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1. Introduction 

Just like in the early 2000s , reducing employee turnover and ensuring their continued 
work in their organizations is an important issue today (Phillips & Connell, 2004). This 
is because, as in other countries (Giao et al., 2020, p. 2; Falahat et al., 2019, p. 80), em-
ployee turnover rate is high in Turkey (Peryön, 2018). The replacement cost for orga-
nizations that this turnover causes constitutes approximately 30% of the annual salary 
( Jin et al., 2018). In addition to this financial cost, it also brings about a time cost for a 
new employee to get used to the organization and exhibit high performance (Kerse & 
Babadağ, 2018). For this reason, the issue of how to reduce turnover in organizations 
should be taken into consideration with a focus on turnover intention because turnover 
intention is one of the most important causes/precursors of turnover behavior (Krausz 
et al., 1995; Griffeth et al., 2000). Therefore, identifying the factors that affect turnover 
intention and taking measures will also help prevent employee turnover. 

Examining the literature reveals that there are many different individual and organi-
zational factors affecting employee turnover intention (Saleem & Qamar, 2017; Özkan 
et al., 2020). One of these factors (variables) is the perception of person–environment 
fit. Person–environment fit is a perceptual phenomenon that indicates the fit between 
an employee and the characteristics of the business environment (Kristof-Brown et al., 
2005). This perceptual phenomenon is a concept that cannot be reduced to one dimen-
sion; it should be examined in different dimensions such as person–organization, per-
son–work, person–supervisor and person–group fit (Andela & van der Doef, 2019). 
As a matter of fact, many different studies on the concept have stated that it should 
be addressed at the dimensional level (Kristof-Brown et al., 2005; van Vianen et al., 
2011; Tak, 2011; Astakhova, 2016). Several studies have even suggested that one type 
of fit may affect another type of fit (Astakhova, 2016; Deniz et al., 2015; Abdalla et al., 
2018) or may strengthen and weaken the effect on another variable together (Hams-
tra et al., 2019), and that therefore, it should not be examined in a single dimension. 
Furthermore, some researchers have emphasized that more theoretical and practical 
knowledge about the types of fit is needed (van Vianen et al., 2011), with PS fit being 
especially neglected, and that therefore, more focus should be placed on this type of fit 
(Guay et al., 2019). For these reasons, the present study considered the types of fit as 
separate structures and examined whether PS fit affected turnover intention through 
PO fit and whether PJ fit was a conditional variable in this affect. 

The study has made several contributions to the literature with the created model 
and discussed variables. First of all, although the types of fit are discussed under the 
umbrella of person-environment fit (Kristof, 1996), studies have shown that these 
types of fit are different structures (Kristof-Brown et al., 2005; Tak, 2011; Astakhova, 
2016), and researchers on the subject have stated that the types of fit (especially PS 
fit) should be evaluated simultaneously (van Vianen et al., 2011). For this reason, our 
study examined PS fit as an independent variable and addressed its relationship with 
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a work-oriented variable by examining PO and PJ fit together. Moreover, the present 
study examined the relationship between the types of fit and turnover intention with 
a moderated mediation model, taking into account the calls to determine how the em-
ployee’s perception of fit (e.g., PO fit) affects turnover intention (Peng et al., 2014). In 
this respect, the study discussed the moderating role of PJ fit in the relationship of PS fit 
with turnover intention through PO fit for the first time. Therefore, the study identified 
the mechanism indicating the relationship between PS fit and turnover intention for 
the first time by taking other types of fit as a reference. 

2. Conceptual Framework and Hypotheses

2.1. Person-Environment Fit Theory and Types of Fit

The fit theory (Bui et al., 2017), also known as person–environment fit (PE fit) in the 
literature, is defined as the congruence between the individual and the characteristics 
of the work environment (Kristof-Brown et al., 2005; Edwards & Shipp, 2007), and 
with the occurrence of this fit, positive attitudes and behaviors related to work and the 
organization emerge (Duffy et al., 2015; Andela & van der Doef, 2019; Pudjiarti & 
Hutomo, 2020; Suwanti et al., 2018; Greguras & Diefendorff, 2009). In addition, this 
fit to the work environment can be for the work and the organization, as well as for the 
supervisor and the group. In other words, the fit that occurs in the work environment 
can be examined under different definitions such as person-organization, person-work, 
person-supervisor and person-group fit (Kristof, 1996). The rational fit (PO fit and PJ 
fit) and relational fit (PG fit and PS fit) categories are used to investigate these types 
within the context of fit theory (Oh et al., 2014). PS and PG fits are called relational 
fit because they are related to supervisors and other employees at work (interpersonal 
relations), and PO and PJ fits are called rational fit because they are related to the work 
and the organization itself rather than interpersonal relations. This study discusses the 
concepts of PS, PO and PJ fit. 

PS fit: PS fit, which is also examined in the literature as supervisor-subordinate per-
sonality similarity, supervisor-employee value fit and supervisor-employee purpose fit 
(Kim & Kim, 2013), is a phenomenon that emerges with the evaluation of the bilateral 
relations between employee and supervisor (Tak, 2011) and the perception that mutual 
common characteristics (personality, value and behavioral style) match (van Vianen et 
al., 2011). PS fit is explained based on similarity-attraction theory (Byrne, 1971). In the 
context of theory, employees are more interested in their supervisors when they believe 
that their supervisors’ values and beliefs are similar to their own values and beliefs in PS 
fit. This situation increases the satisfaction, commitment and citizenship behaviors of 
employees (Kristof-Brown et al., 2005; Guay et al., 2019; Van Vianen et al., 2011), thus 
contributing positively to attitudes and behaviors towards work and the organization.
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PO fit: PO fit is the congruence between the values and goals of individuals and 
organizational culture, organizational climate, organizational values, and goals (Chat-
man, 1989). According to Kristof (1996), this fit refers to the compatibility between 
the employee and the organization, where the needs of both parties are met, the par-
ties have similar basic characteristics, or both conditions are present. However, in the 
literature, it is generally considered as the fit of the employee with the organization in 
terms of values (that is, supplementary fit) (Kristof-Brown et al., 2005), and it is stated 
that it has positive individual and organizational outputs. These outputs are high job 
satisfaction ( Jin et al., 2018), organizational commitment (van Vianen et al., 2011), or-
ganizational citizenship behavior and innovative work behavior (Suwanti et al., 2018); 
and low organizational cynicism (Ko & Campbell, 2021) and silence behavior (Koksal 
et al., 2018). 

PJ fit: PJ fit is defined as the congruence between an individual’s personality, knowl-
edge, skills and abilities and the requirements of a particular job (Kristof-Brown, 2000). 
More generally, PJ fit refers to the degree of fit between the individual and the job 
(Wong & Tetrick, 2017). This fit can be related to the extent to which the knowledge, 
skills and abilities of the individual meet the requirements of the job (demand-skill fit) 
(Edwards, 1996; Kristof, 1996), as well as to the extent to which the characteristics of 
the job meet the wishes, needs and values of the individual (need-supply fit) (Chhabra, 
2015). An employee having a fit with their job in any way increases their performance, 
creativity, job satisfaction, work engagement and commitment to the organization 
while decreasing their turnover intention (Afsar et al., 2015; Chhabra, 2015; Huang et 
al., 2019; Kristof-Brown et al., 2005; Peng & Mao, 2015). 

2.2. Comparison of Types of Fit 

Although all types of fit are addressed under the umbrella of PE fit (Kristof, 1996), each 
type is a concept that needs to be addressed separately and independently, as each one 
represents the employee’s fit with different aspects of the work environment (Kristof-
Brown et al., 2005). Because PS fit refers to the perceived similarity between employ-
ees and their managers in terms of characteristics (values, personality and behavioral 
patterns) (van Vianen et al., 2011), PJ fit refers to the fit with a specific job (Lauver & 
Kristof-Brown, 2001), and PO fit refers to the perception of similarity with the values of 
the organization (van Vianen et al., 2011). For this reason, one type of fit can strength-
en or weaken the effect of another type of fit, as well as complement or separate from it 
(Van Vianen et al., 2011). As a matter of fact, studies suggest that types of fit may have 
different relationships with both each other and work outcomes, and therefore should 
be examined as independent variables (Astakhova, 2016; van Vianen et al., 2011; Tak, 
2011). For example, Kristof-Brown et al. (2005) found that job satisfaction is more 
strongly associated with PJ fit compared to PS and PO fit, and organizational commit-
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ment is more strongly associated with PO fit compared to PS and PJ fit. A study con-
ducted by Pudjiarti and Hutomo (2020) revealed that both PO fit and PJ fit positively 
affect innovative work behavior, but this effect is stronger in PJ fit. Tak (2011) found 
that the strength of the relationship between the types of fit and turnover intention was 
PJ fit, PO fit and PS fit, respectively, from the strongest to the weakest. Suwanti et al. 
(2018), on the other hand, determined that PO and PJ fit have a positive relationship 
with organizational citizenship behavior and innovative work behaviors, but with a no-
ticeable relational difference between the two types of fit. In addition to these empirical 
research findings, Lauver and Kristof-Brown (2001) suggested that when an employee 
does not perceive a fit with their job, they can find a different job in the current organi-
zation instead of leaving the organization; but if they perceive a good fit with their job 
but do not feel the same way about the organization, they will probably look for a job 
suitable for their talents in a different organization. In line with this view, Tak (2011) 
stated that when an employee does not fit with their supervisor but perceives fit with 
their organization, they will move away from their supervisor and look for a similar or 
different job in a different department of the same organization instead of leaving the 
organization. Therefore, both empirical findings and the opinions of the researchers 
have indicated that these types of fit, which are important for employee attitudes and 
behaviors, should be considered as separate and independent concepts. 

2.3. PS Fit and Turnover Intention 

When employees cannot perceive a fit with their supervisor, they may consider 
leaving their jobs (Guay et al., 2019). This can be explained by the Conservation of 
Resources Theory (COR) developed by Hobfoll (1989). According to COR, individu-
als try to retain valuable resources and obtain more resources, with resources being 
grouped into four categories: object resources, conditions, personal characteristics, 
and energy. Energy refers to resources such as money, time and information, which are 
means of obtaining other resources (Hobfoll, 1989). PS fit is a resource that is placed 
in the energy category and is necessary for employees to obtain and protect various re-
sources in an organization (Zhang et al., 2015). Based on the COR theory, an employee 
who obtains this resource (that is, who perceives a fit with their supervisor) will make 
an effort to ensure its continuity. Therefore, low turnover intention, which is positive 
for the employee to retain this resource, will emerge. As a matter of fact, studies in the 
literature (Oh et al., 2014; Guay et al., 2019) have also obtained findings that indicate 
PS fit reduces turnover intention. Based on these explanations and the findings in the 
literature, the following hypothesis was developed.

H1: PS fit negatively affects turnover intention. 
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2.4. The Mediating Role of PO Fit

As mentioned earlier, PS fit is a type of PE fit (Kristof, 1996) and has the potential to af-
fect PO fit, which is another type of fit, as well as outputs for work and the organization 
(Kristof-Brown et al., 2005; Guay et al., 2019; van Vianen et al., 2011). This claim is 
based on employees seeing their supervisors as representatives of the organization and 
perceiving the behaviors of supervisors as a reflection of organizational culture (Eisen-
berger et al., 2002), because supervisors act as a “representative of the organization” 
when implementing formal and informal organizational procedures and deciding how 
to manage organizational rewards (Chen et al., 2002). It is believed that supervisors 
embody the character of the organization in this sense (Astakhova, 2016). In addition, 
employee-supervisor relations, which have a key role in the overall work experience 
of employees, can affect employees’ behaviors and perceptions of fit (Boon & Biron, 
2016). For this reason, it is thought that employees who have a high level of value fit 
with their supervisors will also perceive organizational value fit to that extent. As a mat-
ter of fact, the literature supports this idea and concludes that PS fit strengthens PO fit 
(Astakhova, 2016).

Employees having a good fit with their organizations leads them to think that their 
values are similar to those of the organization of which they are a member, which is a 
positive situation (Edwards & Cable, 2009). This reduces employee turnover intention 
by motivating them to retain the personal work resource that they have obtained (i. 
e., PO fit) in the context of COR theory (Kiazad et al., 2014). The basic assumption 
regarding PO fit in the literature is also in line with this. In other words, the assumption 
is that employees prefer to work in an organization that is suitable for their own values 
and goals (Schneider, 1987), and that when they are compatible with the organization, 
they turn to positive behaviors towards the organization (Farooqui & Nagendra, 2014), 
and their turnover intention decreases (Verquer et al., 2003). As a matter of fact, studies 
have also obtained findings in line with this. For example, Kristof-Brown et al. (2005) 
and Tak (2011) found a negative relationship between PO fit and turnover intention. 
Other studies (Peng et al., 2014) have suggested that PO fit reduces turnover intention. 

These explanations suggest that an employee who perceives a fit with their supervi-
sor will also perceive a fit with their organization, reducing their turnover intention. In 
other words, they indicate that PO fit is likely to play a mediating role in the effect of PS 
fit on turnover intention. No study addressing this mechanism has been found in the 
literature. However, studies conducted with different variables have revealed the medi-
ating effect of PO fit (Yanfei et al., 2010; Deniz et al., 2015). Considering these results 
in the literature, the following hypothesis regarding mediation was developed.

H2: PO fit has a mediating role in the negative effect of PS fit on turnover intention.
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2.5. The Moderating Role of PJ Fit

As mentioned earlier, PJ fit is related to the extent to which the employee’s knowledge, 
skills and abilities meet the requirements of the job (Edwards, 1996). In other words, 
it can be said that the employee’s knowledge, skills and abilities being able to meet the 
elements necessary to do the job leads to a higher PJ fit. This definition indicates that 
job requirements are taken into account in identifying and perceiving PJ fit. Job require-
ments are an element that reflects the character of the organization (Kristof, 1996). 
Furthermore, a job is an activity that cannot be evaluated independently of the organi-
zation (Aslan, 2019) and contains the values of the organization. Therefore, employees 
who perceive PJ fit are also likely to perceive PO fit. A limited number of studies in the 
literature have obtained this finding. For example, Deniz et al. (2015) concluded that 
PO fit has a mediating effect on the effect of PJ fit on work stress in their study on em-
ployees working in different sectors.  In other words, the researchers determined that 
the perception of PJ fit increased the perception of PO fit, which in turn reduced work 
stress. Aslan (2019) determined that PJ fit positively and significantly affects PO fit in 
the study he conducted with bank employees. Based on these explanations and previ-
ous studies in the literature, it can be said that PJ fit affects PO fit. 

As previously mentioned, the manager (supervisor) represents the organization and 
embraces its culture. In other words, the manager is the fundamental component that 
formalizes the organization and establishes the value structure. Because of this, an em-
ployee who shares the manager’s values (has a high PS fit level) may also perceive their 
PO fit to be high (Astakhova, 2016). Additionally, the quality of the work performed is 
a reflection of the organization’s character. For this reason, employees are more likely to 
sense organizational harmony when their work is in line with their values (Aslan, 2019; 
Deniz et al., 2015). In this context, it is expected that the perception of PS fit and PJ fit 
together will further increase PO fit.

Furthermore, some studies have examined PJ fit as a moderator variable (e. g., Ugwu 
& Onyishi, 2020) and determined that PJ fit has a moderating role in the relationships 
between different variables. This study will examine PJ fit as a moderator variable. This 
is because the previous findings in the literature on the effects of PS fit and PJ fit on PO 
fit and the above explanations suggest that this relationship may be possible. This study 
expects that when the perception of PJ fit is high, the perception of PS fit will affect 
the perception of PO fit at a higher level. Based on these explanations, the following 
hypothesis was developed.

H3: PJ fit moderates the relationship between PS fit and PO fit, such that the positive relationship 
between PS fit and PO fit is stronger when employees have high job fit.

The above explanations state that PO fit will have a mediating role in PS fit effect 
on turnover intention. The explanations also state that PJ fit may have a moderating 
role in the effect of PS fit on PO fit. All this suggests that the indirect effect of PS fit on 
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PO fit and turnover intention will be further increased when PJ fit is high, and further 
reduced when PJ fit is low. Based on these explanations, the following hypothesis was 
developed.

H4: PJ fit moderates the indirect effect of PS fit on turnover intention through PO fit, such that the 
effect is stronger when PJ fit is high as opposed to low. 

In line with these explanations and hypotheses, the following research model was 
created.

Figure 1
Research Model

 
 

PO Fit 

PJ Fit 

Turnover 
Intention PS Fit 

3. Method

3.1. Sample and Procedure

The research sample consists of 232 full-time bank employees in a province in Tur-
key. According to 2022 Banks Association of Turkey data, there are a total of 280 bank 
employees working in the city in question. In line with this data, it can be said that 
the response rate (83%) is sufficient (Babbie, 1990).  All scales used in the study were 
translated from English, which is their original language, to Turkish, in line with the 
back-translation procedure (Brislin, 1970). Data was collected through the survey 
method. The surveys were distributed by the first author to employees and managers 
in the bank, and then collected by the researcher. The average age of the 232 partici-
pants was 33, with 65% of them being male. In terms of educational levels, 76% of the 
participants have a bachelor’s degree. 45% of the participants work in the operations 
department. 

3.2. Measures

PS fit: PS fit was measured by adapting the four-item PO fit developed by Netemeyer et 
al. (1997). For this purpose, the expression “My organization” in each item of the scale 
was changed to “My supervisor”. Items in the scale include expressions such as “My 
supervisor has the same values as I do with regard to concern for others”.  The items in 
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the scale were assessed using a 5-point Likert scale (1 = strongly disagree, 5 = strongly 
agree).   Cronbach’s alpha was 0.94.

PJ fit: PJ fit was measured with the nine-item “PJ Fit Scale” developed by Brkich et 
al. (2002). Items in the scale include expressions such as “I feel that my goals and needs 
are met in this job”. The items in the scale were assessed using a 5-point Likert scale 
(1 = strongly disagree, 5 = strongly agree).  Cronbach’s alpha was 0.85.

PO fit: PO fit was measured using the four-item “PO fit Scale” developed by Nete-
meyer et al. (1997).  Items in the scale include expressions such as “I feel that my per-
sonal values are a good fit with this organization”. The items in the scale were assessed 
using a 5-point Likert scale (1  =  strongly disagree, 5  =  strongly agree).   Cronbach’s 
alpha was 0.93.

Turnover intention: Turnover intention was measured using a five-item scale de-
veloped by Walsh et al. (1985) and Cammann et al. (1979). Items in the scale include 
expressions such as “I am thinking about quitting my job”. The items in the scale were 
assessed using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree).  Cron-
bach’s alpha was 0.89.

Control variables:  In line with previous research (Liu et al., 2010; Zhang et al., 
2017), the present study controlled the effects of the participants’ gender, age, edu-
cational level and department on their fit with their organization and turnover inten-
tion. Both gender and age were controlled, because previous studies had confirmed 
that turnover intention likely decreased with one’s age (Emiroğlu et al., 2015) and that 
women had grater turnover rates than men (Weisberg, 1993). Also, studies showed that 
education is related to turnover intention (Wen et al., 2018) and that department also 
may have an impact on turnover intention (Akova et al., 2015). The gender variable 
was coded with 0 being “male” and 1 being “female”. Age was measured based on 3 
categories (1 “30 and below”, 2 “31-40” and 3 “over 40”). Educational level was meas-
ured using a four-point scale ranging from 1, “high school” to 4, “graduate or higher”. 
Finally, an employee’s department was measured based on three categories (1 “opera-
tions department”, 2 “individual marketing department”, and 3 “commercial marketing 
department”).

4. Results

4.1. Descriptive Statistics and Correlations

Means, standard deviations, and correlations are shown in Table 1. The results indicat-
ed that PS fit was significantly related to PJ fit (r = 0.43, p < 0.01), PO fit (r = 0.41, p < 
0.01), and turnover intention (r = -0.37, p < 0.01). PJ fit had a significant correlation 
with PO fit (r = 0.53, p < 0.01) and turnover intention (r = -0.58, p < 0.01). Moreover, 
PO fit was significantly related to turnover intention (r = -0.44, p < 0.01). 
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Table 1
Means, Standard Deviations, and Correlations

Scales M SD 1 2 3 4 5 6 7 8

1. Gender 1.35 0.48 -

2. Age 1.78 0.60 -0.13 -

3. Educational level 2.81 0.69 0.14* -0.05 -

4. Department 1.90 0.88 -0.11 0.01 0.20** -
5. PS Fit 3.54 1.29 0.06 -0.07 0.02 0.02 (0.94)
6. PJ Fit 3.37 0.72 -0.18** 0.05 0.10 0.07 0.43** (0.85)
7. PO Fit 3.50 1.43 0.06 -0.09 0.12 0.08 0.41** 0.53** (0.93)
8. Turnover inten-

tion 2.53 0.97 0.03 -0.07 -0.10 -0.03 -0.37** -0.58** -0.44** (0.89)

Note. N=232; **p < .01; *p < .05. Cronbach’s alphas (α) are shown in parentheses.

4.2. Confirmatory Factor Analyses

The results of the confirmatory factor analysis (CFA) conducted using the maximum 
probability estimation method to examine the discriminant validity of the research 
variables are presented in Table 2. In order to evaluate the model fit, the chi-square 
(χ2), degrees of freedom (df), comparative fit index (CFI), root mean square error of 
approximation (RMSEA) and standardized root mean-square residual (SRMR) fit in-
dices were used. Firstly, a four-factor CFA model including PS fit, PJ fit, PO fit and turn-
over intention was tested. Then, three-factor (models 1, 2 and 3), two-factor (model 4) 

Table 2 
Comparison of Measurement Models

Models χ2 (df) CFI RMSEA SRMR
Model comparison

∆χ2 (∆df)

Measurement model, four-
factor model 381 (194) 0.95 0.07 0.05 -

Model 1, three-factor modela 646 (197) 0.89 0.10 0.07 265 (3)

Model 2, three-factor modelb 651 (197) 0.87 0.10 0.06 270 (3)

Model 3, three-factor modelc 642 (197) 0.89 0.09 0.07 261 (3)

Model 4, two-factor modeld 886 (199) 0.83 0.12 0.08 505 (5)

Model 5, one-factor modele 1184 (200) 0.75 0.15 0.09 803 (6)

Note. N = 232; All models are significant at p < 0.05; χ2 = chi-square discrepancy; df = degrees of freedom; 
RMSEA = root mean square error of approximation; CFI = comparative fit index; SRMR = standardized 
root mean square residual; ∆χ2 = difference in chi-square; ∆df = difference in degrees of freedom. 
a Three-factor model= PS fit and PJ fit combined into a single factor; b Three-factor model= PS fit and PO 
fit combined into a single factor; c Three-factor model= PJ fit and PO fit combined into a single factor; 
d Two-factor model = PS fit, PJ fit and PO fit combined into a single factor; e Harman’s single-factor model, 
all variables combined into a single factor.
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and single-factor (model 5) models were tested and compared with the measurement 
model. The results of the analyses reveal that the four-factor measurement model had 
a better fit with the data compared to other models (χ2 (194) = 381, CFI = 0.95, RM-
SEA = 0.07, SRMR = 0.05). In other words, the results support the discriminant valid-
ity of four structures in the present study. Furthermore, the composite validity of the 
scales in the CFA model was examined. For this, composite reliability (CR) and Aver-
age variance extracted (AVE) values were determined for each scale. The composite va-
lidity of the research scales was confirmed with the results of the analyses (PS fit = AVE 
.74, CR .91; PJ fit = AVE .52, CR .93; PO fit = AVE .64, CR .95; IQ = AVE .62, CR .87).

4.3. Testing the Hypotheses

The research hypotheses were tested using the PROCESS macro (for SPSS) statistics 
software developed by Hayes (2013) and with reference to the moderated mediation 
(alternatively known as conditional indirect effect) created by Preacher et al. (2007). 

4.3.1. Testing mediation 

The results for Hypotheses 1 and 2 are presented in Table 3. The results of the analysis 
revealed that PS fit is significantly related to turnover intention (β = -0.18, t = -3.82, p < 
0.00). This result supported Hypothesis 1. Hypothesis 2 was tested with the bootstrap 
method at a 95% confidence level using 5000 bootstrapped samples. The results sup-
ported that the indirect effect of PS fit on turnover intention was significant through 
PO fit (β = -0.11, SE = 0.05; 95% CI [-0.26, -0.06]). Thus, Hypothesis 2 was supported.

Table 3 
Regression Results for Mediation Effect 

PO fit
B SE  T P

Gender 0.06  0.18 0.30 0.77
Age  -0.12 0.15 -0.84 0.40
Educational level 0.19 0.13 1.47 0.14
Department 0.09 0.10 0.85 0.39
PS fit 0.45 0.07 6.74 0.00

Turnover intention
B SE T P

Gender 0.14 0.17 0.80 0.43
Age 0.05 0.12 0.27 0.79
Educational level -0.05 0.11 -0.52 0.61
Department -0.14 0.01 -1.43 0.15
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Direct effect of 
PS fit -0.18 0.05 -3.82 0.00

PO fit -0.23 0.04 -5.38 0.00
Total effect of 
PS fit -0.29 0.06 -6.23 0.00

Effect SE BootLLCI BootULCI
Indirect effect -0.11 0.05 -0.26 -0.06

Note. N=232; Bootstrap sample size = 5.000. LL = lower limit; CI = confidence interval; UL = upper limit. 

4.3.2. Testing moderated mediation 

The results obtained for Hypothesis 3 and 4 were presented in Table 4. Regarding Hy-
pothesis 3, the positive relationship between PS fit and PO fit would be stronger for 
employees with high PJ fit. The results revealed that the interaction term between PS fit 
and PJ fit was significantly related to PO fit (β = 0.30, t = 3.49, p < 0.00). The nature of 
this interaction must fit the assumed model in order for Hypothesis 3 to be fully sup-
ported. For this, a simple slope test was performed in the standard deviation above and 
below the average of the centralized PJ fit scale (see Figure 2). The simple slope test re-
vealed that the relationship between PS fit and PO fit was significant for employees with 
high PJ fit (simple slope = 0.53, t = 4.84, p < 0.00) but insignificant for employees with 
low PJ fit (simple slope = 0.14, t = 1.92, p < 0.05). Thus, Hypothesis 3 was supported.

Table 4
Regression Results for Moderated Mediation 

  
PO fit

B SE T P

Gender 0.33 0.17 2.01 0.04

Age -0.22 0.13 -1.75 0.08
Educational level -0.01 0.12 -0.06 0.95
Department 0.06 0.09 0.71 0.48
PS fit 0.35 0.07 4.67 0.00
PJ fit 0.91 0.12 7.57 0.00
PS fit x PJ fit 0.30 0.09 3.49 0.00

Conditional Effect of PS fit on turnover intention
PJ fit B SE T P
-1 SD (-0.71) 0.14 0.07 1.92 0.06
+1 SD (0.63) 0.53 0.11 4.84 0.00
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Turnover intention
B SE T P

Gender 0.14 0.12 1.17 0.24
Age -0.17 0.09 -1.85 0.07
Educational level -0.11 0.08 -1.32 0.19
Department 0.03 0.07 0.47 0.64
PS fit -0.18 0.05

0.04
-3.82 0.00

PO fit -0.23 -5.38 0.00
Conditional indirect effects at PJ fit= M ±1 SD

PJ fit Boot indirect 
effect

BootSE BootLLCI BootULCI

-1 SD (-0.71) -0.03 0.04 -0.13 0.01
+1 SD (0.63) -0.12 0.05 -0.26 -0.06
Index of condi-
tional indirect 
effects

-0.07 0.03 -0.13 -0.01

Note. SD=Standard deviation; SE=Standard error. Bootstrap sample size  =  5.000. LL  =  lower limit; 
CI = confidence interval; UL = upper limit. 

Figure 2
Interaction of PS fit and PJ fit on PO fit
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Finally, Hypothesis 4 predicted that the strength of indirect effect through PO fit is 
conditional on PJ fit. To assess conditional indirect effect, we followed a procedure de-
veloped by Preacher et al. (2007). As seen in Table 4, the indirect effect of PS fit on 
turnover intention (through PO fit) varied based on two different levels of PJ fit (stan-
dard deviation below the mean -0.70 and standard deviation above the mean 0.63). 

Results revealed that the indirect effect of PS fit on turnover intention (through 
PO fit) was stronger and significant for employees with high PJ fit (normal distribu-
tion = -0.12, 95% CI [-0.26, -0.06]) but insignificant for employees with low PJ fit (nor-
mal distribution = -0.03, 95% CI [-0.13, 0.01]). Thus, Hypothesis 4 was supported. 

5. Discussion

Previous researchers (e. g., Caplan, 1987; Edwards et al., 1998; van Vianen et al., 2011) 
have emphasized that employees’ perceptions of fit are important for their emotional 
responses and work behaviors, and that investigating the distinctive characteristics of 
perceptions of fit and their relationship with individual and organizational outcomes is 
as important in practical terms as it is in theoretical terms. In addition, some research-
ers (e. g., Ostroff et al., 2005) argued that focusing on only one type of fit in a study 
would result in a limited understanding of the effects of fit on employee attitudes and 
behaviors. This study aimed to fill the gap in multidimensional research on fit by si-
multaneously evaluating perceptions of PS fit, PJ fit, and PO fit within the scope of the 
conservation of resources theory (Hobfoll, 1989). For this purpose, the present study 
tested a moderated mediation model in which PO fit is the mediator and PJ fit is the 
moderator in the relationship between PS fit and turnover intention. Our findings sup-
ported van Vianen et al. (2011)’s suggestion that PS fit is an important antecedent of 
PO fit and strengthens it, and the relationship between PS fit and PO fit differs accord-
ing to the level of PJ fit. The results of the study confirm that PJ fit serves as an important 
boundary condition for the mediated relationship between PS fit and PO fit. In other 
words, the positive relationship between PS fit and PO fit is stronger when PJ fit is high, 
and weak when PJ fit is low. Furthermore, it was revealed that PO fit has a mediating 
role in the relationship between PS fit and turnover intention. In other words, PS fit has 
an indirect effect on turnover intention. Finally, the findings of the study support the 
assumed moderated mediation model by confirming that the indirect effect of PS fit on 
turnover intention through PO fit depends on the PJ fit level. Therefore, PS fit’s nega-
tive indirect effect on turnover intention through PO fit is confirmed to be strong when 
PJ fit is high and weak when PJ fit is low. The theoretical and practical implications of 
these findings are discussed below. 

5.1. Theoretical and Practical Implications

Our findings contribute to the literature in several ways. First, the findings support Ca-
ble and DeRue’s (2002) suggestion that conceptual turnover models can be improved 
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by modeling fit (e. g., PS fit, PO fit) as an antecedent. Moreover, our findings confirmed 
the claims that fit is an important factor in determining turnover intention made in 
previous studies on the antecedents of turnover intention (e. g., Chatman, 1991; Krist-
of-Brown et al., 2002; Kristof, 1996; O’Reilly et al., 1991; Saks & Ashforth, 1997). Our 
findings reinforce Tak’s (2011) suggestion that the effects of PS fit and PO fit on the 
turnover intention are different, that is, the effect of PO fit on TI is stronger than that 
of PS fit. The findings of this study indicated that PO mediated the relationship be-
tween PS fit and turnover intention.  Since employees see managers as representatives 
of the organization (Eisenberger et al., 2002), the alignment of employees’ values with 
their managers will affect their value alignment with their organization, and this will 
shape their thoughts (or plans) about maintaining organizational membership. When 
employees perceive a high level of fit with their managers, their perception of fit with 
their organization increases (Astakhova, 2016; van Vianen et al., 2011), leading them 
to feeling connected to the mission of the organization, putting organizational benefits 
on top of personal interests, and being reluctant to leave the organization (Cable & 
DeRue, 2002). Based on the COR theory (Hobfoll, 1989), it can be said that individu-
als with high PS fit and PO fit in terms of value fits may have low turnover intention in 
order to protect PS fit and PO fit, which they see as valuable resources. As a matter of 
fact, according to the COR theory, when employees do not have sufficient resources or 
feel their resources are under threat, they evaluate whether there are available resources 
in the environment to eliminate this threat of resource. If employees do not have the 
resources to compensate for the loss of resources, PE fit decreases, and this negatively 
affects their general job attitudes. The findings obtained in the study show that PS, PJ 
and PO fits reduce their turnover intention by providing the resources they need to the 
employees. In addition, when we look at the literature, Wheeler et al. (2013) did not 
consider PS fit among the types of fit in their study, which they discussed in the context 
of COR theory. Furthermore, after examining the literature, we find that Wheeler et al. 
(2013) did not include PS fit among the forms of fit in their study, which they explored 
in the framework of the COR theory. In addition, they claimed that, in the context of 
the COR theory, the categories of PO fit, PJ fit, and PG fit are significant sources that 
affect positive work attitudes. On the other hand, this study contributed to the study of 
Wheeler et al. (2013) in this regard by confirming that PS fit within the context of the 
COR theory can also be a significant factor in terms of protecting resources and obtain-
ing needed resources.

Second, our findings revealed that supervisors can apply further strategies for reduc-
ing employees’ turnover intentions, on the basis of their level of job fit. By increasing 
PJ fit, supervisors can strengthen the indirect effect of PS fit (via PO fit) on employees’ 
turnover intentions. Our findings confirmed that employees with a high job fit tend to 
stay in the organization and that their fit with their supervisor can affect their turnover 
intentions. This result supports that PJ fit is an important boundary condition in the 
indirect relationship between PS fit and turnover intention.  This finding is important 
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in terms of revealing a new boundary condition (i. e., PJ fit) that explains how PS fit 
affects the turnover intentions of employees through PO fit. Therefore, our moderated 
mediation findings are important in revealing the importance of examining multiple 
condition variables (i. e., PO fit and PJ fit) together when examining processes of fit. 

From a managers’ perspective, results revealed that managers should notice the im-
portance of PJ fit and PO fit, which can reduce employees’ turnover intentions. Turno-
ver intention is considered to be a possible antecedent of quitting (Crossley et al., 2007; 
Griffeth et al., 2000; Krausz et al., 1995; Olaniyan & Hystad, 2016). In addition to its 
relationship with quitting, turnover intention is also associated with many organiza-
tional outputs. For example, turnover intention is negatively related to variables such 
as organizational identification (van Knippenberg & Sleebos, 2006), job satisfaction 
(Yücel & Koçak, 2018) and perceived organizational support (Treglown et al., 2018). 
For this reason, our findings can guide managers in reducing turnover intention within 
the framework of fit. 

First, PO fit can mediate the relationship between PS fit and turnover intention. 
Although PS fit is the PE fit dimension (Oh et al., 2014) with the most significant ef-
fect on turnover intention, PO fit also has a considerable effect on employees’ turnover 
intentions (Chatman, 1991; Siyal et al., 2020; Jin et al., 2016; O’Reilly et al., 1991). Ac-
cording to Schneider’s (1987) attraction-selection-attrition (ASA) model, individuals 
are more likely to be interested in organizations that are compatible with their person-
al characteristics and values to be selected by them to perform better in these organi-
zations, and to stay in these organizations. According to the ASA model, job-seeking 
individuals base their perceptions of PO fit on the values of organizations and make 
employment choices based on these perceptions. For this reason, in order for an organ-
ization to attract the right people, it must convey its organizational values to the candi-
dates accurately and clearly (Ostroff et al., 2005). At the selection stage, organizations 
try to identify the right candidate with formal and informal selection practices. Correct 
selection methods are critical in selecting the right people. For this reason, selecting 
individuals who are suitable for the values, goals and culture of the organization will 
increase the likelihood of these candidates remaining in the organization. 

Second, managers can strengthen the indirect effect of PS fit on turnover intention 
(through PO fit) by increasing PJ fit. Because employees with a high job fit are more 
satisfied with their jobs, managers should take it into account in the recruitment, selec-
tion and hiring processes of human resources. The most important stage is determin-
ing whether individuals are suitable for the job is the recruitment phase (Sekiguchi, 
2004). Although the ASA model suggests that attraction and selection will help elim-
inate candidates who do not fit the organization, it can be said that organizations also 
recruit according to job-related qualifications, as most selection techniques evaluate 
whether the candidate has the appropriate knowledge, skills and abilities for the job 
(Kristoff-Brown et al., 2005). Since PJ fit can be developed later, an individuals’ job fits 
can be improved by using certain strategies after recruitment.  For example, thanks to 
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Hackman and Oldham’s (1976) work design strategies (skill variety, task identity, task 
significance, autonomy and feedback), individuals’ low job fits can be increased. 

Finally, the findings of the study showed that the types of PE fit should be evaluated 
together, and it is important to provide perceptual fit of employees to the job, organiza-
tion and manager/supervisor. At this point, it is important to describe the characteris-
tics of the organization, the job, and the manager while keeping in mind the company 
values and objectives. Additionally, PE fit should be assessed by methods like surveys 
and interviews not only during the recruitment phase but also during the subsequent 
phases, and corrective actions should be carried out by taking into account the em-
ployee’s experience with non-fit. Therefore, long-term and permanent solutions should 
be prioritized instead of temporary ones by adopting systematic adaptation programs 
(Andela & van der Doef, 2019).  

6. Limitations

Although the study has some theoretical and practical contributions, it also has several 
limitations. The first limitation is that the cross-sectional nature of the study does not 
allow us to determine the direction of causality. For example, employees with high fit 
with their organization can inflate scores on the PS fit scale. Therefore, information 
about the direction of causality can be obtained through conducting studies with longi-
tudinal designs in the future. Second, survey data being collected from participants at a 
single point in time may have led to a common method bias in this study (Podsakoff et 
al., 2003). Although CFA results reveal the variables to have discriminant validity, this 
does not mean that there is no common method bias. Future studies may reduce the 
common method bias by collecting data about the participants’ fit with their managers, 
organizations and jobs at different times.
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