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Abstract 

The notion of person-organization fit (P-O fit) is concerned with identifying the antecedents and 

consequences of compatibility between employees and the organizations in which they work, as 

part of interactional psychology. Literature on consequences of P-O fit has demonstrated 

significant relationships with various individual outcomes. The main purpose of the present 

study was to examine the effects of P-O fit as value congruence between the employee and the 

organization, on job satisfaction, organizational commitment and performance of employees 

working in engineering, arts and science college professors in Tamilnadu at both individual-level 

and cross-level analysis by utilizing multiple measures of fit. The secondary purpose was to 

compare multiple measures of fit in terms of their power in predicting individual outcome 

variables and investigate the level of association between direct and indirect fit and whether 

direct fit contributed to prediction over and above indirect fit measures by theengineering, arts 

and science college professors in Tamilnadu, India.Data was analyzed by using SPSS 17.0. 

Findings, suggestions and conclusions were made by keeping an eye on the objectives. However 

the researcher has given some valid suggestions to engineering, arts and science college 

professors and management in Tamilnadu. The engineering, arts and science college professors 
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and management in Tamilnadulooks in to the deficient areas and implements the suggestion 

wherever it is applicable. 

 

Keywords: Person-Organization Fit, Organizational Commitment, Job Satisfaction. 

 

Introduction 

The concept of psychological ownership has become an important issue because the relationship 

between employees and an organization has been emphasized by many scholars. For example, 

person-organization fit (Morley, 2007), contextual performance (Borman and Motowidlo, 

1993), organizational commitment (Meyer and Allen 1997), and psychological ownership 

(Pierce, Kostova, and Dirks, 2001) are all related to the connection between employees and an 

organization. However, few studies discussed the relations among person-organization fit, 

person-job fit, and psychological ownership and organizational performance, revealing an 

important research gap that needs further investigation. Prior research demonstrated that the 

ownership of employees was positively related to organizational performance (Rosen and 

Quarrey, 1987; Wagner and Rosen 1985); however, few studies have investigated the relation 

between psychological ownership and organizational performance. As Pierce et al. (2001) noted, 

three roots - having a place, feelings of efficacy and effectance, and self-identity - may 

contribute to psychological ownership of employees. Employees with psychological ownership 

regard targets as their extension, defend the organization voluntarily, and feel responsible for 

organizational goals, and the result is enhancement of organizational performance. According to 

prior research, psychological ownership is an antecedent of organizational commitment (Van 

Dyne and Pierce, 2004), and altruistic spirit can be evoked by organizational commitment 

(Podsakoff, MacKenzie, Paine, and Bachrach, 2000) which is regarded as one of the major 

antecedents of organizational citizenship behaviors, within which altruism is one important 

element (LePine, Erez, and Johnson, 2002; Organ and Ryne, 1995). Therefore, psychological 

ownership is associated with organizational citizenship behaviors which contribute to 

organizational performance. As argued by Motowidlo and Van Scotter (1994), many elements 

of organizational citizenship behaviors such as helping and cooperating behaviors are captured 

by contextual performance; however, few studies discuss the relationship between psychological 
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ownership and contextual performance, thus indicating that there still is considerable room for 

improvement.  

 

Review of Literature 

Piasentin and  Chapman (2006) suggested that present a critical examination of the literature 

on subjective person–organization (P–O) fit and highlight several conceptual and measurement 

issues that may be perpetuating confusion in this literature. Specifically, we reviewed 46 

empirical studies that have measured P–O fit perceptions and identified three primary sources of 

inconsistency among these studies, including (a) how P–O fit is conceptualized, (b) the 

operational definition of ‘organization,’ and (c) the content domain used to assess P–O fit. We 

discuss several implications of this review, including the potential role that individual differences 

play in fit perceptions. We also make a case for the development and adoption of uniform, 

validated measures of P–O fit that incorporate the multidimensional nature of fit. 

 

Edwards  et al., (2006)  distinguished 3 approaches to the study of perceived person-

environment fit (P-E fit): (a) atomistic, which examines perceptions of the person and 

environment as separate entities; (b) molecular, which concerns the perceived comparison 

between the person and environment; and (c) molar, which focuses on the perceived similarity, 

match, or fit between the person and environment. Distinctions among these approaches have 

fundamental implications for theory, measurement, and the subjective experience of P-E fit, yet 

research has treated these approaches as interchangeable. This study investigated the meaning 

and relationships among the atomistic, molecular, and molar approaches to fit and examined 

factors that influence the strength of these relationships. Results showed that the relationships 

among the approaches deviate markedly from the theoretical logic that links them together. 

Supplemental analyses indicated that molar fit overlaps with affect and molecular fit gives 

different weight to atomistic person and environment information depending on how the 

comparison is framed. These findings challenge fundamental assumptions underlying P-E fit 

theories and have important implications for future research. 
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Research Objectives 

 To examine the effects of P-O fit as value congruence between the employee and the 

organization, on job satisfaction, organizational commitment and performance of employees 

working in engineering, arts and science college professors in Tamilnadu, India at both 

individual-level and cross-level analysis by utilizing multiple measures of fit. 

 To compare multiple measures of fit in terms of their power in predicting individual 

outcome variables and investigate the level of association between direct and indirect fit and 

whether direct fit contributed to prediction over and above indirect fit measures by 

theengineering, arts and science college professors in Tamilnadu, India. 

 To provide suitable suggestions and conclusion for the study. 

 

Research Hypothesis 

(H1):There is a significant positive relationship between P-O fit (as measured by direct and 

indirect fit) and overall performance as rated by supervisors beyond the effects of control 

variables.  

 

(H1):There is a significant positive relationship between P-O fit (as measured by direct and 

indirect fit) and task performance as rated by supervisors beyond the effects of control variables.  

(H1):There is a significant positive relationship between P-O fit (as measured by direct and 

indirect fit) and contextual performance as rated by supervisors beyond the effects of control 

variables 

 

Research Methodology 

Types of Research Design – Descriptive and Exploratory Research Design 

Data Collection Method – Primary Data Collection Method (Questionnaire) 

Sampling Method – Convenience Sampling 

Sample Size – 180 employees of Engineering, Arts and Science college professors in Tamilnadu 

Analysis and Interpretations 

Independent Variables α 

(Alpha) 

Mean Standard 

Deviation 

Possible 

Range 
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Job Satisfaction 0.90 2.96 0.62 1-5 

Overall Organizational 

Commitment 

0.81 2.82 0.73 1-5 

Affective Commitment 0.76 3.19 0.95 1-5 

Continuance Commitment 0.77 2.91 0.93 1-5 

Normative 

Commitment 

0.79 2.37 1.01 1-5 

Overall Self-Rated 

Performance 

0.85 3.61 0.60 1-5 

Self Rated Task Performance 0.81 3.85 0.62 1-5 

Overall Heads-Rated Performance 0.80 3.32 0.89 1-5 

Heads Rated Task Performance 0.93 4.32 0.60 1-5 

Heads-Rated Contextual 

Performance 

0.89 4.39 0.62 1-5 

Source: Primary Data. 

Package Used : SPSS 17.0 

 

Suggestions and Conclusion 

The notion of person-organization fit (P-O fit) is concerned with identifying the antecedents and 

consequences of compatibility between employees and the organizations in which they work, as 

part of interactional psychology. Literature on consequences of P-O fit has demonstrated 

significant relationships with various individual outcomes.One hundred and eighty employees of 

an engineering, arts and science college professors in Tamilnadu, filled out the questionnaire. 

Cross-level analysis could not be performed because of inadequate level of agreement between 

respondents. Results revealed that both direct and indirect fit measures were significant 

predictors of individual outcome variables at individual-level analysis except for supervisor 

ratings of task performance and overall performance,which were solely predicted by direct fit. 

Direct fit was the most consistent and effective predictor of individual outcome variables and 

made a consistent unique contribution to prediction of outcome variables over and above indirect 
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fit measures. The engineering, arts and science college professors and management in 

Tamilnadulooks in to the deficient areas and implements the suggestion wherever it is applicable. 
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