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 Background: Work design aspects of knowledge characteristics, social characteristics, 
and work context are argued to a meaningful predictor of P-O fit. Previous researchers 
have yet to establish the degree of compatibility and congruency of knowledge 
characteristics, social characteristics, and work context on P-O fit perception, although 
it has been discussed in the literatures. Objective: This study is aim to investigate the 
unaddressed predictor of P-O fit which is work design factors of knowledge 
characteristics, social characteristics, and work context in government state-owned 
companies in Malaysia. Results: This study found that knowledge characteristics, 
social characteristics, and work context are positively and significantly impact P-O fit 
based on 127 employees that have been randomly drawn from state government-owned 
companies in northern Malaysia. Conclusion: The empirical findings in this study are 
comparatively consistent with the hypothesis and the existing research. However, this 
study could not conclude that social characteristics are an important contributor to P-O 
fit. 
 
 

© 2013 AENSI Publisher All rights reserved. 
To Cite This Article: Khalizani Khalid , Maznah Wan Omar, Othman Mohd. Yunus  and Hasnun Anip Bustaman., The Assessment of 
Person-Organization Fit of State Government-Owned Companies in Malaysia. Aust. J. Basic & Appl. Sci., 7(14): 450-455, 2013 

 
INTRODUCTION 

 
Organizational research scholars have considered the person-organization (P-O) fit as an important success-

related outcome (e.g., Schneider, 1987; Sekiguchi, 2004). Garavan (2007), and Khalid et al. (2012) argue that 
physiological and psychological context of a person and organization interact to affect work behavior and 
performance. According to Kristof (1996, pp.4), P-O fit is “the compatibility between person and the 
organization and emphasized on the extent of a person and the organization share similar characteristics and 
meets each other needs”. While other researches refer P-O fit is to the values congruence between individuals 
and organizations (Adkins et al., 1996; Bretz Jr. and Judge, 1994; Chatman, 1991; Saks et al., 2007; Sekiguchi, 
2004). 

The person-organizational (P-O) fit has been the subject of much theoretical and empirical effort to assess 
the psychological and social conditions in the workplace. Empirical studies have also support the proposition 
that the person and the job operate as joint determinants of individual and organization outcomes (e.g., Judge 
and Cable, 1997; O'Reilly et al., 1991). The critical consideration that has been highlighted in research literature 
is the variation of work design elements that affect the congruency between person and organization in 
contentedly fitting. Morgeson and Humphrey (2008) argue that the influence of attitudinal, behavioral and 
cognitive in conceptualization of work design has diminished over the past 20 years. As a result, empirical 
findings have not been established considering these aspects towards the effect on P-O fit. Incorporating work 
design aspects of knowledge characteristics, social characteristics, and work context will reenergize research of 
P-O fit by expanding perspective from a narrow set of motivational work into boarder social and contextual 
elements of individuals’ and organizations’ values congruence. Accordingly, this study examines critical and 
essentially unaddressed question concerning P-O fit: Whether work design factors of knowledge characteristics, 
social characteristics, and work context are determinants of P-O fit in government state-owned companies in 
Malaysia. Furthermore, to date no study has incorporated these factors to examine P-O fit in similar setting. 
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Literature Review: 

The P-O fit originated from Schneider’s (1987) Attraction-Selection-Attrition (ASA) framework that 
claimed individuals need of attraction towards attractive situations to stimulate behavioral functions in 
organization (Kristof, 1996). Chatman (1991, pp. 460) argues that the existence of values congruency between 
individual and organization will exhilarate P-O fit level of perception. This notion also supported by Hoffman 
and Woehr (2006) that evidence P-O fit is weakly related to behavioral criteria. Other empirical studies reveal 
that person and the job operate as joint determinants of individual and organization outcomes (Edwards, 1991). 
However, these studies have overlooked the values analogy that tangled in the relationship between individual, 
job and organization. Hypercompetitive global marketplace has spearhead for vibrant structure of P-O fit. It 
causes for remodeling of conventional selection practices gearing towards hiring knowledge, skilled and ability 
employees to offer greatest fit with clearly defined requirements of specific job. Furthermore, the fundamental 
orientation of P-O fit is not lies on knowledge, skill and ability, but it is importantly to highlight the strategically 
potent elements for organization success (Liu et al., 2007; Meyer et al., 2010). Decisively, new types of labor 
market entrant affect labour market adjustment process as the economy experiences increasing global 
interdependences and vulnerability related to openness (Meyer et al., 2010). As a result, P-O fit decisions should 
be changed to adaptable to this volatility. However, Liu et al. (2007) claim that organizations always failed to 
predict the changes and adaptive to the changes thoroughly in fitting employee into organization.  

Lovelace and Rosen (1996) find that P-O fit to be significantly related to work context. While, meta-
analysis study by Kristof-Brown et al. (2005) also evidence ability of individuals to differentiate among 
elements based on exclusivity of fit when being examined. They further elaborate that P-O fit offer a significant 
approach in assessing the aspect of work context that influences individuals’ attitudes and outcomes. Chan 
(1996) for instance emphasizes on adaptability of work context predominant. He concludes that work context 
predominant has provided significant and substantial incremental validity in predicting organizational outcome. 
It is also noted that P-O fit may have a direct influence on extrinsic measure of work context (Bretz Jr. and 
Judge, 1994). Thus, it endows with a preliminary examination of the relationship between P-O fit and career 
success. Valentine et al. (2002) evidences that individual ethical work context influences P-O fit. They believe 
ethical values signifying different cultural aspects on company environment. However, Judge and Cable (1997) 
contend that even though P-O fit is evidenced to be predicted by values congruence is in their study, but 
demographic similarity. They challenged the idea posits by Kristof-Brown et al. (2005) that suggest person that 
has similar characteristics demonstrate comparable values, personality and needs. As a result, organizations tend 
to be prejudiced based on the generic characteristics of individuals in P-O fit assessment.   

Tepeci and Bartlett (2002) state that social characteristics predicted P-O fit perceptions between employees 
and organization. Similarly, a study found that perceives and preferred social values affect employees’ affective 
commitment and influences P-O fit (Meyer et al., 2010). However, the social values predisposition of 
employees towards their organization is fading when towards the end of strategic organizational change 
(Sherehiy et al., 2007). Yang (2010) reveals that socialization is significantly predicted psychological outcomes 
in terms of organizational effectiveness. Chatman (1991) points out that consideration must be given on person 
and situation factors; and how these factors are social-able to interact for P-O fit assessment in order for 
researchers to understand and predict behavior. This is important as values, norms and behavior changes 
considerably and thus, significantly affects organizational value profiles. Kristof (1996) however, claims that 
perceived fit generally have stronger relationship towards individual attitudinal outcome than the objective fit. 
Some believes this is due to multicollinearity between elements in social characteristic that tend to be prejudice 
towards subjectivity and objectivity of fit (Chatman, 1991; Saks et al., 2007). However, Judge and Cable (1997) 
mention that relevancy of subjective fit is only meant for organizational pre-employment stage. Thus, it can be 
concluded that the variance of social characteristics is perceived as an objective fit in the P-O fit measurement.  

Lent et al. (2003) mention that empirical studies have also support the causal linkages in the cause and 
effect between cognitive core person (knowledge characteristics) and P-O fit.  Arthur et al. (2006), find that 
knowledge characteristics affect P-O fit perceptions. These findings are consistent with empirical findings of 
Brigham et al. (2007), and Vilela et al. (2008) that the inclusion of knowledge characteristics elements such as 
active cognitive processing, innovative ideas and problem solving, skill variety acknowledges the individual 
personal values and traits that affect the overall outcome of organization. Kristof-Brown et al.’s (2005) meta-
analysis argues on broad generalizability of assessment credibility in knowledge characteristics and P-O fit 
relationships across situations. They further contend that the interrelationships between various types of 
elements to fit P-O need to be discriminated to ensure the strength of the results. Furthermore, Lee and Wu 
(2011) point out those knowledge characteristics such as knowledge, skills and competencies, and abilities 
reflect demands in job functions and significantly influence P-O fit. The demands in job functions are due to 
higher level of monitoring and active information processing requires for a specific job in particular 
organization. As a result, it projects for creativity in problem solving and providing solution for higher degree 
requirement of a job (Sekiguchi, 2004). Furthermore, knowledge characteristics encourage for innovative ideas 
in planning, developing, controlling and acting based on the diagnosed and solution proposed to prevent and 
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recover from error (Cabrera et al., 2006; Smith et al., 2005). However, Ng and Burke (2005), and McCulloch 
and Turban (2007) evidence that HR managers are less interested to measure employees’ ability to perform 
specific job and their flexibility to adapt with challenging situation in the organizations. Sekiguchi (2004) argues 
that employers are inattentive to consider multiple jobs hold by employees over the course of their employment 
in the organizations. HR managers believe employees can be easily substituted based on overflow labor market 
supply.  

 
Methodology: 

The participants in the study consisted of employees in state government-owned companies in Malaysia 
who are having problem to fit person into organization due to non-conventional HR factors and randomly drawn 
from companies owned by the state of Perak, Penang, Kedah and Perlis. The response rate yielded for 32 
percent (127 respondents) and surplus the threshold of 30 percent suggested by Frohlich (2002).  Instrument by 
Morgeson and Humphrey (2008) and Sekiguchi (2004) were adopted into the study. The predictor variables 
encompass of three components which are work context, social characteristics, and knowledge characteristics of 
thirteen, nineteen and twenty items respectively in a 5-point scale. 

    
Results: 

Respondents are females with 71 (56 percent) out of 127 respondents. Age group of 45 to 54 recorded the 
highest responses with 72 (57 percent), while the lowest were age 55 and above for only 3 responses (2 percent). 
With regard to education, 80 (63 percent) were degree holders and followed by certificate and diploma holders 
of 23 (18 percent).  Table 1 presented the mean, standard deviation, reliability and correlation values for all 
studied variables. It is noted that all constructs have suffice internal consistency as suggested by Sekaran and 
Bougie (2010). The correlation values provide explanation that all studied variables were positively and 
significantly correlated with value between 0.187 and 0.497. These results were consistent with Brigham et al. 
(2007), Vilela et al. (2008), and Ulutas et al. (2011) that experience small to moderate strength of realtionship 
between variables.  

 
Table 1: The correlation, mean, standard deviation and reliability values for all studied variables. 

  1 2 3 4 
1 Knowledge characteristics 1    
2 Social characteristics 0.463** 1   
3 Work context 0.187* 0.323** 1  
4 P-O fit perception 0.304** 0.497** 0.261** 1 
      
 Mean 4.037 3.936 3.628 4.138 
 s.d. 0.568 0.561 0.566 0.754 
 Cronbach’s Alpha 0.871 0.757 0.762 0.829 
 N of items 20 19 13 4 

Note: ** p < 0.01; * p < 0.05 
 
Based on the result of multiple regression analysis, it was found that two sub-dimension dimensions of 

knowledge characteristics are positively and significantly affect P-O fit perception with job complexity (β = 
0.240, p < 0.05), information processing (β = 0.334, p < 0.05), and specialization (β = 0.297, p < 0.05). The sub-
dimensions of knowledge characteristics are counted for 19.4 percent (r = 0.440) changes in the variance [F 
(5,121) = 5.817, p < 0.05]. On the other hand, sub-dimensions of social characteristics, namely social support 
and interdependence were significantly predicted P-O fit bridging (β = 0.435, p < 0.05) and (β = 0.181, p < 0.05) 
correspondingly with 30.4 percent (r = 0.552) changes in the variance [F (4,122) = 13.351, p < 0.05]. The work 
condition in the work context however explained a significant proportion of variance in P-O fit perception with 
17.2 percent (r = 0.415) changes in variance [F (4,122) = 6.344, p < 0.05] that yielded to (β = 0.328, p < 0.05).        

  
Discussion: 

The current study has tested three hypotheses about the relationship between knowledge characteristics, 
social characteristics and work context towards P-O fit of respondents. It was hypothesized that a positive 
relationship would be found between knowledge characteristics and P-O fit that measure the congruency and 
compatibility between respondents and their organizations. The result found that the hypothesis is imperceptibly 
supported in which knowledge characteristics was positively and significantly influence P-O fit. The 
respondents perceived that job complexity, information processing and specialization were significantly 
important in determining congruency for P-O fit measurement. However, it is crucial to be noted that even 
though the relationship between knowledge characteristics and P-O fit was rather adequate (R2 = 19.4 percent) 
to explain the relationship. However, this relationship revealed the subjectivity of perceived P-O fit factor that 
influences the fit of individuals in government state-owned organizations. This empirical finding supported 
argument by Lee and Wu (2011), and Sekiguchi (2004) that demands in job functions influence P-O fit. This 
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highlights for more efforts strategic HR functions as current employees are more open to multiple jobs and 
higher adaptability towards challenges (Ng and Burke, 2005; McCulloch and Turban, 2007). However, the 
extent to which knowledge characteristics is the most significant predictor of the P-O fit has not been 
established in the current study.  

The second hypothesis advances the knowledge on the importance of social characteristics towards the P-O 
fit perception. It was proposed that the social characteristics compatibility between employees and their 
organization increases P-O fit perception. The employees believed that social support and interdependence 
provided significantly positive vibe and uncompromised factors in examining P-O fit. The hypothesis was 
moderately strong (R2 = 30.4 percent) to justify the relationship and support the finding in the current study. 
This finding provide support to the view that social support and interdependence experience by the employees in 
their working environment offer a feeling of sympathetic understanding towards their employer. The feeling of 
sympathetic understanding shapes the preferred social values that mold towards affective commitment towards 
the organization (Meyer et al., 2010). Although this finding differs with Sherehiy et al. (2007), but Kristof 
(1996) agrees that values congruence that perceived as being suitable and appropriate is commonly drives for 
stronger attitudes outcomes. The finding consistent with Chatman (1991) that proposes for social-ability 
between person and situational factors to interact with P-O fit. It is critically important because undetected 
values and norms that impact behavior is significantly jeopardize organizational value structure.  

The third hypothesis of the current study centered on the degree to which work context is positively and 
significantly affects P-O fit. This finding found to be suffice (R2 = 30.4 percent) in the relationship between 
work context and P-O fit. It was found that work context is positively and significantly influences P-O fit. The 
respondents argued that work condition is found to be the meaningful factor in work context to assess P-O fit. 
However, it is important to mention that although this relationship is adequate, but the relationship was not 
ideal. As proposed by Chan (1996), and Kristof-Brown et al. (2005), predominant work context allows for 
selectiveness of aspects support by extent of adaptability. It is argue that noteworthy advances in elaborating 
work context will influence individuals’ attitudes and outcomes towards P-O fit (Bretz Jr. and Judge, 1994). As 
a result, the value congruence can be predicted beyond the personal typology (Judge and Cable, 1997), but 
rather demonstrating different work design that supports the establishment of work context (Valentine et al., 
2002).       

      
Conclusion And Recommendations: 

The P-O fit is a critical issue in the field of government state-owned companies in Malaysia. 
Understandably, practitioners and researchers are very interested in Schneider’s (1987) work on Attraction-
Selection-Attrition (ASA) framework. Unfortunately, previous empirical; studies that tested the P-O fit model 
have yet to account for work design model in their study. The purpose of this study was to investigate the 
critical and unaddressed factors of P-O fit: which are knowledge characteristics, social characteristics, and work 
context in government state-owned companies in Malaysia. The current study also sought to examine the 
importance of knowledge characteristics, social characteristics, and work context and their sub-dimensions 
towards P-O fit, in which the perceived compatibility and congruency of employees towards their organization 
can be measured. The empirical findings in this study are comparatively consistent with the hypothesis and the 
existing research. Knowledge characteristics, social characteristics, and work context were found to have 
statistically significant direct influence on P-O fit. However, this study could not conclude that social 
characteristics are an important contributor to P-O fit.  

Given this finding, future research on P-O fit of employees in government state-owned companies should 
consider to investigate the degree to which work design variation in different organizational setting. The current 
study has generalized the approach to examine the relation between knowledge characteristics, social 
characteristics, and work context on P-O fit. According to Morgeson aand Humphrey (2008), the work design 
elements have different influences on different outcomes in different job setting. The research respondents have 
been drawn from large pool and represented by mix administration professionals. Thus, the diversity of the 
organizations and their personnel involved in this study has been disguised. Sekiguchi (2004) argues that future 
researcher should explore the degree to which factors of P-O fit is commonly distributed between different types 
of organizations. Furthermore, this study only tested the relationship between knowledge characteristics, social 
characteristics, and work context towards P-O fit, but not their causal connections. Although relationships are 
the central point of causality, but these relationships have estimated the causal coefficients and have yet to 
provide solid understanding of the relationship (Kenny and McCoach, 2003). Thus, it is not necessarily an 
appropriate estimate of causal effect of relationships. Furthermore, the coefficients of the multiple regressions 
are not causal effects because it has not established the causality mechanism to explain why the predictors have 
an effect on the outcome. Even so, this study confirmed the importance of compatibility of knowledge 
characteristics, social characteristics, and work context on P-O fit and highlights the contributions that these 
predictors make to these critical strategic HR issues.   
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