person-

group, and person-supervisor fit. Personnel Psychology, Vol. 58, pp. 281-342. 

 

 

Kreuger, L., & W.L., Neuman. (2006). Social work research methods: Qualitative and 

quantitative applications. Boston: Pearson   

 

 

Krejcie, R. V., & Morgan, D. W. (1970). Determining sample sizes for research activities. 

Educational and Psychological Measurement, 607-610.  

 

 

Leedy, P. D., & Ormrod, J. E. (2005). Practical research: Planning and design (8th ed.). 

Upper Saddle River, NJ: Prentice Hall.  

 

 

Lewin K (1951) Field Theory in Social Science. Tavistock Publications, London.  

 

 

Liden, R. C., Wayne, S. J., & Stilwell, D. (1993). A longintudinal study on the early 

development of leader member exchanges. Journal of Applied Psychology 78, 662-

674.  

 

http://www.emeraldinsight.com/action/doSearch?ContribStored=Kristof-Brown%2C+A+L


 

57 
 

 

Lopez, T.B. and Babin, B.J. (2009). Perceptions of ethical work climate and person-

organization fit among retail employees in Japan and the US: A cross-cultural scale 

validation. Journal of Business Research, 62, 594-600. 

 

 

Louis, M. (1980). Surprise and sense making: What newcomers experience in entering 

unfamiliar organizational settings. Administrative Science Quarterly, 25, 226-251 

 

 

Lauver, K. J. and Kristof-Brown, A.,( 2001). Distinguishing between employees’ perceptions 

of person-job and person-organization fit. Journal of Vocational Behavior, 59, 454

 470. 

 

 

Malavika, D., Bishakha, M., & Ganapathy. (2010). A study on employee engagement in two 

Indian businessasian. Journal of management research,  

 

 

Malaysia Ministry of Human Recourses, 2009. Retrenchment by Monthly, [online] Available 

Athttp://www.mohr.gov.my/index.php?option=com_content&task=category&sectioni

d=19&i d=116&Itemid=296 [Accessed 15 November 2013] 

 

 

May, D.R., Gilson, R.L. & Harter, L.M. (2004). The psychological conditions of 

meaningfulness, safety and availability and the engagement of the human spirit at 

work. Journal of Occupational and Organizational Psychology, 77, 11-37 

 

 

Monahan, C.J.,& Munchinsky, P.M. (1987). What is person environment congruence? 

Supplementary versus complementary models of fit. Journal of Vocational Behaviour, 

31, 268-277. 

 

 

Montgomery, C.E. (1996, January). Organization fit is a key to success. HRM Magazine, 94-

6. 

 

 

Nancy R. L,(2007). Leveraging Employee Engagement for Competitive Advantage: HR’s 

Strategic Role. SHRM  Research Quarterly 

 

 

Newell, P. (2002), Business Strategy and International Environmental Governance: towards a 

neo-Gramscian synthesis, Global Environmental Politics, 3(4), 

 

 

Nunnally, J. C.  (1978).  Psychometric theory (2
nd

 ed.).  New York:  McGraw-Hill. 

 

 



 

58 
 

Ostroff, C. (1993). Rater perceptions, satisfaction and performance ratings. Journal of 

Occupational and Organizational Psychology, 66(4), 345-356. 

 

 

O’Reilly, C.A., Chatman, J.,  & Caldwell, D (1991). More than a mirage. Disposition-

situation interaction as explanation of work behaviour. Working Paper, Walter A, 

Haas School of Business, University of Californi, Berkeley. 

 

 

Richard, M.(2007). The practice of engagement: Research into current employee engagement 

practice, Strategic HR Review, 6(6), 16 – 19 

 

 

Riordan , C. M (2000), Relational demography within groups: Past developments, 

contradictions, and new directions, in (ed.) Research in Personnel and Human 

Resources Management (Research in Personnel and Human Resources Management, 

Volume 19) Emerald Group Publishing Limited, 131 - 173 

 

 

Rothmann,S  & Jordaan,G (2006). Job demands, job resources and work engagement of 

academic staff In South African Higher Education Institutions. SA Journal of 

Industrial Psychology, 32(4), 87-96 

 

Salanova, M., S., & Peiro, J. M. (2005). Linking organizational resources and work 

engagement to employee performance and customer loyalty: The mediation of service 

climate. Journal of Applied Psychology, 90, 1217–1227. 

 

Schaufeli, W.B. & Bakker, A.B. (2003). The Utrecht Work Engagement Scale. Occupational 

Health Psychology Unit Utrecht University, Version 1. 

 

Schaufeli, W.B., & Bakker, A.B. (2004). Job demands, job resources and their relationship 

with burnout and engagement: A multi-sample study. Journal of Organizational 

Behavior, 25, 293-315. 

 

Schaufeli, W.B., & Salanova, M. (2007). Work engagement: An emerging psychological 

concept and its implications for organizations. In Gilliland, S.W., Steiner, D.D. and 

Skarlicki, D.P. (Eds), Research in social issues in management, (pp. 135-177).  

 

Schaufeli, W.B., Salanova, M., Gonzalez-Roma, V., & Bakker, A.B. (2002). The 

measurement of burnout and engagement: A confirmatory factor analytic approach. 

Journal of Happiness Studies, 3, 71-92. 

 

Schneider, B. (2006). The people make the place. Personnel Psychology, 40, 437-453. 

 



 

59 
 

Siti Norasyikin Abdul Hamida, Khulida Kirana Yahya (2011). Relationship between person-

job fit and person-organization fit on employees’ work engagement: a study among 

engineers in semiconductor companies in Malaysia.  Annual Conference on 

Innovations in Business & Management London, UK, 2011  

 

Sekiguchi,T. (2004), A contingency perspective of the importance of PJ fit and PO fit in 

employee selection, Journal of Managerial Psychology, 22(2), 118-131 

 

Sekiguchi, T. (2006). How organizations promote person-environment fit: Using the case 

ofJapanese firms to illustrate institutional and cultural influences. Asia Pacific Journal 

of Management, 23, 47-69. 

 

Slocombe, T, E., & Bluedorn, A, C. (1999).Organizational behavior implications of the 

congruence between preferred polychronicity and experienced work-unit 

polychronicity. Journal of Organizational Behavior, 20(1), 75–99, January 1999 

 

Storm, K., & Rothmann, S. (2003). The validation of the Utrecht Work Engagement Scale in 

the South African Police Services. South African Journal of Industrial Psychology, 

29(4), 62–70. 

  

Strauss, J., Barrick, M., & Connerley, M. 2001. An investigation of personality similarity 

effects (relational and perceived) on peer and supervisor ratings and the role of 

familiarity and liking. Journal of Occupational and Organizational Psychology, 74, 

637-657. 

 

Swaminathan, J., & Rajasekaran, D., (2010). Essential components of employee engagement, 

Advance in Management, 3(12), 55-59 

 

Tiffany, J., & Powers, J. (2012). Engaging youth in participatory research and evaluation. 

Journal of Public Health Management and Practice, 12 (Suppl. 6) (2006), pp. S79–

S87 

 

Uma, Sekaran, (2000). Research methods for business: A skill-building approach. (3rd ed.). 

New York: John Wiley & Sons, Inc. 

 

Vandenberghe, C., Bentein, K., & Stinglhamber, F. (2004). Affective commitment to the 

organization, supervisor, and work group: Antecedents and outcomes. Journal of 

Vocational Behavior, 64(1), 47-71.  

 



 

60 
 

Werbel, J.D. and Gilliland, S.W. (1999). Person-environment fit in the selection proces,in 

Ferris, G.R. (Ed.), Research in Personnel and Human Resource Management, (pp. 

209-243), Stamford, CT: JAI Press 

 

Wexley, K. N., Alexander, R. A., Greenawalt, J. P., & Couch, M. A. (1980). Attitudinal 

congruence and similarity as related to interpersonal evaluations in manager-

subordinate dyads. Academy of Management Journal, 23(2), 320-330.  




