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ABSTRACT 

 

Studies of person-Organisation fit seek to identify how the congruence between 

individual and organisational values predicts individual work attitudes. Despite a huge 

amount of evidence indicating the positive effect of P-O value fit on employee work 

attitudes, the question of what exactly constitutes P-O value fit remains unresolved.  

This thesis addresses the gaps by assessing specific dimensions of P-O value fit and 

how they predict younger generations’ job satisfaction, organisational commitment, and 

turnover intention in Indonesia.  

In Study 1, I used the Portrait Value Questionnaire (PVQ; Schwartz et al., 2001) 

to study 609 employees aged between 20 to 55 years old working in three growing 

industries, including finance, retail and hospitality, and manufacture. One-way ANOVA 

and Tukey Post hoc tests were performed to check value dissimilarities due to age 

differences. Results indicated that younger employees put more priority on self-

enhancement and openness-to-change values such as stimulation, hedonism and 

achievement. Meanwhile, older employees cared more about self-transcendence and 

conservation values such as universalism, tradition and security. 

Based on the findings from Study 1, Study 2 examined the extent to which 

individual person-organisation value congruence based on value dimensions may 

explain their work attitudes, including intention to accept a job offer, job satisfaction, 

organisational commitment, as well as intention to turnover. The Organisational Culture 

Profile (OCP; O’Reilly, 1991) was administered to 800 job seekers aged between 20 

and 30 years old. Results from polynomial regression revealed weak support for the 

hypotheses about person-organisation value congruence. However, findings from the 

response surface plot demonstrated a complementary fit effect of the supportiveness and 
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innovation values on acceptance intention, and the social responsibility value on job 

satisfaction and organisational commitment.  

To extend findings from the previous two studies and gain more insights 

regarding the nature of Indonesian employees’ values and their experience regarding 

person-organisation value fit, in-depth semi-structured interviews were conducted with 

43 employees. As shown in Study 1, analysis using text mining software (Leximancer) 

revealed critical differences in the importance of values between younger and older 

employees. Moreover, the results indicated that older and more experienced employees 

preferred to maintain the status quo and were less likely to quit, regardless of value 

incongruence.  

Results obtained from this thesis improve our current understanding of P-O 

value fit by specifying which value dimensions drive an individuals’ fit perception. 

Practically, it provides detailed and specific information that would enable organisations 

to evaluate its culture and be better informed of employees’ value importance in order to 

improve efforts to recruit and retain them.  
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CHAPTER 1 

INTRODUCTION 

 

1.1. Context and Significance 

With increasing longevity and decreasing birth-rates (Dychtwald et al., 2006), a 

dramatic shift of the age distribution in the general population has become a critical 

issue for companies across the world. Meanwhile, as reported by the United Nation 

Population Division (United Nations Population Division, World Population Prospects: 

The 2008 Revision, 2009), developed and developing countries differ greatly in 

following this trend. As shown in Figure 1, there are fewer young people in developed 

countries. In fact, the age group above 20 is three times bigger than the group of 

children in developed countries. In these countries, there has been an aging and also a 

shrinking labour force. By the end of this decade, there will be more people at 

retirement age than those just entering the workforce in developed countries (Salt, 

2011). By contrast, in developing countries, there are far more young people than 

elderly ones. Children aged between 0 and 4 years have become the largest cohort. In 

fact, one third of developing countries’ population is between 5 and 25 years old.  In the 

next ten to twenty years, younger working-age groups will dominate the working 

populations in developing countries. 
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Figure 1. Number of Population in Developed and Developing Countries, 2010 

 

Source: UN Population Division, World Population Prospects: The 2008 Revision 
(2009).  

 
 

For this reason, researchers have cautioned that organisations should pay more 

attention to the age of their workforce (Deal et al., 2010, Macky et al., 2008). As noted 

in prior research, every generation possesses a unique mind-set of emotions, attitudes, 

beliefs and preferences (Arsenault, 2004), which are largely captured by individual 

personal values. For example, different age cohorts are attracted by an organisation for 

dissimilar reasons. For example, more mature employees might be keen to learn 

marketable skills, expand their social network, build up a personal record to pursue a 

career, and become a team-player. By contrast, newcomers to the workplace, especially 

for people who join as interns, may care more about training and development 

opportunities (Parry and Urwin, 2011).  

Moreover, prior research has demonstrated that there are also differences in 

work-related attitudes associated with age (Smola and Sutton, 2002, Parry and Urwin, 

0 200 400 600 800

85+

75-79

65-69

55-59

45-49

35-39

25-29

15-19

5-9

Number of population (Millions) 

Age 

Developing countries
Developed countries



3 
 

2011). For instance, compared with more senior employees, young employees are seen 

as being less satisfied with their jobs (Loughlin & Barling, 2001) and less committed to 

their organisation (Smola & Sutton, 2002). Moreover, young employees are reported as 

being more likely to leave their jobs (Ng and Feldman, 2010). Younger adults are more 

likely than older adults to consider whether there are opportunities to develop their 

skills, get higher salaries or more promotions elsewhere. Consequently, they are willing 

to look for other jobs in other companies that can provide all of their needs and criteria. 

Similar results were found by Costanza et al (2012), who also concluded that younger 

employees are more likely to quit their jobs. These findings strengthen the label 

frequently applied to young employees as ‘job hoppers’ and ‘quitters’ (Arnett, 2007, 

Twenge and Campbell, 2008). 

These findings imply that organisations need new and different policies to attract 

and retain this increasingly younger workforce. According to previous theory and 

research, this purpose can only be achieved with a better understanding of younger 

employees’ values and expectations, so that a match of Person-Organisation (P-O) 

values can be established (Dychtwald et al., 2006). In particular, the P-O value fit 

literature and the Attraction-Selection-Attrition (ASA) model (Schneider, 1987) focus 

on the congruity between individual and organisational values (Chatman, 1991, Gardner 

et al., 2012). A good P-O value fit occurs when there is a high level of similarity 

between personal and organisational values (Chatman, 1989, Kristof, 1996, Cable and 

Judge, 1996) which in turn attracts job seekers to accept offers from the organisation 

and leads to several favourable outcomes such as employees’ job satisfaction (Wheeler 

et al., 2007, Greguras and Diefendorff, 2009, Cable and Edwards, 2004, Westerman and 

Yamamura, 2007, Westerman and Cyr, 2004),  organisational commitment (Cable and 

Judge, 1996, Westerman and Cyr, 2004, Cennamo and Gardner, 2008) and lower 

turnover intentions (Wheeler et al., 2007, Cennamo and Gardner, 2008).  
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On the flipside, employees with a low level of P-O fit are less attracted to work 

for their organisations. Moreover, this low P-O fit reduces their job satisfaction, 

organisational commitment, and increases turnover intentions (Lee and Mitchell, 1994, 

Verquer et al., 2003, Kristof-Brown et al., 2005b). Employees’ intention to turnover is 

the greatest predictor of the actual turnover which negatively affects organisations 

through the cost of recruitment and reduced productivity (Tei-Tominaga and Miki, 

2010). While there has been a great deal of research on P-O fit, its emergence and 

consequences, most studies have been conducted in Western work settings and have 

focused on relatively elderly worker populations. Research on P-O fit in non-Western 

and/or developing countries with a younger generation is limited. This has become a 

critical gap because recent theory and research have suggested that previous findings 

might not be generalised to developing countries which have different cultures and 

characteristics. This argument is rooted in Parkes et al. (2001) study which examined P-

O fit across culture. They found that an organisation’s members tend to hold values that 

are similar to or reflect their national culture. Since there is considerable variability in 

such values across organisations and between different countries, this motivated me to 

conduct the investigation in a non-Western and less developed country with a younger 

population. 

In addition, despite a huge amount of evidence indicating the positive effect of 

P-O value fit on work attitudes, the question of what exactly constitutes P-O value fit 

remains unresolved. Specifically, what particular value dimensions form the basis of P-

O value fit and predict work attitudes? Previous P-O value fit studies have neglected 

this issue because they used general measures of perceived P-O value fit, regardless of 

the value dimension. As a result, it does not explicitly distinguish between specific 

individual or organisational values. To date, very limited research has been conducted to 

address specific value dimensions that affect employees’ attitudes. Therefore, more 
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research is needed to understand the relationship between the congruence of different 

value dimensions and employee attitudes, both holistically and separately.  

This thesis addresses the above gaps by examining the extent to which P-O 

value fit, assessed in terms of the seven value dimensions of the Organisational Culture 

Profile (OCP) constructed by Sarros (2005), predicts employees’ work attitudes. 

Assessing specific dimensions of value fit is important since it may improve the 

prediction of work attitudes, when compared to general assessments of P-O fit (Carless, 

2005). Moreover, it contributes to a complete understanding of the P-O fit construct 

(Bretz Jr and Judge, 1994). Therefore, results obtained from this thesis will improve our 

current understanding of P-O fit by specifying which value dimensions drive an 

individuals’ fit perception, especially for a younger generation in a developing country. 

Practically, it provides detailed and specific information that would enable organisations 

to evaluate its culture and be better informed of employees’ value importance in order to 

improve efforts to recruit and retain them. 

Among all the developing countries, Indonesia is exemplary as it has nearly the 

same population distribution as the rest of the developing world. As shown in Figure 2, 

Indonesia has a relatively young population. Approximately half of the Indonesian 

population is under 30 years old, 27% of which is under 15 years old. Only 6% of the 

total population is aged 65 and above. The age group between 15 and 64 represents 

67.4% of the total population, which stands at 165 million people.  
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Figure 2. Indonesia's Population, 2010 

 

Source: United Nations Department of Economic and Social Affairs/Population 
Division. World Population Prospects: The 2010, Volume II: Demographic Profiles.  
 

1.2. Research Questions 

This thesis examines the value priorities of the Indonesian workforce and tests 

whether value differences exist across age cohorts. Value priorities capture the 

importance individuals assign to each value dimension that determines their needs and 

expectations in the workplace (Schwartz and Bardi, 2001, Rokeach, 1973, Prince-

Gibson and Schwartz, 1998). Understanding value priorities and differences in personal 

values across age cohorts is of both conceptual and practical importance. Theoretically, 

the study of value priorities acknowledges that it is not only individual value 

dimensions but also the weights people assign to each value that determines their work 

attitude. Practically, many of the challenges that organisations are currently facing such 

as attracting, retaining, and especially working with a younger workforce can be solved 

only with a better understanding of the younger generation’s value priorities. Hence, I 
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seek to address the following research questions: What is the value hierarchy of 

Indonesian employees? Are there age differences in value priorities for these 

employees?  

Second, this thesis investigates how P-O value fit affects younger employees’ 

work attitudes. P-O fit has been used to explain primary psychological process 

underlying job applicants’ and employees’ attitudes and behaviour. Even though mixed 

findings exist, most research consistently supports the beneficial outcomes associated 

with higher P-O fit (Kristof-Brown et al., 2005b, Verquer et al., 2003). However, 

previous scholars have only studied general or overall perceived P-O value fit. The 

dimensional level of value fit has received less attention. Individuals may hold specific 

personal values that they believe to be worthy and desirable, e.g., performance 

orientation, supportiveness, innovation, emphasis on rewards, competitiveness, stability, 

and social responsibility. An organisation may hold organisational values that are 

similar to those of their employees, or they may espouse different values in order to 

meet their specific organisational objectives. No literature to date has explained the 

influence of fit, based on individual value dimensions on job seekers’ job acceptance 

intention, job satisfaction, organisational commitment, and turnover intentions. Thus, I 

seek to address these issues that are still unanswered in the literature. The proposed 

research questions are: Which dimensions of P-O value fit can predict job seekers’ 

intention to accept a job offer? Furthermore, which dimensions of P-O value fit can 

predict employees’ job satisfaction, organisational commitment, and turnover intention?  

As previously described, P-O value fit engages employees and cause them to be 

committed to their organisation. Therefore, an organisation needs to know the best way 

to foster P-O value fit.   Hence, I also aim to address the following research questions: 

What is the nature of Indonesian employees’ work-related values? What are the most 
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effective practices and strategies organisations can adopt in order to obtain P-O value 

fit?  

 

1.3. Intended Contribution  

This thesis is important for theoretical, methodological, and managerial reasons. 

First, studies of age difference and the P-O fit theory have been largely separated in the 

current literature. In addition, predictions from the P-O fit theory have not been 

empirically tested in the context of developing countries. Thus, this study broadens the 

scope of P-O fit theory by integrating it with the research on age differences and testing 

it in a developing country, Indonesia. As suggested by Sekiguchi (2006), investigating 

how organisations in Asian nations manage P-O fit has important implications for both 

theory and practice from an international and cross-cultural perspective. 

Methodogically, this thesis expands the measure of P-O fit beyond perceived 

values fit and examines the importance of individual value dimensions compared to 

those of the organisations. Seven value dimensions identified by the Organizational 

Culture Profile (OCP) (Sarros et al., 2005) are included to examine their unique 

influences on employee work attitudes. By contrast, previous studies have examined a 

fairly narrow set of value fit indices, and they examine overall fit across a wide variety 

of P-O values. As indicated by Kristof-Brown et al. (2005), research assessing the 

multidimensional nature of P-O values is currently under-developed. By including 

various dimensions of value, this thesis offers a more in-depth assessment of P-O value 

fit than research that has used measures assessing general or overarching congruence. 

The results underscore the uniqueness of each value dimension and highlights how it 

uniquely affects work-related attitudes. In addition, assessing P-O value fit at the 

dimensional level can help avoid methodological bias. As suggested by Verquer et al. 

(2003) and Kristof-Brown et al. (2005), research assessing perceived fit is more 
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vulnerable to methodological bias when there is an unclear criterion for assessing P-O 

value fit. This thesis tests a set of hypotheses using polynomial regression and response 

surface methodology. By applying these methods, it is possible to examine to the extent 

to which each value dimension contributes to the outcomes. Moreover, response surface 

methodology allows for a three-dimensional examination of each value dimension and 

its relationship to attitudinal outcomes. Thus, it provides much more information about 

how combinations of a person’s and an organisation’s value dimensions may affect 

work-related attitudes.  

Moreover, a combination of quantitative and qualitative methods used in this 

thesis strengthens findings from the thesis. In particular, findings of the qualitative 

study (Study 3) complement and give a different perspective to the results of Study 1 

and 2. Therefore, I report these studies in this sequence as they mutually compensate for 

the limitations of each other.  

As a managerial contribution, this thesis can help researchers and Human 

Resource managers better understand what motivates younger cohorts. A deeper 

understanding of younger employees’ personal values allows organisations to develop 

effective practices to attract and retain them. Being conducted with Indonesian 

workforce, this study provides richer data that might extend previous studies of value 

priority.  

Finally, based on employees’ experience regarding P-O value fit or misfit with 

the organisation, this thesis provides recommendations for organisations about how to 

align their policies and practices to promote employees’ person-organisation value fit. 

Therefore, the results of this thesis can assist HR managers to consider the implications 

of aligning people with organisations’ values and vice versa.  
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1.4. Scope of the Study 

Three studies were conducted to address the research questions. Study 1 

distinguishes between younger and older Indonesian employees’ value priorities and 

compares the results with those reported by prior researches that were mainly conducted 

in developed countries. A survey was conducted with professional employees working 

in three main sectors of the working population in Indonesia.  

While Study 1 only focused on personal values, Study 2 empirically tested the 

relationship between P-O value fit and work attitudes. Specifically, it examined P-O 

value fit based on individual value dimensions and how these fit indexes predict 

employees’ acceptance intention, job satisfaction, organisational commitment, as well 

as turnover intention. To address this question, a two-wave survey was conducted. Time 

1 survey asked job seekers about their personal value, organisational value, and 

acceptance intention. Six months later (Time 2), when the job seekers had been working 

in their organisations for approximately 1 to 5 months, they were further surveyed about 

their work values, organizational values, and work attitudes such as job satisfaction, 

organisational commitment and intention to leave the organisation.  

Study 3 extended the findings of Study 1 and 2 by examining how younger and 

older employees have experienced P-O value fit or misfit at work. In particular, this 

study provides more insights regarding how Indonesian employees experience value 

congruence or misfit with their organisations. This study also offers suggestions for how 

organisations can help their employees achieve better value fit. The interviews were 

based on 43 respondents who also participated in Study 1. Qualitative analysis of the 

interview transcripts using Leximancer software was conducted to explore and interpret 

the value differences of younger and older Indonesian employees, their experience of fit 

or misfit with the organisation, as well as their attitudes towards P-O fit. 
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1.5. Organisation of the Thesis 

This thesis consists of 6 chapters. The first chapter is introduction. It gives an 

overview of emerging issues in terms of Person-Organisation fit and work attitudes 

from a developing country, i.e., Indonesia. Discussion in Chapter 1 continues with an 

explanation of research objectives, research questions, and intended contributions.  

Chapter 2 is a literature review. The concept of Person-Organization fit is 

reviewed in this chapter. Specifically, it discusses individual and organizational values 

as an indicator of the congruence between person and organization. Moreover, value 

differences between age cohorts are explained. Then, it is followed by a literature 

review of work-related attitudes, for instance job satisfaction, organizational 

commitment, and intention to leave an organization. Moreover, it elaborates previous 

studies regarding P-O fit and work-related attitudes. Relationships between each 

constructs are also explained.  

Chapter 3 discusses theoretical framework and hypothesis development which 

developes a conceptual framework that underpins the hypotheses of each study.   

Methodology and research design are discussed in Chapter 4. This chapter 

provides an outline of methodological approaches used to address the research 

questions.  It reports the sample size, participant selection process, questionnaire 

development, and data collection procedure. Furthermore, this chapter concludes a brief 

outline of the strategies and procedures that are used to analyse the data.  

The results of the studies are presented in Chapter 5. The results are summarized 

in a number of tables to facilitate interpretation. Moreover, the results of qualitative 

study are summarized in a number of diagrams. Findings of each study are compared to 

previous studies discussed in chapter 2. New findings are also discussed.  

The final chapter presents a general discussion and conclusion of the three 

studies and their implications for both researchers and practitioners. Moreover, the 
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limitations of this thesis are also discussed. Finally, this chapter concludes with 

suggestions for future research.  

The following chapter provides an overview of past research that is relevant to 

the current study. The major results and findings from previous studies are also 

discussed.  
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CHAPTER 2 

LITERATURE REVIEW 

 

This literature review provides an in-depth summary of all the related research. 

It begins by discussing the concept of human value and how to understand value 

differences across age cohorts. The second section examines Person-Organisation (P-O) 

fit theory, including key conceptualisations and measurements. The chapter then 

reviews work-related attitudes such as job acceptance, job satisfaction, organisational 

commitment, and intention to turnover. These variables become my major focus 

because these are typical attitudinal outcomes examined in the P-O fit literature. Finally, 

empirical findings related to these central constructs are discussed in the last section of 

the literature review.  

 

2.1. The Concept of Human Values 

Rokeach defined values as concepts or beliefs of important guiding principles 

about how to behave and how to evaluate people and events (Rokeach, 1973). To date, 

most values researchers agree that values can be defined as guiding beliefs that persons 

hold about desired end states or behaviour (Schwartz, 1992). Values play an important 

role in behaviour because they are cognitive representations of needs, personality, goals, 

attitudes, and interests (Meglino and Ravlin, 1998). They also determine norms, 

informing people what is good, right, and appropriate in various situations. Values, 

however, are not completely stable and may change over time. But values do maintain 

some level of continuity (Johnson, 2001). 

Work values refer to prioritised standards or beliefs that people hold about their 

life at work (Schleicher et al., 2011). In other words, these are values that are of interest 

in the context of the workplace. Like basic individual values, work values are also 
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ordered by their importance as guiding principles for evaluating work attitudes and 

behaviour (Ros et al., 1999).  

 

2.1.1. Schwartz’s Value Theory 

A notable development of value theory is Schwartz’s theory of values. Schwartz 

and Bilsky (1987) proposed a set of eight values. Then, in 1992, they revised and 

expanded it to ten values. These ten values were presented and validated with data from 

63 nations from around the world. The ten value constructs include: power, 

achievement, hedonism, stimulation, self-direction, universalism, benevolence, 

tradition, conformity, and security (Schwartz, 1992). Those ten values reflect four 

higher-order value domains that represent a motivational continuum, namely self-

enhancement, openness to change, self-transcendence, and conservation (Schwartz, 

1992). 

Within the value structure there are also conflicts and congruities that form two 

polar dimensions: self-enhancement vs. self-transcendence and openness to change vs. 

conservation (Schwartz, 1992). The self-enhancement dimension of the structure 

includes achievement and power values. By contrast, the self-transcendence dimension 

includes universalism and benevolence values. Schwartz and Boehnke (2004) argued 

that the polarities were attributed to two motivational goals: concern for self and 

concern for others. For instance, power and achievement values emphasise the pursuit 

of self-interests. Both universalism and benevolence values are concerned with the 

welfare and interests of others (Schwartz and Boehnke, 2004). 

 Another polar dimension of Schwartz’s value theory is conservation vs openness 

to change. Conservation includes security, conformity, and traditional values. These 

three values oppose self-direction and stimulation values that capture individual 

openness to change. Self-direction and stimulation values emphasise independent 
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action, thought and feeling, and openness for new experience. By contrast, security, 

conformit, and tradition emphasise self-restriction, order and resistance to change 

(Schwartz and Boehnke, 2004). 

 

2.1.2. Development of Value Priorities 

Schwartz postulated that every person in all cultures hold these values, but with 

different levels of importance. A certain value may be important to one individual and 

unimportant to another. Those differences exist due to different types of motivational 

goals expressed by them. For example, employees who seek social order and harmony 

in their relationships are usually more obedient to authority figures (conformity) (Bardi 

and Schwartz, 2003). On the other hand, they are less likely to be motivated by 

excitement and challenge (stimulation). This difference in value priorities indicates that 

values are ordered into hierarchy (Schwartz and Bardi, 2001).  

Involving teachers, students, and group of adults within 20 countries, Schwartz 

and Bardi (2001) demonstrated the existence of a hierarchical order of values. They 

found that benevolence emerged at the top of the value hierarchy, with self-direction 

and universalism close behind. Security, conformity, and achievement were located in 

the middle, followed by hedonism. On the other hand, tradition, stimulation, and power 

are at the bottom of the hierarchy, with power consistently last (Schwartz and Bardi, 

2001). Using a sample of Canadian knowledge employees and undergraduate business 

students (N=1,194), Lyons and his colleagues (2007) identified generational differences 

in value priorities. Using Schwartz’s value theory, the results show that a younger 

generation (Generation X) put a higher priority on openness-to-change values than the 

older generation (Baby Boomers). On the other hand the younger generation was less 

likely to prioritize on conservation values than the older generation. They also observed 

that Millennials and Generation X scored higher on self-enhancement values than did 
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the Baby Boomers. They concluded that generational differences explained 7% of the 

variance in people’s values. The priorities that individuals attribute to different values 

reflect their personalities, socialisation experience, culture, as well as their life 

experiences (Fischer and Schwartz, 2011). Beyond the issue of employees’ value 

priority, the issue of value congruence should receive equal attention. This is because 

values are an important aspect not only for individuals but also for organisations. Both 

individual and organisation values can be compared and used in employment decision-

making. Thus, the next section explores P-O fit and its conceptualisation.  

 

2.2. Person-Organisation (P-O) Fit Conceptualisation  

Scholars generally define P-O fit as the congruence between individuals and 

organisations in terms of shared characteristics and the mutual meeting of needs 

(Kristof, 1996). This congruence has been conceptualised in a variety of ways. The first 

is supplementary fit, which focuses on the value and goal congruence or similarity 

between an employee and an organisation. The second is complementary fit, occurring 

when an employee and an organisation each provide what the other party needs 

(Muchinsky and Monahan, 1987). For instance, it could be knowledge, skills, as well as 

financial and physical resources (Kristof, 1996). The individual perceives that this 

similarity makes him or her unique by adding value to the organisation.  

According to previous research, in general, supplementary P-O fit is preferred 

by both individuals and organisations (Cable and DeRue, 2002, Cable and Edwards, 

2004, Cable and Judge, 1996, Dineen et al., 2002), due to its impact on a number of 

employee attitudes such as intention to accept a job offer, job satisfaction, decreased 

turnover, as well as increased productivity.  

Although some studies support the importance of complementary fit, most P-O 

fit scholars mainly focus on supplementary fit. The Attraction-Selection-Attrition 
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(ASA) framework (Schneider et al., 1995) has been a leading perspective in explaining 

its emergence and influences. This model proposes that people are attracted by 

organisations when they think they personally fit with the characteristics of the target 

organisation. Otherwise, they probably will not join the organisation, or quickly leave 

when they perceive a misfit (Schneider et al., 1995).  

More specifically, three processes help account for the underlying mechanism 

(Schneider et al., 1995). First, an attraction process describes how an organisation can 

become attractive in the eyes of job applicants and its own employees (Schneider et al., 

1995). This process ascribes the reason as people’s perception of congruence between 

their personal characteristics and organisational attributes, including goals and values. 

Meanwhile, the selection process refers to the procedures by which an organisation 

recruits employees and accepts them as its own members (Schneider et al., 1995). In 

particular, this is often achieved through conventional selection processes. Finally, for 

the attrition process, people might leave the organisation when there is a perceived 

misfit (Schneider et al., 1995). The outcome of these three processes determines what 

types of employees will join the organisation. Since people are attracted by 

organisations that share similar values to their own, organisations also select people 

who share their values. Those who do not fit the organisation will leave. Finally, as a 

result of the attraction, selection and attrition processes, organisations tend to be more 

homogeneous with regard to the type of employees. 

While traditional thinking focuses a lot on the compatibility of individual KSAs 

and job requirements (Stevens and Campion, 1994), recent studies have paid more 

attention to a fit between individuals’ values as well as personalities and organisations’ 

culture, norms, and values (Morley, 2007). A focus on KSA emphasises attributes 

which management can influence through selection procedures or training programs. It 

is believed that the KSA-based selection system has a powerful impact on job 
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performance (Stevens and Campion, 1994). However, Rynes and Cable (2003) argued 

that serious job applicants are likely to express their concern about choosing the most 

appropriate organisation as being as important as finding a job for which they are 

appropriately qualified. Therefore, in the hiring process, organisations should consider 

the importance of P-O value fit, and not just job compatibility.  Indeed, in the empirical 

test of the Unfolding Model of Voluntary Turnover (UMVT), Lee and Mitchell (1994) 

reported that 75% of their sample left because of value-goal misfit with their 

organisation. Findings from two recent meta-analyses support the implications of P-O 

fit. The assessment of fit with the organisation moderately predicts intention to turnover 

(ρ=-.18) (Verquer et al., 2003) and (ρ=-.35) (Kristof-Brown et al., 2005b).  

P-O fit studies conducted from 1991 to 2008 have adopted both the 

supplementary and complementary conceptualisations. Drawing from various groups of 

MBA students and accountants, O’Reilly, Chatman, and Caldwell (1991), adopting a 

supplementary fit model, found that P-O fit is a significant predictor of normative 

commitment, job satisfaction, and intentions to leave.  Additionally, P-O fit positively 

predicts the probability of a person’s staying with an organisation. Another study 

conducted by Cable and Judge (1996) also reveals similar findings. Drawing from 96 

active job seekers in the United States, they found that job seekers’ P-O fit perception 

significantly predicts their job choice intentions. Subsequent assessments were 

conducted six months after the job seekers had joined the organisation.  The results 

show that employees’ P-O fit perceptions significantly predict their job satisfaction, 

organisational commitment, turnover intentions, and willingness to recommend their 

organisation to others. However, Kalliath, Bluedorn, and Strube’s (1999) study reveals 

different findings. In a study involving 1,358 hospital employees as participants, they 

found a general lack of support for congruence effects, as none of the tested models met 

all the conditions for congruence. They concluded that congruence effects are relatively 
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unimportant for the explanation of variance in organisational commitment and job 

satisfaction (Kalliath et al., 1999). 

On the other hand, other scholars have used a complementary conceptualisation 

to explain P-O fit effects. For instance, drawing on a sample of 120 employees from 

three companies in Taiwan, Silverthorne (2004) found that a better P-O fit results in 

higher organisational commitment and lower turnover rates. Moreover, drawing on a 

sample of 193 graduate applicants for an Australian national telecommunications 

company, Carless (2005) found that subjective perceptions of P-J and P-O fit, assessed 

prior to and during the selection process, predicted organisational attraction prior to and 

mid-selection. Although P-O fit was related to attraction, another study found that P-O 

fit was not related to intention to accept a job offer at either mid or end of selection 

(Silverthorne, 2004). Another study exploring complementary fit was conducted by See 

and Kummerow (2008). Drawing on a sample of 52 final year BCom students from the 

University of Adelaide and accounting professionals, their results revealed that, for 

students, there was no relationship between their overall work values fit and either their 

expected job satisfaction or expected organisational commitment. For accountants’ 

however, their overall work values fit correlated positively with both actual job 

satisfaction and actual organisational commitment.  

 

2.2.1. Age Differences on Work Values and P-O fit 

 The majority of studies on the predictors of P-O fit focused on the role of 

individual characteristics for instance personal traits, values, professional competencies, 

etc. However, socio-demographic such as age could be the antecedent of a good fit. 

Involving 600 samples of Polish workers aged 19-65, Merecz-Kot and Andysz (2017) 

found the relationship between age and complementary fit. Generally, the probability of 

being complementary fit to an organisation increased along with the age of the 
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respondents. They pointed at several reasons for this relation (Merecz-Kot & Andysz, 

2017). 

 First, research has shown that older adults are more agreeable than middle-aged 

and younger adults (Allemand, Zimprich, & Hendriks, 2008). Agreeableness is a 

superordinate trait group including trust, morality, altruism, cooperation, modesty, and 

sympathy. It describes individual trait in being likeable, pleasant, and maintaining 

harmonious relations with others. People with these characteristics tend to socialize 

easily and avoid conflict with others.  

 Another reason behind those finding is that age can be seen as an indirect 

indicator of work experience and a higher level of socialization in different work 

environments as well as more realistic expectations about working life. Thus, the 

increase of achieving a good complementary fit with age is reasonable.  

The following section discusses P-O fit measurement and includes a description 

of perceived fit, subjective fit and objective fit measurement, and recent studies using 

those measures.  

 

2.3. P-O Fit Measurement 

Due to the different conceptualisations of P-O fit, there are multiple ways to 

measure these fit perceptions in the current literature. Kristof (1996) classified these 

measures into three categories: perceived fit, subjective fit, and objective fit.  

Perceived fit measures P-O fit by simply asking individuals directly how well 

they think their characteristics fit with the characteristics of their organisation (Kristof, 

1996). A number of scholars have used this method on their P-O fit studies, namely 

Posner (1992), Lovelace and Rosen (1996), Cable and Judge (1996), and Saks and 

Ashford (1997). Posner (1992) carried out study on 1600 domestic management and 

professional employees working in a large multinational manufacturing company in the 
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US. P-O value fit was assessed along three Values Congruency Index: clarity, 

concensus, and intensity. Results indicated that employees with the greatest level of 

values congruence had the most positive work attitudes such as motivation, 

commitment, and esprit the corps (teamwork)  (Posner, 1992).  

Drawing on a sample of 756 U.S. MBA alumni of a southeastern business 

schools and a sample of 450 U. S. MBA alumni from five “top 20” business schools, 

Lovelace and Rosen (1996) measured perceived organisational fit using 14 items, 

including values, ethics, goals and objectives, skills, attitudes, participation in 

extracurricular activities, interaction with co-workers, outside interests, work-family 

balance, politics, religion, definition of career success, dress, and personal style. Results 

revealed that perceived P-O fit was positively related to job satisfaction and negatively 

related to intentions to leave. For the entire sample, the correlations between perceived 

P-O fit and job satisfaction and intention to leave were .65 and -.61, respectively 

(Lovelace and Rosen, 1996). Cable and Judge (1996) investigated the determinants of 

job seekers’ and new employees P-O fit perceptions and linked these perceptions with 

job choice and work attitudes. They found that job seekers’ perceived value congruence 

with their chosen organisation was related to their P-O fit perceptions. Moreover, P-O 

fit perceptions predicted job choice intentions and actual job choice decisions and were 

positively related to work attitudes.  

One study conducted by Saks and Ashford (1997) examined the relationship 

between P-J fit, P-O fit and work outcomes (job satisfaction, organisational 

commitment, intention to quit, and turnover). Drawing a sample from 600 participants 

from two successive graduating classes of an undergraduate business program, this 

study captured participants’ general perception of fit in terms of KSAs, values, needs, 

and personality characteristics. The results of supplementary analysis indicated that  

applicants’ perceptions of P-J and P-O fit explained a significant amount of variance in 
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job satisfaction (R2=.17, p<.01 and R2=.10, p<.01), intentons to quit (R2=.30, p<.01 and 

R2=.01, p<.01), and turnover (R2=.04, p<.01).  However, only P-O fit perception was 

significantly related to turnover.   

Subjective fit measures ask individuals to describe their personal characteristics 

and their perception of these characteristics for their organisations. Fit is calculated by 

assessing the discrepancy between the respondent’s self-assessment and the same 

respondent’s description of the organisation (Kristof, 1996). As with perceived fit, 

subjective fit also relies on individual self report, and has been used by Meglino et al. 

(1989), Bretz and Judge (1994), and Christiansen et al (1997). Meglino and his 

colleagues (1989) examined the effect of value congruence on job satisfaction and 

organisational commitment. Drawing on a sample of 191 production employees, they 

measured four work values, including achievement, helping and concern for others, 

fairness, and honesty. Their results indicated that satisfaction and commitment were 

higher when employees’ values were closer to those of their supervisors. Moreover, 

value congruence was not significantly correlated with employees’ tenure. However, its 

effect on organisational commitment was more prononced for employees with a longer 

job tenure.  

651 graduates from the industrial relations program of Midwestern University 

and 1561  graduates from the industrial relations school of Northeastern University 

participated in Bretz and Judge’s (1994) study. They examined P-O fit from four 

general perspectives. First, they assessed the degree to which individual knowledge, 

skills, and abilities (KSA) matched job requirements. Second, they measured the 

congruence between individual needs and organisational reinforcement systems and 

structures. Third, they measured the match between individual value orientations and 

organisational cultures or values. Lastly, fit was measured in terms of individual 

personality and perceived organisational image or personality. Results showed that P-O 
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fit significantly explained additional variance in tenure and job satisfaction. 

Operationalised as the summed difference scores, P-O fit accounted for an additional 

1% of variance in tenure and an additional 12% of variance in job satisfaction.  

Subjective fit measurement has also been applied by Christiansen et al (1997) in 

examining the effect of person-climate fit on work attitudes. A survey of 138 non 

academic employees of a large public university demonstrated that Political Influence 

Compatibility (PIC) was positively correlated with satisfaction with co-workers and 

supervisors, trust in management, evaluation of self, as well as perceptions of 

procedural fairness (Christiansen et al., 1997).  

Finally, objective fit measures ask individuals to describe his or her own 

characteristics, and then ask other organisational members to describe the characteristics 

of the organisation. The fit is described as the congruence between an individual’s self-

description and the aggregation of other members’ ratings. This technique may capture 

a more objective representation of an organisation compared with subjective and 

perceived fit measurements. Using a sample of 128 accountants from 16 firms, O’Reilly 

and Chatman (1991) used this method to measure P-O fit. They asked individuals to 

describe their personal characteristics listed in 54 items of Organisational Culture 

Profile (OCP) such as flexibility, autonomy, tolerance, decisiveness, informality, taking 

initiative, etc. Then 16 accountants per firms were asked to rate their organisations’ 

characteristics, using the same instrument of OCP. These characteristics represented a 

comprehensive set of values that could characterise both individuals and organisations. 

The firm profiles were obtained by averaging the responses of the assessors within each 

firm. The P-O fit score was calculated by correlating the individual profile with their 

organisation’s profile. Significant correlations were found between P-O fit and 

normative commitment (r=.25, p<.01), overall job satisfaction (r=.35, p<.01), and intent 

to leave an organisation (r=-.37, p<.01) (O'Reilly et al., 1991). These relationships 
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suggested that high P-O fit was associated with higher satisfaction and commitment, 

and lower intention to leave.  

The objective fit approach has also been applied by Vancouver and Schmitt 

(1991). Using data from 356 principals and 14,721 teachers, their study examined the 

relationships between supervisor-subordinate goal congruence and their attitudes of 

satisfaction, commitment, and intention to quit. Both the principals and the teachers 

rated the importance of the same 14 goals for the school, including increasing students’ 

basic skills, to upgrade staff development, to upgrade discipline practice, etc. Results 

demonstrated that both types of congruence (supervisor-subordinate and member-

constituency) were related positively to job satisfaction and organisational commitment 

and negatively to intention to quit (Vancouver and Schmitt, 1991). Ostroff (1993) 

investigated the relationship between person-environment (P-E) fit and organisational 

performance; 597 teachers from 29 schools from Illinois, Massachusetts, Virginia, and 

Washington participated in this study. Personal orientations (P factors) assess 

individuals’ sets of preferences and beliefs in relation to work environment, including 

participative, cooperative, warm, growth-oriented, innovative, autonomous, 

achievement-oriented, hierarchically oriented, and structured.  Climate (E factors) was 

measured at the individual level, with the frame of reference being the organisation as a 

whole. Nine climate dimensions were assessed, including participation, coordination, 

warmth, growth, innovation, autonomy, achievement, hierarchy, and structure. To 

assess P-E congruence, personal orientations and climates were aggregated to the 

organisational level. Results indicated that congruence was generally positively related 

to organisational effectiveness (Ostroff, 1993).  

Though the three types of measures differ from each other in terms of how they 

conceptualise P-O fit, they share one similarity. That is, they pay little attention to the 

components of P-O fit and neglect the possibility that a person can fit with the 
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organisation in certain aspects while not in the others. Next, I discuss the importance of 

focusing on P-O fit at the dimensional level and review the related literature.  

 

2.4. Value Dimensions 

As with measures of P-O fit, there are many variations in the studies of its 

component dimensions. These variations also depend on the type of person 

characteristics that have been studied. These characteristics could be values, goals, and 

personality (Cable and Judge, 1996). In previous research, a supplementary fit 

perspective has often been used to explain P-O value, goal fit, and personality fit. In 

fact, most previous studies (87%) have used supplementary fit to explain P-O value 

congruence (Piasentin and Chapman, 2006). Value congruence is particularly important 

because values are long-lasting characteristics of the individual and organisation that 

will influence employee attitudes and behaviour (Chatman, 1991). A great number of 

studies have suggested that when employees hold similar values as their organisation, 

they are satisfied with their jobs, committed to the organisation, and seek to maintain 

the employment relationship (Kristof-Brown et al., 2005b, Verquer et al., 2003). For 

this reason, the next section provides an in-depth discussion of these values and their 

dimensions.  

 

2.4.1. Individual Value Dimensions 

There are several approaches to the classification of values. Rokeach (1973) 

developed the 36 item Rokeach Values Survey that measures 18 end states of existence 

(terminal values) and 18 modes of behaviour (instrumental values). Terminal values are 

self-sufficient end-states of existence that a person strives to achieve. They include 

international harmony and equality, national strength and order, traditional religiosity, 

personal growth and inner harmony, physical well-being, secure and satisfying 
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interpersonal relationships, social standing, social stimulation, as well as individual 

rights and basic necessities. By contrast, instrumental values are modes of behaviour 

rather than states of existence. They include a positive orientation to others, competence 

and effectiveness, propriety in dress and manners, religious commitments, assertiveness, 

withdrawal from others, carefreeness, honesty, thriftiness, and getting ahead. Rokeach 

(1973) has proposed a functional relationship between instrumental and terminal values, 

where instrumental values describe behaviours that facilitate the attainment of terminal 

values. 

On the other hand, Marini et al (1996) identified four value domains, namely 

intrinsic, extrinsic, altruistic, and social rewards. Intrinsic rewards focus on the 

importance of the work itself, for instance learning potential and the opportunity to be 

creative. Extrinsic rewards, by contrast, focus on instrumental resources that are 

separable from the meaning of work, for instance income, prestige, and security. 

Altruistic rewards are derived from doing things for others, such as helping others and 

contributing to society. Finally social rewards are interpersonal, and include positive 

relations with co-workers, the opportunity to work with people and make friends 

(Marini et al., 1996). Those rewards that are obtained on the job might be important 

influences on employees’ work values.  

 

2.4.2. Organisational Value Dimensions 

Like individuals, organisations also have value systems. Organisational values 

are part of a system that fosters a specific organisational culture, and guidance for 

acceptable behaviour and ethical standards (Edwards and Cable, 2009, Westerman and 

Cyr, 2004). At the organisational level, values are viewed as a major component of 

organisational culture (O'Reilly et al., 1991). Organisational cultures act to guide 

employees’ way of thinking and their behaviour.  
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There are several common approaches to conceptualising organisational values. 

Goodman and Svyantek (1999) assessed organisational culture by using three 

instruments: the Organisational Climate Questionnaire (OCQ) constructed by Litwin 

and Stringer (1968), and selected scales from Saville and Holdsworth’s Corporate 

Culture Questionnaire (CCQ) and Organisational Effectiveness Profile (OEP). Litwin 

and Stringer developed nine separate priority scales which they define as structure, 

responsibility, reward, risk, warmth, support, standards, conflict and identity. Moreover, 

the CCQ utilises six dimensions: customer orientation, decision making effectiveness, 

vertical relationships between groups, lateral relationship between groups, interpersonal 

cooperation as well as communication effectiveness. In addition, the two OEP scales 

include trust and degree of competence  (Goodman and Svyantek, 1999). 

Another approach to organisational value classification is Super’s Work Values 

Inventory (WFI) (Super, 1970). It consists of fifteen factors of value, for instance 

altruism, aesthetics, creativity, intellectual stimulation, independence, achievement, 

prestige, management, economic returns, security, surroundings, supervisory relations, 

associates, variety, and way of life (Super, 1970).  

Another frequently used instrument for assessing organisational values was 

developed by O’Reilly et al (1991). They developed the Organisational Culture Profile 

(OCP) which consists of 54 value statements that can capture individual and 

organisational values, for instance flexibility, adaptability, decisiveness, autonomy, 

informality and many other values. Cable and Judge (1996) reduced the list of OCP 

characteristics from 54 to 40. To date, this instrument has been revised and validated by 

Sarros and his colleagues (2005) to be more user friendly, by reducing the 54 items to 

28 items (Sarros et al., 2005). It comprises of seven value dimensions, including 

competitiveness, social responsibility, supportiveness, innovation, emphasis on rewards, 
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performance orientation, and stability. Moreover, these value dimensions are 

appropriate to be assessed at both the individual and the organisational level.  

 

2.4.3. P-O Value Fit at the Dimension Level 

 Scholars have extensively demonstrated P-O value fit effects on work attitudes 

in the literature. However, to date, only a few studies have examined P-O value fit at the 

dimensional level. 

 First, Amos and Weathington (2008) examined the relationship between seven 

dimensions of value fit and job satisfaction, organisational commitment, and turnover 

intention. Value congruence was measured using Seven Values of Excellence Scale 

developed by Peters and Waterman (1982). Those values include a) superior quality and 

service, b) innovation, c) importance of people as individuals, d) importance of details 

of execution, e) communication, f) profit orientation, and g) goal accomplishment. The 

participants in the study included 151 undergraduate and graduate students aged 

between 18 to 45 years from midsize universities in the US participated in the study. 

Using regression analysis, the results revealed that, only the ‘importance of people as 

individuals’ value congruence had significant relation with job satisfaction (β=.35; 

p<.001). In terms of organisational commitment, only the ‘importance of people as 

individuals’ value fit had a significant relationship with affective commitment (β=.39; 

p<.001) and normative commitment (β=.27; p<.01). This value is also the only 

dimension that had a significant relation with turnover intention (β=-.39; p<.001). 

 See and Kummerow (2008) also examined P-O value fit effects at a dimensional 

level. Seven value dimensions of OCP (Sarros, 2005) including competitiveness, social 

responsibility, supportiveness, innovation, emphasis on rewards, performance 

orientation, and stability was administered to 52 students and 50 accountants in South 

Australia. P-O value fit was calculated using the difference score between individual 
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and organisation scores. Then, the relationship between P-O value fit and job 

satisfaction and organisational commitment was calculated using correlations for each 

separate value. Results indicated that the congruence between students’ ideal and 

expected values pertaining to supportiveness (r=.43, p<.01), emphasis on rewards 

(r=.42, p<.01), and stability (r=.27, p<.05) were positively related to job satisfaction. 

However, only supportiveness value fit had a significant correlation with organisational 

commitment (r=.38, p<.05). For accountants, social responsibility (r=.33, p<.05), 

supportiveness (r=.36, p<.01), emphasis on rewards (r=.43, p<.01), and performance 

orientation (r=.30, p<.05) values congruence had significant correlation with job 

satisfaction. Meanwhile, competitiveness (r=.30, p<.05), social responsibility (r=.28, 

p<.05), supportiveness (r=.41, p<.01), innovation (r=.28, p<.05), and emphasis on 

rewards (r=.39, p<.01) values fit significantly correlated with organisational 

commitment.  

 

2.5. Person-Organisation (P-O) Value Fit and Work-related Attitudes 

Attitudes are relatively stable evaluative judgements toward a specific person, 

situation, or other entity, that are stored in memory and tend to guide an individual’s 

responses to that object  (Olson and Zana, 1993). A number of attitudinal constructs 

have been linked with individual perceptions of P-O fit, for example job choice 

intention (Carless, 2005, Cable and Judge, 1996, Judge and Bretz, 1992), job 

satisfaction (O'Reilly et al., 1991, Cable and Judge, 1996, Kalliath et al., 1999, 

Silverthorne, 2004, Piasentin and Chapman, 2007), organisational commitment 

(Cennamo and Gardner, 2008, See and Kummerow, 2008, Piasentin and Chapman, 

2007, Meyer et al., 2010), performance (Goodman and Svyantek, 1999, Greguras and 

Diefendorff, 2009, Oh et al., 2014), employee engagement (Bretz Jr and Judge, 1994), 

and turnover intention (Cennamo and Gardner, 2008, Moynihan and Pandey, 2007). 
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Amongst these, acceptance intention, job satisfaction, organisational commitment, and 

employees’ likelihood of leaving or remaining at their organisation are the most 

frequently studied and extensively examined work attitudes (Lease, 1998). This is partly 

because these variables are crucial to increasing productivity, reducing turnover cost, 

and maintaining psychologically healthy employees (Lease, 1998). 

The following section discusses the work-related attitudes of intention to accept 

a job offer, job satisfaction, organisational commitment, and intention to turnover. 

Moreover, it discusses prior studies that have examined how P-O value fit affects such 

attitudinal outcomes. 

 

2.5.1. Intention to Accept a Job Offer 

Learning how to attract the best applicants has become critical for organisations, 

especially when a war for talent has engaged most of them (Corley, 1999, Loughlin and 

Barling, 2001). For this reason, scholars of organisational behaviour have tried to 

explain and predict effective ways to attract qualified applicants and increase their job 

acceptance intentions. According to the ASA model (Schneider, 1987), employees will 

consider some organisations to be more attractive when they perceive a fit between their 

personal and organisational characteristics.  

Job acceptance intention is defined as “choosing whether to accept a job offer if 

one was forthcoming” (Chapman et al., 2005). Before accepting an offer, individuals 

evaluate conditions and benefits provided by an organisation, including, but not limited 

to, a particular salary level, opportunity to use important skills and abilities, autonomy, 

flexible work schedule, and promotional opportunities. Drawing on a sample of 96 

active job seekers in the United States with an average work experience of 1.6 years, 

Cable and Judge (1996) conducted a three-time survey: after initial campus interview, 

after final job choice, and after the job seekers had been working with an organisation 
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for approximately six months. Using the subjective fit approach, they found that 

applicants who reported high levels of perceived fit between their values and those of 

the organisations were more likely to accept a job offer. However, applicants’ 

perceptions of how well their skills matched the duties of the job (perceived P-J fit) had 

little effect on their job choice intention. This suggests that job seekers place greater 

emphasis on P-O fit than P-J fit in their decision to accept a job offer.  

Different results were found by Carless (2005). She examined the relationship 

between P-J fit, P-O fit, and intentions to accept a job offer prior to the selection 

process, during the selection process, at the end of the selection process, and after job 

acceptance decision. Drawing on 193 graduate applicants for an Australian national 

telecommunications industry, she found that subjective perceptions of P-J fit assessed 

prior to, during, and at the end of selection process predict intentions to accept a job 

offer. Although P-O fit was related to attraction, the findings suggest that P-O fit was 

not related to intentions to accept at either mid or end of selection. These findings 

supported the importance of P-J fit rather than P-O fit.  

 

2.5.2. Job Satisfaction 

Job satisfaction is defined as an affective reaction to a job that results from an 

employee’s comparison of actual outcomes with those that are expected (Cranny et al., 

1992). Locke (1976) also defined job satisfaction as a positive emotional state that 

results from the evaluation of one’s job or job experiences. Organisations frequently 

measure job satisfaction because of its assumed relationship to increased individual 

productivity, absenteeism, and turnover (Cranny et al., 1992, Tett and Meyer, 1993). 

Thus, greater job satisfaction is predicted to result in better quality of work and more 

job stability. 
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Job satisfaction is also partially shaped by the degree to which the environment 

fits with personal values (Judge and Bretz, 1992). A number of studies have found a 

positive correlation between P-O values fit and job satisfaction (O'Reilly et al., 1991, 

Kristof-Brown et al., 2005b, Amos and Weathington, 2008, Kalliath et al., 1999, See 

and Kummerow, 2008).  

With a sample of 131 first-year MBA students in the United States with an 

average age of 27.7, O’Reilly et al. (1991) found that P-O value fit was a significant 

predictor of job satisfaction (r=.35). Similar results were also found by Amos and 

Weathington (2008). They surveyed 151 undergraduate and graduate students from a 

mid size university in the southern United States (age ranged from 18 to 45 years, Mean 

=23, SD=4.2) to examine the relationship between P-O value fit and job satisfaction. 

Value congruence was measured using Seven Values of Excellence Scale (Peters & 

Waterman, 1982) which consist of superior quality of service, innovation, importance of 

people as individuals, importance of details of execution, communication, profit 

orientation, and goal accomplishment values. Results revealed that total value 

congruence had a significant relation with job satisfaction (β = .41, p<.01). Using a 

direct measurement of P-O fit, Iplik, Kilic, and Yalcin (2011) examined its effect on job 

satisfaction. Drawing on a sample of 158 hotel managers in Turkey, they found that P-O 

fit was significantly and positively related to job satisfaction (R2 =.18, p<.01). 

Moreover, P-O fit had significant direct effect on job satisfaction (β = .42, p<.05) (Iplik 

et al., 2011). 

However, previous studies have also revealed results in an opposite pattern. 

Conducting a survey with 1,358 hospital employees from all structural levels, Kalliath 

et al’s (1999) study indicated a general lack of support for congruence effects. It 

suggested that P-O fit is relatively unimportant in explaining job satisfaction. Another 

study by See and Kummerow (2008) also shows the same finding. Using 52 final year 
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BCom students as the sample, they concluded that there was no relationship between 

their overall work values fit and expected job satisfaction.  

These mixed results might be caused by different conceptualisations of fit and 

measures applied by previous scholars. For instance, some of them used supplementary 

fit conceptualisation while others used complementary fit. Moreover, subjective and 

perceived fit measures which were applied differently by scholars might lead to 

different findings. On the other hand, scholars also conducted the study with different 

populations, for instance students, job seekers, and employees, and this may have 

contributed to the variable results. These inconsistent findings need further investigation 

in order to obtain a clearer understanding regarding P-O fit and its relationship with job 

satisfaction. 

 

2.5.3. Organisational Commitment 

Organisational commitment is defined as employee’s affective reactions to the 

characteristics of his or her organisation (Porter, Steers, Mowday, & Boulian, 1974). It 

is focused on the feelings of attachment to the organisation’s goals and values. Such 

commitment can be identified by at least three factors, for instance (1) a strong belief in 

and acceptance of the organisation’s goals and values; (2) a willingness to exert effort 

for the organisation; and (3) an eagerness to maintain organisational membership 

(Porter et al., 1974). 

Meyer and Allen (1991) have identified various definitions and 

conceptualisations of organisational commitment. They divided organisational 

commitment into affective, continuance, and normative commitment. In arguing their 

framework, Meyer and Allen (1991) contended that affective, continuance, and 

normative commitment were components of commitment rather than types of 
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commitment. Each component reflects various degrees of an employee’s relationship 

with an organisation.  

Affective commitment is an acceptance of the organisation’s goals and values 

and a desire to maintain membership in the organisation (Meyer and Allen, 1991). 

Employees with a strong affective commitment continue working with the organisation 

because they want to do so. When an employee is affectively committed to an 

organisation, he or she will have an emotional bond with the organisation and be 

emotionally aligned with organisation’s goals. 

Continuance or calculative commitment is defined as an attachment to the 

organisation through investments, for instance pension plan and tenure in the 

organisation, which make employees difficult to leave the organisation (Meyer and 

Allen, 1991). It measures an employee’s intention to remain with the organisation based 

on a cost-benefit perspective. Those costs include economic costs such as compensation 

and benefits, and social costs, for instance reputation and friendship. Employees who 

possess continuance commitment are aware that there are costs associated with leaving 

the organisation. Thus, they remain with the organisation because they wish to avoid 

these costs. 

Lastly, normative commitment is a sense of loyalty or obligation to the 

organisation (Meyer and Allen, 1991). Usually, the investments that the company has 

put into its employees result in a feeling of obligation by the employees to give back to 

the company in return. Employees with a high level of normative commitment feel that 

they ought to stay with the organisation.  

There have been a number of studies examining the relationship between P-O 

value fit and organisational commitment (Cable and DeRue, 2002, Cable and Judge, 

1996, O'Reilly et al., 1991). O’Reilly et al. (1991) conducted a study with 224 MBA 

students and 171 accountants in the US (average age was 27.7 and average years of 
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work experience was 3.2). The P-O fit was measured using the 54 items of OCP while 

commitment was assessed using O’Reilly and Chatman’s (1986) 12-item scale. Results 

show that P-O fit is a significant predictor of normative commitment (r=.25, p<.01), but 

not a significant predictor of instrumental commitment. Using similar instruments as 

O’Reilly et al.’s (1992) study, Cable and Judge (1996) produced similar findings. They 

found that employee’s perceived P-O fit significantly predicts their commitment to the 

organisation (r = .37, p<.01). Drawing from 209 employees (mean of age = 36) from 

various organisational and occupational backgrounds in Canada, Piasentin and 

Chapman (2007) examined the relationship between subjective P-O fit and 

organisational commitment. Organisational commitment was measured using Allen and 

Meyer’s (1990) affective commitment scale. The results revealed that perceived P-O fit 

significantly predicts organisational commitment (β=.57, p<.01). Similar results were 

found by Iplik, Kilic, and Yalcin (2011). Obtaining data from 158 hotel managers (with 

average age between 32-38 years) in Turkey, they measured organisational commitment 

using Mathews and Shepherd’s (2002) scale. The results reveal that P-O fit was found 

to be significantly related to organisational commitment (R2 =.31, p<.01).  

By contrast, See and Kummerow (2008) found two different results. A total 52 

final year BCom students from the University of Adelaide and accounting professionals 

from the same city were involved in their study. Results revealed that for the students, 

there was no relationship between their overall work values fit and organisational 

commitment. For accountants, their overall work values fit correlated positively with 

actual organisational commitment. There were five dimensions of value congruence that 

were positively associated with their organisational commitment, for instance 

supportiveness, emphasis on rewards, competitiveness, social responsibility, and 

innovation.  
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Using 300 employees from the U.S. and 300 participants from Japan, Astakhova 

(2012) examined the relationship between perceived person-supervisor (P-S) fit, P-O fit, 

and affective organisational commitment. Using Structural Equation Modelling (SEM), 

the researcher found a positive relationship between P-S fit and organisational 

commitment in Japan (β=.37, t=3.12, p<.01) but not in the U.S. (β= -.06, t= -.65, 

p>.05). Furthermore, positive association between P-O fit perception and affective 

organisational commitment were both found in  U.S. (β=.047, t=2.99, p<.01) and in 

Japan (β=.41, t=3.27, p<.01).  In terms of indirect relationships, in both the U.S. and 

Japan, the link between perceived P-S fit and organisational commitment was mediated 

by perceived P-O fit. Moreover, in the U.S., perceived P-O fit fully mediated the fit and 

affective organisational commitment link. However, in Japan the mediation was partial.  

Past research has greatly contributed to knowledge with regard to the effect of 

value congruence on organisational commitment. However, similar to the job 

satisfaction, there are inconsistencies in the support for fit effects. A reason behind this 

mixed finding might be the different demographic characteristics of respondents. As 

explained previously, respondents come from wide-ranging ages: 18 to 45 years old.  

These age differences might influence their perception of individual and organisational 

values which might result in different perception of fit. Second, respondents also differ 

in terms of their employment status. Some scholars conducted their study with students, 

job seekers, accountants, and other occupations that might have different perspectives of 

P-O value fit and the outcomes. On the other hand, Meyer et al (2010) raised the 

possibility of context effects as the cause of this inconsistency. They argue that most 

research examining the relationship between P-O fit and affective outcomes such as job 

satisfaction and organisational commitment were conducted under conditions of relative 

stability. In fact, organisations today are under enormous pressure to change in terms of 

strategy and structure (Meyer et al., 2010). This might affect employees’ perception of 
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values and their ideal values, which in turn relates to their satisfaction and commitment. 

Under the condition of organisational change, the relationship between P-O fit and 

organisational commitment might be weaker. Thus, examining this relationship in 

different organisational context might produce different results.  

 

2.5.4. Intention to Leave the Organisation 

Intention to leave is another construct frequently examined in P-O fit studies. It 

refers to employees’ personal assessment of the probability that they will permanently 

leave the organisation in the near future (Michaels and Spector, 1982, Mowday et al., 

1982, Mobley et al., 1979). Identification of factors that predict employees’ turnover 

intention is an important mechanism for organisations to cope with employee turnover. 

Previous studies have revealed that turnover intention is a strong predictor of turnover 

behaviour, despite variations in the strength of the relationship across studies 

(Vandenberg and Nelson, 1999). O’Reilly et al (1991) found that a high P-O fit is 

associated with a low intent to leave the organisation within the year ahead. In other 

words, P-O fit positively predicts the probability of a person’s staying with an 

organisation. Chatman (1991) echoed this finding in a study of 171 auditors. He 

concluded that a high P-O fit at entry is negatively associated with intent to leave the 

organisation. Furthermore, increases in P-O fit after one year with the organisation were 

also negatively associated with intent to leave. Silverthorne’s (2004) study reached a 

similar conclusion, in that a better P-O fit results in lower turnover rates. Another study 

conducted by Moynihan and Pandey (2007) involved 326 managerial and professional 

employees from 12 public and private not-for-profit organisations. They found a 

significant negative effect of P-O value fit on long-term turnover intention. In contrast, 

value congruence was not as significant for short-term turnover intention as it was for 

long-term turnover intention. Where there is overlap between the values of the 
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employee and the organisation, employees are less likely to consider exiting the 

organisation.  

On the other hand, Vandenberg and Nelson (1999) found that intention to leave 

the organisation emerged from employees’ disaffection with the organisation and its 

values. In 2007, Wheeler, Gallagher et al. examined the combined effects of P-O fit and 

job satisfaction on intentions to turnover. They concluded that decreases in P-O fit, 

which caused decreases in job satisfaction, resulted in increases in intent to turnover 

(Wheeler et al., 2007).  

A combination of both supplementary and complementary P-O fit approaches 

was employed by Cable and Edwards (2004). Using a sample of 963 US employees 

with a modal age classification of 41-45 years, this study measured the impact of 

psychological need fulfillment and value congruence, for intent to stay and job 

satisfaction. The study revealed  strong relationships between personal values and 

psychological needs as well as between organisational values and environmental 

supplies. This study indicated that complementary and supplementary fit are interrelated 

but contribute independently to outcomes. In 54% of need-fulfillment relationships, the 

attitudes were the most positive when needs and supplies matched. In the other 38% of 

relationships, attitudes were more positive as supplies approached needs and leveled off 

when supplies exeeded needs. For value congruence, 79% of the cases indicated that 

attitudes were optimised when individual and organisational values were congruent and 

became more positive as organisational values approached individual values. On the 

other hand, intent to stay increased as the organisational value increased to the level of 

personal values and continued stepping up as the organisational value exceeded 

personal values. 
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Recent research about how P-O fit influences turnover intention was conducted 

by Wen, Zhu, and Liu (2016).  Based on 256 Chinese civil servants, they demonstrated 

how employees’ personal identity and perceived P-O fit made contributions to 

predicting their turnover intention. These researchers proposed this is because 

professional identity is nested not only in organisational identity but also social identity, 

which plays an important role in their work attitudes. Results showed that turnover 

intention was negatively related to P-O fit, r (256) = -.31, p<.001, and professional 

identity, r (256) = -.37, p<.001. Furthermore, there was a significant interaction between 

professional identity and P-O fit (β=.18, t=3.12, p<.01), indicating that professional 

identity moderated the relationship between P-O fit and turnover intention. The 

relationship between P-O fit and turnover intention was stronger among employees with 

weaker professional identity than those with stronger professional identity. These 

findings suggest that even when employees experience a low level of P-O fit, their work 

attitudes can still be positive. However, when employees’ professional identity is weak, 

their perceived P-O fit is more important in predicting their work attitudes (Wen, Zhu, 

& Liu, 2016). 

 

2.6. Summary of P-O fit Studies 

A summary of the P-O fit literature about how it relates to work attitudes are 

provided in the following table. In particular, the relation of P-O fit to several outcomes 

has been examined in three meta-analyses. First, a meta-analysis study was carried out 

by Verquer et al. (2003) who reviewed 21 P-O fit studies conducted between 1967 and 

2002. They examined the relationships using three measurements of fit: subjective fit, 

perceived fit, and objective fit. Most of the studies were concerned with the value 

congruence dimension with the particular reference to job satisfaction, organisational 

commitment, and intent to turnover. The effects of sizes of fit were moderately low, 
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ranging from -.18 on intent to turnover, to .28 on organisational commitment. However, 

subjective fit had higher correlations, ranging from .61 for job satisfaction to -.58 for 

intent to turnover. They also found that P-O fit explained minimal variance in job 

satisfaction and intent to turnover (mean R2 = .06 and .03). This study also supported 

previous assumptions that, in terms of attraction and selection, subjective ratings of fit 

were found to be more strongly related to the outcomes than perceived and objective fit. 

Moreover, the use of correlations for P-O fit calculation produced stronger effect sizes 

with the outcomes than difference scores did.  
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Table 1. Review of P-O Fit Literature 

 
Study Sample Supplementary/

Complementary 
Scale Dependent Variable Findings 

O’Reilly, 
Chatman, 
Caldwell 
(1991), 
(Academy of 
Management 
Journal). 

Group 1: 131 
first-year 
MBA students 
at west coast 
university. 
 
Group 2: 93 
MBA student 
at mid-western 
university. 
 
Group 3: 171 
first two year 
accountants in 
west coast 
offices. 
 

Supplementary fit P-O fit: 54 value 
statements of 
OCP (Caldwell 
and O’Reilly, 
1990) (Q-sort 
method). 
 

Organizational 
Commitment: 12 item 
scale of O’Reilly and 
Chatman’s (1986). 
 
Job satisfaction: single 
item Faces Scale 
(Kunin, 1955). 
 
Intent to Leave: four 7-
point Likert-type 
questions. 

1. High P-O fit (when respondents originally 
entered their firms) is associated with 
high positive affect and a low intent to 
leave a year later. 

2. P-O fit is not significantly related to either 
age or gender. 

3. P-O fit is a significant predictor of 
normative commitment, job satisfaction, 
and intentions to leave.  

4. P-O fit positively predicts the probability 
of a person’s staying with an 
organization. 

Chatman, 
(1991). 
(Administrativ
e Science 
Quarterly). 

171 auditors in 
the US (mean 
of age=24). 

Supplementary fit P-O fit: 54 value 
statements of 
OCP (Caldwell 
and O’Reilly, 
1990) (Q-sort 
method). 
 
Selection:  

Satisfaction: Faces 
scale (Kunin, 1955). 
 
Intent to leave and 
departure: four Likert-
scale questions 
regarding their 
intentions to remain or 

1. Spending more time with members 
before entering is positively associated 
with P-O fit at entry. 

2. Demonstrating traits of successful 
members is positively associated with P-
O fit at entry. 

3. High P-O fit at entry is positively 
associated with satisfaction one year 
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1. Pre-hire time 
2. Achievement/ 

confidence 
3. Endurance/ 

analytical 
4. Other offers/ 

applications 
5. firm’s 

acceptance 
ratio (number 
of 
acceptances/nu
mber of offers, 
averaged over 
the past five 
years) 

 
Socialization:  
1. Social 

activities 
2. Mentor 

program 
3. Time in 

training 
4. Recruiting 

perceptions 
5. Reward system 
6. Consistent 

values/ 
behaviours 

leave the organization. later. 
4. High P-O fit at entry is negatively 

associated with intent to leave the 
organization.  

5. Increases in P-O fit after one year of 
membership are positively associated 
with satisfaction and negatively 
associated with intent to leave. Change in 
P-O fit over the first year is a better 
predictor of satisfaction. 
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7. Self-
monitoring 
 

Cable & Judge 
(1996), 
(Organizationa
l Behaviour 
and Human 
Decision). 

96 active job 
seekers in the 
United States. 

Supplementary fit 
and demands-
abilities fit. 

Organizations’ 
value: 40 items of 
The 
Organizational 
Culture Profile 
(OCP; O’Reilly et 
al., 1991) to 
assess P-O fit (Q-
sort method). 
 
Perceived P-O fit: 
single item asking 
“To what degree 
do you feel your 
values match or 
fit the 
organization and 
the current 
employees in the 
organization?” 
 
Attractiveness of 
job attributes: 
includes location, 
promotion 
opportunity, pay 
level, benefits, 

Job choice intention: 
single statement asking 
the likelihood the 
respondent would 
accept a job offer from 
the organization”. 
 
Organizational 
commitment: 12 item 
scale by O’Reilly and 
Chatman’s (1986). 
 
Job Satisfaction: 3 
items of Gallup Poll 
measure of job 
satisfaction, the non-
graphic version of G.M 
Faces scale (Scarpello 
& Campbell, 1983). 
 
Intent to leave: 4 item 
scale (O’Reilly et al; 
1991).  
 
Willingness to 
recommend 
organization: 2 items of 

a) Job seekers’ P-O fit perception 
significantly predicted their job choice 
intentions.  

b) Each factors representing the 
attractiveness of the job attributes 
positively and significantly predicted 
applicants’ job choice intentions.  

c) Perceived values congruence between job 
seekers and their subsequently chosen 
organizations positively affect their 
perceptions of P-O fit as employees. 

d) Job seekers who place greater emphasis 
on P-O fit in their job choice decisions 
experience greater P-O fit after 
organizational entry than job seekers who 
place less emphasis on P-O fit. 

e) Men reported more fit with their 
organizations than women, although this 
difference was not quite significant.  

f) Employees’ perceived P-O fit perceptions 
significantly predict their organizational 
commitment, job satisfaction, turnover 
intentions, and willingness to recommend 
their organization to others. 

g) P-J fit perceptions positively and 
significantly predicted employees’ job 
satisfaction and turnover intentions but 
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company image, 
co-workers, 
security, 
supervisor, and 
type of work 
(Jurgensen, 1978; 
Locke, 1976; 
Turban, Eyring, 
& Campion, 
1993). 
 
Importance of P-
O fit in job 
choice: 2 items 
degree of 
importance of P-
O fit.  

the likelihood to 
recommend the 
organization.  

not their organizational commitment or 
willingness to recommend their 
organizations. 

h) Several of the job attribute factor scores 
positively and significantly predicted 
employees’ work attitudes. 

i) Job seekers’ and employees’ subjective 
P-O fit perceptions mediate the effect of 
perceived value congruence on job choice 
intentions and work attitudes. 

 
 

Kalliath, 
Bluedorn, & 
Strube (1999). 
Journal of 
Organizational 
Behaviour. 

1,358 hospital 
employees, 
including 15 
executives, 
170 middle 
managers, 129 
first-line 
supervisors, 
971 
employees, 
and 73 resident 
physicians and 
contract 

Supplementary fit Person-
Organization 
value congruence: 
A modified 
version of 
competing value 
questionnaire 
(Quinn and 
Spreitzer, 1991) 
contained 32 
items, four items 
per subscale.  
a. Human 

Job satisfaction: four-
item overall job 
satisfaction scale by 
Katzell, Thompson, and 
Guzzo (1992). 
 
Organizational 
commitment: 15-item 
Organizational 
Commitment Scale by 
Mowday, Steers, and 
Porter (1979). 

1. The results indicated a general lack of 
support for congruence effects. None of 
the tested models met all the conditions 
for congruence. 

2. It suggested that congruence effects are 
relatively unimportant for the 
explanation of variance in organizational 
commitment and job satisfaction. The 
shape of the 3D surfaces produced by 
the models confirmed the findings. 
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employees.  relations 
subscale 
including: 
a. Empowerm

ent of 
employees 
to act 

b. Participatio
n and open 
discussion 

c.  Employee 
concerns 
and ideas 

d. Human 
relation, 
teamwork, 
and 
cohesion 

e. Morale 
f. Loyalty 
g. Trust and 

openness 
h. Friendliness 

b. Internal 
process such 
as: 
a) Centralizati

on 
b) Predictable 

outcomes 
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c) Stability 
and 
continuity 

d) Maintaining 
the existing 
systems and 
structure 

e) Controlling 
the work 
process 

f) Order 
g) Rules and 

regulations 
h) Dependabili

ty and 
reliability 

c. Open systems: 
1. Flexibility 
2. Innovation 

and change 
3. Expansion 

and growth 
4. Creative 

problem 
solving 

5. Decentraliz
ation 

6. Risk taking 
7. Providing 

the newest 
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service, 
products 
and 
techniques 

8. New ideas 
d. Rational goal, 

including: 
a) A task 

focus 
b) Efficiency, 

productivity 
and 
profitability 

c) Outcome 
excellence 
and quality 

d) Setting 
objectives 
and 
clarifying 
goals 

e) Getting the 
job done 

f) Goal 
achievemen
t 

g) Hard-
driving 
competitive
ness 
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h) Doing one’s 
best 
 

Silverthorne 
(2004). 
Leadership & 
Organization 
Development 
Journal. 

120 employees 
from 3 
companies in 
Taiwan. 

Complementary 
fit 

Organizational 
culture: The 
Organizational 
Culture Index 
(Wallach, 1983). 
 
P-O fit: 
Individual and 
organizational 
needs lists were 
given to 
participants to be 
ranked 1-10 by 
each of the 
subjects. The 
differences 
between the 
rankings were 
totalled creating a 
single score for a 
measure of the P-
O fit. The lower 
the score the 
better the fit 
(Reilly, 1974). 
Organizational 
needs: 

Organizational 
Commitment: OCQ 
(Mowday et al, 1982). 
 
Job satisfaction: 
Minnesota satisfaction 
questionnaire (Weiss et 
al, 1967). 

a) Innovative and supportive cultures create 
a higher level of job satisfaction than a 
bureaucratic culture. 

b) Level of commitment is in the 
supportive, second highest in the 
innovative, and lowest in the 
bureaucratic culture. 

c) The relationship between job satisfaction 
and P-O fit was statistically significant in 
all three cultures.  

d) A better P-O fit results in higher 
organizational commitment and lower 
turnover rates.  
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a) Loyalty to the 
organization 

b) Hard work 
c) Employee 

cooperation 
d) Creativity 
e) Following 

directions 
f) Good quality 

of work 
outcomes 

g) Commitment 
to the 
organization’s 
objectives 

h) Comradeship 
with 
colleagues 

i) Respect for 
authority 

j) Employee 
satisfaction. 

 
Individual needs: 
1. Good salary 
2. Job security 
3. Being with 

other people 
4. Good 

supervision 
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5. Opportunity 
for promotion 

6. Challenging 
work 

7. Feeling of 
achievement 

8. Good 
working 
conditions 

9. Being 
involved in 
the 
organizational 
climate 

10. Ability to take 
responsibility. 

 
Carless 
(2005). 
Journal of 
Occupational 
and 
Organizational 
Psychology. 

193 graduate 
applicants for 
an Australian 
national 
telecommunica
tions company.  
 
Data were 
collected at 
four time 
points: 
a) After 

application 

Complementary 
fit 

Person-Job (P-J) 
fit perceptions 
were assessed by 
four items 
developed by 
Saks and Ashford 
(1997). The 
response format 
for both fit scales 
was a 7-point 
Likert scale with 
1 representing not 
at all and 7 

Alternative job offers 
was assessed by two 
items used by Harris 
and Fink (1987). These 
assessed the number of 
job offers expected to 
be received and the 
number received so far. 
The response format 
was a 9-point Likert 
scale, ranging from 0 to 
8 or more.  
 

a) Subjective perceptions of PJ and PO fit 
assessed prior to, and during the 
selection process predict organizational 
attraction prior to, and mid-selection. 

b) Subjective perceptions of PJ fit (not PO 
fit) assessed prior to, and during the 
selection process predict intentions to 
accept a job offer mid and end of 
selection.  

c) At mid selection, the relationship 
between PJ fit and intentions to accept is 
mediated by attraction to the 
organization. However, at the end of 
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was 
received and 
prior to any 
selection 
procedures. 

b) After first 
selection 
interview. 

c) After all 
selection 
procedures 
had been 
completed. 

d) After job 
acceptance 
decision was 
made. 

representing 
completely.  
 
P-O fit 
perceptions were 
assessed by four 
items developed 
by Judge and 
Cable (1997). 
 
Mediating 
variable: 
Organizational 
attraction was 
assessed by three 
items adapted 
from Smither, 
Reilly, Millsap, 
Pearlman, and 
Stoffey (1993). 
These items 
assessed 
perceptions of the 
attractiveness of 
working for the 
company. 
The response 
format was a 7-
point Likert scale 
with 1 

Job acceptance 
intentions were 
measured by two items 
developed by Harris 
and Fink (1987). These 
were: 
1. “If you were offered 

the job, would you 
accept it?” 

2. “If you were offered 
the job, would you 
accept it 
immediately?”  

The response format 
was a 7-point Likert 
scale with 1 
representing not at all 
likely and 7 
representing extremely 
likely. 
 
Job acceptance 
decision. Applicants 
were asked if they had 
been offered a position 
with the organization 
and whether they 
accepted the offer.  
 

selection process, no support was found 
for a mediating effect.  

d) PJ fit has a direct effect on intentions to 
accept. 

e) Although PO fit was related to attraction, 
the findings suggest that PO fit was not 
related to intentions to accept at either 
mid or end of selection. 

f) Actual job choice was not influenced by 
initial or mid-selection perceptions of PJ 
or PO fit. 
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representing 
strongly disagree 
and 7 
representing 
strongly agree.  
 

Ostroff, Shin, 
& Kinicki 
(2005). 

951 employees 
from 113 bank 
branches in the 
United States. 

Supplementary fit Individual and 
organisational 
value scales:  
31 value items 
generated from a 
series of focus 
group meeting 
which were 
grouped into four 
value dimensions: 
human relations, 
open system, 
rational goal, and 
internal process. 
Participants were 
asked to indicate 
the extent to 
which they 
believed in or 
supported each 
value in their life. 
A 5-point Likert-
type scale ranging 
from 1 (very little 

Job satisfaction: 
Assessed with 10 items 
reflected work 
activities, workload, job 
security, and physical 
environment. A 5-point 
scale ranging from 1 
(very dissatisfied) to 5 
(very satisfied) was 
employed. 
 
Commitment: 
Four items derived 
from Mowday, Steers, 
and Porter’s (1979) 
measures were used. A 
5-point scale ranging 
from 1 (strongly 
disagree) to 5 (strongly 
agree) was 
implemented. 
 
Turnover intentions: 
A single item asking 

Using polynomial regression analysis, this 
study found: 
a) For satisfaction and commitment, 

congruence was supported for the human 
relations, open system, and internal 
process dimensions. 

b) When turnover intentions were predicted, 
only additive effects were found for the 
human relations, rational goal, and 
internal process dimensions. 
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extent) to 5 (very 
great extent) were 
implemented. 

whether participants 
plan to look for another 
job outside the 
company within the 
next 12 months was 
assessed on a 5-point 
scale.  
 

Moynihan & 
Pandey 
(2007). 
Journal of 
Public 
Administratio
n Research. 

326 
managerial and 
professional 
employees 
from 12 public 
and private 
non-profit 
organizations 
in the United 
States. 

Supplementary fit Job satisfaction: 3 
statements of 
satisfaction from 
Cook et al. 1981. 
a) “In general, I 

like working 
here”. 

b) “In general, I 
do not like my 
job”. 

c) “all in all, I am 
satisfied with 
my job”. 

 
P-O value fit 
(O’Reilly and 
Chatman, 1986): 
1. “If the values 

of this 
organization 
were different, 
I would not be 

Short term or active 
turnover intention: 
single question 
regarding how often 
does respondent look 
for job opportunities 
outside this 
organization, with 
Likert-scale 1-5. 
 
Long term turnover 
intention: single 
statement of “I would 
be very happy to spend 
the rest of my career 
with this organization. 
Likert-scale 1-7. 

a) There is a negative significant effect of 
P-O value fit on long-term turnover 
intention. 

b) Where there is overlap between the 
values of the employee and the 
organization, employees are less likely to 
consider exiting the organization. In 
other words, value congruence is not as 
prominent for short-term turnover 
intention as it is long-term turnover 
intention. 

c) Job satisfaction and co-worker support 
are more prominent to making career 
decisions than value fit. 
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as attached to 
this 
organization”. 

2. “The reason I 
prefer this 
organization to 
others is 
because of 
what it stands 
for, its values". 

3. What this 
organization 
stands for is 
important to 
me”. 
 

Piasentin & 
Chapman 
(2007). 
Journal of 
Occupational 
and 
Organizational 
Psychology. 

209 employees 
of various 
organizational 
and 
occupational 
backgrounds, 
namely: 
manufacturing 
and technology 
sector, as well 
as 
administrative 
department of 
a hospital. 

Supplementary 
and 
Complementary 
fit 

Subjective P-O 
fit: four items 
pertaining to 
employees’ 
perceptions of fit, 
including: 
1. “I fit in well 

with other 
people who 
work for this 
company”. 

2. “This 
organization is 
a good fit for 

Job satisfaction: five 
items of job satisfaction 
from Brayfield and 
Rothe (1951) (α=.92). 
 
Organizational 
commitment: Allen and 
Meyer’s (1990) 
affective commitment 
scale (α=.80). 
 
Turnover intentions: 
assessed with two items 
including: 

a. Both perceived similarity and 
complementarity predict overall 
subjective P-O fit.  

b. Subjective P-O fit significantly predicts 
job satisfaction, organizational 
commitment, and turnover intentions. 
Specifically, subjective fit accounted for 
41.3% of the variance in job satisfaction 
(p<.001), 46.1% of the variance in 
organisational commitment (p<.001) and 
29.3% of the variance in turnover 
intentions (p<.001). 

c. Subjective fit fully mediates the 
relationship between perceived similarity 
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(Mean of age = 
36 and mean 
of tenure: 7.4 
years). 

me in terms of 
what I look for 
in an 
employer”. 

3. “I think other 
people would 
say that I fit 
into this 
organization”. 

4. “I would 
probably fit in 
better at 
another 
organization 
than the one I 
currently work 
for”. 

 
Perceived 
similarity and 
complementarity: 
Researchers 
developed 6 items 
assessing the 
extent to which 
respondents 
perceive the 
congruence 
between their 
characteristics 

a. “I frequently think 
about quitting my 
job”. 

b. “I doubt that I will be 
here in a few 
months”. (α=.90) 

and work attitudes (i.e. job satisfaction, 
organizational commitment, and turnover 
intentions) as well as between perceived 
complementarity and work attitudes (i.e. 
job satisfaction and organizational 
commitment). 
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and 
organizational 
characteristics. 
They also 
developed nine 
items to assess the 
extent to which 
employees 
perceive their 
personal 
characteristics 
complement the 
organization or 
people in the 
organization. 
Finally, 
researchers also 
created four items 
that assess 
perceived 
difference. 
 

See & 
Kummerow 
(2008). Pacific 
Accounting 
Review 

52 final year 
BCom students 
from the 
University of 
Adelaide and 
accounting 
professionals 
from the same 

Complementary 
fit (ideal vs 
actual) 

Work values: 
Sarros et al.’s 
(2005) adaptation 
of the 
Organizational 
Culture Profile 
(OCP). It consists 
of 7 main factors 

Job satisfaction: a 
three-item scale 
developed by Seashore 
et al. (1982) 
 
Organizational 
commitment: the nine-
item Organizational 

a) For the students, there was no 
relationship between their overall work 
values fit and either their expected job 
satisfaction or expected organizational 
commitment. 

b) For accountants, their overall work 
values fit correlated positively with both 
actual job satisfaction and actual 
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city. or dimensions, 
namely: 
1. Competitivene

ss 
2. Social 

Responsibility 
3. Supportivenes

s 
4. Innovation 
5. Emphasis on 

rewards 
6. Performance 

Orientation 
7. Performance 

Orientation 
8. Stability 
 
Work-family 
values: Work-
Family Culture 
questionnaire 
(WFC) by 
Thompson et al. 
(1999). Factor 
analysis of the 
WFC revealed a 
three-factor 
structure, 
comprising: 
1. Managerial 

Commitment Scale 
developed by Cook and 
Wall (1980). 

organizational commitment. 
c) In terms of each OCP dimension for 

student, supportiveness was negatively 
related to both expected job satisfaction 
and expected organizational 
commitment. Moreover, the congruence 
between students’ ideal and expected 
values pertaining to emphasis on rewards 
was positively related to their expected 
job satisfaction. Finally, there is a 
positive relationship between fit for 
stability and job satisfaction. 

d) With respect to the corresponding 
findings for accountants, there were four 
dimensions (out of seven) that were 
positively associated with job 
satisfaction, namely supportiveness, 
emphasis on rewards, social 
responsibility, and performance 
orientation. There were also five 
dimensions of value congruence that 
were positively associated with their 
organizational commitment, for instance 
supportiveness, emphasis on rewards, 
competitiveness, social responsibility, 
and innovation.  
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support 
2. Career 

consequences 
3. Organisational 

time demands 
 

Cennamo & 
Gardner 
(2008). 
Journal of 
Managerial 
Psychology. 

597 employees 
from eight 
organizations 
based in New 
Zealand, 
consist of: 
30% from law 
firm, 27% 
from media 
corporations, 
18% from 
construction 
industry, 12% 
from 
pharmaceutical 
distribution, 
4% from IT 
firm, and 9% 
from 
recruitment 
industry.  
57% of the 
respondents 
were 

Need-supply Work values: The 
24 items from 
Work Value 
Questionnaire 
(WVQ) (Elizur, 
1984) and the 
Work Value Scale 
(WVS) (Lyons, 
2004). For each 
value respondents 
were asked to rate 
their individual 
(I) values and 
perceive 
organizational (O) 
values.  
P-O fit was 
measured by 
subtracting O 
values from I 
values to create 
discrepancy 
score.  

Job Satisfaction: The 
15-item of Job 
Satisfaction Scale (JSS) 
(Warr et al., 1979) with 
five-point scale. 
 
Affective 
Organizational 
Commitment: The nine-
item of Organizational 
Commitment 
Questionnaire (OCQ) 
(Mowday et al., 1979). 
 
Intention to Leave: A 
three-item measure 
including: 
1. “Thoughts about 

quitting this job 
cross my mind”. 

2. “I plan to look for a 
new job in the next 
12 months”. 

3. “How likely is it 

 
a). Significant generational differences 

regarding individual work values 
including extrinsic and status work 
values do exist. In contrast, no significant 
differences were found on intrinsic, 
altruism, social and freedom values. 
Younger generations valued status higher 
than older group. b). Baby boomers 
reported better fit for extrinsic work 
values (e.g. pay and benefits) and status 
than the younger groups. 

 c). The values held by individuals were less 
important for outcomes than perceptions 
of what organisations supplied, at least 
for extrinsic and status values. d). 
Perceptions of organizational extrinsic 
and status values predicted job 
satisfaction, organizational commitment, 
and (negatively) intentions to leave. e). 
Individual status values negatively 
predicted job satisfaction and 
organizational extrinsic values.f). The 
interactions between generation and 
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Generation X 
aged between 
29-42 years 
old, 23% of 
Baby Boomers 
and 17% were 
Generation Y. 

that, over the next 
year, you will 
actively look for a 
new job outside of 
this organization?” 
 

organizational extrinsic values, and 
between generation and organizational 
status values, explained significant 
variance in organizational commitment. 
Participants who perceived higher levels 
of status and extrinsic values in their 
organizations showed higher 
commitment.g). Participants who 
perceived higher levels of status values 
in their organizations showed lower 
intentions to leave.  h). In general, group 
differences in relationships between fit 
and outcomes were little. 

 
Iplik, Kilic, & 
Yalcin (2011). 
International 
Journal of 
Contemporary 
Hospitality 
Management 

158 hotel 
managers in 
Turkey 

Subjective fit P-O fit was 
measured using 
self-report. A 
three-item 
measure based on 
questions 
developed by 
Cable and Judge 
(1996) was 
implemented. 
 
P-J fit was 
performed to 
assess 
individual’s 
perceptions of 

Organisational 
Commitment was 
obtained using a scale 
developed by Mathews 
and Shepherd (2002). 
 
Job Satisfaction was 
measured using a scale 
developed by Brown 
and Peterson (1994).  

a) Results indicated that P-O fit had 
significant direct effect on organisational 
commitment (β=.056) and job 
satisfaction (β=.42). 

b) P-O fit was significantly related to 
organisational commitment (R2=.318) 
and job satisfaction (R2=.18). 

c) P-J fit had significant direct effects on 
organisational commitment (β=.218) and 
job satisfaction (β=.572).  

d) P-J fit significantly related to 
organisational commitment (R2=.048) 
and job satisfaction (R2=.327). 
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how well they fit 
with particular 
job. It is 
measured using 
Brkich et al.’s 
(2002) scale.  

Wen, Zhu, & 
Liu (2016). 
Social 
Behavior and 
Personality. 

256 civil 
servants 
employed by 
municipal 
government in 
China. 

Supplementary fit P-O fit was 
measured with 
five items 
previously used 
by Cable & 
Judge, 1996. Each 
item was rated on 
a 7 point Likert 
type of agree and 
disagreement.  
 
Professional 
Identity was 
measured with 
eight items 
previously used 
by Johnson et al., 
2006. It was rated 
on a 7-point 
Likert type of 
agree and 
disagreement.  
 

Turnover intention was 
measured using The 
Michigan 
Organisational 
Assessment 
Questionnaire 
developed by 
Cammann, Fichman, 
Jenkins, and Klesh 
(1979). 

a). Turnover intention was negatively related 
to P-O fit (r = -.31, p<.001), and 
professional identity (r = -.37, p<.001). 
Professional identity was positively 
related to P-O fit (r = .25, p<.001). 
b). There was a significant interaction 
between professional identity and P-O fit 
(β=.18, t=3.12, p<.01). 

b). Turnover intention increased for 
participants with weak professional 
identity and high perceived P-O fit (β= -
.38, t= -5.18, p<.001). 

Astakhova, 300 employees Supplementary P-O fit Affective organisational a) P-S fit perceptions are positively related 
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(2016). 
Journal of 
Business 
Research. 

from the U.S. 
and 300 
employees 
from Japan. 

fit. perceptions were 
measured using 
Cable and 
DeRue’s (2002) 
3-item measure. 
 
P-S fit 
perceptions were 
assessed a using 
3-item 
instruments by 
Hoffman et al 
(2011). 

commitment was 
assessed using the 8-
item affective 
organisational 
commitment measure 
(Allen&Meyer, 1990). 

to affective organisational commitment 
in Japan (β=.37, t=3.12, p<.01) but not in 
the U.S. (β= -.06, t= -.65, p>.05). 

b) P-O fit perceptions predicted affective 
organisational commitment in the U.S. 
(β=.47, t=2.99, p<.01) and Japan (β=.41, 
t=3.27, p<.01). 

c) The link between perceived P-S fit and 
organisational commitment was 
mediated by perceived P-O fit in both the 
U.S. and Japan. 
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Extending Verquer et al.’s (2003) study, Hoffman and Woehr (2006) analysed 

24 studies conducted between 1967 and 2003. They included several additional 

outcomes, for instance job performance, organisational citizenship behaviour and actual 

turnover. The majority of studies used value congruence as fit indicator. They suggested 

that P-O fit was weakly to moderately related to turnover (ρ=.26), task performance 

(ρ=.26), and organisational citizenship behaviour (ρ=.21). The results of the analysis 

investigating the moderating effect of fit measurement indicated that subjective 

measures were weakly related to behavioural outcomes (ρ=.17). However, perceived 

(ρ=.27) and objective (ρ=.28) fit measures were moderately related to behavioural 

outcomes. 

Another meta-analysis study was conducted by Kristof-Brown et al (2005) 

which investigated Person-Environment (P-E) fit studies including Person-Job fit, 

Person-Group fit, Person-Supervisor fit, and Person-Organisation fit. The study 

reviewed 172 studies with 836 effect sizes. In general, P-O fit had stronger correlations 

with job satisfaction (r=.44), organisational commitment (r=.51), and was more 

moderate for intent to turnover (r=-.35). With pre-entry groups, P-O fit correlated 

(r=.24) with applicant job acceptance. However, they found minimal explained variance 

in job satisfaction and intent to turnover (mean R2 = .09 and .07).  

Similar results were obtained from studies conducted from 2007 onwards. 

Piasentin and Chapman (2007) used hierarchical regression analysis  to see whether 

subjective P-O fit predicted work attitudes. Their results indicated that subjective fit 

accounted for significant variance in job satisfaction (β=.61, p<.01), organisational 

commitment (β=.57, p<.01), and turnover intentions (β=.-.51, p<.01). Moreover, 

perceived similarity and complementarity also each accounted for significant variance 

in work attitudes even though the contribution of complementary perception was 
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weaker than that of similarity perception. Thus, this study suggested that perceptions of 

fit are not only developed from perceived similarity but also complementarity.  

To test whether there is generational differences in work values, P-O fit, and 

work outcomes, Cennamo and Gardner (2008) administered the Work Value 

Questionnaire (WVQ) to 504 Auckland employees, representing Baby Boomers (born 

between 1946-1961), Generation X (born between 1962-1979), and Generation Y (born 

between 1980-2000). P-O values fit was conceptualised using the need-supply approach 

and calculated using discrepancy scores. The results revealed that older employees were 

more likely to perceive the fit with their organisation’s status and reward systems values 

than younger employees. In contrast, no significant differences were found on intrinsic, 

altruism, social, and freedom values. Moreover, Generation Y valued freedom more 

than Generation X and Baby Boomers. Regarding the relationship between P-O fit and 

work outcomes, this study demonstrated that the values held by individuals were less 

important for outcomes than perceptions of what organisations supplied. Employees 

with high P-O fit on status and extrinsic values were more committed and less likely to 

leave. However, younger employees were more likely to experience a lack of fit. As a 

consequence, they were less committed and more likely to leave the organisation.  

The findings of P-O fit studies using polynomial regression (Kalliath et al., 

1999; Ostroff et al., 2005) also provide different evidence of differential fit effects. 

Kalliath et al. (1999) measured value congruence in a sample of 1,358 hospital 

employees in the United States. Their study found that, although quadratic and 

interaction components were present in all models, there was no support for a 

congruence effect. They found no evidence of congruence effects in explaining 

variance in organisational commitment and job satisfaction. They argued that strong 

organisational values alone might contribute to commitment. It may be the case that 

rather than fit being important, it is the lack of fit that is important. In a study of 951 
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employees from 113 bank branches in the United States, Ostroff et al. (2005) found 

mixed support for the P-O fit relationship and to attitudinal outcomes. For satisfaction 

and commitment, congruence was supported for three out of four value dimensions 

(human relations, open system, and internal process).  

From these P-O fit studies, I draw several conclusions. First, supplementary fit, 

particularly with regard to P-O value congruence, is consistently used as the basis for 

conceptualising and measuring P-O fit (O'Reilly et al., 1991, Chatman, 1991, Kalliath 

et al., 1999, Ostroff et al., 2005, Moynihan and Pandey, 2007). Second, most of studies 

have found that employees who are experiencing a higher fit are likely to report more 

positive attitudes such as job satisfaction and organisational commitment (O'Reilly et 

al., 1991, Chatman, 1991, Cable and Judge, 1996, Silverthorne, 2004, Ostroff et al., 

2005, Moynihan and Pandey, 2007). By contrast, those with a lower fit are more likely 

to experience negative outcomes such as dissatisfaction and intent to turnover 

(Piasentin and Chapman, 2007, Silverthorne, 2004, Moynihan and Pandey, 2007). 

Third, despite the significant correlation between P-O fit and outcomes, several studies 

have revealed no support for a congruence effect (See and Kummerow, 2008, Kalliath 

et al., 1999, Carless, 2005). This inconsistency in the findings suggests a need for 

scholars to undertake P-O fit studies that investigate the reasons for those mixed results. 

Fourth, most previous studies did not examine what specific dimensions of fit or misfit 

acceptance intention, job satisfaction, organisational commitment, and turnover 

intention. Furthermore, all the studies of P-O fit included in the review were conducted 

in developed countries. No study has yet attempted to examine P-O fit effects in 

developing countries. Lastly, most studies that have examined P-O fit and job 

satisfaction, organisational commitment, and turnover intention were conducted with 

experienced and senior employees (Kalliath et al., 1999, Moynihan and Pandey, 2007, 
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Piasentin and Chapman, 2007, Iplik et al., 2011). Very few studies have been conducted 

on younger employees or newcomers.  

 

2.7. Cultural Context in Indonesia 

Individuals or cultural groups in Western and Eastearn part of the world often 

differ in their value and motivational belief. These differences depend on several factors 

for instance sociocultural, politic, and economic system in which these individuals or 

cultural groups live (Liem & Nie, 2008). Rapid economic growth which accelerated the 

process of modernization, openness, and globalization in Western countries has led 

Western individuals to emphasize values oriented to individuality, independent 

thinking, and creativity (Liem & Nie, 2008).  On the other hand, growing in an Islamic 

root and agricultural tradition, Indonesian individuals adhere to conservative and 

collectivist values.  

Indonesia is a diverse country, consisting of many islands and thousands of 

ethnicities. Given its multiethnicity and multireligiosity, Indonesian people are 

committed to a lot of ritual activities, both in relation to culture and religion. Therefore, 

they tend to adhere to values emphasizing conformity and togetherness. High 

importance is attributed to harmony in social relation, and open conflict are generally 

avoided (Magnis-Suseno, 1997).  

Rooted in Dutch’s sociopolitical policy which classified people into social 

system hierarchy, a paternalistic and feudalistic pattern of social interaction has been 

strongly cultivated in the Indonesian society. Parents are obliged to care for the children 

and provide everything they need to grow up. This responsibility may continue until 

their children obtain their financial security. However, according to Indonesian 

traditional belief, children are not expected to pay back their parents’ effort. But they 

must honor and respect their parents.  Moreover, seniority and elder status plays an 
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important role in society and community. Younger people usually respect the elderly 

and their social status in the community (Mangundjaya, 2010). Therefore, in regard to 

achievement, older people usually have more power to determine goals and gain more 

respect from younger people (Liem & Nie, 2008). As older Indonesian is more 

comfortable with stable and predictable conditions, they prefer their children to work in 

government institution which guarantee a long life employment rather than private 

sectors.  

Given the above, I wish to extend this line of investigation by examining P-O 

value fit and unpacking its influences in developing countries, but particularly 

Indonesia. Specifically, this thesis examines younger employees’ P-O value fit and 

examines its effect on work-related attitudes. In addition, I will examine their P-O value 

fit across 7 value dimensions and unpack how these dimensions relate to individual 

acceptance intention, job satisfaction, organisational commitment, and turnover 

intention. In Chapter 3, I propose a series of hypotheses which will then be tested with 

three studies.  
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CHAPTER 3 

THEORETICAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT 

 

In this chapter, I develop a number of hypotheses based on Schwartz’s theory of 

values (Schwartz, 1992), Socioemotional selectivity theory (Carstensen, 1991), and the 

Attraction Selection Attrition (ASA) framework (Schneider et al., 1995) to address the 

research questions listed in Chapter 1.   

First of all, I aim to explain value differences between younger and older 

Indonesian employees. Even though prior research on individual value differences has 

been conducted (Benson and Brown, 2011, Cennamo and Gardner, 2008, Twenge et al., 

2010, Wong et al., 2008), only a few of them have looked at age differences. Most of 

them focus on generational differences. In order to elucidate value variations due to age 

differences, I drew on Schwartz’s (1992) value types and the socioemotional selectivity 

theory by Carstensen (1991).  

Carstensen (1991) used socioemotional selectivity theory to explain age 

differences in the social activities and emotional experiences of adults. This theory 

describes that people invest their time and energy across various activities differently 

when they grow older. Specifically, there are two main types of psychological goals in 

someone’s lives. The first one refers to expansive goals, which are associated with 

acquiring knowledge or making new social contacts. The second category refers to 

goals related to feelings, for instance emotional balancing or sensing that one is needed 

by others. Subsequently, these goals are classified as ‘knowledge-acquisition’ and 

‘emotionally meaningful’ motives  (Carstensen, 1991).  

Knowledge acquisition goals refer to the process of learning and analysing new 

things and incorporating the knowledge into job performance and career advancement 

activities, whereas an emotionally meaningful goal is associated with finding meaning 
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in life, developing intimacy with others, and dedicating oneself in the social 

environment (Carstensen, 1991). 

 Meanwhile, socioemotional selectivity theory suggests that people adapt to 

aging by realising that they are approaching the end of their life. Thus, they become 

more concerned about experiencing meaningful social bonds (Carstensen et al., 2003). 

Older people also tend to maximise their social and emotional gains and avoid social 

and emotional risks. They are more likely to increase the quality of their social 

relationships and enhance their appreciation of life. Thus, they engage more in social 

activities instead of gaining additional knowledge (Carstensen et al., 2003).  

By contrast, young adults tend to prioritise knowledge-acquisition goals 

(Carstensen et al., 2003). They have a strong desire to gain valuable information that 

could advance their careers. Since knowledge striving is very important to them, it is 

sometimes pursued even at the cost of emotional satisfaction.  

How do these behavioral goals change with age? Socioemotional selectivity 

theory assumes that people count and consider how much time they have left in life. On 

the one hand, young adults perceive that they have a lot of time and opportunities in the 

years ahead to pursue their goals and careers. On the other hand, older adults perceive 

more limitations on their future. Consequently, older adults are more likely to 

experience more value from engaging in social activities than from knowledge 

acquisition activities (Ng and Feldman, 2010). 

Socioemotional selectivity theory also postulates that older adults tend to 

experience more positive emotions and fewer negative emotions. Meanwhile, younger 

adults are more likely to experience negative emotions. Consequently, older adults are 

reported to have greater emotional control and stability than the younger (Carstensen, 

1992).  
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To sum up, socioemotional selectivity theory predicts that changes in social 

behaviour and attitudes of someone can be explained by how much longer they perceive 

their life is. As such, this theory migh be useful to explain the relationship between age 

and value too. 

Accordingly, I expect age to correlate positively with values that emphasise social 

harmony, understanding, tolerance, and social stability. Of the 10 motivational types of 

Schwartz’s (1992) values, age should correlate positively with values of tradition, 

universalism, conformity, benevolence, and security values. These values are associated 

with transcendence, belief, emotional regulation, preserving the social order, and 

reducing uncertainty (Schwartz, 1992). For a similar reason, I expect that age is likely to 

correlate negatively with giving priority to values that emphasise change, knowledge 

acquisition, materialism and pleasure. This implies a negative correlation between age 

and giving priority to stimulation, achievement, self-direction, hedonism, and power 

values. Thus, I hypothesise that: 

H1: Age is positively correlated with individual endorsement of (a) tradition, (b) 

universalism, (c) conformity, (d) security, and (e) benevolence values. 

H2: Age is negatively correlated with individual endorsement of (a) stimulation, (b) 

self-direction, (c) achievement, and (d) hedonism, and (e) power values.  

 

The second study considers Indonesian younger workers in regard to their P-O 

fit and work attitudes. Based on those hypothesised in Study 1, I further theorize which 

dimensions of Person-Organisation value fit would be associated with Indonesian job 

seekers’ and younger employees’ intention to accept a job offer, job satisfaction, 

organisational commitment, and intention to turnover. Drawing on the Attraction-

Selection-Attrition (ASA) theory (Schneider, 1987) which proposes that people are 

attracted to and selected by organisations based on their matching characteristics and 
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value with those of the organisation, I expect applicants who maintain a value fit with 

their organisation to be more likely to accept offers from the organisation. Moreover, I 

predict that employees who perceive greater fit with the organisation are more likely to 

feel satisfied and more committed with the organisation, and less likely to turnover. On 

the contrary, people having unsuited characteristics with organisation will leave 

(Schneider et al., 1995).  

Among the seven dimensions of Organisational Culture Profile (OCP) (Sarros et 

al., 2005), namely competitiveness, social responsibility, supportiveness, innovation, 

emphasis on rewards, performance orientation, and stability, I expect values related to 

knowledge acquisition goals to be more important in driving younger employees’ 

perception of their P-O value fit with their organisation. Those values include 

competitiveness, innovation, emphasis on rewards, and performance orientation. In 

addition, these value dimensions pertain to an organisational culture that is more 

performance-oriented, competitive, innovative, and reward-focused. Hence I assume 

that the congruence of these value dimensions would have stronger associations with 

work attitudes.  

Fit in terms of performance-orientation value is likely to be important for 

younger employees because they are continually striving to develop new skills and have 

high expectations for performance (Kwok, 2012). For instance, Sun and Wang (2010) 

found that younger employees rate self-development as the most important thing in their 

life. Moreover, they tend to regard self-achievement as the most important purpose in 

their jobs (Sun and Wang, 2010). Therefore, younger employees will prefer to work in 

organisations that can support their own continuous development. When employees are 

provided with opportunities to grow and develop, they will be more likely to experience 

job satisfaction and organisational commitment. This is in line with the study by Bellou 
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(2007), which found that younger employees’ job satisfaction is affected by the 

opportunities for professional growth they are given.  

At the same time, I expect that younger employees will look for organisations as 

employers that share a similar value of competitiveness to them selves. At the beginning 

of their career, younger employees adopt higher standards of work than others (Kwok, 

2012). Based on interviews with 50 participants in mainland China and Hong Kong, 

Kwok (2012) found that younger people set higher and more challenging goals on 

achievement. Therefore, employees who share similar values, particularly 

competitiveness values, with the organisation, will be more satisfied, more committed, 

and less likely to leave the organisation. 

Furthermore, younger employees generally value openness to change (Kwok, 

2012). This is in line with Sun and Wang’s (2010) study, which found that young 

people were less likely to follow the traditional collective ideology. As such, younger 

employees may prefer an organisation that also values novelty or innovation. If an 

organisation values innovation, it is more likely to provide its employees with 

opportunities and resources to take initiative and explore innovative approaches to 

performing their jobs. Thus, I argue that P-O innovation value congruence will affect 

younger worker attitudes positively.  

Lastly, being fit in terms of values related to emphasis on rewards and fairness is 

likely to be important for younger employees. As suggested by Wilson et al. (2008), 

younger employees tend to be more satisfied with extrinsic rewards provided by 

organisations, including pay and benefit, as well praise and recognition. If an 

organisation also puts a high priority on this value, younger employees will feel more 

fairly treated and therefore more likely to demonstrate positive attitudes. Thus, I expect 

that acceptance intention, job satisfaction and organisational commitment will be high 
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when younger employees’ values, in terms of emphasis on rewards, are congruent with 

values of their organisations. At the same time, intention to turnover should be lower.  

Based on these arguments, I hypothesise that: 

H3: The greater P-O congruence of (a) performance orientation, (b) emphasis on 

rewards, (c) competitiveness, and (d) innovation values, the higher job seekers’ 

levels of acceptance intention. 

H4: The greater P-O congruence of (a) performance orientation, (b) emphasis on 

rewards, (c) competitiveness, and (d) innovation values, the higher employees’ 

levels of job satisfaction. 

H5: The greater P-O congruence of (a) performance orientation, (b) emphasis on 

rewards, (c) iompetitiveness, and (d) Innovation values, the higher employees’ 

levels of organisational commitment. 

H6: The greater P-O congruence of (a) performance orientation, (b) emphasis on 

rewards, (c) competitiveness, and (d) innovation values, the lower employees 

levels of intention to turnover. 

 Additionally, I aim to explore employees’ experience of fit or misfit with 

organisations. Moreover, I wish to uncover the processes whereby organisations might 

be able to improve P-O value fit from employees’ perspective. These objectives are 

addressed through in-depth qualitative analyses of interview data. There are no 

hypotheses proposed for this study.   

However, using the case of Japanese organisations, Sekiguchi (2006) developed 

a model for increasing fit between individuals and organisations. The first approach is 

through recruitment and selection. One of the processes involves the selection 

interview, which is used to assess the match between applicants’ characteristics and 

broader organisational attributes (P-O fit). This way, an organisation can choose the 

most suitable person for the organisation at the early stage of employment. Next, the 
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model suggests that, after new employees are hired, orientation, and subsequent 

socialisation practices can enhance the P-O fit that is established in the recruitment and 

selection process. This orientation and initial training aims to socialise new hirees to 

enforce P-O fit and match individuals with their environment. As revealed in Cable and 

Parsons’ (2001) study, newcomers’ values change in the direction of their 

organisations’ values when they experience sequential and fixed socialisation tactics. As 

a result, P-O value fit between newcomers and the organisation become greater  (Cable 

and Parsons, 2001). 

Compensation and promotion also support organisations in promoting P-O value 

fit (Sekiguchi, 2006). These practices serve as incentives in motivating employees to 

obtain important KSAs to fit better with their jobs as well as to develop closer 

emotional bonds with the organisation. However, different organisations might 

implement different strategies to promote a P-O value fit (Sekiguchi, 2006). Therefore, 

through in-depth interviews this study explores employees’ experiences of how their 

organisations promotes P-O value fit, with the aim of providing additional practical 

guidance as to how organisations may improve P-O fit. The following chapter provides 

an in-depth account of methodology and research design for each study.  
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CHAPTER 4 

METHODOLOGY AND RESEARCH DESIGN 

  

To test the Hypotheses proposed in the previous chapter, I conducted three 

studies and detailed my methodology and research design in this chapter.  

 

4.1. Study 1 

4.1.1. Research Design 

As mentioned in Chapter 1, I designed the first study to explore the value 

priorities of younger and older employees in Indonesia. In particular, this study will test 

Hypothesis 1 and Hipothesis 2 that are proposed on Chapter 3.  

A one-time self-report survey was conducted to address these research 

questions. Approval for this research was granted by the Human Research Ethics 

Committee (HREC) of the University of Western Australia with the reference number 

RA/4/1/6260. The survey was conducted from August 2013 until November 2013. 

During this period, data collection activities were carried out. 

 

4.1.2. Procedure and Participants  

The target population of this study consisted of employed professional 

employees from three main sectors of the working population in Indonesia: 1) financial 

sector, 2) retail and hospitality, and 3) manufacturing. These three sectors are large and 

rapidly growing fields of employment. The companies invited to join the research were 

those listed in Indonesian Chamber of Commerce and Industry, and/or registered as 

banks by Bank of Indonesia. In total there were 159 listed companies and 154 registered 

banks. 
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 To recruit the participants, Human Resource Managers from each company were 

contacted through telephone and email. Their contacts were available on the company’s 

website. The purpose and the nature of the study were explained. If they agreed to 

participate in the research, the managers were given the link of the online survey and 

asked to forward it to their employees. Through the first contact, 170 companies and 

banks agreed to allow their employees to participate in the study. 

To recruit more respondents, I used both online and paper format surveys. 

While some participants could complete the questionnaire online, many did not have 

access to computers that they considered private enough. Thus, they were reticent about 

completing the questionnaire online. For these respondents, a paper format 

questionnaire proved more suitable. However, both formats included identical content 

and questions. The official Indonesian language (Bahasa) was used. It took the 

respondents approximately 15 to 20 minutes to complete the survey.  

The online survey was located on the UWA Business School’s server. The 

survey was anonymous and all data were saved on the UWA Business School server. 

Respondents’ confidentiality was assured as only the researcher and computing 

technical staff had access to the data. A Participant Information Sheet was displayed at 

the start of the questionnaire. There was no signature required. Online participants 

provided consent by proceeding to complete and submit the questionnaire. 

Meanwhile, paper format questionnaire were distributed directly to the 

employees whose managers agreed to participate. I went to the companies and met the 

employees, and collected the completed forms from the participants in person. The 

Participant Information Sheet that was included at the front of the paper questionnaire 

had the same content as in the online version. Participants gave consent by choosing to 

complete the questionnaire and handing it back to me.   
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To participate in the study, a respondent had to be between 20 to 55 years old as 

this is the working ages in Indonesia. Moreover, there was no specific gender required. 

A total of 932 employees participated in the survey. As compensation for their 

voluntary participation and time spent, participants were offered a prize of a smart 

phone that was drawn at the end of the survey. Each participant had equal opportunity 

to win the prize.  

I excluded participants if they did not report age of birth, if they were younger 

than 20 or older than 55 years old, or if there were more than 30% of missing items in 

their completed PVQ  (Bardi and Schwartz, 2003). 

From the 932 respondents who participated in the survey, only 609 respondents 

met the criteria for inclusion (mean age: 29 years; median: 27 years). Among those 323 

participants excluded, 6 of them were aged below 20 years old, 1 was more than 55 

years old, and 3 respondents did not report their age. The other 313 respondents 

answered less than 70% of the questions. Therefore, their answers were excluded for 

data analysis.  

Based on gender, the final sample contained 325 (53.4%) male respondents and 

284 (46.6%) female.  

Figure 3. Respondents’ Characteristic Based on Gender 
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 All respondents hold university degrees, ranging from Diploma until Doctorate 

degree. The majority of respondents hold a Bachelor degree (68.3%), followed by a 

Diploma (18.1%). Some of them had completed their Postgraduate studies, with 13.1% 

processing a Master’s degree and 0.5% a Doctoral degree.  

Figure 4. Respondents’ Characteristics Based on Education 
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Figure 5. Respondents’ Characteristics Based on Industry 
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Figure 6. Respondents’ Characteristic Based on Type of Job 
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importance of a value. Overall, the questionnaire is designed in two major sections. 

Section 1 consisted of 40 statements which described 10 universal basic values. 

Respondents are asked to compare the portrait on the questionnaire with them, with the 

question “How much like you is the person?” Participants rate each portrait from 1 (not 

like me at all) to 6 (very much like me). Therefore, higher numbers reflect stronger 

agreement with the item and higher priority for the value it represents. The numbers of 

portraits that reflect the ten values, and the scale reliabilities (Cronbach’s alpha) 

obtained in this study, are as follow: universalism (6) (α=.81), security (5) (α=.76), 

tradition (4) (α=.52), conformity (4) (α=.72), benevolence (4) (α=.67), self-direction (4) 

(α=.59), achievement (4) (α=.73), stimulation (3) (α=.70), hedonism (3) (α=.84), and 

power (3) (α=.62). Overall, the reliability was weaker than desirable especially for 

tradition, benevolence, self-direction, and power dimensions. This might have happened 

due to some loss in translation or transferability of the constructs across cultures. Glazer 

and Beehr (2002) experienced this issue when they implemented PVQ in non English-

speaking countries (Glazer and Beehr, 2002).The median alpha for non English-

speaking countries was lower than the English-speaking countries due to the translation 

process. This reason might also be applied to Indonesian sample.  

A separate factor analysis was conducted to assess the factor structure of the 40 

items measuring values. This data yielded a KMO measure of 0.92 with Sphericity of 

.00. Principal components analysis produced 10 distinct factors with eigenvalues greater 

than one. Table 2 gives detail of the item loadings in each factor. 

 

 

 

 

 

 



80 
 

Table 2. Factor analysis of Portrait Value Questionnaire 

Item 

Factor 

Sti 

mula

tion 

Self- 

Dir 

Secu

rity 

Uni 

versa

lism 

Power 

Bene

volen

ce 

Hedo

nism 

Tradi

tion 

Con 

for 

mity 

Achi

evem

ent 

Item 30 0.99          

Item 15 0.24          

Item 6 0.21          

Item 11  0.91         

Item 1  0.78         

Item 22  0.69         

Item 34  0.20         

Item 5   0.72        

Item 14   0.64        

Item 31   0.62        

Item 21   0.39        

Item 35   0.31        

Item 19    -0.67       

Item 3    -0.62       

Item 23    -0.59       

Item 29    -0.58       

Item 8    -0.57       

Item 40    -0.42       

Item 2     0.87      

Item 39     0.74      

Item 17     0.49      

Item 27      0.68     

Item 18      0.56     

Item 12      0.43     

Item 33      0.40     

Item 26       0.33    

Item 10       0.26    

Item 37       0.26    

Item 25        0.48   

Item 38        0.48   

Item 9        0.44   

Item 20        0.42   
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Item 36         0.34  

Item 28    
 

    0.34  

Item 7         0.31    

Item 16         0.31  

Item 24          0.38 

Item 32          0.30 

Item 13          0.25 

Item 4          0.24 

 

Section 2 of the questionnaire asked respondents for background information. 

The background items included questions on gender, age, education, employment status, 

and industry. Since Schwartz and his colleagues have conducted research in more than 

63 countries with a variety of languages including Indonesian language (Bahasa), there 

was no translation needed for the questionnaire. Permission to use the Bahasa Indonesia 

version of the PVQ was received directly from Professor Schwartz on March 27, 2013. 

The importance of using existing and proven scales was highlighted by Punch (2000).   

In order to refine and check whether the information and the instruction of the 

questionnaire were clear and understandable, the link of the questionnaire was 

distributed to 20 Indonesian Bahasa-speaking colleagues who provided feedback. They 

were not asked to answer the questions, but they were asked to check the clarity of the 

purpose, instruction, and other information displayed on the survey. This process gave 

several points of feedback that increased my confidence in the design of the survey.  

 

4.1.4. Analytical Strategy  

 The value hierarchy of Indonesian employees was described by performing One-

way ANOVA and Post Hoc Tests to determine significant differences between mean 

values. Based on the multiple comparisons analysis, the values were grouped into 

homogenous subsets that indicate their relative importance or hierarchical order. To test 

whether there is any relationship between age and value priorities of Indonesian 
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employees, Pearson product moment correlation coefficients were calculated.  The 

centred value scores were used to perform these analyses. All of the analyses for this 

study were conducted using the IBM SPSS computer program. 

 

4.2. Study 2 

4.2.1. Research Design 

Study 2 was designed to test the relationship between Person-Organization (P-

O) fit and work-related attitudes, namely intention to accept the job offer, job 

satisfaction, organisational commitment as well as intention to leave the organisation. 

In particular, this study will test the Hipotheses H3, H4, H5, and H6 proposed on 

previous chapter. 

To address all research questions, I conducted surveys at two points in time. The 

Time 1 survey was implemented to job seekers to get the information regarding 

personal value, organisational value, and acceptance intention. The Time 2 data 

collection was conducted six months after the Time 1 survey, after the job seeker has 

been working in their chosen organisation for approximately 1 to 5 months. They 

second questionnaire ask about their work values, organisational values, and work 

attitudes of job satisfaction, organisational commitment, and intention to leave the 

organisation. As I only used job seekers in Study 2, therefore only young workers 

included in this study. 

 

4.2.2. Procedure and Participants  

 The target population of this study was professional job seekers who had 

graduated from four state universities in Jakarta, Bandung, and Yogyakarta including 

Universitas Indonesia, Institut Teknologi Bandung, Universitas Padjadjaran, and 

Universitas Gadjah Mada. These universities are some of the best universities in 
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Indonesia based on National Accreditation Board 2012 and their alumni dominate the 

graduate labour market in Indonesia. The major sources of recruitment of participants 

were the university careers centres and alumni centres.  

 I approached managers of university’s career and alumni centres. Contact 

information of these managers was publicly available on the university’s website. Then 

I explained the study to them and asked them to send the participant recruitment 

information together with the link of the online survey to potential participants, 

including job seekers and other alumni as potential participants. I did not ask them to 

provide contact details of potential participants, but asked them to send information and 

the link on my behalf. After that, potential respondents were sent the link of the online 

survey through their email by university career centre and alumni managers of their 

alma mater who agreed to do so. Participant Information Sheet (PIS) and Participant 

Concern Form (PCF) were displayed at the start of the questionnaire, but no signature 

was required. Online participants provided consent by proceeding to complete and 

submit the questionnaire. 

In addition, in my initial efforts at recruiting participants, I had the opportunity 

to attend some job fairs where potential participants were walking around and who had 

no computer access. A paper format is more suitable for this occasion. Five job fairs 

were conducted in four reputable universities in Indonesia in three different cities; 

Jakarta, Yogyakarta, and Bandung. I had the opportunity to set up a booth and asked 

people at the job fairs to fill out the questionnaire and give it back on the spot.  It took 

approximately 15 minutes to finish. At the end of the questionnaire, respondents were 

asked for their email address to follow them up for the Time 2 survey, if they agreed to 

do so. 

A total of 942 job seekers participated in the initial survey. To appreciate their 

voluntary participation and to trigger their participation in the Time 2 survey, each 
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participant was offered entry in a draw for a prize of a smart phone that was drawn at 

the end of the Time 2 survey.  

 

4.2.2.1. Participants of Time 1 

From the 942 respondents who participated in the Time 1 survey, only 831 

respondents answered all questions. Moreover, based on a data screening process, there 

were 31 unengaged responses. These are the responses that contain exactly the same 

value for every single question. Therefore, their answers were excluded for data 

analysis. In total, there were 800 responses that were able to be analysed.  

Based on gender, there were 436 (54.5%) male respondents and the other 364 

(45.5%) were female.  

Figure 7. Respondents’ Characteristic Based on Gender 
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Figure 8. Respondents’ Characteristic Based on Education 

 
 

Respondents were grouped based on the industry they applied for. The first one 

was financial industry to which the majority of respondents belonged (53.5%) since it is 

currently one of the fastest growing industries in Indonesia. The second industry was 

the retail and hospitality industry with 116 respondents or 14.5%. The third industry 

was manufacturing which was represented by 21.9% of respondents. Finally, there were 

10.1% of respondents who applied to none of those three industries, namely mining, oil 

and gas, and the IT sector. I did not exclude these participants from data analysis 

because the industries they applied for were also growing and developing in Indonesia. 

They competitively employed a large number of new entrants in the labour market.  

Figure 9. Respondents’ Characteristic Based on Industry 
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Regarding the type of job or position they applied for there were several types of 

respondents. With a slightly equal composition, they applied for technical positions 

(28.7%), administrative positions (22.8%), managerial level (25%), and professional 

employees (22.1%). Only a few (1.4%) of them applied for other types of job, for 

instance marketer and counsellor.  

Figure 10. Respondents’ Characteristic Based on Type of Job 
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presented in Table 11. 

Figure 11. Respondents’ Characteristic Based on Job Status 
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4.2.2.2. Participants at Time 2 

The Time 2 survey was done fully online. From the 800 respondents participated 

in the Time 1 survey, 430 people were willing to participate in the follow up survey. 

The survey’s link was sent to their email address. However, only 111 (11.78%) of them 

responded and finished the survey. 

Based on gender, there were 59 (53.2%) male respondents and 52 (46.8%) 

respondents were female.  

 Compared with Study 1 which recruited employees aged between 20-55 years 

old, Study 2 involved younger job seekers. The age ranged from 20 to 30 years old with 

the mean of 22.89. Based on education, the majority of participants had a Bachelor 

degree (82%). Those who held Diploma and Master Degrees had the same percentage 

(9%).  

In terms of industry, 59.5% of respondents represented the financial sector; 

18.9% of them were from the manufacturing industry, while the other 10.8% 

represented the retail and hospitality industry. There were also respondents from other 

industries such as mining, oil and gas, and IT that were represented by 10.8% of 

respondents. 

Figure 12. Respondents’ Characteristics Based on Industry 
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 Figure 13 summarises the information regarding respondents’ characteristics 

based on type of job. Most of the respondents worked as professional employees 

(31.5%), followed by managerial (26.1%). There were 24.3% in technical positions and 

17.1% in administrative positions. 

Figure 13. Respondents' Characteristics Based on Type of Job 

 

  

Lastly, regarding the job status, 77.5% of the respondents worked as full time 

employees while the other 22.5% were part time employees. This information is shwon 

in Figure 14. 

Figure 14. Respondents' Characteristics Based on Job Status 
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4.2.3. Measures 

P-O Fit  

Compare to Study 1, different measure was used for this Study. While PVQ was 

implemented in Study 1, the Organisational Culture Profile (OCP) (O’Reilly, 1991) was 

administered in Study 2. It is a frequently used instrument for assessing value 

congruence in the context of person-organisation fit for new entrants. I adopted this 

measurement inventory since PVQ cannot be used to measure value at organisational 

level. PVQ’s items only describe a person in terms of his or her goals such that they 

only assess personal values rather than organisational values. A number of scholars 

have used OCP in their P-O fit studies, including O’Reilly, Chatman, Caldwell (1991), 

Chatman, (1991), and Cable and Judge (1996). Unlike PVQ, OCP is designed to 

identify both organisation and individual’s values characteristic. For ease of 

administration, rather than the Q-sort questions used in the original version of the OCP, 

I used the revised version of the OCP developed by Sarros (2005) which uses a Likert-

type response scale. Moreover, the revised OCP is more versatile and user-friendly to be 

implemented to large samples. This amended version of OCP has been used by See and 

Kummerow (2008) in their P-O fit study.   

Permission to use an amended and revised version of the OCP was received 

from Professor Sarros in May 2013. Using this instrument, respondents have to describe 

to what extent each organisational culture item is a characteristics of the organisation 

and its values, and how those items describe their own characteristics and their values. 

The scale ranges from 1-5 (not at all, minimally, moderately, considerably, and very 

much. The higher the number (1, 2, 3, 4, 5), the more the respondents perceive the 

congruence between the culture items of organisation and personal values.  

The amended OCP consists of 28 items reflecting seven values, namely 

performance orientation (α=.65), social responsibility (α=.76), supportiveness (α=.75), 
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emphasis on rewards (α=.77), stability (α=.71), competitiveness (α=.70), and innovation 

(α=.73). The translation process from English questionnaire to a non-English format 

might create a missinterpretation of the items measured. This results in the lower 

Cronbach alpha for certain value dimensions for instance performance orientation. 

However, the mean Cronbach alpha for current study is .72 which indicate acceptable 

reliability (Bland and Altman, 1997). The detailed questions are available in Appendix B. 

A separate factor analysis was conducted to assess the factor structure of the 28 

items measuring values. This data yielded a KMO measure of 0.95 with Sphericity of 

.00. Seven distinct factors with eigenvalues greater than one were revealed from the 

analysis. Table 3 gives details of the item loadings on each factor. 

Table 3. Factor analysis of Organisational Culture Profile 

  

Factor 

Stabi

lity 

Perf.  

Orien 

tation 

Soc. 

Resp 

Sup 

portive 

ness 

Inno 

va 

tion 

Comp

etitive

ness 

Rew

ard 

Low conflict 0.58       

Stability 0.47       

Security of employment 0.35       

Being calm 0.32       

High expectations for performance  -0.96      

Enthusiasm for the job  -0.84      

Highly organised  -0.41      

Result oriented  -0.34      

Being reflective   -0.70     

Having clear guiding philosophy   -0.60     

Socially responsible   -0.32     

Good reputation   -0.32     

Collaboration    -0.52    

People oriented    -0.39    

Team oriented    -0.35    

Sharing information freely    -0.34    

Risk taking     -0.64   

Quick to take opportunities     -0.49   
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Taking individual responsibility     -0.40   

Being innovative     -0.34   

Being different from others      -0.64  

Emphasis on quality      -0.57  

Achievement orientation      -0.43  

Being competitive      -0.31 
 

Fairness       0.70 

High pay for good performance       0.49 

Opportunities for prof growth       0.47 

Praise for good performance       0.47 

 

Intention to Accept the Job Offer  

 Acceptance intention was measured with a single statement of the likelihood to 

accept a job offer. Responses ranged from 1 (very unlikely) to 5 (very likely). In a meta-

analysis study conducted by Chapman et al (2005) which examined the applicant’s 

attraction to organisations and job choice, from 71 previous studies examined, most of 

them used a single item to measure acceptance intentions (Chapman et al., 2005). 

Researchers often use single-item measures so as to minimise questionnaire length (Cable 

and Judge, 1996). 

 

Job Satisfaction 

To assess job satisfaction, respondents had to complete the Job Satisfaction 

Subscale developed by Michigan Organizational Assessment Questionnaire (MOAQ) 

(α=.66). It was originally developed by Hackman and Oldham (1983) as an alternative 

to the Job Diagnostic Survey (JDS) (Bowling and Hammond, 2008). Even though 

MOAQ is a valid measure of global job satisfaction, implementing this English 

instrument to a non-western context using non-English language will not be that reliable. 

Some constructs might be irrelevant in measuring job satisfaction of Indonesian sample. 

As a consequence, low reliability of the measure occurs.  
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MOAQ consists of three statements describing employees’ satisfaction towards 

the job and the organisation, for instance: “all in all I am satisfied with my job”. 

Respondents indicated their level of agreement with each statement on a scale ranging 

from 1 (Strongly Disagree) to 5 (Strongly Agree). 

 

Organisational Commitment  

This study used a recent version of the Affective Commitment Scale (ACS) 

(α=.51) originally developed by Meyer and Allen (Jaros, 2007). This scale is most 

commonly used in organisational commitment research. Piasentin and Chapman (2007) 

used this instrument in their P-O fit study.  It consists of 8 statements which reflect 

positive and negative feelings about the organisation. For example: “I really feel as if 

this organisation’s problems are my own”, and “I do not feel emotionally attached to 

this organisation”. All responses were made on a 5-point Likert-type scale ranging from 

agree-disagree.  

Due to low reliability of the measures, 4 negative statement items were 

removed. I have tried to remove more items to get potentially higher Cronbach’s alpha 

value and tested whether the results would change. However, I found the results remain 

the same. Therefore, I kept all 4 positive items even the reliability was low.  

 

Intention to Leave the Organisation 

To describe the intention to leave the organisation, a 3-item scale by Cennamo 

and Gardner (2008) (α=.85) was used. The statements included: “Thoughts about 

quitting this job cross my mind all the time”. The scores range from 1-5 on the agree 

disagree scale.  
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 4.2.4. Missing Data and Unengaged Response 

Because not all respondents answered the questions completely, the first step of 

case screening was inspection of missing data. From 942 responses, 111 cases had 

missing data in more than 30% of items. I decided to delete and exclude those cases 

from the analysis. Thus, only 831 respondents progressed through another round of 

analysis. 

After those 111 were deleted, I calculated the standard deviation to find the 

unengaged responses. Unengaged response refers to the response that gives nearly the 

same value for every single question (Pallant, 2013). The ideal number of standard 

deviation for unengaged responses is .5 (Palant, 2013). However, it was not an absolute 

basis for deletion.  Each case had to be rechecked one by one. If it had more variance, I 

would still be kept in the file for the next analysis process. Otherwise, the case had to be 

deleted.  A total of 31 unengaged responses were found and excluded from data 

analysis. In total, there were 800 cases left for the analysis afterwards. 

The Time 2 survey was conducted 6 months after the initial survey, with those 

respondents who agreed to participate in the follow-up survey. From the 800 

respondents who participated in the Time 1 survey, 430 of them were willing to join the 

second survey. They were sent an invitation to join the survey during May until July 

2014. A total of 164 responses were recorded in an online database.  

 Respondents had to answer 77 questions, consisting of 28 questions of personal 

values, 28 questions of organisational values, 3 questions reflected job satisfaction, 8 

questions of organisational commitment, 3 questions described turnover intention, and 7 

questions of background information. 

 From 164 responses, there were 53 cases with missing data in more than 30% of 

items. To prevent distorted results, these cases were excluded for further analysis. Other 
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cases having less than 30% of missing data were kept and the missing data replaced 

with the mean value of each indicator (Allison, 2002).  

The standard deviations ranged from .45 to 1.5. Therefore, there was no 

unengaged response that needed to be removed from the list. In total, there were 111 

cases in the Time 2 survey that progressed through another round of analysis.  

 

4.2.5. Analytical Strategy  

 Following the recommendation from one recent study (Cennamo & Gardner, 

2008), polynomial regression rather than difference scores were used to relate fit to 

outcomes. Polynomial regression has been extensively used in the management, 

marketing, as well as psychology disciplines (Edwards and Parry, 1993, Kalliath et al., 

1999, Kang et al., 2014, Laird and Reyes, 2013, Meyer et al., 2010, Shanock et al., 

2010, Vuuren et al., 2007, Zenker et al., 2014) to examine the effect of joint relationship 

between personal and organisational ratings to certain outcomes.  Value fit effects on 

both levels of aggregation were analysed, including seven pairs of value dimensions and 

on the aggregated level (person-organisation scores). To reduce multicollinearity and 

help the interpretation of the results, all variables of personal value and organisational 

value were standardized before calculating the second-order terms such as X, Y, X2, 

X*Y, and Y2. The regression equation to test for relationships is: 

Z = b0 + b1X + b2Y + b3X2 + b4XY + b5Y2 + e 

Where Z is the dependent variable (intention to accept a job offer, job satisfaction, 

organisational commitment, and intention to turnover), X is the first predictor (personal 

value), and Y is the second predictor (organisational value). The outcome variables 

were regressed on each of two predictors (X and Y), the interaction between those two 

variables (XY), and the squared terms for each of them (X2 and Y2). The coefficients 

obtained from these regression estimates were used to determine whether the fit of 
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personal and organisational values predicted work attitudes. In a nutshell, these 

polynomial regressions were conducted to answer all research questions which test the 

relationships between independent variables (P-O fit) and dependent variables (work-

related attitudes). Data analysis of this study was conducted using the IBM SPSS 

version 22 computer program. 

Once the coefficients were obtained from the polynomial regression, I used it to 

examine the response surface pattern which is graphed to provide a three-dimensional 

visual representation of the data to aid interpretation. As illustrated by Edwards and 

Parry (1993), the regression weights were used to plot three-dimensional (3D) surfaces 

in which the predictors were perpendicular horizontal axes (X), and the dependent 

variable was the vertical axis (Y). The slope and curvature of two lines indicate the 

response surface pattern. The line of perfect congruence was obtained if X=Y. The 

slope of the congruence line shows how the two predictor variables relate to the 

outcome variable (Z). On the contrary, the line of incongruence was achieved when X=-

Y. Significant curvature along this line indicates how the degree of incongruence 

between two predictor variables may influence the outcome variable (Z). Compared to 

the traditional regression approach, response surface analysis provides much more 

information about how combinations of two variables relate to the outcomes. 

 

4.3. Study 3 

4.3.1. Research Design 

 Study 3 adopts a qualitative research design.  Qualitative research is usually 

used in social studies to understand, describe and explain social phenomena by 

analysing experiences of individuals or groups, interactions, or documents (Flick, 

2008). A major part of qualitative research is from text and writing. It starts from 

transcripts to descriptions and interpretations, and finally to the presentation of the 
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findings. Therefore, issues of transcribing and writing are major concerns for this 

qualitative study. Qualitative research is important for providing insights that are 

difficult to generate with quantitative research because it provides detailed descriptions 

of actual actions in real life context.  

Qualitative research of Study 3 aims to provide an in-depth understanding of the 

work values of professional employees in Indonesia, and the nature of fit or lack of fit 

through descriptions of their experiences in working contexts. In particular, this study 

aimed at:  

1. Describing the values of younger and older employees in Indonesia.  

2. Investigating how organisations can support P-O values fit.  

3.  Identifying difficulties experienced by employees in organisations regarding value 

fulfilment. 

4. Examining whether P-O misfit leads to turnover intention. 

5. Identifying the key success factors to obtain P-O fit. 

To answer the research questions, semi-structured in-depth interviews were 

conducted. A semi-structured interview is a research methodology usually used in the 

social sciences where the researcher has key questions to be covered and a framework 

of themes to be explored (Barriball and While, 1994). While a structured interview uses 

a standard set of questions from the researcher does not diverge, a semi-structured 

interview involves more open and flexible questioning. Some advantages of the semi-

structured interview are that it new ideas to be explored during the interview as a result 

of what the interviewee says (Barriball and While, 1994). In other words, a semi-

structured interview provides greater flexibility enabling the collection of more in-depth 

data from the interviewees (Kwok, 2012). 
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4.3.2. Procedure and Participants 

A qualitative study has to consider the saturation of its data before deciding the 

participants and recruitment procedure. Grounded theory has clear guidance about what 

constitutes saturation of a qualitative study (O’Reilly & Parker, 2013). It includes 

richness of information and the number of participants. To reach this data saturation, I 

consider appropriateness and adequacy in determining sampling method, which are 

explained in details below.  

The interviews were conducted from August 2013 until November 2013. 31 

employees participated in the interviews, which ran for approximately 20 minutes each. 

However, considering the sampling adequacy, further data collection was conducted 

between December 2014 and January 2015. 12 additional employees took part in these 

interviews, making a total of 43 employees who participated in this study.  

Participants in this study were drawn from younger and older employees who 

have participated in Study 1. Since that the participants are Indonesian, all the 

interviews were conducted in the Indonesian (Bahasa). All the interviews were 

conducted by the researcher, who is an Indonesian citizen and a native speaker of this 

language, as well as being fluent in English.  

There were two ways in which participants were recruited. First, Human 

Resource Managers from each company were contacted through telephone and email. 

The purpose and the nature of study were also explained. Then, managers nominated a 

number of employees to participate in the interview. These participants were 

recommended by HR Manager of their companies as they could best represent the topic. 

Thus, I could reach deep information about value priorities of each cohort and their 

experiences in dealing with value differences in the workplace. These participants 

represent each industry on adequate number.  
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Second, a purposive sampling technique was used to select participants in this 

study. This is a technique that relies on the researcher’s judgement to select the 

‘information-rich’ participants who can give information about the issues being 

investigated (Patton, 1990).  

Next, I went to the companies whose managers had agreed to participate and 

met the employees who were recommended by the managers to be interviewed. I also 

made appointments with interviewees regarding when and where the interview was 

conducted. The interviews took place in private areas where participants would be 

likely to feel freer to discuss matters. Before the interview was started, the participants 

were asked to read the Participant Information Form (PIF) and agree to participate in 

the study by signing on the Participant Consent Form (PCF). Interviewees were asked 

for permission to record the interview for transcription purposes. If the interviewee did 

not consent to the recording of the interview, I made notes of the interview instead. All 

data files containing recordings and transcripts were stored on secured servers and 

devices at the researcher’s home university.  

 

4.3.3. Measures 

The interview was designed to obtain the information regarding employees’ 

values, their perceptions in regard to values at work, and their thoughts on how the 

organisation might support their own values. As it was semi-structured interviews, 

seven guiding questions were developed as a guide to questioning. This interview 

guides helped to focus the interview on the topics at hand, without constraining 

questioning to a particular format. All recorded interviews were subsequently 

transcribed. 
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4.3.4. Analytical Strategy 

The transcribed interviews were analysed using qualitative analysis software 

Leximancer. This is a text analytic tool that is used to analyse the content of textual 

documents and to display the output visually. The output was visualised by a conceptual 

map representing the main concepts contained within the text including the information 

of how they were related.  

In general, data analysis process using Leximancer comprises several stages: 

data preparation, conceptual analysis, and conceptual mapping. First of all, research 

materials including audio files from interviews were transcribed into documents to be 

input as research sources. Since the interview was in Bahasa Indonesia, all transcripts 

were translated into English by independent interpreters who are fluent in both English 

and Bahasa. All transcripts were checked for accuracy three times by the researcher and 

interpreter.  

Secondly, after all transcripts were loaded into the system, the content analysis 

began. This includes the conceptual analysis, where documents were assessed for the 

presence and frequency of concepts, and relational analysis, which measures how those 

concepts were related to each other. Concepts in Leximancer are groups of relevant 

words that generally appear and frequently occur throughout the text. Each concept 

contains one or more concept seed words that represent the starting point for the 

definition of such concepts. Leximancer automatically identifies these concepts and the 

concept seeds. However, a researcher can also manually provide seed words.  

Once Leximancer has developed a list of concepts contained in the text and their 

relationship, a visual display of concept map was displayed. In the concept map, the 

concepts were clustered into higher level themes. The themes simplify interpretation by 

grouping the clusters of concepts and indicate the colour scheme of circles on the map 
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to show its importance. For example, the most important theme is indicated by the 

‘hottest’ colour like red, the next hottest is orange, and so on based on the colour wheel. 
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CHAPTER 5 

RESULTS  

 

This chapter reports the findings from data analysis of each study. Each section 

of this chapter presents the descriptive statistics and results obtained from testing the 

hypotheses.  

 

5.1. Study 1 

5.1.1. Descriptive Statistics 

The data analysis process was started by obtaining descriptive statistics. These 

included the mean, standard deviation, range of scores, skewness, and kurtosis. The aim 

was to check all variables for any violation of the assumptions underlying the statistical 

technics prior to conducting statistical analysis. To compute descriptive statistics, 

centred scores of each the 10 values were used. This was done by subtracting each 

individual’s mean score across all 40 value items from the means score for the 10 

values. The results are shown in table 4. 

Table 4 below gives information regarding the total number of cases, minimum 

and maximum values, mean, standard deviation, skewness, and kurtosis, for the 10 

human values scores.  
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Table 4. Descriptive Statistics for PVQ Variables 

 

Min Max Mean 
Std. 
Dev Skewness Kurtosis 

Stat Stat Stat Stat Stat 
Std. 

Error Stat 
Std. 

Error 
Conformity -1.85 1.90 .27 .52 -.26 .099 .83 .198 

Tradition -2.65 1.68 -.16 .59 -.46 .099 .93 .198 

Benevolence -1.50 2.00 .20 .51 -.14 .099 .64 .198 

Universalism -1.51 1.83 .32 .43 -.32 .099 1.11 .198 

Self-Direction -1.83 1.83 .07 .51 -.01 .099 .66 .198 

Stimulation -2.43 2.33 -.10 .68 -.11 .099 .25 .198 

Hedonism -4.10 2.41 -.35 .99 -.44 .099 .28 .198 

Achievement -3.28 2.30 -.12 .66 -.57 .099 1.19 .198 

Power -3.36 2.64 -.85 .84 .04 .099 .45 .198 

Security -2.35 1.70 .18 .57 -.86 .099 1.93 .198 

 

Table 4 shows that, from 609 respondents, the minimum score for all ten 

variables was -4.10 and the maximum score was 2.64. The mean scores ranged from -

.84 to .32 and the standard deviation ranged from .43 to .99.  The negative skewness for 

nine variables indicates that the scores are clustered to the right.  Only the power 

variable has a positive skewness, which indicates that the distribution is rather peaked 

with long thin tails. Table 4 also provides information about kurtosis. All variables have 

positive kurtosis which indicates that its central peak is high and sharp.  

 

5.1.2. Hypotheses Testing 

The first research question proposed in study 1 is: What is the value hierarchy of 

Indonesian employees? Are there age differences in value priorities for these 

employees?  
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To answer this research question, mean scores for each 10 values were 

calculated using One-way ANOVA. Table 5 also gives the information regarding the 

mean rank of the 10 value types for Indonesian employees. Universalism (M=.32) 

scored the highest by Indonesian employees. Conformity (M=.27) and Benevolence 

(M=.20) were on the second and the third order, followed by security (M=.18) and self-

direction (M=.08) on the fourth and fifth order. The bottom five values were stimulation 

(M=-.10), achievement (M=-.12), tradition (M=-.16), hedonism (M=-.35), and power 

(M=-.85).  

A One-way ANOVA was then performed to see whether there was significant 

difference between the mean score on the ten values. As can be seen in Table 5, there 

was a significant effect of mean difference among ten value types at p < .01 level for the 

three conditions [F(9, 6080) = 178.451, p < .01].  

Table 5. One-way ANOVA Test 

 
Sum of 
Squares df Mean Square F Sig. 

Between Groups 686.032 9 76.226 178.451 .000 
Within Groups 2597.084 6080 .427   
Total 3283.116 6089    

 

A multiple mean comparison with Tukey HSD was then performed, and the 

result is displayed in Table 6. The Tukey post hoc test compares each of ten values to 

obtain the pattern and hierarchy of the values. With a subset for alpha = .05, Tukey 

HSD test indicates that there were six groups of values that were listed in order of 

ascending means. The means that are listed under each subset comprised a set of means 

that were not significantly different from each other. Those six value groups are 

displayed on the homogenous subsets output provided in Table 7.  
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Table 6. Multiple Mean Comparisons with Tukey HSD (Study 1) 

(I) Value (J) Value 
Mean 

Difference 
(I-J) 

Std. 
Error Sig. 

95% Confidence 
Interval 

Lower 
Bound 

Upper 
Bound 

Conformity 

Tradition .43* 0.03 0.00 0.31 0.55 
Benevolence 0.06 0.03 0.76 -0.05 0.18 
Universalism -0.05 0.03 0.94 -0.17 0.06 
Self-Direction .19* 0.03 0.00 0.07 0.30 
Stimulation .38* 0.03 0.00 0.26 0.50 
Hedonism .62* 0.04 0.00 0.50 0.74 
Achievement .39* 0.04 0.00 0.28 0.51 
Power 1.11* 0.04 0.00 1.00 1.24 
Security 0.09 0.04 0.40 -0.03 0.20 

Tradition 

Conformity -0.43 0.04 0.00 -0.55 -0.32 
Benevolence -0.37 0.04 0.00 -0.49 -0.25 
Universalism -0.48 0.04 0.00 -0.60 -0.37 
Self-Direction -0.24 0.04 0.00 -0.36 -0.12 
Stimulation -0.05 0.04 0.92 -0.17 0.07 
Hedonism .18* 0.04 0.00 0.07 0.30 
Achievement -0.04 0.04 0.99 -0.16 0.08 
Power .68* 0.04 0.00 0.57 0.80 
Security -0.35 0.04 0.00 -0.47 -0.23 

Benevolence 

Conformity -0.07 0.04 0.76 -0.18 0.05 
Tradition .37* 0.04 0.00 0.25 0.49 
Universalism -0.12 0.04 0.06 -0.24 0.00 
Self-Direction .12* 0.04 0.03 0.01 0.24 
Stimulation .31* 0.04 0.00 0.20 0.43 
Hedonism .55* 0.04 0.00 0.43 0.67 
Achievement .33* 0.04 0.00 0.21 0.45 
Power 1.05* 0.04 0.00 0.93 1.17 
Security 0.02 0.04 1.00 -0.10 0.14 

Universalism 

Conformity 0.05 0.04 0.94 -0.07 0.17 
Tradition .48* 0.04 0.00 0.37 0.60 
Benevolence 0.12 0.04 0.06 0.00 0.24 
Self-Direction .24* 0.04 0.00 0.12 0.36 
Stimulation .43* 0.04 0.00 0.31 0.55 
Hedonism .67* 0.04 0.00 0.55 0.79 
Achievement .45* 0.04 0.00 0.33 0.57 
Power 1.17* 0.04 0.00 1.05 1.29 
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Security .13* 0.04 0.01 0.02 0.26 

Self-
Direction 

Conformity -0.19 0.04 0.00 -0.31 -0.07 
Tradition .24* 0.04 0.00 0.12 0.36 
Benevolence -0.12 0.04 0.03 -0.24 -0.01 
Universalism -0.24 0.04 0.00 -0.36 -0.12 
Stimulation .19* 0.04 0.00 0.07 0.31 
Hedonism .42* 0.04 0.00 0.31 0.55 
Achievement .20* 0.04 0.00 0.09 0.32 
Power .93* 0.04 0.00 0.81 1.05 
Security -0.11 0.04 0.13 -0.22 0.01 

Stimulation 

Conformity -0.38 0.04 0.00 -0.50 -0.26 
Tradition 0.05 0.04 0.92 -0.07 0.17 
Benevolence -0.31 0.04 0.00 -0.43 -0.20 
Universalism -0.43 0.04 0.00 -0.55 -0.31 
Self-Direction -0.19 0.04 0.00 -0.31 -0.07 
Hedonism .24* 0.04 0.00 0.12 0.36 
Achievement 0.02 0.04 1.00 -0.10 0.13 
Power .74* 0.04 0.00 0.62 0.86 
Security -0.29 0.04 0.00 -0.41 -0.18 

Hedonism 

Conformity -0.62* 0.04 0.00 -0.74 -0.50 
Tradition -0.18* 0.04 0.00 -0.30 -0.07 
Benevolence -0.55* 0.04 0.00 -0.67 -0.43 
Universalism -0.67* 0.04 0.00 -0.79 -0.55 
Self-Direction -0.43 0.04 0.00 -0.55 -0.31 
Stimulation -0.24 0.04 0.00 -0.36 -0.12 
Achievement -0.22 0.04 0.00 -0.34 -0.10 
Power .50* 0.04 0.00 0.38 0.62 
Security -0.53 0.04 0.00 -0.65 -0.41 

Achievement 

Conformity -0.39 0.04 0.00 -0.51 -0.28 
Tradition 0.04 0.04 0.99 -0.08 0.16 
Benevolence -0.33 0.04 0.00 -0.45 -0.21 
Universalism -0.45 0.04 0.00 -0.57 -0.33 
Self-Direction -0.20 0.04 0.00 -0.32 -0.09 
Stimulation -0.02 0.04 1.00 -0.13 0.10 
Hedonism .22* 0.04 0.00 0.10 0.34 
Power .72* 0.04 0.00 0.60 0.84 
Security -0.31 0.04 0.00 -0.43 -0.19 

Power 

Conformity -1.11 0.04 0.00 -1.24 -1.00 
Tradition -0.68 0.04 0.00 -0.80 -0.57 
Benevolence -1.05 0.04 0.00 -1.17 -0.93 
Universalism -1.17 0.04 0.00 -1.29 -1.05 
Self-Direction -0.93 0.04 0.00 -1.05 -0.81 
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Stimulation -0.74 0.04 0.00 -0.86 -0.62 
Hedonism -0.50* 0.04 0.00 -0.62 -0.38 
Achievement -0.72* 0.04 0.00 -0.84 -0.60 
Security -1.03* 0.04 0.00 -1.15 -0.92 

Security 

Conformity -0.09 0.04 0.40 -0.20 0.03 
Tradition .35* 0.04 0.00 0.23 0.47 
Benevolence -0.02 0.04 1.00 -0.14 0.10 
Universalism -0.14* 0.04 0.01 -0.26 -0.02 
Self-Direction 0.11 0.04 0.13 -0.01 0.22 
Stimulation .29* 0.04 0.00 0.18 0.41 
Hedonism .53* 0.04 0.00 0.41 0.65 
Achievement .31* 0.04 0.00 0.19 0.43 
Power 1.03* 0.04 0.00 0.92 1.15 

*. The mean difference is significant at the 0.05 level.  
 

Table 7. Homogenous Subset of Tukey HSD (Study 1) 

Value N 
Subset for alpha = 0.05 

1 2 3 4 5 6 
Power 609 -.85      
Hedonism 609  -.35     
Tradition 609   -.16    
Achievement 609   -.12    
Stimulation 609   -.109    
Self-Direction 609    .07   
Security 609    .18   
Benevolence 609     .20  
Conformity 609     .27  
Universalism 609      .32 
Sig.  1.00 1.00 .92 .13 .40 .06 

 

Groups 1 (power) and 2 (hedonism) were the least important values for this 

sample of Indonesian employees since they have the lowest mean scores. Both sets of 

values scores were significantly different from Group 3 (tradition, achievement, and 

stimulation) and Group 4 (self-direction and security) which were located in the middle 

level. The most important values for Indonesian employees were universalism which is 

located in Group 6, and the second most important values were conformity and 

benevolence which are located in Group 5.  



107 
 

The second research question that was addressed in Study 1 is:  Are there any 

differences between younger and older Indonesian employees regarding their values? 

To answer this research question, I investigated the relationship between age and values 

using Pearson product moment correlation coefficients. The results of these analyses are 

depicted in Table 8. 
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Table 8. Correlation Matrix of Age and Values 

  Variable Mean SD 1 2 3 4 5 6 7 8 9 10 11 
1 Age 29.10 7.27                       
2 Conformity 0.27 0.53 .07                     
3 Tradition -0.16 0.59 .10* .20**                   
4 Benevolence 0.20 0.51 .00 .11** .07                 
5 Universalism 0.32 0.43 .16** .15** .11** .23**               
6 Self-Direction 0.08 0.51 .03 -.26** -.18** -.11** -.10*             
7 Stimulation -0.11 0.68 -.12** -.36** -.32** .01 -.09* .23**           
8 Hedonism -0.35 1.00 -.25** -.35** -.25** -.20** -.45** -.08* .02         
9 Achievement -0.13 0.67 -.12** -.30** -.44** -.32** -.39** -.05 .08* .11**       
10 Power -0.85 0.84 -.06 -.32** -.32** -.42** -.50** -.04 .00 .28** .48**     
11 Security 0.19 0.57 .20** .24** .18** -.11** .15** -.21** -.37** -.35** -.34** -.34**   

          N = 609.  For all |r| ≥ .08, p < .05.  For all |r| ≥ .11, p < .0 
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There were small, positive, and significant correlations between age and 

tradition (r=.10, p<.05), age and universalism (r=.16, p<.01), as well as age and security 

(r=.20, p<.01). Therefore, increasing age is associated with placing a higher priority on 

tradition, universalism, and security values, which fall in the self-transcendence and 

conservation value domains. These results support H1a, H1b and H1d, and indicate a 

rejection of H1c and H1e. On the other hand, there were small, negative, but significant 

correlations between age and achievement (r= -.12, p<.01), age and stimulation (r= -.12, 

p<.01), as well as age and hedonism (r= -.25, p<.01). In other words, increasing age 

was associated with lower levels of achievement, stimulation, and hedonism values. It 

could be concluded that decreasing age is associated with placing higher priority on 

achievement, stimulation, and hedonism values, which were organised in the self-

enhancement and openness-to-change value domains. These findings support H2a, H2c, 

and H2d. Some values had no significant correlations with age, namely power, 

conformity, benevolence, and self-direction. These findings indicate a lack of support 

for H1c, H1e, H2b, and H2e. 

 

5.2. Study 2 

5.2.1. Descriptive Statistics 

 After screening all data files, the next step was inspecting them to obtain 

descriptive statistics. The means, standard deviations and coefficient alphas for each of 

the 14 value dimensions and acceptance intention variable are shown in Table 27.  

The mean scores of personal value dimensions ranged from 3.84 (for 

supportiveness) to 4.04 (for competitiveness), and the standard deviation ranged from 

.53 to .61. On the other hand, the mean score for all organisational value dimensions 

ranged from 3.92 to 4.14 with standard deviations of .48 to .51. Finally, the mean score 

for the job acceptance variable was 4.05 with standard deviation of .64. 
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The reliability scores for personal value dimensions as measured by Cronbach’s 

(1951) coefficient ranged from .64 (supportiveness) to .74 (stability). Meanwhile, the 

reliability scores for organisational value dimensions ranged from .57 (supportiveness) 

to .65 (social responsibility). These reliability coefficients are lower than those obtained 

in previous studies using the Organisational Culture Profile (OCP), however the scores 

were considered acceptable, especially with the large sample size (Palant, 2013). 

 Table 9 presents correlations between all measures used in Study 2. Each of the 

personal and organisational value measures were positively correlated with all value 

dimensions. The job acceptance variable also showed positive correlations with all 

personal and organisational value dimensions. In terms of the background variable, only 

gender showed a positive correlation with all personal value dimensions and several 

dimensions of organisational value. Other variables had no significant correlation with 

either personal or organisational value dimensions.  
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Table 9. Correlation Table of Study 2 

  Variable Mean SD 1 2 3 4 5 6 7 8 9 10 
1 T1 Personal Performance Orientation 3.99 0.55           2 T1 Personal Social Responsibility 4.02 0.55 .70**          3 T1 Personal Supportiveness 3.84 0.53 .64** .68**         4 T1 Personal Emphasis on Rewards 3.99 0.61 .67** .67** .66**        5 T1 Personal Stability 3.96 0.59 .62** .67** .67** .75**       6 T1 Personal Competitiveness 4.04 0.53 .72** .71** .59** .64** .56**      7 T1 Personal Innovation 3.98 0.53 .68** .64** .61** .67** .62** .72**     8 T1 Organisational Performance 

Orientation 4.02 0.51 .47** .37** .39** .36** .32** .42** .38**  
  9 T1 Organisational Social 

Responsibility 3.94 0.49 .42** .43** .42** .36** .33** .43** .38** .64**  
 10 T1 Organisational Supportiveness 3.94 0.48 .36** .35** .44** .30** .27** .37** .35** .56** .56**  

11 T1 Organisational Emphasis on 
Rewards 4.14 0.48 .42** .41** .37** .43** .34** .47** .42** .60** .56** .56** 
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 Variable Mean SD 1 2 3 4 5 6 7 8 9 10 

12 T1 Organisational Stability 4.12 0.48 .41** .41** .41** .44** .48** .41** .44** .55** .55** .54** 
13 T1 Organisational Competitiveness 4.00 0.50 .44** .41** .40** .39** .34** .51** .43** .66** .65** .53** 
14 T1 Organisational Innovation 3.92 0.50 .36** .35** .35** .32** .29** .40** .45** .60** .59** .55** 
15 T2 Personal Performance Orientation 3.94 0.54 -.07 -.16 -.08 -.12 -.08 .03 .02 .04 .01 .07 
16 T2 Personal Social Responsibility 3.98 0.55 .00 -.10 -.06 -.12 -.18 -.01 -.02 -.03 .02 .12 
17 T2 Personal Supportiveness 3.91 0.58 -.14 -.26** -.19* -.15 -.25** -.04 -.03 .02 -.02 .09 
18 T2 Personal Emphasis on Rewards 3.90 0.72 -.09 -.22* -.14 -.10 -.09 -.03 .00 .08 .01 .15 
19 T2 Personal Stability 3.96 0.59 -.13 -.28** -.22* -.10 -.17 -.10 -.13 -.02 -.11 .05 
20 T2 Personal Competitiveness 4.15 0.54 -.01 -.11 -.12 -.16 -.11 .06 .03 .01 -.02 .07 
21 T2 Personal Innovation 3.97 0.56 .01 -.08 -.08 -.08 -.10 .08 .04 .03 -.04 .04 

22 T2 Organisational Performance 
Orientation 4.00 0.46 -.03 -.09 .04 -.11 -.03 -.06 -.04 .09 .06 .15 

23 T2 Organisational Social 
Responsibility 4.03 0.43 .00 -.01 .10 -.04 -.09 -.09 -.05 .09 .03 .17 

24 T2 Organisational Supportiveness 4.04 0.42 .01 .05 .01 .03 .00 .06 .10 .10 .00 .04 

25 T2 Organisational Emphasis on 
Rewards 4.20 0.43 -.03 -.12 -.06 -.02 .02 -.09 -.07 .09 -.02 .12 

26 T2 Organisational Stability 4.27 0.41 -.03 -.10 -.14 .04 -.06 -.04 -.10 .03 -.06 -.03 
27 T2 Organisational Competitiveness 4.14 0.46 -.06 -.10 -.01 -.11 -.10 -.10 -.10 .06 -.12 .06 
28 T2 Organisational Innovation 3.90 0.51 -.07 -.15 -.08 -.10 -.10 -.14 -.15 .07 -.09 .06 
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 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 
12 .66**                 13 .61** .48**                14 .54** .43** .66**               15 .01 .07 .02 -.01              16 .03 .07 -.03 .02 .77**             17 -.02 -.02 -.05 .03 .71** .71**            18 .02 .10 -.03 .01 .72** .69** .68**           19 -.05 -.09 .00 -.01 .65** .66** .69** .67**          20 .02 .09 .00 -.03 .79** .78** .63** .63** .51**         21 -.03 .10 -.07 -.01 .75** .72** .64** .66** .48** .83**        22 -.04 .02 .14 .07 .46** .46** .38** .23* .26** .39** .38**       23 .01 .02 .02 -.02 .48** .51** .33** .25** .22* .41** .38** .66**      24 .02 .07 .09 .02 .43** .37** .46** .29** .13 .39** .42** .50** .43**     25 .00 .03 .19 -.02 .42** .35** .34** .39** .26** .40** .29** .59** .58** .52**    26 -.03 .00 .11 -.03 .36** .34** .31** .25** .29** .35** .29** .45** .44** .47** .65**   27 -.08 -.10 .06 -.02 .36** .34** .29** .23* .21* .29** .18 .63** .72** .42** .63** .42**  
28 -.01 .01 .04 .00 .43** .35** .32** .32* .26* .35** .33 .50** .59** .51** .61** .43** .64 
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 Variable Mean SD 1 2 3 4 5 6 7 8 9 10 

29 Job Satisfaction 3.65 0.63 -.01 .01 .06 -.06 .02 -.05 -.07 .13 .10 -.01 
30 Organisational Commitment 3.50 0.55 -.10 -.15 -.05 -.09 -.06 -.04 -.15 .06 .07 .05 
31 Turnover Intention 3.36 0.93 .19* .17 .02 .11 .03 .23* .05 .06 -.08 -.02 
32 Gender 1.47 0.50 -.13 -.19* -.13 -.12 -.29** -.12 -.15 -.01 .04 -.09 
33 Age 23.67 2.14 .05 -.04 -.01 .05 .12 -.02 .14 -.02 -.02 .07 
34 Education 1.98 0.38 .08 .05 -.04 -.08 .06 .03 -.02 .20* .11 .12 
35 Job Status 1.77 0.43 -.05 -.08 -.08 -.05 .06 -.01 .02 .01 -.10 -.12 
36 Industry 1.78 1.00 -.02 .02 -.02 -.04 .07 -.03 -.02 -.06 -.04 -.13 
37 Type_of_Job 2.68 1.25 .00 .01 .07 .09 -.03 .06 .04 .09 .09 -.05 
38 Ethnic 1.91 0.73 .00 .12 .07 -.04 -.05 .17 .08 .14 .00 .05 
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 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 
29 -.09 .08 .01 .00 .20* .26** .28** .19* .32** .15 .18 .16 .15 .13 .05 -.05 .13 
30 -.04 .08 .04 -.09 .49** .41** .35** .40** .25** .43** .38** .24* .37** .33** .29** .24* .23* 
31 .06 -.08 .05 -.04 -.31** -.35** -.32** -.31** -.37** -.29** -.21* -.04 .05 -.07 -.04 -.10 .00 
32 -.13 -.17 -.06 .03 -.09 -.02 .01 -.11 .01 -.01 .09 -.09 -.10 -.12 -.19* -.14 -.10 
33 .09 .22* -.02 .15 -.11 -.13 -.16 -.13 -.08 -.17 -.14 -.09 -.09 -.10 -.12 -.11 -.11 
34 .06 .17 .11 .15 -.07 -.05 -.14 -.10 -.06 -.08 -.04 -.03 .00 -.10 -.05 -.07 -.05 
35 .01 .13 .08 -.08 .10 .01 .05 .07 -.01 .13 .09 .16 -.02 .03 .21* .17 .10 
36 -.11 -.03 -.05 -.08 .03 -.02 -.10 .00 -.01 .11 .13 .06 .04 -.04 .13 .19* .03 
37 -.02 .07 .03 -.06 .15 .05 .08 .10 .12 .14 .16 -.05 .00 .08 .00 -.01 -.14 
38 .09 .06 .11 .05 .17 .21* .27** .15 .10 .21* .21* .13 .14 .23* .11 .12 .13 
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 28 29 30 31 32 33 34 35 36 37 38 
29 .16           30 .30** .30**          31 -.08 -.49** -.30**         32 -.16 .04 -.09 -.02        33 .03 .00 -.09 -.09 -.20*       34 .00 .13 .01 .00 .09 .38**      35 .07 -.11 -.02 -.06 -.12 .04 -.08     36 .05 -.12 .04 .02 -.09 .14 .01 .05    37 -.08 .05 .12 -.03 .04 -.05 -.26** -.21* .12   38 -.06 .07 .06 .03 -.06 -.09 .03 -.01 -.16 .10  

*p < .05.  **p < .01. 
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With regard to Time 2 data, the mean scores for personal value dimensions 

ranged from 3.90 (emphasis on rewards) to 4.15 (competitiveness). These scores were 

relatively lower than organisational value dimensions which ranged from 3.90 

(innovation) to 4.27 (stability). Comparing each dimension, most organisational value 

dimensions had higher mean scores than personal values except for competitiveness 

which had a fairly similar score. Standard deviations ranged from .41 to .72.  

 Regarding dependent variables, the mean scores for job satisfaction was 3.65 

with standard deviation of .63. Organisational commitment variable had a mean score of 

3.50 and standard deviation of .55. The last variable turnover intention had a mean score 

of 3.36 with standard deviation of .93. 

There were positive and significant correlations between each personal value 

dimensions and most of the organisational value dimensions. Moreover, almost all 

personal value dimensions correlated positively and significantly with job satisfaction. 

However, these same effects were not observed for the organisational value dimensions. 

On the other hand, all personal and organisational value dimensions were positively and 

significantly correlated with the commitment variable. The results also revealed that 

there were negative and significant correlations between personal values and turnover 

intention. This effect also occurred on some of the organisational value dimensions. 

Meanwhile, negative and significant correlation appeared on the relationship between 

job satisfaction and organisational commitment as well as intention to turnover. 

 

5.2.2. Hypotheses Testing 

5.2.2.1. Polynomial Regression Analysis 

Hypothesis 3 proposed that the greater the congruence between individual’s (a) 

performance orientation, (b) emphasis on rewards, (c) competitiveness, and (d) 

innovation values and their perceptions of (a) performance orientation, (b) emphasis on 
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rewards, (c) competitiveness, and (d) innovation values of the organisation, the higher 

their levels of acceptance intention. Regression coefficients from seven value 

dimensions are presented in Table 10. This indicates that all seven regression models 

were significant with a p-value < 0.01. Table 10 also indicates a strong overall tendency 

toward higher acceptance intention when individuals endorse the values personally (X) 

and when they believed that values were present in the organisation (Y). On the other 

hand, the quadratic components in a large majority dimension of personal and 

organisational values were negative. The interaction terms (XY) were significant only in 

supportiveness ( 𝛽𝛽 =  −.07, 𝑅𝑅2= .10, p < .01) and innovation (𝛽𝛽 = −.06, 𝑅𝑅2 = .11,   p 

<.01) values. However, the negative sign showed that the congruence effects were 

absent. These results indicated weak support for the four congruence hypotheses (H3a, 

H3b, H3c, and H3d) predicting acceptance intention.  
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Table 10. Polynomial Regression Results for Job Acceptance 

Value Fit Dimension Outcome  Intercept X Y X2 Y2 XY R2 

         Performance Orientation Acceptance Intention  4.05** .14** .08** .01 .00 -.03 .10** 
Social Responsibility  Acceptance Intention  4.06** .12** .05** -.00 -.01 .00 .05** 
Supportiveness  Acceptance Intention  4.05** .11** .08** -.00 .02 -.06** .09** 
Emphasis on Rewards Acceptance Intention  4.08** .12** .09** -.01 -.03 .01 .11** 
Stability Acceptance Intention  4.06** .12** .06** -.01 .00 -.02 .09** 
Competitiveness Acceptance Intention  4.06** .10** .10** -.01 -.00 .01 .09** 
Innovation Acceptance Intention  4.07* .09* .10* -.01 .02 -.05* .10** 

*p < .05, **p < .01, N=800 

X = Personal Value Dimension             Y = Organisational Value Dimension 



120 
 

Table 11 presents the results of the relationship between P-O fit and job 

satisfaction. The results revealed most of the interaction coefficients (XY) were not 

significant except social responsibility ( 𝛽𝛽 =  −.02, 𝑅𝑅2= .01, p < .01). However, the 

negative sign indicated that there is no congruence effect occurred in all models.  These 

results were contrary to the four congruence hypotheses (H4a, H4b, H4c, and H4d) 

predicting job satisfaction. 

 In terms of the relationship between P-O fit and organisational commitment, 

results from polynomial regressions analysis depicted most of the interaction 

coefficients (XY) were not significant except social responsibility ( 𝛽𝛽 =  −.02, 𝑅𝑅2= 

.32, p < .01). However, the negative sign indicated incongruence effect on 

organisational commitment. These results indicated weak support for the four 

congruence hypotheses (H5a, H5b, H5c, and H5d) predicting organisational 

commitment.   

Finally, regarding the effect of P-O fit on intention to turnover, the results 

showed none of interaction (XY) coefficients were significant. Therefore, the results 

were contrary to the four congruence hypotheses (H6a, H6b, H6c, and H6d) predicting 

turnover intention.   
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Table 11. Polynomial Regression of Study 2 Time 2 

Value Fit Dimension Outcome (Z) Intercept X Y X2 Y2 XY R2 

         Perf. Orientation Job Satisfaction 3.678* 0.089 0.082 -0.025 0.041 -0.085 0.059 
Social Responsibility  Job Satisfaction 3.728* 0.179* 0.081 0.002 0.023 -0.196* 0.136** 
Supportiveness  Job Satisfaction 3.739* 0.089 0.067 -0.073 -0.057 0.096 0.117* 
Emphasis on Rewards Job Satisfaction 3.682* 0.199* -0.033 0.045 -0.036 -0.094 0.07 
Stability Job Satisfaction 3.752* 0.257* -0.117 0.011 -0.1 -0.032 0.16** 
Competitiveness Job Satisfaction 3.665* 0.046 0.091 -0.047 0.049 -0.043 0.05 
Innovation Job Satisfaction 3.692* 0.093 0.079 -0.021 0.029 -0.142 0.096 
Perf Orientation Organisational Commitment 3.535* 0.228* 0.048 -0.032 -0.036 -0.014 0.219** 
Social Responsibility  Organisational Commitment 3.543* 0.264* 0.148* 0.039 -0.009 -0.221* 0.318** 
Supportiveness  Organisational Commitment 3.462* 0.189* 0.085 -0.004 0.026 -0.05 0.178** 
Emphasis on Rewards Organisational Commitment 3.552* 0.110 0.135* -0.041 -0.026 -0.062 0.178** 
Stability Organisational Commitment 3.533* 0.150* 0.123* -0.037 -0.020 -0.050 0.164** 
Competitiveness Organisational Commitment 3.506* 0.192* 0.094 -0.035 -0.021 0.036 0.21** 
Innovation Organisational Commitment 3.555* 0.139* 0.120* -0.053 -0.033 -0.024 0.175** 
Perf. Orientation Intention to Leave the Organisation 3.282* -0.453* 0.158 -0.062 0.091 0.103 0.159** 
Social Responsibility  Intention to Leave the Organisation 3.303* -0.536* 0.262* -0.052 0.04 0.133 0.219** 
Supportiveness  Intention to Leave the Organisation 3.247* -0.315* 0.056 0.012 0.095 0.011 0.139** 
Emphasis on Rewards Intention to Leave the Organisation 3.303* -0.401* 0.099 -0.053 0.073 0.091 0.127** 
Stability Intention to Leave the Organisation 3.171* -0.350* 0.015 -0.011 0.195* 0.010 0.182** 
Competitiveness Intention to Leave the Organisation 3.292* -0.280* 0.098 0.020 0.048 -0.006 0.096 
Innovation Intention to Leave the Organisation 3.207* -0.171 -0.014 0.076 0.070 0.018 0.076 

*p< .05; **p<.01; N=111; X=Personal Value; Y=Organisational Value



To get a better understanding on data interpretation, the significant coefficients 

of the interaction terms (XY) obtained from the regression estimates were used to plot 

the 3D response surfaces that are elaborated on in the next section. 

 

5.2.2.2. Response Surface Analysis 

 A response surface analysis was carried out after the polynomial regression was 

undertaken. It provided necessary and essential information on how to describe the 

regression equation resulting from the polynomial regression analysis. The coefficients 

obtained from the regression estimates were used to plot three-dimensional (3D) 

surfaces in which individual and organisational value dimensions were perpendicular 

horizontal axes, and the dependent variable was the vertical axis.  

Figure 15. Response Surface for Supportiveness Value Fit Predicting Acceptance 
Intention 

(Z = 4.055 + 0.119X + 0.082Y - 0.003 X2 + 0.028Y2 - 0.066XY) 
 

 
 

Figure 15 depicts the response surface for personal and organisational 

supportiveness values and acceptance intention. The black line on the floor of the graph 

depicts the line of perfect agreement between personal and organisational values (X=Y). 
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The dashed line on the floor of the graph depicts the line of incongruence between 

personal and organisational values (X=-Y). Moving along the X=Y line from the front 

of the graph to the back, the line of perfect congruence as related to acceptance intention 

(Z) has no slope, as indicated by the flat surface. It shows that the congruence between 

personal and organisational supportiveness values has no effect on acceptance intention. 

Moving along the X=-Y line away from the centre of the graph to either the left or right 

shows how the degree of discrepancy between personal and organisational values 

relates to acceptance intention. The graph shows that toward the left and right of the 

graph, where the P-O value fit becomes more and more discrepant, acceptance intention 

rises slightly. To summarise, a lower levels of individual supportiveness and high 

amounts of organisational supportiveness predicted higher level of acceptance intention. 

 
Figure 16. Response Surface for Innovation Value Fit Predicting Acceptance 

Intention 

(Z = 4.071 + 0.099X + 0.102Y - 0.019X2 + 0.025Y2 - 0.057XY) 
 

 
 

The effect of personal and organisational innovation values on acceptance 

intention is shown in Figure 16. The figure shows a flat surface along the congruence 
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line where both personal and organisational values are equal. A lower level of 

individual innovation and high amounts of organisational innovation predicted higher 

level of acceptance intention. By contrast, a higher level of individual innovation and 

lower level of organisational innovation also predicted higher acceptance intention.  

 Figure 17 shows how social responsibility value fit predicts job satisfaction. An 

upward curvature along the incongruence line indicates that job satisfaction would be 

relatively high when P-O social responsibility value was incongruent. Conversely, the 

ridge of the surface is downward slightly along the congruence line, implying a negative 

effect of personal and organisational social responsibility value fit on job satisfaction.  

Figure 17. Response Surface for Social Responsibility Fit Predicting Job 
Satisfaction 

(Z = 3.728 + 0.179X + 0.081Y + 0.002X2 + 0.023Y2 - 0.196XY) 
 

 
 

 Personal and organisational social responsibility value fit and its relationship 

with organisational commitment are presented in Figure 18. The upward curvature 

along the incongruence line indicates that organisational commitment would be 

relatively high when P-O social responsibility values were incongruent. The ridge of the 
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surface gradually decreases along the congruence line showing the negative relationship 

between P-O social responsibility fit and organisational commitment.  

 

Figure 18. Response Surface for Social Responsibility Value Fit Predicting 
Organisational Commitment 

(Z = 3.543 + 0.264X + 0.148Y + 0.039X2 - 0.009Y2 - 0.221XY) 
 

 
 

 The response surface plot shown in Figure 15 and 16 shows that job seekers’ 

intention to accept a job offer is greater when their level of supportiveness and 

innovation values are dissimilar to the level of the organisation. These results suggest a 

complementary fit relationship between individual and organisational values of 

supportiveness and innovation. In addition, Figures 17 and 18 also indicates that job 

satisfaction and organisational commitment are higher when employees’ level of social 

responsibility value is incongruent to those of the organisation. It demonstrates a 

complementary fit effect of P-O social responsibility value on those attitudinal 

outcomes. 
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5.3. Study 3 

The following section presents the results obtained through the interpretative 

methodology of in-depth interviews.  Findings are presented in the order in which the 

in-depth interview questions were asked. The key themes generated for each research 

questions are discussed in detail.   

 

5.3.1. Leximancer Output 

5.3.1.1. Values of Indonesian employees 

The first aim of this qualitative study was to investigate the values of Indonesian 

employees. Moreover, it distinguished the values of both the younger and older 

Indonesian workforce. To further distinguish their value priorities, I determined a cut-

off age for each category. The determination of younger and older cohorts was based on 

the median of respondents’ age. Based on the data obtained from 43 respondents, the 

median age was 33 years. I created two groups and included those aged below 33 years 

old in the younger group, while those who are 33 and above were considered as older 

employees. In total there were 21 (49%) young employees and 22 (51%) older 

employees.  

  To give a richer description of value priorities, the Leximancer analysis explored 

the interview transcripts for the presence of one or more dominant thematic clusters 

with its concepts. The concepts were clustered into themes. Themes were shown in 

colours while associated concepts were in black. As depicted in Figure 19, six themes 

emerged from the analysis of younger employees’ values; business, family, discipline, 

honesty, others, and trust. 
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Figure 19. Concept Map Associated with Indonesian Younger Employees' Value 
Priorities 

 

The themes were also visualised in the concept heat-map to show its importance. 

The ‘hottest’ or most important theme appeared in red and the next hottest was orange. 

The concepts clustered in these themes were the concepts that appeared most frequently 

in the text. The cool colours like green and blue denoted those that were less important. 

The size of the theme spheres indicated the expansiveness of the theme in terms of the 

concepts and linkages it contains, rather than its importance in a purely hierarchical 

sense. For example, as depicted in Figure 19, although the theme “honesty” appeared 

larger than the theme “family”, the theme “family” had a larger value for connectivity 

and relevance than the “honesty” theme.  

As shown in the Figure 19, “business” theme was the hottest in colour and the 

biggest in size, which reflects the most important value for younger Indonesian 

employees. This theme presents a cluster of important concepts such as goal 

achievement, education, career and position. Together, these concepts represented the 

most important values for younger Indonesian employees. Since they were still young, 
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the pursuit of a higher degree of education was a must to get a better position in the 

work place. One participant’s statement reflected the goals of most young employees: 

“For me, the most important things are career and education because those 

things are important for better career and position.” (Interviewee 15) 

 

The second most important value was family. Most of the interviewees like to 

spend time with families and were responsible for their children’s growth. Their 

statements are as follow: 

“Family is the most important. If I choose to do anything day by day, it is all for 

my family, that’s all.” (Interviewee 17) 

 

“I value things related to family especially the children’s future. They become 

the priority in life.” (Interviewee 8) 

 

Younger employees believed that obeying the rules and avoiding doing anything 

people would say is wrong were compulsory. Therefore, they valued discipline highly. 

Self-confidence and change concepts were also within this theme. On the other hand, 

younger employees love to open their self for new ideas and change. They refuse to be 

stagnant in certain condition and eager to learn things that they have not done before. 

“I try to open my-self toward changes. If there is a chance to change something 

to be better, then I should do it. Moreover, I have to be confident to 

communicate with new people or do something that I have never done before.” 

(Interviewee 10) 

 

Meanwhile, ethical aspects such as honesty, integrity, and respect for each other 

were also values that they uphold. To them, these values can keep them having good 
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manners and positive work attitudes. The last two themes for instance “others” and 

“trust” were in a cool colour, reflecting less importance compared to other themes.  

Aspects associated with solidarity among others were not their first priority.  

As depicted on the concept map, there was an occurrence of the overlap of the 

theme. It occurs at the intersection of “honesty” and “other” themes. However, there 

was no concept node at the overlap point. A slight difference existed in older 

employees’ values. As depicted in Figure 20, five themes emerged from the Leximancer 

analysis; responsibility, family, welfare, trust, and stability.  “Social-Responsibility” 

had the most connectivity among other themes followed by “family” which had 85% of 

connectivity, and “welfare” with 29% of connectivity. Two themes that had least 

connection were trust and stability.  

Figure 20. Concept Map Associated with Indonesian Older Employees' Value 
Priorities 

 

 

Based on the concept map displayed in Figure 20, aspects related to social-

responsibility appeared most frequently in the text. It indicates that social responsibility 
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was the most important value for older employees. This theme was composed of 

important concepts for instance social, society, career, religious, as well as 

responsibility. Overall, older employees really wanted to have a harmonious social life 

and be more beneficial for their surroundings. They also devoted their life for the 

religious values that they believe in: 

“I want to have optimum benefits for the society by participating actively in 

social activities and helping others in my surrounding.” (Interviewee 12) 

 

Moreover, family appeared to be the second important for older employees. This theme 

clustered the major concepts for instance family and self actualization. Anything earned 

from work was entirely dedicated to the family. This theme also connected with the next 

important value namely welfare. Aspects related to the job such as salary and welfare 

were also important for them in order to finance their families: 

“Earning money for family is the most important thing in my life.” (Interviewee 

30) 

 

The last two themes mentioned by older Indonesian employees in the transcripts 

were trust and stability. They tended to refuse conflict and wanted to keep peace among 

others.  

This finding is in line with Hypothesis 1 and Hypothesis 2 tested in Study 1. 

Younger and older employees appear distinctively in terms of their value priorities. As 

depicted in Study 1, younger employees prioritise value related to self-enhancement and 

openness to change. Therefore, they value achievement and stimulation more than older 

employees do. On the other hand, older employees put their priority on self-

transendence and conservation value domain. Hence they emphasise social related 
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values, for instance tradition and universalism. In other words, this qualitative study 

replicates and strengthens the empirical finding from Study 1.  

 

5.3.1.2. How organisations support employees’ values. 

The second purpose of this study was to identify practices companies adopted to 

support their employees’ value endorsement and expression. As shown in Figure 21, 

there were five themes emerging from the transcripts, for instance supports, facilities, 

training, boss, and position. Supports and facilities were identified as the major themes, 

which encompassed concepts such as communication, money, work, job, family, health, 

and facilities. The concept map also highlighted the training program provided by the 

organisation that related to the salary and position in the organisation. 

 The majority of participants indicated that their company really supported their 

individual values. The ways that companies communicate with employees tended to be 

identified as the most supporting action for the employees.  

“In working, I also feel safe because the company is more stable in getting the 

communication with everyone. The regulation in this company is clear because 

it is effectively communicated and annually evaluated.” (Interviewee 30) 

 

“The atmosphere is so conducive. The relationship between colleagues and the 

boss is well-established and we have good communication.” (Interviewee 38) 

 

 For career and position values fulfilment, employees felt that the company 

supports these values through a good career path and benefits offered. Moreover, 

training and development programs work well in improving employees’ skills that were 

needed for career enhancement.  

“The career path in this company is so clear. It is good” (Interviewee 32) 
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“The company provides training or coaching that is conducted regularly.” 

(Interviewee 19) 

 

Regarding the family, welfare, and flexibility values fulfilment, the company 

supported its employees by providing benefit and facilities that cover all family 

members.  

“The company completely supports employees values by providing benefits and 

facilities related to health. I think it is important especially when we have 

already had a family.” (Interviewee 1) 

 

“The company supports indirectly. In my current position, I have some 

subordinates to whom I can delegate some less important work. I only handle 

some important ones. So the company does not require me to stay in the office 

unless in the working hour. If I can monitor it from home, the company does not 

mind. Besides, there are some allowance and facilities such as health insurance 

for family. So I think I get enough support from the organization.” (Interviewee 

5) 

 

“It is quite good for health insurance, not only for employees but also for 

husband or wife. We get very good benefit of health insurance with excellent 

facilities of hospital. The company also gives facilities for woman such as 

flexibility for breast feeding.” (Interviewee 17) 

 

“I get my needs fulfilled by the company, for instance time flexibility. I can go to 

work at any time. It does not require me to come everyday. I can come to the 

office two days a week. If emergency situation happens, the company will ask me 
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to come especially when a new case emerges. The most important thing is I can 

achieve the company’s target.” (Interviewee 40) 

Figure 21. Concept Map Associated with How Organisations Support Employees' 
Values 

 
 

5.3.1.3. Difficulties encountered by employees’ in organisations related to value   

fulfilment. 

In their interaction with their organisation, every employee has to deal with 

potential problems that could hinder value fulfilment. This can not be avoided, since 

each organisation and employee possesses distinct values, goals, and priorities. 

However, potential obstacles to individual value fulfillment have to be identified. As 

such, organisations can try to help their workforce to achieve a better P-O value fit.  

Semantic analysis of responses identified a number of themes in addition to the 

“family”, “work”, “different”, “boss”, “management”, and “people” as barriers of value 

fulfilment. 
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As depicted on the concept map displayed on Figure 22, there was an occurrence 

of the overlap of the theme. It occurs at the intersection of “family” and “work” themes. 

These themes are interrelated one another since both of them are conflicting. The 

attainment of one value sometime has to neglect the other. For example, some 

respondents felt that their companies did not support their family-related value because 

they need to frequently relocate their home. If they refused to move, it could hinder 

their career progress.  

“Every employee must be willing to work in every branch of company 

throughout the country. Thus, willing to work in every branch wherever it is will 

trigger horizontal conflict when we prioritize family as our value. To continue 

working in a company, we should choose to move from zone A to zone B, from 

zone B to zone C. And sometime it is impossible to bring family with me. As a 

result, I have to be separated with my family.” (Interviewee 2) 

 
On the other hand, leadership style could trigger a conflict if the leader could not 

be assertive and being inconsistent with the implementation of policies. Meanwhile, a 

transition from the previous leader to the new one might impact on distinct 

organisational policies and systems. These changes might cause puzzles to the 

employees. An illustrative response is shown below. 

“It can be said that sometimes the standard of assessment is not clear. For 

example, if the boss likes one particular employee, then that employee can have 

better career. On the contrary, if the boss dislikes certain employee, there will 

be no career development for her/him. Thus, career development is based on 

personal judgement instead of competency.” (Interviewee 16) 

 
“Changes in the organization have influenced the organisation’s system. We 

used to have a different boss from what we have now. This structural change has 
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reformed the work system. So employees had to adjust their work with new 

methods introduced by our new boss.” (Interviewee 17) 

 
Another interviewee emphasised that a lack of appreciation from the leader 

could create a problem regarding value satisfaction. 

“It’s about appreciation. I didn’t really get appreciation from my organization.” 

(Interviewee 37). 

‘Different’ was also identified as the theme. It refers to value differences 

between individuals as well as the organisation. Specifically, value differences between 

younger and older worker has created problems in the organisation. Potential conflict 

arising due to this distinction could trigger a contra-productive work atmosphere among 

employees.  

“..There were value differences between junior and senior employees. So it is a 

little bit clashed with the environmental change now. There are many young 

employees join the company and a little clash between senior and junior 

happened. It is because the values of older employees differ from the younger 

ones” (Interviewee 11) 

 
There was also concern about management practice in organisations that was 

inconsistent between the written standard operation procedure and its implementation. 

”The organization has good procedure but its implementations are sometimes 

inconsistent. It can be said that double standard does exist. It is valid for one 

person, but not valid for another.” (Interviewee 20) 
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Figure 22. Concept Map Regarding Difficulties Faced by Employees in 
Organisation Related to Value Fulfilment 

 

 

5.3.1.4. Employees’ experiences regarding value differences with the organisation. 

 During the interviews, every respondent was asked about their experience of 

dealing with person-organisation value differences. They were asked whether they have 

experiences of quitting the organisation and factors that have influenced their decision. 

As shown in Figure 23, most of participants had left the companies due to value 

incongruence. However; other participants had no experience of quitting the 

organisation since current job is their first work experience.  
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Figure 23. Respondents' Experience of Quit Due to Value Differences 

 
 

 A semantic analysis of responses identified a number of themes which reflect 

the main reason for those who had left the company. As shown in Figure 24, “value” 

was the key theme that directly linked to “time” and “company” themes. Other themes 

including “job”, and “change” were also appeared in the figure. As the hottest in colour, 

dissatisfaction towards value fulfillment was the most important reason behind this 

turnover. It is composed of some concepts relevant to the theme, namely comfort, 

position, chance, management, and satisfaction. This theme also connects to the other 

themes including company, time, and change.  

“Yes, I previously worked in a company where I did not feel comfortable at all. 

The pressure of the management, work environment and also colleagues in my 

previous workplace made me completely uncomfortable to work there, so I 

decided to resign. I also demanded the management to give me health insurance. 

I asked the management, but they did not give it to me. Then, I decided to 

resign.” (Interviewee 1) 
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“When I worked in a Korean company, I did not feel comfortable because I 

thought that the company did not give respect to the employees. I worked 8 

hours a day, but it demanded more working hours and it did not provide 

compensation. So, it was counted as merely loyalty.” (Interviewee 3) 

 

“My previous company expected me to move to another comfortable zone in 

another city. The emerging conflict lies on whether my spouse can follow. Thus, 

my application to stay here was rejected for any reason.” (Interviewee 2) 

 

As shown by Study 1’s results, Indonesian younger employees put career, 

position, and achievement as their first priorities. They dedicated most of their time at 

work for their personal development to obtain their career goals. They challenged 

themselves to learn new things and broaden their mind every single day. Therefore, if 

the organisation did not support this endeavour, they might decide to quit. Specifically, 

some participants mentioned that a lack of performance feedback and challenge 

provided by the organisation as a trigger of their decision to turnover. 

“That period, maybe I started building my career there, so my value was 

achievement, I mean position. Thus, I felt that I was capable enough and able to 

take responsibility in this position, but the company did not give me the 

feedback. So I decided to leave the company to find another place which 

acknowledges my capability in that sector in that position. So at that time maybe 

my value was certain position in certain department.” (Interviewee 5) 

 

“I quit the previous job was due to the fact that I found no challenge any longer, 

the same work routine every day.” (Interviewee 18) 
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“I have resigned from my previous workplace because I feel no challenge. So 

maybe I was bored with the situation.” (Interviewee 20) 

“When I worked in a retail Company, I wanted to learn about retail industry. I 

learnt about this industry until I reached the level of store manager. But I got 

stuck in this position and the knowledge did not develop. So I decided to quit 

because I did not get further insight about this industry.” (Interviewee 25) 

 

 “The company did not fulfil self-actualization value.” (Interviewee 29) 

 

Moreover, leadership style could also trigger employee’s dissatisfaction which led to 

the decision to leave.   

“I realized after working for two years that the management of my previous 

company was led by one person. One local director who had different point of 

view with other leaders was very dominant and even able to influence higher 

leaders. Thus, the president director could not do anything. This condition was 

also felt by other employees. So the turnover rate in that organisation was so 

high.” (Interviewee 4) 

 

The incongruence between personal values and organisational culture as reflected in the 

company’s vision, mission, and management practice was also nominated as the reason 

for employees to stay or leave the organisation. One respondent decided to quit the 

organisation since he had encountered corruption practices.  

 “I saw a corruption practice in the store.” (Interviewee 9) 

“It was due to my personal discrepancy with the value of the company. For 

example when my achievement was much higher than the target, I did not get 

bonus.” (Interviewee 34) 
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Figure 24. Concept Map of Employees who had Experience with Value Differences 

 
 

 Even though Hypothesis 6 was not supported in Study 2, the analysis of in-depth 

interviews in this study supported the hypothesis. Employees who had experienced P-O 

value misfit tended to have left the organisation. This was mostly expressed by younger 

employees. As they perceived that they had opportunities to get a more suitable job 

elsewhere, they confidently left the organisation.   

On the other hand, some respondents had no experience of quitting the 

organisations since the job they currently had was their first position. 

“I have just worked in one company, so I have never experienced that matter.” 

(Interviewee 38) 
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Figure 25. Concept Map of Employees who had no Experience with Value 
Differences 

 
 

5.3.1.5. Employees’ intention to quit if value incongruence exist in the future 

The fifth research aim attempted to examine employees’ attitude regarding 

personal-organisational value differences. They were asked whether they intended to 

quit the organisation if value differences between employee and organisation exist in the 

future. Three main answers emerged from respondents’ comments. As described in the 

Figure 26, the majority of respondents were willing to quit, some of them were unsure 

about their attitudes, and a few of them decided to remain with the organisation. Each 

decision had its supporting arguments.  
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Figure 26. Respondents' Attitudes towards Value Differences 

 
 

Most respondents agreed that it was better to find another job rather than to stay 

with the organisation whose values were incongruent.  They tended to uphold their high 

values instead of adjusting themselves to the organisation’s culture that was against 

their beliefs and principals.  Figure 27 reveals several themes as important factors that 

lead their decision to quit. This includes “convenience”, “company”, “career”, 

“change”, and “time”. As in the hottest colour, “convenience” theme was the most 

important factor that needs to be fulfilled in order to keep employees staying with the 

organisation. This theme is composed of several important concepts including family, 

compensation, value, and job. These are participants’ opinion with regard to their 

attitudes toward value misfit: 

“It is better to find another job in another company than sacrificing family. 

There are so many values in a family. So I can’t imagine what happen if I prefer 

to choose career but losing togetherness with my family.” (Interviewee 2) 
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“Obviously, I will resign from that company, because what I look for is comfort. 

If I don’t feel comfortable, I will resign.” (Interviewee 3) 

“I might be. Because for me value is an important thing as it makes me 

comfortable in working. I am afraid if I still stay with the organisation, I will 

lose my value and feel comfortable in doing things that I consider wrong.” 

(Interviewee 9) 

  

Figure 27. Concept Map of Employees' Intention to Quit if Value Differences Exist 
in the Future 

 
 

On the other hand, seven respondents appeared to be persisting with the 

organisation, notwithstanding the value incongruence. Most of these respondents were 

aged 40 or older. When assessing which factors were important in determining their 

intention to stay with the organisation, a number of themes were generated from the 

concept map. As depicted in Figure 28, “risk”, “age”, ”safety”, “value” and “time” 

themes were identified in semantic concepts.  
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“I don’t think so. Considering that most of companies currently require fresh 

graduates. I am now 40 years old, and it seems difficult for me to find a new job. 

Therefore, despite this discomfort in the company, I keep working here until I 

retire.” (Interviewee 38) 

 

“For now, it is impossible because of the age. I am more than 40 years old now.  

I don’t want to take the risk.” (Interviewee 22) 

 

“I don’t think I will quit considering my age, skill, and educational background. 

It is impossible. I don’t have courage to leave the company and do anything 

else. So I just follow the policies.” (Interviewee 39) 

A few respondents intended to stay with the organisation for another reason. Even 

though the company could not fulfil all of their value needs, it lets employees acquire 

other values that were also important, but were not their priority. For example, an 

employee might be dissatisfied with compensation value fulfilment. However, joining 

with that organisation could increase his/her spiritual skills since the company held high 

religious values.  

“I don’t think so, because eventhough I don’t get one value, I still can get 

another value fulfilled, for example the feeling of comfortable being with friends 

and integrity.” (Interviewee 16) 

 

“No. I will not, because I get another value fulfilled such as religion. I can 

improve my spiritual knowledge and skill in current company.” (Interviewee 35) 
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Figure 28. Concept Map of Employees' Intention to Quit if Value Differences Exist 
in the Future 

 

 

Despite confident answers as to whether to stay or leave the organisation, a 

number of respondents were unsure about their decision. They considered many things 

before taking any action. Figur 29 reveals important reasons behind their decision. They 

are age, family, as well as the opportunity to get another job.  

Some of them were willing to leave the organisation if they got a new job. They 

did not want to take the risk of losing their job since they were still responsible for their 

families. Career sustainability and security would be their consideration. 

“I will think twice regarding that matter because it is not easy to find a job.” 

(Interviewee 1) 

 

“I will do but with consideration of getting another job first. We have to think 

rationally because I have responsibility in the company and in my family.” 

(Interviewee 6) 
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“I will try to find another job in other companies. When I got one, I’ll resign 

from this company.” (Interviewee 13) 

 

“If I experience any events that make me feel uncomfortable with the company, I 

will not quit directly because there are many people behind me who really need 

me.” (Interviewee 28) 

Figure 29. Concept Map of Employees' Intention to Quit if Value Differences Exist 
in the Future 

 
 

5.3.1.6. How can organisations support employees’ values from employees’ 

perspective?       

The last objective of this qualitative study was to explore the way organisations 

might support employees’ values from the employees’ point of view. The output was 

important for organisations to fulfil individuals’ value needs. Semantic analysis 

identified four important themes that represent participants’ opinion on how 

organisation might support P-O fit. This includes “management”, “self-development”, 
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“benefit”, and “firm mission”.  The most important theme was “management” which 

consists of challenge, employee, performance, and job concepts. This theme connects to 

self-development which was the second most important theme. Semantic analysis also 

revealed "firm mission" as a major theme that related to “benefit”.  

 When determining how organisations might implement such support system, 

many respondents believed that performance management, and training and 

development, should be prioritised. This is related to the fulfillment of younger 

employees’ values of skill enhancement and career development. This way, an 

organisation can adjust its value and make it more congruent with those of the 

employees. 

“I think the results of employees’ performance assessment can be followed up to 

enhance their competences, for example through training programs, mentoring, 

as well as reward and punishment.” (Interviewee 7) 

 

“The organisation should not only focus on company’s profit but also human 

development.” (Interviewee 13) 

 

“I want company to give more opportunities for training or chances to develop 

my ability in other aspects.” (Interviewee 15) 

 

“There must be a knowledge centre in the company.” (Interviewee 23) 

  

Another important factor that was generated from semantic analysis was a 

mutual understanding between employees and organisations regarding the firm’s 

mission. During the recruitment process, the company should actively promote its 

vision and mission while continuing to select candidates who have relatively the same 
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vision as the organisation. This way, organisations could minimise conflict with the 

employees caused by value differences.   

“The most important thing is that all of them shares mutual vision. For example, 

to create profitable company, to establish industrial relationship among 

employees and harmonious relationship between employees and managers are 

what we are expected.” (Interviewee 4) 

 
“It is a bit difficult whether the organisation should adapt the employees or the 

employees adjust their values to those of the organisation. I learn that the 

organisation’s vision and mission will run well if the employees at least have 

similar vision and mission with the organisation. It means that at least the 

organisation should select employees who have the same vision and mission 

with the organisation so that there will not be much difference.” (Interviewee 

11) 

 
 The concept relating to the “benefit” was seen as essential factor in creating a P-

O fit. If organisations could fulfil employees’ value of family by providing suitable 

support for the family’s health and welfare, employees would be more comfortable in 

working for the organisation. Therefore, their feeling of comfort and safety would 

increase, leading to an intention to stay with the organisation. 

“The Company needs to pay more attention if the employees value their family. 

The company has to support themby providing health facilities for family, 

nursery room in the office, or child care.”” (Interviewee 5) 
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Figure 30. Concept Map of How Organisation may Support Employees' Values 
from Employees' Perspective 
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CHAPTER 6 

OVERALL DISCUSSION 

 

 This chapter provides a discussion of the results reported in Chapter 5. Within 

the context of prior research reported in Chapter 2, theoretical and managerial 

implications are provided. After reviewing limitations of this thesis, I conclude with 

possible directions for future research. 

 

6.1. Discussion of the Results 

This thesis aims to examine the value hierarchy of Indonesian employees and 

test whether there were differences between younger and older employees in terms of 

their value priorities. The results revealed substantial differences in the importance of 

individual values between those cohorts, with young Indonesian employees prioritising 

self-enhancement and openness-to-change values, while older Indonesian employees 

placed priority on self-transcendence and conservation values. Specifically, increasing 

age is associated with placing a higher priority on tradition, universalism, and security 

values, and lower levels of achievement, stimulation, and hedonism values. This finding 

strengthened the evidence that age differences in basic human values do exist. 

Studies by Schwartz et al (2001) and Lyons et al. (2007) found positive and 

significant correlations between age and security, conformity, tradition, benevolence, 

and universalism values. These findings are quite different from those obtained from the 

Indonesian sample, where no significant correlation was found between age and 

conformity and benevolence values.  

Indonesian cultural values and principles of life might play an important role in 

explaining these findings. Given the country’s multi-ethnicity and multi-religiosity, 

maintaining harmonious interpersonal relationships is a basic and important value for all 
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Indonesians, regardless of their age (Magnis-Suseno, 1997). Indonesian people find a 

high quality of life when they can achieve harmony among societies. Relationships are 

more valued than the task. Thus, developing a good relationship with the other person is 

viewed an essential pre-condition to achieve the task. Moreover, they also try to take 

care of others’ feelings and well-being, respect older people, as well as avoid conflict. 

Parents are obliged to take care of their children and educate them in those values. 

Therefore, it makes sense if that Indonesians, young and old, put universalism, 

conformity and benevolence values on their top priority.   

Previous studies also revealed a negative and significant correlation between age 

and self-direction, stimulation, hedonism, achievement, and power (Schwartz et al., 

2001, Lyons et al., 2007). However, the Indonesian sample did not reveal any such 

relationship between age and power as well as self-direction values. 

In regard to this finding, Indonesian cultural values should also be taken into 

account. People in large power distance countries like Indonesia are more likely to 

comply with the orders of their bosses, and less likely to voice their concerns (Huang et 

al., 2005). Moreover, in such societies, older people are more respected than younger 

people and are rarely contradicted or publicly criticised (Hofstede, 1986). Since 

Indonesian people are more comfortable with stable and predictable conditions 

(Magnis-Suseno, 1997), they are less likely to move elsewhere looking for better 

conditions and a better future. On the other hand, Indonesian employees value 

achievement and self-direction moderately. Therefore, they are less likely to determine 

their personal goals, and tend to be satisfied if they are able to achieve the goals 

determined by parents or bosses.  

Significant correlations between age and certain values indicated that individual 

value changes throughout their lifespan (Johnson, 2002). As individuals grow older, 

there are changes in their emotional experiences, social relationship as well as self-
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concepts (Ng and Feldman, 2009). Those cause older people to experience positive 

emotions at work and value familiar social relationships. On the other hand, stimulation, 

power, and achievement values steadily decline and become less important as 

individuals grow older. 

The reasons for this can be derived from socioemotional selectivity theory. This 

posits that time perspective is integrally involved in human goal-directed behaviour and 

motivation (Carstensen, 1992). Specifically, when individuals’ time horizon is open and 

boundless, as in young adulthood, they tend to focus on novelty and stimulation. 

However, when individuals’ time horizon is foreshortened, as in late adulthood, they 

tend to focus on positive emotional experiences and the sense that they are needed by 

others. Therefore, since knowledge striving is so important for younger people, they 

pursue it relentlessly, even at the cost of their social relationships. In contrast, older 

people see fewer opportunities awaiting them and less time available to obtain and 

benefit from purely knowledge-related goals (Carstensen, 1992). However, this study 

also reveals that some value types do not associated with age. It is indicated by 

conformity and benevolence values that are remained important, and self-direction and 

power values that are remained less important for both young and older people.   

Facing age and value differences in the workplace will be a significant challenge 

for organisations in the coming years. Research has suggested that age and value 

diversity has the potential to drive conflict, resulting in poor implementation ability and 

poor communication (Williams and O'Reilly, 1998). Therefore, organisation needs to 

align the work values with management practices to create work situation that 

accommodate both age cohorts.  This includes practices to attract younger employees 

that in line with their strong orientation toward self-enhancement and openness to 

change, and pactices that will retain older employees that consider their self-

transcendence and conservation values orientation. 
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Furthermore, this thesis aims to explore the relationships between P-O fit and 

acceptance intention, job satisfaction, organisational commitment, and intention to 

turnover. Specifically, this study hypothesised the congruence effect of individual and 

organisation’s (a) performance orientation, (b) emphasis on rewards, (c) 

competitiveness, and (d) innovation values on acceptance intention, job satisfaction, 

organisational commitment, and intention to leave the organisation. Using polynomial 

regression and response surface analysis, this research suggested that these relationships 

are more complex than previously thought.  

Results from polynomial regression indicate that the congruence between 

personal and organisational values is not a strong predictor of work-related attitudes.  

However, the response surface graphs indicated that there was a tendency toward higher 

outcomes when individuals indicated a lack of certain values but they believed the 

values were present in the organisation. On the contrary, higher outcomes also occurred 

when individuals endorsed the values personally but they perceived the value did not 

exist in the organisation. These indicated a general lack of support for congruence 

effects but suggested complementary value fit effect instead.  

A possible explanation for these results might be understood in accordance with 

the need theory (Alderfer, 1972). In a weak economy (the economic situation 

experienced by poor or developing countries), simply having a job may be more 

important than pursuing the ideal organisation with optimal value congruence. This 

explanation suggested that value congruence might be less important in the conditions 

of competitive labour markets or less employment opportunity. The congruence effect is 

more important in developed nations or more promising economic circumstances where 

previous P-O fit studies were undertaken and which received more support. This study 

highlighted different phenomenon between employees in developed and developing 

countries in regard to P-O fit and work attitudes.  
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Specifically, this study revealed complementary fit effects in supportiveness and 

innovation value dimensions on acceptance intention. It also found complementary fit 

effects in social responsibility value dimension on job satisfaction and organisational 

commitment. These findings enable employees to make contributions to their 

organisation with their unique characteristics. It is important, especially for younger 

employees, to achieve their personal distinctiveness. As revealed in the results of study 

1, younger employees tend to prioritise values regarding self-enhancement and 

openness to change. One way to fulfil the values and obtain that distinction could be 

from value transformation between individuals and organisations. Individuals bring 

their values to the organisation, and as they interact with different values of the 

organisation they draw on this experience to enhance their knowledge and learn other 

important values of the organisation.  

Previous scholars have examined the effect of perceived complementary P-O fit 

on work attitudes (Kristof-Brown et al., 2005a, Mehtap and Alniacik, 2014, Cable and 

Edwards, 2004). However, the majority of P-O fit studies found that supplementary P-O 

fit has greater effects on work attitudes than the complementary fit. Unfortunately, 

organisations tend to view that, if there is no congruence found between individual and 

the organisation, it is considered as misfit. This condition leads the organisation to reject 

the applicants instead of offering a position.  

In fact, complementary in values between individual and the organisation may 

benefit the organisation especially under the condition of extending fit and culture 

change (Powell, 1998). Those individuals may bring freshness into the organisations 

that increase diversity and broaden the organisation’s perspective. This diversity also 

helps the organisation to acquire more insight and sensitivity in order to react towards 

the environmental changes and challenges. Thus managers should be aware and pay 
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attention that not only similarities between individual and organisation that can 

contribute to organisational success, but also the differences do.  

Finally, this thesis elaborates details regarding the nature of Indonesian 

employees’ work-related values and description of events that revealed how these 

values were congruent with, or conflict with the values of their organisations. The 

objective of the research was to assist employers to understand how they should design 

employment experiences for better recruitment and retention of young professional 

employees in the rapidly changing workforce context of Indonesia.  

The quantitative research of Study 1 and the qualitative research of Study 3 

echoed previous findings with regard to value differences between age cohorts 

(Inglehart, 2008, Lyons et al., 2007). The results showed that younger employees 

prioritise values of professional goals accomplishment which was located in the self-

enhancement value domain. On the other hand, older employees put the social-

responsibility value, which was reflected in the self-transcendence domain, as their 

main priority. Clearly, this study revealed a variation in the importance of values 

between the younger and older workforce. 

Those value differences can be perceived as a threat or an opportunity to 

improve the organisation. In addition, those differences may have a significant impact 

on employee attitudes, and their interaction with managers, customers, and peers  

(Kupperschmidt, 2000). Therefore, leaders need to appreciate those differences by 

emphasising positive values and attributes that may benefit the organisation. If these 

differences are not managed effectively, they can possibly become a source of 

frustration and dissatisfaction among employees and lead to conflict and productivity 

deterioration in the workplace (Kupperschmidt, 2000). Consequently, it might increase 

turnover rate and the loss of valuable employees, (Gursoy et al., 2012). By contrast, if 

managers acknowledge and accommodate those differences in effective ways, it might 
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create a work atmosphere that fosters leadership, motivation, communication, and 

synergy between cohorts (Gursoy et al., 2008, Smola and Sutton, 2002). Moreover, 

understanding generational differences may also be useful for managers in creating 

good corporate citizens, and increasing productivity as well as innovation 

(Kupperschmidt, 2000).  

Unfortunately, Study 3 found that not all organisations paid an appropriate 

amount of attention to the employees’ values. This can be seen from a number of 

obstacles encountered by employees with regard to individual value fulfilment in the 

organisations. This comes from an inconsistency between policy and its 

implementation, a lack of recognition from the leader to the employees, and changes in 

organisation that reform new cultures and systems.  

With regard to Person-Organization (P-O) value fit, turnover intention has been 

a construct most frequently examined in P-O fit studies. The effect of value 

incongruence on employees’ turnover behaviour was also discussed in the qualitative 

analysis of this study. In spite of the lack empirical support on congruence hypotheses 

of Study 2, Study 3 reveals different findings. A total of 41% of young respondents of 

Study 3 had decided to quit their previous organisations due to a P-O value misfit. This 

indicates that young employees consider the congruence between their values and those 

of the organisation in making decision to stay with or leave the organisation. By 

contrast, the results suggested that older and more experienced employees exhibited a 

preference for a status quo that makes them less likely to quit, regardless of the value 

incongruence. They did not want to risk their job because it would be difficult for them 

to find an alternative one in their mature age.  

Aligning organisational and personal values, and vice versa was not easy 

especially when considering a large number of employees in an organisation. Both 

parties have to consider the values which matter in relation to attitudes and behaviour 
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that should be upheld by each party. The focus can be on specific individual values or 

organisational values. If it is on individual values for example, the organisation should 

provide policies that support individual value fulfillment. Specifically, organisation 

needs to develop policies that are addressing values related to people development, 

performance management, and benefit systems.  

On the other hand, organisations also need to develop standards of human 

resource management to deal with multi-cohort employees. A negative association 

between increasing age and levels of achievement, stimulation, and hedonism values 

suggests a need for adopting human resource management strategy that support these 

values for younger employees. An emphasis on achievement and stimulation values 

suggests that younger employees need training and development program that foster 

their career success. This includes frequent evaluation of work performance and more 

regular feedback and recognition. On the other hand, a priority on hedonism value 

implies a work-life balance attainment among younger employees. Managers may 

respond to this by providing well-being programs and work flexibility with balance 

work targets and personal goals. This includes flexible work schedules and extended 

leave for study or travel.  

Another way is to focus on organisational values. This approach emphasises the 

importance of the values, mission and goals of the organisation. The practical 

implementation of this approach is, for instance, defining and communicating the 

company’s vision, mission, and goals to the employees. Furthermore, organisations also 

have to clearly determine the role of each employee in achieving the vission and 

mission. P-O value alignment may also be done through socialisation process especially 

for the newcomers. The socialisation process provides new employees with a 

framework for responding the work environment and getting involve with other 

organisation’s member. This process will let newcomers learn and internalise the 
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cultures, norms, and values of the organisation. Reserach has found that organisation’s 

socialisation tactic are related to changes in newcomers’ values (Cable and Parsons, 

2001). Specifically, newcomers were more likely to report positive P-O fit perceptions 

when they experienced sequencial socialisation.  

 

6.2. Theoretical and Managerial Implications 

The current thesis has several implications in the context of human resource 

management and organisational behaviour science. In particular, several notable 

contributions to the literature were offered. First, this study expands the measure of 

previous P-O fit studies beyond general value fit by examining the importance of 

specific value dimensions. Most of previous studies found support for the positive 

relationship between P-O value fit and work related attitudes (Kristof-Brown et al., 

2005b, Cable and Judge, 1996, Verquer et al., 2003). However, this relation is too broad 

and not fully understood since they used general measurement of P-O fit. This thesis 

demonstrates P-O value fit at dimension level by comparing 7 dimensions of personal 

values and perceived organisational values and their relations to work attitudes. Thus, 

the present study provides a deeper analysis of the components leading to P-O value fit. 

Eventhough this study did not find supplementary P-O fit effect; it reveals 

complementary P-O value fit effects instead. Theoretically, perceived complementary 

P-O fit based on Cable and Judge (2004), Kristof-Brown et al (2005), and Mehtap and 

Alniacik (2014) has been identified as predictors of employee work attitudes. However, 

current study takes a step forward towards understanding the role of values in the 

context of complementary P-O fit. 

Second, this thesis examines whether different types of value fit relates to 

different attitutes. The results demonstrated that, job seekers tend to put a priority on 

supportiveness and innovation value fit while considering accepting a job offer. On the 
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other hand, social responsibility value was more influential in predicting their 

satisfaction and commitment. Thus, this thesis contributes to P-O fit literature by 

examining the unique effects of various dimensions of value fit on different work 

attitudes.   

In addition, unlike previous studies of P-O fit which were mostly conducted in 

developed countries, this study took place in one of developing countries, Indonesia. By 

carrying out the study in Indonesia, the present study helps to extend empirical evidence 

relating to P-O fit in different countries. Conducted with a fairly large number of job 

seekers in Indonesia, the results of this study could be a source of information on the 

values profile of Indonesian job seekers’ that could be used by recruiting organisations 

to help attract and retain employees. 

In practical sense, Human Resource Managers should be aware that 

complementary value fit also contributes positively to acceptance intention, job 

satisfaction and organisational commitment. Hence, this study emphasises that not only 

similarities between individuals and organisations contribute to attitudinal outcomes, 

but also the differences do.  

The qualitative study revealed that there is a need to align organisation’s Human 

Resource Management practices to promote individual and organisational value 

congruence. The strategies include involving employees and considering the goals and 

values when setting up organisational objectives and strategies. Moreover, organisation 

should provide training and socialisation program to new employees that aim to modify 

their values in the direction to the organisational values. Organisation also needs to 

develop performance appraisal system which in line with development strategies for 

individual professional growth, compensation system, and promotion policies.  
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6.3 . Limitations and Future Directions 

This study has several limitations that should be recognised. The first limitation 

of the thesis is that data were collected from respondents with various occupational and 

organisational backgrounds. The samples are obtained from a large pool of participants 

applying and/or working for a wide variety of organizations instead of single pool of 

participants from one particular organisation. This method ignores the fact that each 

organisation holds different sets of values. Moreover, those sets of values might 

contribute differently on attitudinal outcomes. Thus, this study has been too broad in 

terms of the organisational value profile that can cause incorrect perception of P-O 

values fit. Therefore, further researches are suggested to be conducted on specific 

organisations or industries.  

The second limitation comes from the research methodology adopted. Instead of 

a cross-section design, a longitudinal design should have been used so as to demonstrate 

the causality of the proposed relationships. At the same time, previous scholars have 

suggested that the importance of fit changes over the course of employment (Jansen and 

Kristof-Brown, 2006, Edwards and Billsberry, 2010). Future studies could use 

longitudinal designs to address how these changes might affect work attitudes. For 

example, Jansen and Kristof-Brown (2006) found that employees who have been 

employed by their organisations for a year or more do not have an overarching sense of 

fit. In other words, P-O fit is more important for employees in the pre-entry or job 

search phase and becomes less important if they have worked in the organisation for 

more than one year. In effect, different perceptions of fit at different stages of 

employment might influence their attitudes. Thus, future studies are expected to capture 

P-O value fit subsequently over different phases of employment and empirically test its 

effect on work attitudes.  



 
 

161 
 

Third, low reliability in some measurement instruments should also be taken 

into account. Reliability is fundamental element in enhancing the accuracy of the 

measures (Field, 2013). Thus, a low reliability might constrain the pertinence of the data 

that results in its inability to detect the relationship (Hair et al., 2014).  This low 

reliability score might be caused by several factors. First, it might be caused by the 

variations of the instruments. In organisational commitment variable, a combination of 

positive and negative statements can cause participants’ misunderstanding in 

interpreting the statement that leads to errors in scoring. In addition, implementing 

English questionnaire to non-English speaking participants might also contribute to this 

problem. Some loss in translation or transferability of the constructs might trigger 

confusion in interpreting the directions and questions (Glazer and Beehr, 2002). 

Therefore, future researches are encouraged to produce more reliable measurements by 

avoiding those factors that can affect the reliability score and conducting test-retest 

reliability to assess the stability of measurement procedure. 

Moreover, response bias might occur due to the implementation of self-report 

measures. In this study, both personal and organisational values were reported and 

perceived by the same individuals. It would be useful for future research to obtain 

measures of fit from multiple sources of ratings, for instance the managers, to obtain 

objective or actual value fit. By implementing the actual fit measurement, it would 

allow a consistent perception of organisational values or characteristics since managers 

are more familiar with the organisation. 

In addition, the congruence hypotheses proposed in this study were not 

supported.  While the idea of P-O value fit is intuitively appealing, it may not be an 

issue for Indonesian sample. It appears that Indonesian younger employees do not really 

consider the similarity between individual value and those of the organisations on their 

work-related attitudes. Given the limited research using the dimensional aspect of P-O 
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value fit, there is a need for research that replicates and extends these studies to see 

whether there is consistent finding if such study is implemented to different sample. 

Moreover, this study indicates complementary fit effect of supportiveness and 

innovation values on acceptance intention and social responsibility value on job 

satisfaction and commitment variables. Thus, I encourage researchers to examine the 

effect of P-O value fit on work attitudes in a complementary manner. On the other hand, 

it is also suggested that future studies examine the influence of potential moderator 

variables on the relationship between P-O value fit and work attitudes. For example, as 

depicted in Study 1, individual across different age hold different sets of values. These 

particular sets of values may contain aspects that might influence P-O value 

congruence. Future research is needed to test whether value differences between age 

cohorts affects their perceptions of value fit and its effects on work attitudes.  

Moreover, the small number of respondent limits the representation of the 

sample. In addition, the focus of the sample from single country on this study constrains 

the generalizability of the present findings. Thus, more studies are encouraged to be 

conducted with greater number of respondents from other developing countries. As 

explained previously that, most of P-O fit studies were conducted in economically 

developed nations. This way scholars might be able to compare and examine whether P-

O value fit in developed countries plays a more important role in predicting work 

attitudes than in developing nations. Perhaps, economic situation of a nation plays an 

important role in explaining the relationship between P-O value fit and work-related 

attitudes.  

In the results chapter, I assume that the Indonesian cultural values as potentially 

influencing the value priorities of Indonesian workers. This needs further investigation 

to produce clearer and more comprehensive understanding. Thus, I recommend future 
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researchers to demonstrate whether the culture of a nation influence its individual value 

priorities.  

In addition, only attitudinal outcomes have been examined in the thesis, though 

my rationale would suggest that the same predictions will apply to employee work 

behaviours such as task performance, organisational citizenship behaviour, or proactive 

behaviour. By focusing only on attitudinal variables, the important relationship between 

P-O fit and those behavioural outcomes are left unexamined. Importantly, behavioural 

outcomes are usually used for the foundation of decision making with regard to HRM 

practices for instance promotion and reward system. Therefore, the relationships of P-O 

fit with behavioural outcomes are required to be explored further. 

At the same time, when I conceptualised P-O value fit, I took the whole 

organisation as the referent. As such, I measured the dominant values for the whole 

organisation. Yet, it is reasonable to expect the existence of sub-culture within the same 

organisation such that different units/teams/functions will have dissimilar value systems 

toward each other. A multilevel framework that takes into account this variation will 

help us understand how different value systems within the same organisation form the 

basis for employee to derive their value congruence perceptions. Therefore, research 

concerning predisposition of employees to acquire the organisational core values 

constitutes an important area of development.  Specifically, research investigating how 

individual perceived the congruence between their value and organisation’s value at 

different organisation’s value systems are encouraged.  
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Appendix B. Questionnaire English Version 

PARTICIPANT INFORMATION FORM 
 
 

I would like to introduce Dina Sartika to you, a PhD student undertaking research in the 
Business School at The University of Western Australia (UWA). This project aims to 
investigate how the congruence or fit between the person and organization in their 
values and goals affects attitudes associated with the recruitment and retention of 
employees in Indonesia. Specifically, this project will distinguish the values among the 
Indonesian younger and older workforce, and how Person-Organization fit influences 
their job choice intention and work-related attitudes of job satisfaction, organizational 
commitment and intention to leave an organization. Therefore we are conducting 
surveys and in-depth semi-structured interviews and we would like to invite you to 
participate in our research.  
 
Participation in this research is on a voluntary basis and you may withdraw at any time 
throughout the research without reason and without prejudice. Your participation in this 
study does not prejudice any right to compensation, which you may have under statute 
or common law. 
 
All identifiable and attributable information provided is treated as strictly confidential 
and will not be released in any form that may make the participant identifiable. The only 
exception to this principle of confidentiality is if documents are required by law. The 
information and data collected for this research is solely used for the completion of the 
student’s candidature thesis and future publications on the subject.  
 
We foresee no potential risk, inconvenience or discomfort that may arise for you and 
your organization from your participation in our research. As mentioned you may 
withdraw your participation at any stage during the interview and/or research. All 
gathered information will be stored in secure locations; digital files will be encrypted 
and stored on secured servers and devices. On your request, however, your data can be 
destroyed. 
 
If you have any questions about the research please feel free to contact me or Dina. 
Your participation in this research is highly valued and much appreciated.  
 
 
Yours Sincerely, 
 
ASSIST PROF. CATHERINE LEES 
 
Co-ordinating Supervisor 
School of Economics and Commerce  
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 2877 
E-mail catherine.lees@uwa.edu.au 

DINA SARTIKA 
 
PhD Student 
School of Economics and Commerce 
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 5819 
E-mail 21060262@student.uwa.edu.au 
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PARTICIPANT CONSENT FORM 
 
 
I _______________________________ have read the information provided and any 
questions I have asked have been answered to my satisfaction. I agree to participate in 
this activity, realising that I may withdraw at any time without reason and without 
prejudice.  
 
I understand that all identifiable (attributable) information that I provide is treated as 
strictly confidential and will not be released by the investigator in any form that may 
identify me. The only exception to this principle of confidentiality is if documents are 
required by law. 
 
I have been advised as to what data is being collected, the purpose for collecting the 
data, and what will be done with the data upon completion of the research. 
 
I agree that research data gathered for the study may be published provided my name or 
other identifying information is not used. 
 
 
 
 
______________     __________________ 
 Participant                  Date 
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STUDY 1. PORTRAIT VALUE QUESTIONNAIRE 
(For male respondents) 

 
Instruction: Please answer all the questions below carefully. 
 
Step 1: Here we briefly describe some people.  Please read each description and think 
about how much each person is or is not like you.  Put an X in the box to the right that 
shows how much the person in the description is like you. 
 
 
 
    How much like you is this person? 

Very 
much 
like 
me 

like 
me 

some- 
what 
like 
me 

a 
little 
like 
me 

not 
like 
me 

not 
like 
me 
at all 

1 Thinking up new ideas and being 
creative is important to him. He 
likes to do things in his own 
original way. 

      

2 It is important to him to be rich. He 
wants to have a lot of money and 
expensive things. 

      

3 He thinks it is important that every 
person in the world be treated 
equally. He believes everyone 
should have equal opportunities in 
life. 

      

4 It's very important to him to show 
his abilities. He wants people to 
admire what he does. 

      

5 It is important to him to live in 
secure surroundings. He avoids 
anything that might endanger his 
safety. 

      

6 He thinks it is important to do lots 
of different things in life. He 
always looks for new things to try. 

      

7 He believes that people should do 
what they're told. He thinks people 
should follow rules at all times, 
even when no-one is watching. 

      

8 It is important to him to listen to 
people who are different from him. 
Even when he disagrees with them, 
he still wants to understand them. 

      

9 He thinks it's important not to ask 
for more than what you have. He 
believes that people should be 
satisfied with what they have. 

      

10 He seeks every chance he can to 
have fun. It is important to him to 
do things that give him pleasure. 

      

11 It is important to him to make his       
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own decisions about what he does. 
He likes to be free to plan and to 
choose his activities for himself. 

12 It's very important to him to help 
the people around him. He wants to 
care for their well-being. 

      

13 Being very successful is important 
to him. He likes to impress other 
people. 

      

14 It is very important to him that his 
country be safe. He thinks the state 
must be on watch against threats 
from within and without. 

      

15 He likes to take risks. He is always 
looking for adventures. 

      

16 It is important to him always to 
behave properly. He wants to avoid 
doing anything people would say is 
wrong. 

      

17 It is important to him to be in 
charge and tell others what to do. 
He wants people to do what he 
says. 

      

18 It is important to him to be loyal to 
his friends. He wants to devote 
himself to people close to him. 

      

19 He strongly believes that people 
should care for nature. Looking 
after the environment is important 
to him. 

      

20 Religious belief is important to 
him. He tries hard to do what his 
religion requires. 

      

21 It is important to him that things be 
organized and is clean. He really 
does not like things to be a mess. 

      

22 He thinks it's important to be 
interested in things. He likes to be 
curious and to try to understand all 
sorts of things. 

      

23 He believes all the worlds’ people 
should live in harmony. Promoting 
peace among all groups in the 
world is important to him. 

      

24 He thinks it is important to be 
ambitious. He wants to show how 
capable he is. 

      

25 He thinks it is best to do things in 
traditional ways. It is important to 
him to keep up the customs he has 
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learned. 
26 Enjoying life’s pleasures is 

important to him. He likes to ‘spoil’ 
himself. 

      

27 It is important to him to respond to 
the needs of others. He tries to 
support those he knows. 

      

28 He believes he should always show 
respect to his parents and to older 
people. It is important to him to be 
obedient. 

      

29 He wants everyone to be treated 
justly, even people he doesn’t 
know. It is important to him to 
protect the weak in society. 

      

30 He likes surprises. It is important to 
him to have an exciting life. 

      

31 He tries hard to avoid getting sick. 
Staying healthy is very important to 
him. 

      

32 Getting ahead in life is important to 
him. He strives to do better than 
others. 

      

33 Forgiving people who have hurt 
him is important to him. He tries to 
see what is good in them and not to 
hold a grudge. 

      

34 It is important to him to be 
independent. He likes to rely on 
himself. 

      

35 Having a stable government is 
important to him. He is concerned 
that the social order be protected. 

      

36 It is important to him to be polite to 
other people all the time. He tries 
never to disturb or irritate others. 

      

37 He really wants to enjoy life. 
Having a good time is very 
important to him. 

      

38 It is important to him to be humble 
and modest. He tries not to draw 
attention to himself. 

      

39 He always wants to be the one who 
makes the decisions. He likes to be 
the leader. 

      

40 It is important to him to adapt to 
nature and to fit into it. He believes 
that people should not change 
nature. 

      

Step 2: Now, you can turn to the next section. 
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PORTRAIT VALUE QUESTIONNAIRE 
(For male respondents) 

 
Instruction: Please answer all the questions below carefully. 
 
Step 1: Here we briefly describe some people.  Please read each description and think 
about how much each person is or is not like you.  Put an X in the box to the right that 
shows how much the person in the description is like you. 
 
 
 

How much like you is this person? 

Very 
much 
like 
me 

like 
me 

some- 
what 
like 
me 

a 
little 
like 
me 

not 
like 
me 

not 
like 
me 
at all 

1 Thinking up new ideas and being 
creative is important to her. She 
likes to do things in her own 
original way. 

      

2 It is important to her to be rich. She 
wants to have a lot of money and 
expensive things. 

      

3 She thinks it is important that every 
person in the world be treated 
equally. She believes everyone 
should have equal opportunities in 
life. 

      

4 It's very important to her to show 
her abilities. She wants people to 
admire what she does. 

      

5 It is important to her to live in 
secure surroundings. She avoids 
anything that might endanger her 
safety. 

      

6 She thinks it is important to do lots 
of different things in life. She 
always looks for new things to try. 

      

7 She believes that people should do 
what they're told. She thinks people 
should follow rules at all times, 
even when no-one is watching.                                                                                          

      

8 It is important to her to listen to 
people who are different from her. 
Even when she disagrees with 
them, she still wants to understand 
them. 

      

9 She thinks it's important not to ask 
for more than what you have. She 
believes that people should be 
satisfied with what they have. 

      

10 She seeks every chance she can to 
have fun. It is important to her to 
do things that give her pleasure. 
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11 It is important to her to make her 
own decisions about what she does. 
She likes to be free to plan and to 
choose her activities for herself. 

      

12 It's very important to her to help the 
people around her. She wants to 
care for their well-being. 

      

13 Being very successful is important 
to her. She likes to impress other 
people. 

      

14 It is very important to her that her 
country be safe. She thinks the state 
must be on watch against threats 
from within and without. 

      

15 She likes to take risks. She is 
always looking for adventures. 

      

16 It is important to her always to 
behave properly. She wants to 
avoid doing anything people would 
say is wrong. 

      

17 It is important to her to be in charge 
and tell others what to do. She 
wants people to do what she says. 

      

18 It is important to her to be loyal to 
her friends. She wants to devote 
herself to people close to her. 

      

19 She strongly believes that people 
should care for nature. Looking 
after the environment is important 
to her. 

      

20 Religious belief is important to her. 
She tries hard to do what her 
religion requires. 

      

21 It is important to her that things be 
organized and is clean. She really 
does not like things to be a mess. 

      

22 She thinks it's important to be 
interested in things. She likes to be 
curious and to try to understand all 
sorts of things. 

      

23 She believes all the worlds’ people 
should live in harmony. Promoting 
peace among all groups in the 
world is important to her. 

      

24 She thinks it is important to be 
ambitious. She wants to show how 
capable she is. 

      

25 She thinks it is best to do things in 
traditional ways. It is important to 
her to keep up the customs she has 
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learned. 
26 Enjoying life’s pleasures is 

important to her. She likes to 
‘spoil’ herself. 

      

27 It is important to her to respond to 
the needs of others. She tries to 
support those she knows. 

      

28 She believes she should always 
show respect to her parents and to 
older people. It is important to her 
to be obedient. 

      

29 She wants everyone to be treated 
justly, even people she doesn’t 
know. It is important to her to 
protect the weak in society. 

      

30 She likes surprises. It is important 
to her to have an exciting life. 

      

31 She tries hard to avoid getting sick. 
Staying healthy is very important to 
her. 

      

32 Getting ahead in life is important to 
her. She strives to do better than 
others. 

      

33 Forgiving people who have hurt her 
is important to her. She tries to see 
what is good in them and not to 
hold a grudge. 

      

34 It is important to her to be 
independent. She likes to rely on 
herself. 

      

35 Having a stable government is 
important to her. She is concerned 
that the social order be protected. 

      

36 It is important to her to be polite to 
other people all the time. She tries 
never to disturb or irritate others. 

      

37 She really wants to enjoy life. 
Having a good time is very 
important to her. 

      

38 It is important to her to be humble 
and modest. She tries not to draw 
attention to herself. 

      

39 She always wants to be the one 
who makes the decisions. She likes 
to be the leader. 

      

40 It is important to her to adapt to 
nature and to fit into it. She 
believes that people should not 
change nature. 

      

Step 2: Now, you can turn to the next section. 
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SECTION 2. 
BACKGROUND ITEMS 

Instruction: Please answer the question below carefully. 
Step 3: Indicate by circling the appropriate number or filling in the blank based on your 
real background. 
 
 
1. Sex (circle):  

 1. Male      
 2. Female 
 

2. Date of Birth: _____ / ______ / ______ (DD/MM/YY) 
 
3. Completed Education: 

1. Diploma 
2. Bachelor  
3. Master  
4. Doctor 
5. Others (mention) _____________________________ 

 
4. Employment Status: 

1. Part time 
2. Full time 

 
5. Industry: 

1. Finance 
2. Retail & Hospitality 
3. Manufacture 
4. Others (mention) _____________________________ 

 
6. Type of Job: 

1. Professional 
2. Managerial 
3. Administrative 
4. Technical 
5. Others (mention) ______________________________ 

 
7. Ethnic (mention the specific region):  

1. Sumatra ________________________________ 
2. Java ___________________________________ 
3. Kalimantan ______________________________ 
4. Sulawesi ________________________________ 
5. Nusa Tenggara & Bali _____________________ 
6. Papua __________________________________ 
7. Others (mention) _________________________ 

 
This is the end of the survey. Thank you for your cooperation.  
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PARTICIPANT INFORMATION FORM 

I would like to introduce Dina Sartika to you, a PhD student undertaking research in the 
Business School at The University of Western Australia (UWA). This project aims to 
investigate how the congruence or fit between the person and organization in their 
values and goals affects attitudes associated with the recruitment and retention of 
employees in Indonesia. Specifically, this project will distinguish the values among the 
Indonesian younger and older workforce, and how Person-Organization fit influences 
their job choice intention and work-related attitudes of job satisfaction, organizational 
commitment and intention to leave an organization. Therefore we are conducting 
surveys and in-depth semi-structured interviews and we would like to invite you to 
participate in our research.  

Participation in this research is on a voluntary basis and you may withdraw at any time 
throughout the research without reason and without prejudice. Your participation in this 
study does not prejudice any right to compensation, which you may have under statute 
or common law. 

All identifiable and attributable information provided is treated as strictly confidential 
and will not be released in any form that may make the participant identifiable. The only 
exception to this principle of confidentiality is if documents are required by law. The 
information and data collected for this research is solely used for the completion of the 
student’s candidature thesis and future publications on the subject.  

We foresee no potential risk, inconvenience or discomfort that may arise for you and 
your organization from your participation in our research. As mentioned you may 
withdraw your participation at any stage during the interview and/or research. All 
gathered information will be stored in secure locations; digital files will be encrypted 
and stored on secured servers and devices. On your request, however, your data can be 
destroyed. 

If you have any questions about the research please feel free to contact me or Dina. 
Your participation in this research is highly valued and much appreciated.  

Yours Sincerely, 

ASSIST PROF. CATHERINE LEES 
 
Co-ordinating Supervisor 
School of Economics and Commerce  
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 2877 
E-mail catherine.lees@uwa.edu.au 

DINA SARTIKA 
 
PhD Student 
School of Economics and Commerce 
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 5819 
E-mail 21060262@student.uwa.edu.au 

 

 
 
 

mailto:catherine.lees@uwa.edu.au
mailto:21060262@student.uwa.edu.au
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PARTICIPANT CONSENT FORM 
 
 
I _______________________________ have read the information provided and any 
questions I have asked have been answered to my satisfaction. I agree to participate in 
this activity, realising that I may withdraw at any time without reason and without 
prejudice.  
 
I understand that all identifiable (attributable) information that I provide is treated as 
strictly confidential and will not be released by the investigator in any form that may 
identify me. The only exception to this principle of confidentiality is if documents are 
required by law. 
 
I have been advised as to what data is being collected, the purpose for collecting the 
data, and what will be done with the data upon completion of the research. 
 
I agree that research data gathered for the study may be published provided my name or 
other identifying information is not used. 
 
 
 
 
______________     __________________ 
 Participant                  Date 
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STUDY 2 TIME 1 

SECTION 1 

ORGANIZATIONAL CULTURE PROFILE 

Instruction: Please answer all the questions below carefully. 

Step 1: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 

To what extent is your 
organization recognized for its . . . 

1 2 3 4 5 
Not at 

all 
Minimally Mode

rately 
Consider

ably 
Very 
much 

1 Stability      

2 Being people oriented      

3 Being innovative      

4 Fairness      

5 Being calm      

6 Being reflective      

7 Achievement orientation      

8 Quick to take advantage of 

opportunities 

     

9 Having high expectations for 

performance 

     

10 High pay for good performance      

11 Security of employment      

12 Enthusiasm for the job      

13 An emphasis on quality      

14 Risk taking      

15 Being distinctive – different 

from others 

     

16 Having a good reputation      

17 Being team oriented      

18 Being result oriented      

19 Having a clear guiding 

philosophy 

     

20 Being competitive      
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21 Sharing information freely      

22 Being highly organized      

23 Being socially responsible      

24 Low conflict      

25 Opportunities for professional 

growth 

     

26 Collaboration      

27 Praise for good performance      

28 Taking individual 

responsibility 

     

 

Step 2: Now, you can turn to the next section. 
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SECTION 2 

Instruction: Please answer all the questions below carefully. 

Step 3: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 

How characteristic is this attribute 
of me? 

1 2 3 4 5 
Not at 

all 
Minimally Mode

rately 
Consider

ably 
Very 
much 

1 Stability      

2 Being people oriented      

3 Being innovative      

4 Fairness      

5 Being calm      

6 Being reflective      

7 Achievement orientation      

8 Quick to take advantage of 

opportunities 

     

9 Having high expectations for 

performance 

     

10 High pay for good performance      

11 Security of employment      

12 Enthusiasm for the job      

13 An emphasis on quality      

14 Risk taking      

15 Being distinctive – different 

from others 

     

16 Having a good reputation      

17 Being team oriented      

18 Being result oriented      

19 Having a clear guiding 

philosophy 

     

20 Being competitive      

21 Sharing information freely      

22 Being highly organized      
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23 Being socially responsible      

24 Low conflict      

25 Opportunities for professional 

growth 

     

26 Collaboration      

27 Praise for good performance      

28 Taking individual 

responsibility 

     

 

Step 4: Let’s move on to the next section. 
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SECTION 3 

JOB CHOICE INTENTION 

Instruction: Please answer the question below carefully. 

Step 5: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 

No  1 2 3 4 5 

Very 

unlikely 

Unlikely Neutral Likely Very 

likely 

1 Please rate the likelihood that you 

would accept a job offer from this 

organization, if it were offered. 

     

 

Step 6: Now, you can turn to the next section 
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SECTION 4. 

BACKGROUND ITEMS 

Instruction: Please answer the question below carefully. 
Step 5: Indicate by circling the appropriate number or filling in the blank based on your 
real background. 
 
1. Sex (circle):  

 1. Male      
 2. Female 

 
2. Date of Birth: _____ / ______ / ______ (DD/MM/YY) 
 
3. Completed Education: 

1. Diploma 
2. Bachelor  
3. Master  
4. Doctor 
5. Others (mention) _____________________________ 

 
4. Employment Status: 

1. Part time 
2. Full time 

 
5. Industry: 

1. Finance 
2. Retail & Hospitality 
3. Manufacture 
4. Others (mention) _____________________________ 

 
6. Type of Job: 

1. Professional 
2. Managerial 
3. Administrative 
4. Technical 
5. Others (mention) ______________________________ 

 
7. Ethnic (mention the specific region):  

1. Sumatra ________________________________ 
2. Java ___________________________________ 
3. Kalimantan ______________________________ 
4. Sulawesi ________________________________ 
5. Nusa Tenggara & Bali _____________________ 
6. Papua __________________________________ 
7. Others (mention) _________________________ 

 
This is the end of the survey. Thank you for your cooperation.  

 
 
 
 



 
 

191 
 

PARTICIPANT INFORMATION FORM 
 
 

I would like to introduce Dina Sartika to you, a PhD student undertaking research in the 
Business School at The University of Western Australia (UWA). This project aims to 
investigate how the congruence or fit between the person and organization in their 
values and goals affects attitudes associated with the recruitment and retention of 
employees in Indonesia. Specifically, this project will distinguish the values among the 
Indonesian younger and older workforce, and how Person-Organization fit influences 
their job choice intention and work-related attitudes of job satisfaction, organizational 
commitment and intention to leave an organization. Therefore we are conducting 
surveys and in-depth semi-structured interviews and we would like to invite you to 
participate in our research.  
 
Participation in this research is on a voluntary basis and you may withdraw at any time 
throughout the research without reason and without prejudice. Your participation in this 
study does not prejudice any right to compensation, which you may have under statute 
or common law. 
 
All identifiable and attributable information provided is treated as strictly confidential 
and will not be released in any form that may make the participant identifiable. The only 
exception to this principle of confidentiality is if documents are required by law. The 
information and data collected for this research is solely used for the completion of the 
student’s candidature thesis and future publications on the subject.  
 
We foresee no potential risk, inconvenience or discomfort that may arise for you and 
your organization from your participation in our research. As mentioned you may 
withdraw your participation at any stage during the interview and/or research. All 
gathered information will be stored in secure locations; digital files will be encrypted 
and stored on secured servers and devices. On your request, however, your data can be 
destroyed. 
 
If you have any questions about the research please feel free to contact me or Dina. 
Your participation in this research is highly valued and much appreciated.  
 
 
Yours Sincerely, 
 
 
ASSIST PROF. CATHERINE LEES 
 
Co-ordinating Supervisor 
School of Economics and Commerce  
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 2877 
E-mail catherine.lees@uwa.edu.au 

 
DINA SARTIKA 
 
PhD Student 
School of Economics and Commerce 
The University of Western Australia 
35 Stirling Highway, Crawley 6009 
Phone +61 8 6488 5819 
E-mail 21060262@student.uwa.edu.au 

 
 
 
 

mailto:catherine.lees@uwa.edu.au
mailto:21060262@student.uwa.edu.au
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PARTICIPANT CONSENT FORM 
 
 
I _______________________________ have read the information provided and any 
questions I have asked have been answered to my satisfaction. I agree to participate in 
this activity, realising that I may withdraw at any time without reason and without 
prejudice.  
 
I understand that all identifiable (attributable) information that I provide is treated as 
strictly confidential and will not be released by the investigator in any form that may 
identify me. The only exception to this principle of confidentiality is if documents are 
required by law. 
 
I have been advised as to what data is being collected, the purpose for collecting the 
data, and what will be done with the data upon completion of the research. 
 
I agree that research data gathered for the study may be published provided my name or 
other identifying information is not used. 
 
 
 
 
______________     __________________ 
 Participant                  Date 
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STUDY 2 TIME 2 
SECTION 1 

ORGANIZATIONAL CULTURE PROFILE 
 
Instruction: Please answer all the questions below carefully. 
 
Step 1: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 
 
To what extent is your 

organization recognized for its . . . 

1 2 3 4 5 

Not 

at all 

Minimally Modera

tely 

Consider

ably 

Very 

much 

1 Stability      

2 Being people oriented      

3 Being innovative      

4 Fairness      

5 Being calm      

6 Being reflective      

7 Achievement orientation      

8 Quick to take advantage of 

opportunities 

     

9 Having high expectations for 

performance 

     

10 High pay for good performance      

11 Security of employment      

12 Enthusiasm for the job      

13 An emphasis on quality      

14 Risk taking      

15 Being distinctive – different 

from others 

     

16 Having a good reputation      

17 Being team oriented      

18 Being result oriented      

19 Having a clear guiding 

philosophy 

     

20 Being competitive      
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21 Sharing information freely      

22 Being highly organized      

23 Being socially responsible      

24 Low conflict      

25 Opportunities for professional 

growth 

     

26 Collaboration      

27 Praise for good performance      

28 Taking individual 

responsibility 

     

 
Step 2: Now, you can turn to the next section. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 
 

195 
 

SECTION 2 
 
Instruction: Please answer all the questions below carefully. 
 
Step 3: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 
 
How characteristic is this attribute 

of me? 

1 2 3 4 5 

Not at 

all 

Minimally Mode

rately 

Consider

ably 

Very 

much 

1 Stability      

2 Being people oriented      

3 Being innovative      

4 Fairness      

5 Being calm      

6 Being reflective      

7 Achievement orientation      

8 Quick to take advantage of 

opportunities 

     

9 Having high expectations for 

performance 

     

10 High pay for good performance      

11 Security of employment      

12 Enthusiasm for the job      

13 An emphasis on quality      

14 Risk taking      

15 Being distinctive – different 

from others 

     

16 Having a good reputation      

17 Being team oriented      

18 Being result oriented      

19 Having a clear guiding 

philosophy 

     

20 Being competitive      

21 Sharing information freely      
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22 Being highly organized      

23 Being socially responsible      

24 Low conflict      

25 Opportunities for professional 

growth 

     

26 Collaboration      

27 Praise for good performance      

28 Taking individual 

responsibility 

     

 
Step 4: Let’s move on to the next section. 
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SECTION 3 
 

JOB SATISFACTION 
 
Instruction: Please answer all the questions below carefully. 
 
Step 5: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 
 
No  1 2 3 4 5 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

1 All in all I am satisfied 

with my job. 

     

2 In general, I don’t like my 

job. 

     

3 In general, I like working 

here. 

     

 
Step 6: Now, you can turn to the next section. 
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SECTION 4 
 

ORGANIZATIONAL COMMITMENT 
 
Instruction: Please answer all the questions below carefully. 
 
Step 7: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 
 
No  1 2 3 4 5 

Strongly 
disagree 

Disagree Neutral Agree Strongly 
agree 

1 I am very happy being a 
member of this 
organization. 

     

2 I enjoy discussing about 
my organization with 
people outside it. 

     

3 I really feel as if this 
organization’s problems 
are my own. 

     

4 I think that I could easily 
become as attached to 
another organization as I 
am to this one. 

     

5 I do not feel ‘emotionally 
attached to this 
organization. 

     

6 I do not feel ‘emotionally 
attached to this 
organization. 

     

7 This organization has a 
great deal of personal 
meaning for me. 

     

8 I do not feel a ‘strong’ 
sense of belonging to my 
organization. 

     

 
Step 8: Let’s move on to the next section. 
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SECTION 5 
 

INTENTION TO LEAVE THE ORGANIZATION 
 
Instruction: Please answer all the questions below carefully. 
 
Step 9: Indicate by checking (x) the box below the appropriate number that represents 
your most appropriate answer. 
 
 
No  1 2 3 4 5 

Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

1 Thoughts about quitting 

this job cross my mind all 

the time. 

     

2 I plan to look for a new 

job in the next 12 months. 

     

3 Over the next year, I will 

actively look for a new job 

outside this organization. 

     

 
Step 10: Let’s move on to the last section. 
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SECTION 6. 
BACKGROUND ITEMS 

Instruction: Please answer the question below carefully. 
Step 11: Indicate by circling the appropriate number or filling in the blank based on your 
real background. 
 
1. Sex (circle):  

 1. Male      
 2. Female 

 
2. Date of Birth: _____ / ______ / ______ (DD/MM/YY) 
 
3. Completed Education: 

1. Diploma 
2. Bachelor  
3. Master  
4. Doctor 
5. Others (mention) _____________________________ 

 
4. Employment Status: 

1. Part time 
2. Full time 

 
5. Industry: 

1. Finance 
2. Retail and Hospitality 
3. Manufacture 
4. Others (mention) _____________________________ 

 
6. Type of Job: 

1. Professional 
2. Managerial 
3. Administrative 
4. Technical 
5. Others (mention) ______________________________ 

 
7. Ethnic (mention the specific region):  

1. Sumatra ________________________________ 
2. Java ___________________________________ 
3. Kalimantan ______________________________ 
4. Sulawesi ________________________________ 
5. Nusa Tenggara & Bali _____________________ 
6. Papua __________________________________ 
7. Others (mention) _________________________ 

 
This is the end of the survey. Thank you for your cooperation.  
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Appendix C. List of the Hypotheses in this Thesis 

ID Hypotheses Status 

Hypothesis 1a Age is positively correlated with giving priority to 

Tradition value 

Supported 

Hypothesis 1b Age is positively correlated with giving priority to 

Universalism value 

Supported 

Hypothesis 1c Age is positively correlated with giving priority to 

Conformity value 

Not 

supported 

Hypothesis 1d Age is positively correlated with giving priority to 

Security value 

Supported 

Hypothesis 1e Age is positively correlated with giving priority to 

Benevolence value 

Not 

supported 

Hypothesis 2a Age is negatively correlated with giving priority to 

Stimulation value 

Supported 

Hypothesis 2b Age is negatively correlated with giving priority to 

Self-Direction value 

Not 

supported 

Hypothesis 2c Age is negatively correlated with giving priority to 

Achievement value 

Supported 

Hypothesis 2d Age is negatively correlated with giving priority to 

Hedonism value 

Supported 

Hypothesis 2e Age is negatively correlated with giving priority to (e) 

Power value 

Not 

supported 

Hypothesis 3a The greater the congruence between individual’s 

Performance Orientation value and their perceptions 

of Performance Orientation values of the organisation, 

Not 

supported 
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the higher their levels of acceptance intention. 

Hypothesis 3b The greater the congruence between individual’s 

Emphasis on Rewards value and their perceptions of 

Emphasis on Rewards value of the organisation, the 

higher their levels of acceptance intention. 

Not 

supported 

Hypothesis 3c The greater the congruence between individual’s 

Competitiveness value and their perceptions of 

Competitiveness value of the organisation, the higher 

their levels of acceptance intention. 

Not 

supported 

Hypothesis 3d The greater the congruence between individual’s 

Innovation value and their perceptions of Innovation 

value of the organisation, the higher their levels of 

acceptance intention. 

Not 

supported 

Hypothesis 4a The greater the congruence between individual’s 

Performance Orientation value and their perceptions of 

Performance Orientation value of the organisation, the 

higher their levels of job satisfaction. 

Not 

supported 

Hypothesis 4b The greater the congruence between individual’s 

Emphasis on Rewards value and their perceptions of 

Emphasis on Rewards value of the organisation, the 

higher their levels of job satisfaction. 

Not 

supported 

Hypothesis 4c The greater the congruence between individual’s 

Competitiveness and their perceptions of   

Competitiveness value of the organisation, the higher 

their levels of job satisfaction. 

Not 

supported 
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Hypothesis 4d The greater the congruence between individual’s 

Innovation value and their perceptions of Innovation 

value of the organisation, the higher their levels of job 

satisfaction. 

Not 

supported 

Hypothesis 5a The greater the congruence between individual’s 

Performance Orientation value and their perceptions of 

Performance Orientation value of the organisation, the 

higher their levels of organisational commitment. 

Not 

supported 

Hypothesis 5b The greater the congruence between individual’s 

Emphasis on Rewards value and their perceptions of 

Emphasis on Rewards value of the organisation, the 

higher their levels of organisational commitment. 

Not 

supported 

Hypothesis 5c The greater the congruence between individual’s 

Competitiveness value and their perceptions of 

Competitiveness value of the organisation, the higher 

their levels of organisational commitment. 

Not 

supported 

Hypothesis 5d The greater the congruence between individual’s 

Innovation value and their perceptions Innovation 

value of the organisation, the higher their levels of 

organisational commitment. 

Not 

supported 

Hypothesis 6a The greater the congruence between individual’s 

Performance Orientation value and their perceptions of 

Performance Orientation value of the organisation, the 

lower their levels of intention to turnover. 

Not 

supported 

Hypothesis 6b The greater the congruence between individual’s Not 
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Emphasis on Rewards value and their perceptions of 

Emphasis on Rewards value of the organisation, the 

lower their levels of intention to turnover. 

supported 

Hypothesis 6c The greater the congruence between individual’s 

Competitiveness and their perceptions of 

Competitiveness value of the organisation, the lower 

their levels of intention to turnover. 

Not 

supported 

Hypothesis 6d The greater the congruence between individual’s 

Innovation value and their perceptions of Innovation 

value of the organisation, the lower their levels of 

intention to turnover. 

Not 

supported 
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