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Abstract

Job embeddedness reflects employees' affection towards the organization, while Person Organization
fit (P-O fit) is the value convergence of an individual. Both attach employees for continuance
employment. The present study aimed to identify the relationship between job embeddedness and PO-
fit among the Saudi workforce. Data for the study was collected from 194 employees conveniently from
different industries in Saudi Arabia. The research results indicated that Job embeddedness (JE) and
Person Organization fit (P-O fit) have a significant positive relationship. Age did not have any significant
relationship with both the constructs. P-O fit had a significant negative correlation. The result suggests
that experience with the current organization is not related to P-O fit. In short, both JE and P-O fit
constructs connect employees with the organization and ensure their long association with the
organization. Once P-O fit increases, job embeddedness also improves for employees and keeps them
on the job, leading to a decline in turnover intent. The results may be used to develop retention strategies
among the Saudi workforce.
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1. Introduction

An organization can gain a competitive advantage through the positive attitude of
employees. A well-aligned workforce with organizational goals can enhance
productivity and high growth potential. Once an organization gets the desired
workforce, it wants to remain with them. Employees and employers encounter different
problems once they do not match each other expectations (AlKahtani et al., 2021;
Sandhya & Sulphey, 2019; 2021; Sulphey, 2019). This situation leads to turnover
intention and the resultant turnover. Retention of employees is now a significant
concern of all organizations (Faisal et al., 2020; Sulphey & Faisal, 2020). Many
constructs are supposed to influence employee retention, on which multiple empirical
studies have been undertaken. Job embeddedness and PO-fit are two constructs that
have acquired an important place for the last two decades in organizational behavior
research. Research in both constructs is vital as both play a vital role in organizational
performance.

The present study intends to examine a few constructs on which studies are few. The
identified constructs include Job embeddedness (JE) and Person-Organization Fit (P-
O Fit). JE is a topic of organizational behavior and organizational sustainability
associated with the retention of employees. It represents different on-job and off-job
factors that influence the continuance of employment (Reitz & Anderson, 2011). JE
can be used to make strategies about employee retention (Sandhya & Sulphey, 2021).
PO Fit is the fit that an employee experiences concerning their values with that of their
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organization (Kristof 1996; Kristof-Brown 2000). This is related to a wide range of
attitudes that are beneficial and affects the organizational outcome. Fit perception
shows the similarity of the individual perception about the organization. It fascinates
employees about the organization. As a result, it increases job satisfaction,
organizational commitment, and retention (Sulphey & Faisal, 2020). P-O fit is crucial
to increasing job commitment and keeping employees embedded with the job.
Employee performance problems would be solved automatically if the Saudi workforce
has a P-O fit and is embedded with the job. Studies that examine these two important
constructs have not been found done. The present study intends to examine the two
constructs of JE and PO Fit among the Saudi workforce and their relationship.

Research Problem

Many organizational behavior constructs have been found to influence the attitude of
employees positively. Many pieces of research have been conducted about scores of
such constructs. However, a fair review of the literature shows that no study has been
undertaken to determine the relationship between the two in general and Saudi Arabia.
Most research studies in the field of JE have focused on specific issues like turnover.
The present study is expected to be undertaken in different dimensions to find out the
level of FE and the relationship between the two contracts that are indispensable for
any organization's well-being and progress.

Research Objectives
The objectives identified for the study are:

1. To study the level of job embeddedness of the Saudi workforce.

2. To study the level of P-O Fit of the Saudi workforce.

3. To find out the relationship between job embeddedness and P-O Fit among
Saudi Arabian workforce.

2. Literature review
2.1 Job embeddedness

JE term was coined by Mitchell et al. (2001), it emphasis on all possible factors which
keep employees on the job. This model consists of three components: link, fit, and
sacrifice that keep employees embedded with the organization. These three
components relate to employees with the organization when a person is on the job and
employees with the community when off the job (Lee et al. 2004).

a) Fit: Mitchel et al. (2001) described that on-the-job factors bind employees with
the current job and do not allow employees to leave the organization. On the other
hand, off-the-job factors like association with the community also bind employees not
to leave the current job. Fit with organization refers to the compatibility of an individual’s
values, goals, and career aspiration with organizational values and systems (Mitchel
et al. 2001; Holtom et al., 2006a). According to Kristof-Brown, et al. (2005), the fit
dimension also specifies that the convergence of organizational culture with employee
personality and a better fit with the organization is a strong predictor of job
embeddedness. On the other side, the fit to community suggests the compatibility of
an individual with the cultural, social environment of the community. Finally, Employees
who closely fit with the organization and community would stay with the organization
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for a longer time than those who are less associated with the organization and the
community (Zhang et al., 2012).

b) Link: The second dimension of job embeddedness is a link that includes a
formal and informal relationship within the organization and with the community
(Mitchel et al., 2001; Zhang et al., 2012; Holtom et al., 2006a). Organizational links
refer to the social, psychological, and financial bounding with its organization, while
Links with the community include family and friends connections within the local
community (Mitchel et al., 2001).  On the job link, social and personal relationships
with co-workers and managers, on the other hand, refer to the social relationship with
family, friends, and other associations with the community. Finally, both the links
increase the job embeddedness level of an individual.

C) Sacrifice: The third dimension is on the job sacrifices is referred to the material
cost associated with leaving the job, like benefits forgone by switching. Community-
related sacrifices are psychological costs and forces that embedded a person on the
job (Lee et al., 2004; Mitchell et al., 2001; Zhang et al., 2012). The job-related sacrifice
includes loss of reputed job position, premier office space, access to valuable
organizational assets, and recognition of good colleagues. It also includes other job-
related benefits. Community-related sacrifices include loss of leaving a secure
community, reliable friends, loss of established network, and other financial losses
such as loss of sale of house and loss due to disposal of other immovable assets.
Finally, JE suggests leaving a job if employees need to be sacrificed more, then staying
with the current organization also increases.

2.2 P-O Fit

Gone are the days when people look only for employment, and they had to serve the
organization for a more extended period without considering their values match with
the organization. In the modern arena of 21st-century job applicants, a significant
concern is identifying the appropriate organization and appropriate job to fulfill their
career aspirations. On the other side, the organization should also focus on selecting
appropriate candidates that fit the organization rather than judging them on a
conventional set of Knowledge, skills, and attitudes (Morley & Morley, 2007).

P-O Fit has its roots and wide applications in various fields of OB and psychology, and
it is a concept that is related with person situation interaction.
Schneider(1987) proposed the Attraction-Selection-Attrition (ASA) model, and later
Sheineider (2001) further enhanced the model and explained that work values are a
fundamental element for an employee as PO-fit is mainly concern with it. Individuals
fascinate by those organizations which are similar to their characteristics, and on the
other hand, organizations also similarly select best-suited individuals.

P-O Fit is the fit that an employee experiences concerning their values with that of their
organization. Fit perceptions are a broad term that refers to an individual's perceptions
of how well they fit into their employment and organization (Edwards 1991; Kristof
1996; Kristof-Brown 2000). This is related to a wide range of attitudes that are
beneficial and affects the organizational outcome. The many sorts of fit between
individuals and their employment have piqued empirical curiosity (Kristof-Brown and
Guay 2011; Yang and Yu 2014). Fit perception shows the similarity of the individual
perception about the organization. It attracts the employee to the organization. As a
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result, it increases job satisfaction, organizational commitment, and retention. Morley
(2007) also found a significant relationship between P-O fit and job satisfaction and
identified that as job satisfaction increases, the employee turnover intent decreases.
On the other side, a decrease in P-O fit leads to a decrease in job satisfaction and
turnover intention.

Concerning P-O fit, Ciptaningtyas (2017) opined that organizations select only those
interested in working with it and their values are well aligned with the organizational
values. Only those employees leave the organization whose values convergence do
not match. Many researchers found P-O fit directly associated with different positive
job-related outcomes like job performance, organization citizenship behavior,
organizational commitment (Kristof-Brown et al., 2005; Cooper-Thomas et al., 2004,
Westerman and Cyr, 2004).

Effective communication is necessary between supervisors and employees to get the
desired result. All tasks are explained and given by the supervisor to subordinates so
that the actual result will depend on the communication between them. If employees
have high P-O fit work under that supervisor whose values are highly aligned with the
organization. This will support the outcome of the employees. A high P-O fit supervisor
can positively evaluate the high P-O fit employees' performance because of the same
thought process. Else, the result of the evaluation may be reversed.

2.3 Relationship between JE and P-O fit

PO-Fit significantly impacts employee performance as employees feel comfortable at
the job because of value convergence. On the other hand, JE binds employees with
the organization because of different link and fit factors. Both JE and PO-Fit construct
positively associated with each other as binding towards the organization increases
and keeps employees away from negative thoughts.

Ciptaningtyas et al. (2017) found a direct relationship between job embeddedness and
person-organization fit. Job embeddedness connects employees to their work as well
as with the organization. It also encourages them to stay with it. The person more
embedded with the job stays a more extended period and are less likely to develop an
intention to leave (Faisal et al., 2020). On the other side, PO-fit comprises the individual
compatibility with organizational values and goals. Once compatibility is stronger than
binding with the organization is higher.

Kwon and Kang (2019) identified the direct effect of personal-job fit, personal-
organizational fit, person-supervisor fit and explained 76.3% of the job embeddedness.
They also concluded that as PO-fit increases, the job embeddedness also improves,
decreasing the employee turnover intentions PO-fit highly influences the organizational
performance like OCB, Turnover intent, and organizational identification (Cable and
DeRue 2002; Kristof-Brown et al., 2005).

On the basis of O’Reilly and Chatman's (1986) theoretical framework, Lauver and
Kristof-Brown (2001) identified that Employees' person-organization fit is highly related
to voluntary role-playing and behaviors and also argued that the person-organization
fit is strongly linked to OCBs.
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3. Research Methodology

The study was conducted among different white-collar employees in the selected
organization in different industries in Saudi Arabia. After an intensive literature review,
suitable survey instruments were identified for each studied variable. The google
survey link was provided to all respondents, and a total of 194 respondents participated
in the online survey. The employees were not allowed to leave any questions blank.
Therefore, all responses were correctly recorded. Due to limited resources, the
convenient sampling technique used by the researcher.

Measures

The survey instrument comprises 26 items that examined Job embeddedness and P-
O fit.

Job embeddedness (JE): Holtom et al.'s (2006b) scale of Job Embeddedness was
used to measure JE. The scale comprises 16 items, Few samples of items are as
follows.

e ‘| believe the prospects for continuing employment with my organization are
excellent.”
e “I have a lot of freedom on this job to pursue my goals.”

P-O fit was measured by the Person organization fit scale adopted by Findik et al.
(2013), which includes 10 items on a five-point scale. A few samples of items are as
below.

e "l can work in this organization without giving up my principles."
o ‘| believe that there is a strong congruence between my organization and my
personal values.”

Table 1 includes the demographic particulars of the data like gender, qualification,
marital status, age, and experience. It can be observed that there is wide diversity with
respect to the demographics of the sample.

Table 1 Demographics of the Sample

Particulars Number Percentage
Male 143 73.7
Gender
Female 51 26.3
Graduate 127 65.5
Qualification Post- Graduate 49 25.3
Ph.D. 18 9.3
) Married 97 50.0
Marital status
Unmarried 97 50.0
20-30 100 51.55
31-40 69 35.57
Age
41-50 21 10.82
51 and Above 4 2.06

Feb 2022 | 293



Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/
Journal of Tianjin University Science and Technology

ISSN (Online): 0493-2137

E-Publication: Online Open Access

Vol:55 Issue:02:2022

DOI 10.17605/0OSF.I0/KXD3E

0-5 85 43.81
6-10 53 27.32
Total 11-15 30 15.46
Experience
16 -20 12 6.19
21 and above 14 7.22
Less than 3 91 46.91
. 4-7 59 30.41
Experience
with current | 8-11 30 15.46
organization 1216 8 12
17 and above 6 3.09

Source: Researcher’'s Compilations

4. Results

The collected data for the present study were analyzed using the SPSS package to
check the relationship between JE and P-O fit correlation. Cronbach Alpha was
assessed to check the reliability of both the construct. Table-2 contains the descriptive
statistics about Job Embeddedness (JE) and Person- Organization Fit (P-O Fit). It
comprises of mean, standard deviation, and Cronbach’s Alpha of the variables under
study. Cronbach’s Alpha for JE was .898, and P-O fit was .862, respectively. The score
is well above the standard set by Nunnally and Bernstein (1994).

JE and PO- Fit variables were converted into categorical variables for the analysis.
Values reaching above mean plus standard deviation were termed as high, values
reaching below mean minus standard deviation were termed as low, and those in-
between were named as the medium. For instance, variable P-O fit values reaching
above 54.64 (36.22 (Mean) + % of 6.24 (Standard Deviation) were grouped as having
high Person-organization fit (P-O fit). Values falling below 29.99 (36.22 (Mean) - ¥ of
6.24 (Standard Deviation) were grouped as low P-O fit, and those values falling
between 29.99 to 36.22 were considered to have medium P-O fit. Table 3 provides the
details of the categorical variable.

Table 2: Descriptive Statistics

Particulars Job Embeddedness | Person Organization
Fit

Mean 64.572 33.103

SD 10.2410 6.2346

Cronbach’s Alpha .898 .862
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Table 3: Categorisation of the variables based on mean and standard deviation

Variable Category | Value Frequency | Percent
Job Low Less than | 45 23.20
Embeddedness 54.33
Med 54.331t0 69.69 | 115 59.28
High Above 69.69 34 17.52
Persor_1 _ Low Less than | 23 11.85
Organization 29.99
Fit Med 29.991t0 36.22 | 65 33.51
High Above 36.22 106 54.64

Table no. 4: Correlation Results

Particulars Person Job Age Experience | Total
Organizatio | Embedde with Current | Experienc
n Fit dness Organization | e

Person x ) i * i

Organization Fit 1 779 .081 A71 101

Job

Embeddedness 1 -.067 -.130 -.073

Age 1 .646** .837**

Experience with 1 784%+

current org.

Total

Expeirance 1

N=194

**.01% significant level
*.05% significant level

Job embeddedness (JE) and Person Organization fit (P-O fit) have a significant
positive relationship as the score of correlation is “.779” at a .01% significant level. Age
does not have any significant relationship with both constructs. P-O fit has a significant
negative correlation as the score is “-.171” at a .05% significant level. The result
suggests that experience with the current organization is not related to P-O fit.
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5. Discussion and conclusion

Ciptaningtyas et al. (2017) also found that embeddedness and person-organization fit
are associated with each other. Both constructs connect employees with the
organization and ensure their long binding with the organization as well. The present
study also found similar results as findings indicate a strong relationship between JE
and P-O fit. The findings of Kwon and Kang (2019), also near the present study,
revealed the association between job embeddedness and P-O fit and found that once
P-O fit increases, job embeddedness also improves for employees keeps the
employee on the job, which leads to a decline in turnover intent.

Backhaus (2003) identified P-O fit as having no importance with year of experience
and not related to it. Present study results are also in line with Backhaus (2003). On
the other side, Resick et al. (2007) identified employees previous work experience can
give a better idea about the kinds of organizations and affect fit perception. Our findings
are not in line with it because of the cultural differences in Saudi Arabia.

Today in the modern industrial era, we require a committed workforce for industrial
development. If the workforce is P-O fit, they will be highly embedded with job and
desire of work that will also increase the positive outcome of the job like organization
commitment, job satisfaction, and organizational performance. The study's findings will
help policy administrators and academia know the impact of Job embeddedness and
P-O fit on the performance of the employees. This can be used in devising appropriate
mass contact/training programs to enhance professional awareness. It is earnestly
expected that the study's findings would be of high relevance to the general formulation
of human capital development policies.
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