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Abstract

The current research explored the association between person-environm ent fit and 

workplace attitudes for Canadian Forces members. The study explored the unique and 

combined influences o f  organization and occupation fit on affective and norm ative 

commitment, intention to leave, and psychological withdrawal. In addition, four 

moderators — perceived organizational support, continuance commitment, civilian 

equivalence, and perceived job  alternatives — were evaluated. Hypotheses were tested 

separately for (2,952) noncomm issioned members and (1,993) officers. Results indicated 

that person-environment fit was positively associated w ith organizational com m itm ent 

and negatively associated w ith organizational withdrawal in an additive m anner, but that 

person-organization fit was the stronger predictor for all outcomes. Continuance 

commitment buffered the influence o f  person-organization fit on  turnover intention for 

noncommissioned members, but for officers, continuance com m itm ent buffered the 

influence o f  person-occupation fit. The current findings suggest that person-organization 

and person-occupation fit are both important considerations for effective recruiting, 

selection, and retention o f Canadian Forces members.
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The Association o f Person-Environm ent Fit and W ork-Related Attitudes 

for Canadian Forces Personnel

The Canadian labour market is facing m ajor challenges caused by declining 

birth rates, an aging population, and immigration program s that have been unable to 

meet the demand for new skilled workers (Country Com m erce, 2008). A lthough the 

2008/2009 recession resulted in a loss o f 400,000 jobs, and theoretically a less 

competitive job  market, the Canadian job  market appeared to have recovered by 

January 2011 (Canada Year Book, 2011). The unem ploym ent rate that had peaked at 

8.7% was down to 7.8% and employment in both full-tim e and part-tim e jobs 

increased by 298,000 (1.8%) in 2010, which was the largest increase since 2007. 

Although the economy and labour market are subject to fluctuations, overall, the 

Canadian job  market continues to be competitive and labour shortages are once again, 

being felt in some sectors, particularly for skilled workers (Fisk & Skattebo, 2010; 

Sankey, 2012).

In addition to a lack o f  skilled workers, the other issue faced by employers is 

the changing demographics o f  the work force. In term s o f  labour force participation, 

work force modeling conducted by Statistics Canada in 2011 projected that by 2031 

the labour force participation by population will decrease from 67% reported in 2010 

to between 60 and 63% in 2031. This means that there will be less than three 

employed people for each individual aged 65 or older — down from the 5:1 ratio in 

2010 (Martel, M alenfant, Labelle, Belanger, & Bastien, 2011). These m odeling efforts 

serve to emphasize the impact employers will feel as an increasing num ber o f  baby 

boomers get set to retire (Wyman, 2011) and the younger demographic groups shrink.
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These labour market challenges are particularly salient for organizations such 

as the Canadian Forces that target a younger demographic because their recruiting 

efforts are not focused just on filling jobs but recruiting people for careers that will 

span 25 years or more. The Department o f  National Defence and the Canadian Forces 

combined is the second largest em ployer in Canada, employing approxim ately 

111,000 people (Park, 2008). Even though the public service component o f  the 

Departm ent o f  National Defense will likely decrease their workforce due to the 

Canadian governm ent’s current fiscal policies, the present goal o f the governm ent for 

the Canadian Forces is to maintain an effective strength o f  68,000 regular force 

personnel (Reports on Plans and Priorities, 2011-2012). In order to meet this goal, the 

Canadian Forces has to select and successfully train just over 4,500 personnel in over 

100 occupations, which, although m aintaining status quo, is a substantial num ber o f  

recruits. This will require significant resources and demand efficient and effective 

recruiting and selection efforts.

The situation o f  the Canadian Forces is one example o f the future for all 

Canadian employers as they compete in an increasingly competitive global econom y 

that will require a technologically knowledgeable and adaptable workforce. It is 

expected that future workers will have several jobs within an organization, and 

therefore it will be important to hire em ployees based on not only skills and abilities 

specific to a job , but for competencies and characteristics that will enable them  to meet 

the future demands o f the evolving workforce (Fisk & Skattebo, 2010; Latham & Sue- 

Chan, 1998). This is particularly the case for organizations such as the Canadian 

Forces or the Royal Canadian M ounted Police as the senior leaders or executives
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within these organizations are grown from within the organization. Unlike civilian 

organizations, the Canadian Forces cannot simply hire its senior leaders or 

experienced workers; the skills, com petencies, and experience required for the various 

jobs and positions at all levels o f the organization requires years o f  specialized training 

and development. Given the realities o f  the current and future job m arkets, educated, 

talented, and productive employees will have many job  options; therefore, 

organizations will also have to ensure that they have policies in place to retain valued 

employees. Keeping this in mind, it becom es evident that effective recruiting and 

selection is only half the challenge. Once an individual has been successfully hired, the 

battle for retention o f the most productive and skilled employees begins.

Recruiting, selection, and retention are often studied as separate disciplines; 

however, there is a growing consensus among researchers that the three processes are 

inextricably connected and that stronger links m ust be forged between these three 

processes (Cable & Judge 1996; Harrison, 2007; Michaud, 2010; Otis & Straver,

2008). The prim ary goal o f recruiting is to attract a pool o f  qualified potential 

employees, but the secondary goal should also be to improve the chances o f  selecting 

applicants who will be a good m atch for the organization (Cable & Judge 2004;

Catano, W eisner, Hackett, M ethot, & Belcourt, 2005), thus increasing the chances that 

selected employees will be well adjusted and able to contribute effectively to the 

organization's effectiveness and stay.

Examining the recruiting and retention dynamic o f  the Canadian Forces 

provides a prime example o f  this relationship. The Canadian Forces have successfully 

met m ost o f  their recruiting targets in recent years, except for some more specialized
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occupations such as technicians, pharmacists, and social workers, but at the same time, 

they are facing significant challenges with retention, especially in the first year o f 

service. Over the last 20 years, annual attrition for the Canadian Forces averaged 

approximately 7%, however for the last five years (2006 to 2011) it averaged 

approximately 9% per year (Backgrounder, 2011; Annual Report on A ttrition 2007/08, 

2009), with the m ajority o f  attrition being voluntary (Otis & Straver, 2008; Syed & 

Morrow, 2003). These rates are comparable to North Am erican averages; estimated 

voluntary attrition in 2003 was approximately 4% for both the Canadian Forces (Syed 

& Morrow, 2003) and Fortune 500 companies (Horn, Roberson, & Ellis, 2008). The 

main difference is that for the Canadian Forces there are spikes in attrition at gateways 

created by the terms o f  service “contracts” 1 that members sign. Although m em bers can 

request a voluntary release at any time, such release can com e with loss o f  benefits or 

an obligation to repay the costs o f  education and salary that m akes it less appealing, 

therefore, the m ajority o f  people who want to leave wait until the next gateway (Otis 

& Straver, 2008; Syed & Morrow, 2003).

First year attrition rates are high. In the Canadian Forces, noncomm issioned 

m em ber2 attrition has shown a steady increase over the last seven years; for example, 

in 2007/2008 first year attrition was 26.7%, up from the previous year in which it was 

20.9% (Annual Report on Attrition 2007/08, 2009). For noncom m issioned members, 

the attrition rate spikes again after their period o f  initial engagement (i.e. first

1 Terms o f  service contracts are employment agreements that Canadian Forces members sign  
on enrolment and at specified points in their career that delineate the terms o f employment, i.e. length o f  
the employment term and conditions for employment such as agreeing to comply with drug and 
harassment policies.

2 Noncom m issioned members are any Canadian Forces members who do not hold a Queen's 
com m ission (i.e. not officers); generally, they are front line staff, journeymen, and front line supervisors
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employment agreement) has expired (Otis & Straver, 2008; Syed & M orrow, 2003). 

The initial period o f  employment specified in terms o f service contracts varies by 

occupation. The length o f  the initial contract depends on the amount o f  training and 

development required to complete all the basic military and occupational training 

necessary for the m em ber to perform their duties independently. Initial engagement 

periods for officers are m uch longer than for noncom m issioned m em bers because they 

have distinctly different training requirem ents and career progression pathways. 

Officers as the potential future senior leadership o f  the Canadian Forces and the 

personnel responsible for the operation o f  m ultim illion dollar platform s such as 

aircraft and ships often require m uch lengthier and costlier training program s and are 

also subject to m ore stringent selection standards. The initial engagem ent period for 

noncomm issioned m em bers ranges from three to five years. W hereas, the initial 

engagement period for officers is typically a m inim um  o f nine years, and in some 

cases longer because officer training will often include provision o f  an undergraduate 

degree prior to completion o f  occupation training. Although the historical attrition 

rates for officers are typically lower, ranging from 11 to 17%, the cost o f  losing officer 

candidates is much higher, m aking officer attrition just as important a consideration.

In the Canadian Forces, the annual budget for recruiting and initial training o f  

personnel was estimated to be $1.4 billion for 2011/12 (Reports on Plans and Priorities 

2011-2012) and these costs are only recouped if  the personnel hired stay for several 

years beyond the point where they are fully functional in their occupation (Carrick, 

2003). In the US A ir Force, basic costs for recruitment and initial training exceed $US 

300 m illion annually (Holt, Rehg, Lin, & Miller, 2007). Costs of turnover for civilian
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employers are equally high; economic costs that include profits lost due to lost 

opportunity costs, costs incurred by having to recruit and train replacem ent employees, 

and losses in productivity have been estimated to range from  93% to 200%  o f  the 

leaver's salary. The m ore valuable the employee is, the higher the cost o f  leaving is 

(Griffeth & Horn, 2001). In addition to the economic costs, there are non-economic 

costs that involve the potential psychological effects on other employees such as the 

potential for additional stress, lower morale, and poor work m otivation caused by 

factors such as taking on additional responsibilities and suffering the loss o f  valued 

workplace relationships (Koslowksi, Krausz, Sagie, & Singer, 1997). In the military 

context, turnover costs also include increased risk to operational capabilities and 

effectiveness if  insufficient numbers o f  personnel are trained and capable o f  carrying 

out assigned m issions both domestically and internationally (Holt et al., 2009).

Although understanding turnover rates is an im portant aspect o f  increasing 

retention, to truly understand turnover, with an eye to reduction, one m ust also 

understand why people choose to leave their jobs. Some turnover occurs for a variety 

o f  reasons that are not always under the control o f  the organization such as family 

issues and personal goals (Harman, Lee, M itchell, Felps & Owens, 2007; Lee,

Mitchell, W ise, Fireman, 1996). However, it has also been established that one o f  the 

prim ary drivers o f  controllable turnover is a low level o f  job  satisfaction that lessens 

organizational commitment (Griffeth & Horn 2001; Griffeth et al., 2000; Horn & 

Kiniki, 2001; Steel & Lounsbury, 2009). The question o f interest then becomes what 

causes some people to be satisfied with their jobs and others to be dissatisfied. It is 

possible that lack o f  person-environment fit is a key cause o f  dissatisfaction, resulting
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in attrition. Previous research indicates that employees frequently choose to leave 

because they believe they have chosen the wrong job  or organization, because they do 

not have a sense o f  good fit with organizational values and culture, or because their 

skills and abilities do not meet the job  or organization 's requirements (Edwards 2008; 

Horn et al., 2008; Michaud, 2010; Schneider, 1987a, 1987b).

Person-environm ent fit has been identified as an important factor in the 

decision-m aking processes o f  both organizations and individuals in pre-entry and post

entry job  decisions and in the creation o f  job  attitudes (Edwards & Bilberry, 2010; 

Kristof-Brown, Jansen & Colbert, 2002; Kristof, 1996; Saks & Ashforth, 1997), yet 

there is still much to learn. The m ajority o f  person-environment fit research has 

focused on only one dom ain (e.g., organization or job) o f  fit at a time and early 

research was m ostly experimental or involved field studies using college students 

(Rynes & Cable, 2003). The selection and recruiting literature has focused primarily 

on person-job fit perceptions pre-entry as they pertain to organizational attraction and 

job  choice (Cable & Judge, 1996; Jansen & Kristof-Brown, 2006; Judge & Bretz,

1992; Judge & Cable, 1997). By contrast, researchers interested in turnover and the 

form ation o f  job  attitudes, post-entry, have prim arily examined fit w ith regard to value 

and culture matches at the organizational level (Chatman, 1991; Pisantenin & 

Chapm an, 2006; Schneider, Smith, & Paul, 2001). Research focused on person- 

environm ent fit has most advanced since the 1990s (O stroff & Shulte, 2007), but 

progress has been hampered because o f the various different conceptualizations and 

definitions o f fit and disagreement on the num ber o f components and domains 

involved in fit (Edwards 2008; Harrison, 2007; Jansen & Kristof-Brown, 2006;



PERSON-ENVIRONMENT FIT 8

Kristof-Brown & Guay 2011; Piasentin & Chapm an, 2006; Uysal-Irak, 2010; Verquer, 

Beehr & Wagner, 2003). Leading researchers in the field, such as K ristof (1996), 

Edwards (2008), Harrison (2007), and Judge (2007), have noted that there is a need for 

more field research o f  different components o f  fit at varying levels o f  the organization 

in the same study. They propose that a m ultidimensional concept o f  fit will be a better 

predictor o f  broad workplace outcom es such as withdrawal behaviours and 

commitment (Edwards, 2008; Jansen & Kristof-Brown, 2006).

It has also been suggested that incorporating hiring practices that strive for a 

better m atch or person-environment fit between individuals and organizations would 

have positive outcomes, such as increased employee commitment, decreased 

withdrawal behaviours, and increased employee well-being (Fisk & Skattebo, 2010; 

Karren & Graves, 1994). However, more research is required to determ ine how the 

different domains o f  fit work together (Catano et al., 2005; Horn et al., 2008; Jansen & 

Kristof-Brown, 2006) to influence organizational com m itm ent and withdrawal 

behaviours and also to determine the practicality and legal defensibility o f  using 

person-environment fit measures for selection (Arthur, Bell, Villado, & Doverspike, 

2006; W erbel and Gilland, 1999). A lthough m uch attrition is beyond the control o f 

organizations (Harman et al, 2007; Lee et al, 1996), if  research can dem onstrate that 

better person-environment fit at the selection stage increases retention, it could provide 

evidence sufficient for organizations to invest in improving assessm ent o f  person- 

environment fit in the selection process (W erbel & Gilliland, 1999; W erbel &

Johnson, 2001).
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Person-Environm ent Fit Framework

In broad terms, person-environm ent fit is defined as the congruence or 

compatibility between an individual's values, needs, skills, abilities, or interests and 

his or her environm ent or the fulfillm ent o f  needs in terms o f  individual or 

environmental requirem ents (Edwards 2008; Elarrison, 2007; Kristof, 1996; Kristof- 

Brown, Zimmerman, & Johnson, 2005; M uchinsky & Monahan, 1987). Environments 

and individuals are both m ultidimensional (Edwards & Bilberry, 2010; Edward & 

Shipp 2007), and therefore fit is a complex construct that can be conceptualized from 

multiple perspectives. M ost commonly, researchers focus on fit as either a 

correspondence between workplace and individual characteristics, or a shared set o f 

values, goals and/or interests.

Fit Perspectives

Person-environm ent fit research has essentially developed along two distinct 

but parallel streams — the com plem entary and supplem entary fit perspectives 

(Edwards & Shipp, 2007; Kristof-Brown, 2006; M uchinsky & M onahan, 1987). These 

two perspectives have developed independently o f each other and there has been little 

integration until very recently (Cable and Edwards, 2004; Edwards & Shipp, 2007; 

Jansen & Kristof-Brown, 2006). The prim ary difference between the two perspectives 

is with regard to the underlying psychological processes that are associated with the 

creation o f  these fit perceptions. The basis o f  complementary fit perceptions are need 

satisfaction, specifically core psychological needs, such as a need for affiliation or 

autonom y that individuals have an internal drive to fulfill (Murray, 1938), whereas the 

basis o f  supplementary fit is sim ilarity or congruence (Cable & DeRue 2002; Cable &
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Edwards, 2004; Edwards & Shipp, 2007). Given that supplem entary fit is better 

understood and has m ore predictive pow er for the outcom es o f interest in the current 

research (Arthur et al., 2006; Verquer et al, 2003), the focus o f the current research 

was from the supplem entary fit perspective.

Supplem entary Fit

Supplementary fit occurs when the organization and the individual feel that 

they share features such as values, goals, culture, and personality (Cable & Judge 

1996; Chatman, 1991; M uchinsky & M onahan, 1987; Resick, Baltes, & Shantz, 2007). 

An important prem ise o f  supplem entary fit is that employees will be m ore content 

working in environm ents in which what is important to them  is also important to the 

organization because it reinforces their sense o f  self (Cable & DeRue, 2002; Cable & 

Edwards, 2004; Chatman, 1991; Schneider, 1987a; 1987b). Indeed, the attraction- 

selection-attrition (ASA) framework (Schneider, 1987a, 1987b; Schneider et al.,

2001), which is considered one o f  the prim ary bases o f  supplem entary fit particularly 

with regard to person-organization fit (Billsberry, 2007; Cable & Judge 1996; Judge & 

Cable, 1997; Kristof, 1996), proposes that people will be attracted to and be selected 

by organizations that share their values, personality, and interests. According to the 

attraction-selection-attrition framework, sim ilarity is important prior to entry in 

attracting employees to the organization and during the selection process when 

organizations hire individuals who are perceived to share incum bents' characteristics. 

Once individuals have jo ined the organization, they becom e increasingly aware o f 

their congruence with their organization and if  they perceive a misfit, they are more 

likely to quit (Schneider, 1987a; 1987b; 2001).
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Supplementary fit is most comm only operationalized as values congruence 

(Carless, 2005; Edwards & Cable 2009; Jansen & Kristof-Brown, 2006; Judge & 

Cable, 1997; Kristof-Brown, 2000; Piasentin & Chapman, 2006), which, in keeping 

with K ristof (1996) and Chatman (1991), is defined as the similarity betw een the 

individuals’ values and the culture and value systems o f the environment. Shared 

values are considered important to organizational functioning as they guide behaviour, 

provide clarity and predictability with regard to decision making, and foster 

understanding o f  how resources are allocated (Chatman, 1991; Edwards & Cable, 

2009); in other words, it informs the individuals’ concept o f  what is acceptable 

behaviour and helps with workplace adjustment (Edwards, 2009). Edw ards and Cable 

(2009) proposed that one o f  the prim ary benefits o f  value congruence is the creation o f  

trust, which is the foundation o f good comm unication, builds effective working 

relationships, and results in employee wellbeing and effective organizational 

functioning. Further, good supplementary fit results in sense o f accom plishm ent and 

aligns w orkers’ interests with organizational goals (Vogel & Feldman, 2009). In 

studies o f  job  choice, values congruence m ay be as im portant to job  applicants as pay 

and benefits (Judge & Bretz, 1992). It has been suggested that the m ost important 

aspects o f  shared values to selection and retention are that they m ay create a strong 

bond with the organization and its members, positively influencing w ork attitudes and 

behaviours, increasing organizational citizenship behaviours, and retention (Judge & 

Bretz, 1992; Cable & DeRue, 2002; Chatman, 1991).

In sum, supplem entary fit has been found to positively to be positively 

associated with important workplace outcom es and is most frequently used to ground
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investigations o f  workplace attitudes and behaviours such as organizational 

socialization (Cable & Parsons, 2001), organizational commitment, withdrawal 

behaviours (Chatman, 1991; Edwards & Cable 2009), and personnel selection 

(Holland, 1959; Karren & Graves, 1994; Kristof, 1996). M oreover, it has 

demonstrated strong associations with retention, organizational comm itm ent, 

organizational attraction and job  choice (Cable & Edwards, 2009; H offm an & Woher, 

2006; Kristof-Brown, et al., 2005; Verquer et al, 2003). The goal o f  the current 

research was to explore fit from the supplem entary perspective by using an expanded 

set o f  outcom es and including potential m oderators o f fit.

Fit Dom ains

Person-environm ent fit is a global concept that, in addition to the perspectives 

described above, also encompasses the various domains o f  the working environm ent in 

which fit occurs. Four key dom ains — person-vocation, person-job, person- 

organization, and person-group fit (Carless, 2005; Harrison, 2007; Kristof-Brown, 

1996; Kristof-Brown & Guay 2011; Kristof-Brown, 2000) — have been identified as 

important to understanding the various levels o f the environment in which employees 

interact, however the m ajority o f  research has focused on person-job and person- 

organization fit (Kristof-Brown & Guay 2011; Verquer et al., 2003; W heeler et al., 

2005). Person-vocation fit is fit at the widest bandwidth and involves the compatibility 

between an individual and his or her chosen vocation/career path, which will often be 

supra-organizational. Person-job fit is closely related to person-vocation fit, but 

specifically focuses on the m atch between the individual and the particular job  or 

position. Person-organization fit refers to fit with the organization as a whole. Person-
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group fit refers to compatibility at the interpersonal level, which could refer to work 

teams, leaders, subordinates, or clients and custom ers (Kristof, 1996).

Person-organization and person-job fit have enjoyed the bulk o f researchers' 

attention, usually in isolation from other domains o f  fit (Carless, 2005; Harrison, 2007; 

Kristof-Brown et al., 2002; Jansen & Kristof-Brown, 2006; Lauver & Kristof-Brown 

2001; Piasentin & Chapman, 2006; Saks & Ashforth, 1997), consequently, there is a 

better understanding o f  these two dom ains and how they are related to each other. 

Research that has included both o f  these domains in the sam e study has provided 

evidence o f  the distinctiveness o f person-job and person-organization fit domains 

(Cable & DeRue, 2002; Cable & Judge, 1996; Kristof-Brow n & Guay, 2011; Jansen & 

Kristof-Brown, 2006; O stroff & Shulte, 2007). Generally, person-organization fit is 

more strongly associated with organization-level outcom es such as organizational 

commitment or perceptions o f organizational support and turnover (Cable & Judge, 

1996; Verquer et al., 2003). On the other hand, person-job fit has stronger associations 

with job-level outcom es such as job  and career satisfaction, career comm itm ent, and 

turnover intention (Cable & DeRue, 2002; Cable & Judge, 1996; Kristof-Brown, et al., 

2002; Kristof-Brown et al., 2005; Lauver & Kristof-Brown 2001; Saks & Ashforth 

1997; W esterman & Cyr, 2004).

In the current research the construct o f  person-job fit was expanded to include 

elements o f  person-vocation fit, therefore person-occupation fit w as assessed rather 

than person-job fit. Although at a theoretical level person-job and person-vocation fit 

are unique domains, in practice it is argued that m ost people do not distinguish 

between the concept o f  job and vocation. Further, people choosing the Canadian
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Forces and perhaps similar organizations such as the Royal Canadian M ounted Police 

or the Public Service m ay jo in  these organizations not just for the entry level job, but 

rather for the expected career path. In effect, some individuals may choose an 

organization with less concern for the actual job  o r occupation but because they would 

like to work for the organization (because o f  values congruence) as their priority, with 

a job  match being less important (Jansen & Kristof-Brown, 2006). These individuals 

m ay assume that they can find a better job  m atch once they have been hired (Resick et 

al., 2007). It could be argued that for m any Canadian Forces and other military forces’ 

members, their vocation o f choice is actually the “profession arms” (Duty with 

Honour, 2009; Rondeau, 2011) and the occupation they enrol into is their job  or role 

w ithin this vocation. The job itself changes as they develop skills and gain experience 

and m ove from position to position within the organization, but their core self- 

identification with that role may remain stable. In this sense, the construct o f  person- 

occupation fit used in this study was broader than person-job fit but not quite as broad 

as person-vocation fit.

Integration o f Domains

W ithin the domains o f  person-environment fit, it is also important to determine 

how the various domains integrate and function in combination w ithin the 

environment. This is particularly important in the context o f  recruiting and in the 

development o f  selection standards and measures. Although some research has been 

conducted that speaks to the distinctiveness o f  the various domains o f  fit (Cable & 

DeRue, 2002; Scroggins, 2007), the m ajority o f  research has evaluated the influence o f  

the domains on one outcome at a time ((Iplik, Kilic, & Yalcin, 2011; Halbesleben &



PERSON-ENVIRONMENT FIT 15

W heeler, 2008). It is only recently that researchers have begun to assess fit dom ains in 

combination, assessing the contribution o f  each domain after controlling for the effects 

o f  the others on outcomes such as organizational com m itm ent, turnover, and turnover 

intention (Scroggins, 2007; Tak, 2011; W heeler, Gallagher, Brouer, & Sablynski, 

2007).

Jansen and Kristof-Brown (2006) suggested that person-environm ent fit is an 

overarching construct that includes the various domains in the sense that each domain 

is a building block and that they combine in various ways to predict or influence 

workplace attitudes and behaviours. This holistic fram ework is hypothesized to have 

the strongest associations with organizational-level outcom es. In one evaluation o f this 

holistic approach, Kristof-Brown and her colleagues (2005) found that combining 

person-organization and person-job fit increased effect sizes with regard to predicting 

organizational commitment and job  satisfaction, providing early evidence that it is the 

combined effect o f  the fit domains that provide the greatest explanatory pow er for the 

creation o f  workplace attitudes (Cable & Judge, 1996; Jansen & Kristof-Brown; 2006; 

Kristof-Brown & Guay, 2011; W erbel & Gilland, 1999).

Nonetheless, a second approach to understanding the dimensionality o f  fit is to 

conceive o f  the different fit components as com pletely independent. Edwards and 

Billsberry (2010) found some evidence to support the idea that individuals do not 

perceive an overarching sense o f  fit. Em ployees evaluated fit in relation to the 

different domains; however, these different perceptions o f  fit did not build on each 

other to influence outcomes. Each dom ain — the job , the organization, and the work 

group — created different perceptions o f fit that influenced outcom es independently
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(Edwards & Billsberry, 2010). However, this line o f  research is ju st beginning and 

there is a possibility that the optimal solution is that some domains o f  fit build on each 

other, whereas others are independent. It may also depend on the specific organization 

or type o f  organization (i.e. public vs. private) or the outcome of interest (i.e. 

comm itm ent vs. withdrawal). In sum, it is necessary to examine whether various 

domains integrate into an overarching sense o f  person-environment fit, or whether 

each domain independently influences outcomes (Edwards & Billsberry, 2010; Jansen 

& Kristof-Brown, 2006; Piasentin and Chapman, 2006).

Outcom es o f Person-Environm ent Fit 

Person-environment fit is strongly associated with a variety o f  positive 

outcomes (Edwards, 1991; Kristof, 1996) or perhaps more accurately poor person- 

environm ent fit is believed to lead to undesirable work attitudes and behaviours 

(Edwards & Bilberry, 2010). The most commonly researched outcomes o f  person- 

environm ent fit are work attitudes such as organizational commitment, job  

satisfaction, and turnover intention and work behaviours such as organizational 

citizenship behaviours and turnover (Edwards, 1991; Chatman, 1991; Kristof-Brown 

& Guay, 2011; Verquer, et al., 2003). In response to Jansen and K ristof-Brow n’s 

(2006) call for an integrative approach to explain the process o f fit, the current 

research evaluated the pattern o f  associations between two domains o f  fit and both 

organizational withdrawal and organizational commitment. It also explored its ability 

to predict or influence organizational withdrawal and organizational com m itm ent and 

evaluated potential moderators o f  the influence o f  person-environment fit on 

organizational commitment and organizational withdrawal.
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Organizational W ithdrawal

Organizational withdrawal is a broad term coined by Hanisch and Hulin (1990) 

to refer to a wide range o f  attitudes and behaviours that are indicative o f  employees 

reacting to an adverse work environment by avoiding work or rem oving themselves 

from their jobs in some fashion (Hanisch & Hulin, 1990). A recent review o f  the 

turnover literature conducted by Steel and Lounsbury (2009) revealed that an adverse 

work environment is likely to trigger one o f  three possible responses, leaving the 

organization, searching for a new job  w ithin the organization, or adapting to the 

circumstances by changing job  attitudes and/or behaviours through psychological or 

behavioural withdrawal. Steel and Lounsbury’s (2009) review found over 24 models 

o f the turnover process and identified job  search behaviours and turnover intention as 

the most proximal withdrawal mechanisms. Their review also revealed a consensus 

that job  dissatisfaction and organizational com m itm ent are the two m ain job  attitudes 

that consistently predict organizational withdrawal; however they also conceded that 

more research is required to better understand the antecedents of these w ork attitudes 

with regard to their influence on organizational withdrawal.

Person-environm ent fit has emerged as a m ajor underlying m echanism  in 

understanding turnover and it has been suggested that it should be included in turnover 

process models as an antecedent (Cable & DeRue, 2002; Horn et al., 2008; Kristof- 

Brown & Guay, 2011; Scroggins, 2007). Consistent with the attraction-selection- 

attrition framework, poorer person-environm ent fit, particularly person-organization 

fit, is thought to increase the likelihood that an individual will be less satisfied with 

their working environment, less committed to the organization, and therefore less
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likely to remain (Chatman, 1991; Kristof-Brown et al., 2005; Verquer et al, 2003). The 

unique associations between person-job and person-organization fit on turnover, 

turnover intention, and affective organizational comm itm ent have been fairly well 

established (Cable & DeRue, 2002; Kristof-Brown & Guay, 2011; Lauver & Kristof- 

Brown, 2001; Scroggins, 2007), however, there is virtually no research that has 

examined psychological withdrawal as a potential outcome o f  poor person- 

environment fit. Psychological withdrawal m ay be a factor for those who are unhappy 

with the work environment, but who feel they cannot leave. The current research, 

therefore, assessed the influence o f  two domains o f  fit — person-organization and 

person-occupation on two forms o f  organizational withdrawal -  turnover intention and 

psychological withdrawal.

Turnover Intention. The theory o f reasoned action (Ajzen, 2000; Ajzen & 

Fishbein, 1980), which essentially purports that the best predictor o f  behaviour is 

forming the intention to carry out said behaviour, grounds the construct o f  turnover 

intention. Turnover research indicates that turnover intention is the strongest, most 

direct predictor o f  turnover (Griffeth et al., 2000; Jaros, 1997; Steel & Lounsbury,

2009). Although this association only averages corrected correlations o f  .34 (Griffeth 

et al., 2000), understanding the antecedents, moderators, mediators and correlates o f 

turnover intention can provide insight into the more distal influences on turnover, 

which can assist organizations in improving retention.

Turnover research has demonstrated that the turnover process is very similar 

for both civilian and military populations (Steel & Lounsbury, 2009), how ever it has 

also found that the structure o f  military turnover intentions differ from the structure o f
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civilian intentions (Fuller, Hester, Dickson, Allison, & Birdseye, 1996; Griffeth et al., 

2000; Horn, Carinakas-W alker, Prussia, & Griffeth, 1992). In the m ost recent m eta

analysis (Griffeth et al., 2000), the corrected correlations between turnover intention 

and turnover were p  = .40 for military populations versus p  = .34 for civilian 

populations, which suggests that turnover decisions are more stable for military 

m embers than they are for civilian employees (Fuller et al., 1996; Horn et al., 1992). 

One o f  the reasons hypothesized for this difference is the terms o f  service contracts 

that m ilitary personnel sign when enrolling or extending periods o f  service. It has been 

proposed that thoughts about leaving are preprogram m ed or scripted by virtue o f 

signing term s o f service contracts; when terms o f  service expire, individuals leave 

(Holt et al., 2007; Horn et al., 1992). In fact, Canadian m ilitary turnover research has 

established that m em bers are most likely to leave at or shortly after the expiry o f an 

engagem ent period (Otis & Straver, 2008), although in reality they could request 

release from that period o f  engagem ent anytime they chose.

The associations o f  person-organization and person-job fit on turnover and 

turnover intention vary considerably in terms o f the m agnitude o f  the correlations 

(Tak, 2011) however the m ajority o f  research has dem onstrated that person-job fit is 

the stronger predictor o f  turnover intention (Kristof-Brown & Guay, 2011; Kristof- 

Brown et al, 2005). However, there has been very little research that has examined the 

combined influences o f  fit dom ains on turnover intention (W heeler et al., 2005). In the 

one study that evaluated the combined influence o f  person-organization and person- 

job  fit on turnover intention, person-organization fit did not increase the explained 

variance in turnover intentions over and above the effect o f  person-job fit, suggesting
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that the combination o f  these two dom ains are not additive in their influence on 

turnover intention (Scoggins, 2007). Based on this research it was hypothesized that:

H 1. Person-occupation and person-organization fit would both be negatively 

associated with turnover intention, but person-occupation fit would exert its 

influence on turnover intention over and above the influence o f  person- 

organization fit.

Psychological W ithdrawal. The construct o f  psychological w ithdrawal refers 

to attitudinal and behavioural strategies enacted by individuals, consciously or 

unconsciously that are intended to put psychological distance between an individual 

and the work environment in response to an aversive work environm ent (Rosse & 

Hulin, 1985; Sagie et al., 2002). The type o f  behaviours m anifested includes lowered 

performance, disengagement, and increased social loafing (Hanisch &, H ulin 1990; 

Horn & Kiniki, 2001). There is disagreem ent as to the role o f  psychological 

withdrawal in turnover (Hanisch & Hulin, 1990; 1991; Horn & Kiniki, 2001; 

Kammeyer-M ueller, W anberg, Glomb & Ahlburg 2005; Koslowsky, 2009; Rosse & 

Hulin, 1985). It is most comm only thought o f  as the mildest form o f  turnover 

behaviour and as a precursor to turnover (Griffeth et al., 2000), but there is some 

research evidence that indicates psychological withdrawal m ay also be an alternative 

to turnover (Hanisch & Hulin, 1990), particularly for those individuals w ho feel 

constrained to stay (Halbesleben & W heeler, 2008; W heeler, et al., 2005).

Psychologically withdrawn employees incur costs not only w ith regard to lost 

productivity and inefficient work practices but also with regard to the influence these 

employees may have on the morale and productivity o f other employees (Sagie, Birati,
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& Tziner, 2002). Psychological withdrawal is an important organizational behaviour to 

understand, not only because o f  its hypothesized relationship to turnover, which has 

fairly easily determinable economic costs, but because it is necessary to gain a better 

understanding o f  how it affects employee attitudes, job performance, organizational 

functioning, and employee health. Psychological withdrawal is normally more highly 

related to turnover intention than it is to turnover (Kamm eyer-M ueller et al., 2005), 

but little research has tested whether employees who are m ore likely to withdraw 

psychologically are sim ilar to those who intend to quit in term s o f lack o f  perceived fit 

with their job  and their organization.

Early person-environm ent fit research found that lack o f fit was associated with 

stress and strain in the working environm ent (Edwards, 1996; Edwards & Shipp, 2007; 

Kristof-Brown & Guay, 2011). Stress or strain was thought to occur when the 

environm ent failed to meet the needs o f  the worker or when the demands o f  the 

environm ent exceeded the abilities o f the person or the em ployee’s abilities exceeded 

the demands o f  the environm ent (Edwards et al., 1998; Edwards & Harrison, 1993). 

Feelings o f  stress and strain could logically result in job  avoidance or psychological 

withdrawal (Hanisch & Hulin, 1990; 1991), especially if  the workers believe they have 

no option but to stay. The current research investigated the association between 

supplem entary fit at the person-organization and person-occupation level w ith regard 

to psychological withdrawal and offered the following hypothesis:

H2. Person-organization and person-occupation fit would be negatively 

associated with psychological withdrawal such that individuals who perceived 

better fit would report lower levels o f  psychological withdrawal.
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Organizational Com m itm ent

Organizational commitment, in essence, is the psychological link that 

develops between an employee and employer. M eyer (2009) defines organizational 

commitment as "an internal force (mindset) that binds an individual to a target (social 

or nonsocial) and/or to a course o f  action o f  relevance to that target" (p. 40). 

Organizational comm itm ent is a principal topic o f  interest with regard to effective 

organizational functioning (Griffeth et al., 2000; Kristof-Brow n et al., 2005; Hoffman 

& W oher, 2006; Verquer et al., 2003). There is strong evidence that committed 

employees will be strong performers (Kim, M ueller, & W atson, 1996), carry out extra

role behaviours (Gellatly, Meyer, & Luchak, 2006; Popper & Lipshitz, 1992), and 

retain organizational m em bership (Allen & M eyer, 1996; Griffeth et al., 2000). The 

current research used the three-com ponent model o f  comm itm ent, which includes 

affective, normative, and continuance commitment (M eyer & Maltin, 2010). Each o f  

these components is important to overall commitment, but because they reflect 

different circumstances for person-environm ent fit, the com ponents expected to be 

important outcomes are affective and normative com m itm ent.

Affective Com m itment. Affective comm itm ent is an emotional attachment to 

the organization and is the “mindset o f  desire” or the “want to ” component o f  

commitment. Individuals who exhibit this type o f  com m itm ent genuinely like being a 

member o f  the organization and identify strongly with the organization (Allen & 

Meyer, 1996; M eyer, Allen, & Smith, 1993; M eyer & Parfyonova, 2010). 

Theoretically, the link between affective comm itm ent and person-environm ent fit is 

primarily through values congruence, which leads to the fulfillm ent o f  the needs for
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competence, autonomy, and affiliation (Arthur, et al., 2006; Edwards & Shipp, 2007; 

Randall & O 'D riscoll, 1997). The satisfaction o f these needs is believed to result in 

favourable attitudes towards the organization, a desire to accom plish organizational 

goals and a desire to m aintain organizational membership (Chatman, 1991; Edwards & 

Shipp 2007; Kristof, 1996; M eyer & Maltin, 2010). The influence o f  person- 

organization fit on affective commitment has been found to increase with longer 

tenure (Kristof-Brown & Guay, 2011), and affective comm itm ent has been found to be 

one o f  the strongest correlates and outcomes o f  person-organization fit (Cable &

Judge, 1996; Greguras & Diefendorff, 2009: Kristof-Brown et al., 2005; M eyer, 2009). 

However, it has also shown weaker but positive associations with person-job and 

person-vocation fit (Cable & DeRue, 2002; Kristof-Brown et al., 2005; Vogel & 

Feldman, 2009). M oreover, early evidence is emerging that com bining dom ains o f  fit 

has an additive effect on affective commitment and results in larger effects. For 

example, Scroggins (2007) found that person-organization fit and two types o f  person- 

job  fit combined predicted 46%  o f  the variance in affective commitment. Thus, it was 

predicted that:

H3. Both person-organization and person-occupation fit would be positively 

associated with affective commitment in an additive manner, but person- 

organization fit would account for a higher proportion of the variance in 

affective comm itm ent relative to person-occupation fit.

Norm ative Com m itment. Normative comm itm ent is the “m indset o f 

obligation" or the “ought to" component o f  comm itm ent (Allen & M eyer, 1990;

M eyer & Parfyonova, 2010). The foundation for normative comm itm ent is a sense o f
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duty or obligation to the organization, developed through pre-entry early socialization 

within the family and culture and post-entry socialization (Allen & M eyer, 1990). 

Edwards and Shipp (2007) suggested that normative comm itm ent is associated with 

person-environm ent fit in terms o f  needs satisfaction. They hypothesize that 

organizations that demand loyalty from their incumbents create a need for the 

employee to reciprocate, which employees then internalize as a role dem and and 

respond to by rem aining with the organization.

Norm ative and affective com m itm ent are normally highly correlated (Allen & 

Meyer, 1996; M eyer et al., 1993; M eyer, Stanley, Herscovitch & Topolyntsky, 2002), 

but research has also shown that they also have unique associations with other 

workplace variables, indicating that although they are similar, they are separate 

com ponents (M eyer et al., 2002; M eyer & Parfyonova, 2010). For example, normative 

com m itm ent is normally positively correlated with continuance com m itm ent, whereas 

affective comm itm ent is negatively associated or not correlated w ith continuance 

com m itm ent at all (Brown, 1996; Jaros, 1997; M eyer et al., 2002). Research 

investigating normative commitment has been conducted infrequently and often results 

are inconsistent with previous research, which may be a factor in w hy it is not been 

researched m ore often. Further, affective com m itm ent generally has the strongest 

associations with outcomes o f interest to organizations (M eyer & M altin, 2010). 

Nonetheless, research indicates that norm ative comm itm ent decreases withdrawal 

behaviours (Meyer, et al., 2002) albeit at a lower rate than does affective commitment. 

M oreover, there is evidence that it m ay be one o f  the more important components o f  

com m itm ent when studying m ilitary or param ilitary organizations (Popper & Lipshitz,
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1992). Griffeth and his colleagues (2000) hypothesized that some m ay see m ilitary 

service as a calling, creating a moral obligation to serve. Therefore, it was important to 

include normative comm itm ent in the current study. Furthermore, its relationship with 

person-environment fit has never been evaluated and therefore the following 

hypothesis was tested:

H4: Person-occupation and person-organization fit would both be positively 

associated with normative comm itm ent in an additive fashion; however, 

person-organization fit would contribute more variance to norm ative 

commitment than would person-occupation fit.

M oderators o f Person-Environm ent Fit 

The majority o f  research conducted to date has only examined the direct 

influence o f  person-environment fit perceptions on outcom es (W heeler et al., 2005), 

but given the weak to m oderate correlations and effect sizes reported in recent m eta

analyses (Kristof-Brown & Guay, 2011), it is likely that the association between 

person-environment fit and organizational attitudes is m itigated or bolstered by 

intervening variables. The current research evaluated the m oderating effects o f 

perceived organizational support on the associations between person-environm ent fit 

organizational commitment and organizational withdrawal. It also proposed a 

moderating role for continuance comm itm ent and individual employability on the 

association between person-environment fit and organizational withdrawal.

Perceived Organizational Support

Perceived organizational support is a be lief held by individuals that an 

organization values their contributions and cares about their well-being. It is based on
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the norm o f reciprocity from social exchange theory (Blau, 1964), wherein the basic 

tenet o f  social relationships is that if  individuals receive favourable treatm ent from 

another party, they are obligated to respond by reciprocating that favourable treatment 

(Eisenberger, Huntington, Hutchinson, & Sowa, 1986; Lynch, Eisenberger, & Armeli,

1999). Perceived organizational support has been found to affect the creation o f 

com m itm ent attitudes (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & 

Rhoades, 2002; Horn, Tsui, W u, Lee, Zhang, Fu, & Li, 2009; Otis & Straver, 2008) in 

that the more supported employees feel, the m ore comm itted they are to their 

organizations. Perceived organizational support m ay be especially relevant in the 

creation o f  normative com m itm ent because it is thought to be created through a sense 

o f  obligation and a need to satisfy a demand for loyalty (M eyer & Parfyonova, 2010) 

however, to date there is little empirical evidence for this relationship. Given that 

perceived organizational support contributes to affective comm itm ent (Eisenberger et 

al., 2002; W ayne, Shore, Bom m er & Tetrick, 2002) and normative comm itm ent 

(Meyer, Stanley, Herscovitch, & Topolnytsky, 2002) and is strongly associated with 

positive perceptions o f  person-organization fit (Cable & DeRue, 2002), the present 

study explored perceived organizational support as a moderator o f  perceptions o f 

person-organization fit on organizational comm itm ent and organizational withdrawal. 

It was expected that perceived organizational support would add to the positive effects 

o f  person-environment fit perceptions for comm itm ent and mitigate the negative 

effects o f  low environm ent fit for withdrawal. Specifically it was hypothesized that: 

H5a. Perceived organizational support would act as a m oderator o f  the 

association between person-organization and person-occupation fit and
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affective and normative commitment. It was expected that individuals’ poor 

perceptions o f  fit would be mitigated by high perceived organizational support; 

and

H5b. Perceived organizational support would act as a m oderator o f  the 

association between person-organization and person-occupation fit and 

organization withdrawal, such that the negative association on poor fit with 

organizational withdrawal would be m itigated by higher perceived 

organizational support.

Continuance Com m itm ent

The basis o f continuance comm itm ent is less o f  an emotional attachm ent to an 

organization and more o f  an awareness o f  the financial benefits or w ork investments 

that would be lost by leaving. It is the "have to” com ponent o f  com m itm ent or the 

“m indset o f fear o f loss” (M eyer & Allen, 1996; M eyer & M altin, 2010). Individuals 

who show evidence o f  continuance comm itm ent appear to feel constrained to stay with 

the organization because they feel they have too few alternatives to leave or that it 

would cost them too m uch to leave because o f  what they have invested into the 

organization (Allen & M eyer, 1990; Meyer, Becker, & Vandenberghe, 2004; 

Halbesleben & W heeler, 2008). For m ilitary m em bers a very real loss o f  investment 

would be a reduction o f  pension benefits if  they decided to leave prior to completing 

the specified years o f service required to retire with an unreduced pension. Further, 

there is a potential for loss in terms o f  the effort expended to gain skills and 

competencies in their occupation, which m ay not be easily transferable to another 

organization (Griffeth et al., 2000). Similar to the other two forms o f  commitment,
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continuance comm itm ent has a negative association with turnover intention (M eyer et 

al., 2002), although the association is generally weaker (Gellatly et al., 2006). M eyer 

and Allen (1990) argued that continuance comm itm ent also binds individuals to an 

organization and therefore is not necessarily a negative outcome. Nonetheless, M eyer 

and colleagues' (2002) m eta-analysis found that the direction o f correlations between 

continuance comm itm ent and other work experience variables such as organizational 

support and organizational justice was always the opposite o f  affective comm itm ent, 

suggesting that it m ay not be the m ost desired type o f  commitment. Indeed, Gellatly, 

M eyer, and Luchak (2006) proposed that individuals whose primary attachment to the 

organization is through continuance comm itm ent may be less likely to be strong 

performers and may in fact be m otivated to reduce work effort (become disengaged) 

due to feelings o f  resentment caused by feeling constrained to stay with the 

organization.

The attraction-selection-attrition framework suggests that individuals with poor 

person-environm ent fit should choose to leave the organization (Schneider 1987a; 

1987b) however, not everyone who perceives poor fit actually leaves, as evidenced by 

the low to moderate effect sizes reported by Kristof-Brown and G uay’s (2011) m eta

analysis. W heeler and colleagues (2005) proposed that the reason for low effect sizes 

is the existence o f  intervening variables that may be moderating or m ediating the 

influence o f  fit on turnover intention, therefore the current research evaluated whether 

continuance comm itm ent m oderated the effect o f  poor person-organization fit on both 

forms o f  organization withdrawal used in this study. Accordingly, it was hypothesized 

that:
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H6. Continuance comm itm ent would moderate the association between 

person-organization and person-occupation fit on organizational withdrawal 

such that the association o f  poor person-environm ent fit w ith organizational 

commitment would be m itigated by continuance commitment.

Em ployability

The Canadian governm ent’s Labour Force Development Board defined 

employability as ‘‘the relative capacity o f an individual to achieve meaningful 

employment given the interaction o f  personal circum stances and the labour m arket" 

(Canadian Labour Force Development Board, 1994, p. viii). Essentially, em ployability 

in this context evaluates the ability o f individuals to participate in the job  market, 

given a range o f  factors such as skills, experience, and barriers to em ploym ent (e.g., 

need for childcare, geographical location; Fugate, Kiniki, & Ashforth, 2004).

Following from its roots in the economic literature, em ployability emerged in 

the psychological literature as an individual difference construct referring to an 

individual’s perceptions o f their employability (M cQuaid & Lindsay, 2005). From an 

organizational perspective, em ployability refers to w orkers’ ability to effectively adapt 

to changing environments through continuous learning to ensure they possess the skills 

and competencies needed to effectively function in light o f  rapidly developing 

technology and the need to develop new products and services to m aintain 

competitiveness (Nauta, Vianen, Heijden, Dam, & W illem sen, 2009). Concern about 

the em ployability o f  workers has resulted in a move by organizations to provide 

retraining and developm ent opportunities or to encourage employees to pursue career 

development activities on their own to enable employees to meet the dem ands o f  the



PERSON-ENVIRONMENT FIT 30

changing workplace (Ito & Brotheridge, 2005; Nauta et al., 2009). However, these 

practices have also raised a dilemma for organizations, in that some research has found 

that highly employable workers are more likely to seek out new job  opportunities (Ito 

& Brotheridge, 2005). However, more recent research indicates that this m ay only be 

true for workers who are already dissatisfied with the workplace (M aurer & Lippstreu, 

2008; Nauta et al., 2009). Maurer and Lippstreu’s (2008) research results supported 

the attraction-selection-attrition framework and suggested that for workers with good 

person-environment fit (goal congruence), opportunities for development im proved 

w orkers’ sense o f competence, increased commitment, and improved retention. On the 

other hand, it has also been suggested that workers who perceived they are less 

employable m ay remain even when they were dissatisfied w ith their current 

workplace, affecting their performance and organizational effectiveness (D e Cuyper, 

Mauno, Kinnunen & M akikangas, 2011), in other words, psychologically withdrawing 

from the workplace.

Civilian Equivalence. A lack o f skill transferability is a potential issue that has 

been identified in the turnover research, particularly for military m em bers (Griffeth et 

al., 2000). A very real factor in turnover decisions m ay be a real or perceived lack o f  

employability and a corresponding perception o f a lack o f  viable alternatives that use 

the m em ber’s current inventory o f  skills and competencies, particularly given that 

many m ilitary occupations do not have a directly equivalent civilian occupation 

(Griffeth et al., 2000). In order to gain a clearer idea o f  why individuals m ay stay in 

the Canadian Forces despite perceptions o f poor fit, one o f the factors the current 

research sought to explore was the perceived em ployability o f  Canadian Forces
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personnel. M ilitary m em bers are likely looking to civilian jobs as an alternative to 

service; em ployability in this context must take into account whether the military 

members believe they would find a sim ilar job  in the civilian workforce for which they 

would be qualified. Therefore, it was important to examine the concept o f  civilian 

equivalence, which refers to how closely a military occupation is aligned with civilian 

occupations, as a factor that could influence perceptions o f  employability. Individuals 

em ployed in an occupation that does not have a direct civilian equivalent m ay perceive 

them selves to be less employable and rem ain with the organization despite poor fit and 

adjust to feeling a lack o f  fit or an adverse environment by adopting w ork avoidance 

behaviours, such as psychological withdrawal (Steel & Lounsbury, 2009). Therefore, 

an individual’s employability (civilian equivalence) might have a moderating 

influence on withdrawal. The following hypothesis tested this idea:

H7: Civilian equivalence would m oderate the influence o f  person-organization 

and person-occupation fit on organizational withdrawal such that for those 

individuals who perceived poor fit, a lack o f  civilian equivalence would 

associated with greater psychological withdrawal but not with turnover 

intentions.

Perceived Job Alternatives. A closely related concept to perceived 

em ployability is perceived job  alternatives. This concept refers to w orkers’ perceptions 

o f  viable job  alternatives (Griffeth, Steel, A llen & Bryan, 2005; Steel & Griffeth,

1989). Perceived job  alternatives have an important, albeit modest, link (Griffeth et al.,

2000) in the turnover process. In essence, the perception o f  job  alternatives may 

motivate dissatisfied workers to seek alternative em ploym ent and be the first step in
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the search for alternative employment (Griffeth et al., 2005; Steel & Griffeth, 1989).

In the current research, a link was drawn between ‘'employability'" and perceived job  

alternatives in that they both relate to w orker's perceptions o f  viable work alternatives. 

Although these two concepts are somewhat different, they are really two sides o f  the 

same coin; from the w orker's perspective, em ployability speaks to an ability to supply 

skills to the workplace, whereas, perceived job  alternatives speaks to the job  m arket’s 

ability to supply suitable employment (M cQuaid & Lindsay, 2005). Hence, an 

individual’s perception o f  em ployability is strongly linked to his or her perceptions o f 

alternatives (Cuyper et al., 2011; Griffeth et al., 2005). Logically, workers who 

perceive viable job  alternatives should be less likely to feel constrained to stay in an 

organization where they perceive a misfit. Therefore, the following hypothesis was 

tested:

H8: Perceived job  alternatives would m oderate the influence o f  poor person- 

organization and person-occupation fit on organizational withdrawal such that 

the perception o f  job  alternatives would be associated with lower psychological 

withdrawal and greater turnover intention.

Study Overview

Employee attrition is a significant issue for organizations (Horn et al., 2008; 

Otis & Straver, 2008), particularly for organizations such as the Canadian Forces that 

aim to attract, select, and retain employees for a 25-30 year career. A lthough not all 

turnover is controllable (Lee et al., 1996) and the turnover process is fairly well 

understood (Steel & Lounsbury, 2009), questions still rem ain with regard to what 

organizations can do to reduce turnover. Practitioners and researchers agree that one
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promising avenue is to draw clearer links between recruiting, selection, and attrition 

(Barrick & Zimmerman, 2009; Karren & Graves, 1994; Sekiguchi, 2007; W erbel & 

Johnson, 2001). The current study proposed that one way to forge clearer links 

between recruiting, selection, and attrition is through the framework o f  person- 

environment fit. Person-environm ent fit has been strongly associated with positive 

workplace outcomes, and there is a substantial body o f  research that supports the idea 

that effectively m atching employees to organizations can have a positive influence on 

the recruiting and selection o f  personnel, the creation o f  positive workplace attitudes, 

and the retention o f  employees (Cable & DeRue, 2002; Cable & Judge, 1996;

Edwards, 2009; Kristof-Brown & Guay, 2011; Kristof-Brown et al., 2002; Verquer et 

al., 2003).

The current study answered the call for more research that examines m ultiple 

types o f  fit and m ultiple outcomes in the same study by using data collected in the 

2010 Canadian Forces retention survey. Its overall aim was to  explore employee 

perceptions o f  organization and occupation fit and how these perceptions were related 

to affective and norm ative commitment, intention to leave, and psychological 

withdrawal. The current research examined the unique and combined effects o f the fit 

domains on the above outcomes. In addition, the current research explored the 

buffering effects o f  perceptions o f  organizational support on person-environment fit 

perceptions, proposing that strong perceptions o f  perceived organizational support 

would bolster organizational comm itm ent and buffer the influence o f  poor fit on 

organizational withdrawal attitudes. Further, continuance commitment was explored as 

a moderator o f  the associations between perceptions o f  fit and organizational
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withdrawal. It was hypothesized that continuance com m itm ent would mitigate the 

influence o f  poor fit on organizational withdrawal and result in a decrease in 

psychological withdrawal and turnover intention. Finally the study explored whether a 

m em ber's employability (equivalence o f  the individual's occupation to a civilian 

occupation and perception o f alternatives) would increase psychological withdrawal, 

but decrease turnover intention based on the theory that individuals who perceive that 

their options for employment in another organization are limited would feel 

constrained to stay with the organization, despite poor fit. The ultimate goal o f  this 

research was to form a clearer picture o f  the role person-environm ent fit plays in 

effective organizational functioning and retention. The conceptual fram ew ork for the 

current research is depicted in Figure 1.
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Figure 1

Conceptual Fram ework for the Influence o f Person-Environm ent Fit

E m p loyab ility
Continuance
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Figure 1. Conceptual framework for the influence o f  person-environment fit 
perceptions on organizational commitment and organizational withdrawal.

M ethod

Participants

The current study used archival data collected by the Director General M ilitary 

Personnel Research and Analysis (DGM PRA) in the administration o f  the 2010 

Canadian Forces Retention Survey. The survey was administered to all m em bers o f  47 

select occupations (Appendix A), who could be contacted through the Canadian 

Forces internal email system. In total, 25,642 personnel were invited to com plete the 

survey and 6,503 members responded, resulting in a 25.4% response rate. The final
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sample was not necessarily representative o f  the Canadian Forces. Personnel were 

under-represented in the younger age groups, particularly for the jun ior non

commissioned rank personnel (Private to M aster Corporal). Participants with 0 to 4 

and 5 to 14 years o f  service were also underrepresented (Goldenberg, 2011). After data 

screening, the final data set consisted o f  6,181 participants.

M ost o f  the participants 4,815 (77.9%) were male. Although only 1,342 

(21.8%) o f  the participants were female, they were still overrepresented in this sample, 

because wom en in the Canadian Forces actually comprise approxim ately 13% o f  the 

total population o f  the Canadian Forces (Park, 2008). The higher percentage o f 

females in the sample can be attributed to the fact that although wom en are employed 

in every occupation in the Canadian Forces, they still tend to work in the more 

traditional support occupations, such as medical, dental, clerical, logistics, and supply 

(Park, 2008), which forms a large proportion o f  the occupations surveyed for this 

study. For example, the resource m anagem ent support occupation (essentially a 

clerical occupation), which traditionally has a large female population, had a ratio o f  

45:54 m ales to females. Similarly, for nurses, also a traditionally female occupation, 

the ratio was 24% males as compared to 74% females. Appendices F and G provide a 

detailed summary o f  both the num ber o f  participants in each occupation and the 

gender distribution o f participants in each occupation surveyed.

The average age o f the participants was 40 years old (SD -  8.2). Most 

participants, 4,754 (76.9%), were married or common-law, 857 (13.9% ) were single, 

529 (8.6%) were separated or divorced and 19 (.3%) were widowed. English was 

reported as the first official language for 4,609 (74.6%), whereas 1,518 (24.6%)
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reported French as their first official language. Table 1 provides a sum m ary o f the 

education level o f  participants. O f note, the m ajority o f  participants possessed at 

minimum a high school education with only 281 (4.5%) participants indicating they 

had not completed high school even though the minimum entry standard for some 

occupations is Grade 10. It is also notable that alm ost 21% o f  the participants 

possessed an undergraduate degree.

The participants served across Canada with an average length o f  service o f 18 

years (SD = 9.0). Table 2 provides a detailed summary o f  the rank breakdow n o f the 

participants. One thousand, one hundred and three participants were in the Navy 

(17.8%), 3,439 (55.6 %) were in the Arm y and 1,621 (26.2%) were in the A ir Force. 

Table 1

Education Level

Education Level N %

Some high school 281 4.5

High school graduate (including GED) 1590 25.7

Some college (including CEGEP) 780 12.6

College graduate (including CEGEP) 713 11.5

Some university 614 9.9

Undergraduate degree 1292 20.9

Graduate degree courses 234 3.8

Graduate degree 663 10.7
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Table 2

Rank Distribution

38

Noncom m issioned Members N %

Private/Able Seam an3 257 4.2

Corporal/Leading Seaman 804 13.0

M aster Corporal/M aster Seaman 788 12.7

Sergeant/Petty O fficer Second Class 841 13.6

W arrant O fficer/Petty Officer First Class 601 9.7

M aster W arrant Officer /C hief Petty Officer Second Class 378 6.1

C hief W arrant O fficer/C hief Petty Officer First Class 113 1.8

Total Noncom m issioned M embers 3680 59.5

Officers N %

Second Fieutenant/Acting Sub Lieutenant 77 1.2

Lieutenant /Sub Lieutenant 216 3.5

Captain/Lieutenant (Navy) 950 15.4

M ajor/Lieutenant Com m ander 795 12.9

Lieutenant Colonel /Com mander 297 4.8

Colonel/C aptain(N avy) 64 1.0

Total Officers 2501 40.5

Note: Ranks are listed in ascending order, from jun ior to m ost senior

3 Ranks on the right are the Royal Canadian N avy equivalents to the Canadian Army and the 
Royal Canadian Air Force rank designations listed on the left.
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Procedures

The Canadian Forces retention survey is a cross-sectional web-based electronic 

questionnaire aimed at exploring factors that contribute to the retention decisions o f  its 

members. It is a bi-annual survey directed at occupations that have not m aintained 

effective staffing levels, either because o f high attrition or because insufficient 

personnel have been recruited into these occupations. The Social Science Research 

Review Board (ethics committee) o f the Canadian Forces cleared the Retention Survey 

for administration to Canadian Forces personnel; the authorization num ber is shown in 

Appendix B. The Carleton University Research Ethics Board approved the current 

research.

The survey was administered betw een February and July 2010. M embers 

received an e-mail through the internal e-mail system to solicit their participation in 

the survey. The email provided the participants with instructions on how to access the 

survey, complete it, and submit the completed questionnaire. Respondents were 

instructed to click on the hyperlink and follow the on-screen instructions. W hen the 

participants opened the survey, the first page they opened was the survey cover page 

(see Appendix B). The cover page o f  the survey provided the details necessary for 

informed consent, the purpose o f  the study, assurances that their participation was 

voluntary, and that they were free to not answer any question they did not wish to 

answer. Participants were also guaranteed that their responses would be kept strictly 

confidential and anonymous under the Access to Information Act. Finally, the cover 

page provided information regarding the appropriate persons to contact in the event 

participants had any questions. The survey and instructions were available in both
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official languages and respondents received two reminders during the survey 

administration while the link was still active. The survey in its entirety took 

approxim ately 40 to 50 m inutes to complete.

Completed surveys were sent electronically to a database in the information 

technology section o f Director General M ilitary Personnel Research and Analysis 

section. All unique identifiers were rem oved from the data prior to being provided to 

the researcher. The data for the current research was provided by the Director General 

M ilitary Personnel Research and Analysis section o f  National Defence Headquarters. 

M easures

Appendix C contains the portions o f  Canadian Forces Retention Survey that 

are relevant to this research. The m ajority o f  the measures used was available in the 

public dom ain and adapted for the Canadian Forces (CF) population by replacing 

terms that referred to the “organization"’ with “the CF” where appropriate. The person- 

environment fit m easures described below were developed for the retention survey.

Person-organization fit. Person-organization fit was measured with a three- 

item scale assessing participants’ perceptions o f the congruence between their values 

and the Canadian Force’s values and culture. A  sample item was “1 fit with the C F’s 

culture.” Items were scored on 6-point scales ranging from 1 (strongly disagree) to 6 

(strongly agree). Higher scores indicate higher levels o f person-organization fit. 

Cronbach’s alpha for the three-item scale was .77.

Person-occupation fit. The person-occupation fit measure was a three-item  

scale constructed by combining items from two different scales in the original survey. 

The first item essentially measuring job  fit asked “My job  is a good fit with my skills
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and interests." The other two items assessed fit with their occupation: ' i  feel my 

occupation is still a good fit for m e" and ”1 would leave my occupation if  given the 

opportunity to transfer to a new one" (reverse scored). Participants were asked to 

indicate their level o f agreement with the item with responses on 5-point scales, 

ranging from 1 (strongly disagree) to 5 (strongly agree). Higher scores indicate higher 

levels o f  person-occupation fit. The reliability o f  the scale was .67.

Organizational Com m itm ent. Organizational comm itm ent was assessed with 

17 items from Meyer, Allen, and Sm ith’s (1993) three-com ponent organizational 

comm itm ent scale. Items were scored on 6-point scales w ith responses ranging from 1 

(strongly disagree) to 6 (strongly agree). Affective comm itm ent consisted o f  six items; 

a sample item was ‘'I would be happy to spend the rest o f m y career in the CF." The 

norm ative commitment scale also consisted o f  six items with a sample item being “ I 

owe a great deal to the CF.” Continuance comm itm ent was assessed w ith five items; a 

sample item was “I feel that I have too few options to consider leaving the CF." 

Individuals received a separate score for affective, continuance, and norm ative 

commitment. Past reported reliabilities averaged across studies were .83, .76, and .80 

for affective, normative, and continuance comm itm ent respectively (Allen & M eyer, 

1996). For the present research, the affective commitment scale had an alpha 

coefficient o f  .83, normative com m itm ent had an alpha coefficient o f  .82 and 

continuance com m itm ent’s alpha coefficient was .77.

Turnover Intention. Turnover intention was assessed by a single item that 

asked "Do you intend to leave the CF within a year?” This item was scored on a 5- 

point scale with 1 (definitely not) to 5 (definitely yes).
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Psychological W ithdrawal. Psychological withdrawal was m easured using a 

6- item scale created by M antler (2006). A sample item was “My body goes to work; 

my mind does not.’’ Items were scored on six-point scales ranging from 1 (strongly 

disagree) to 6 (strongly agree). Higher scores indicate higher levels o f  psychological 

withdrawal. Previous research using this scale reported a Cronbach's alpha o f  .92 

(Koundakjian & M ichaud, 2011); the scale reliability for the present sample was .93.

Perceived Organizational Support. Perceived organizational support was 

assessed using nine items adapted from Eisenberger, Huntington, Hutchinson, and 

Sowa’s (1986) perceived organizational support scale. Participants responded to items 

such as "The Canadian Forces really cares about my well-being.’* Scale anchors 

ranged from 1 (strongly disagree) to 6 (strongly agree). Reported reliabilities ranged 

from .90 to .95 (Shore & Tetrick, 1991). Reliability for the 9-item perceived 

organizational support scale used for this study was .86.

Perceived Alternatives. Perceived alternatives was measured with one item 

“How easy would it be for you to find a good job  with another em ployer?’*

Participants indicated the level o f  difficulty they believed they would have on a 4- 

point scale with responses ranging from 1 (very difficult) to 4  (very easy).

Civilian Equivalence. Civilian equivalence refers to the correspondence o f  a 

military occupation to a civilian equivalent. Scores were derived by consulting the 

occupations fact sheets available on the Canadian Forces Recruiting web site 

http://www.forces.ca. I f  the fact sheet listed related civilian occupations for the 

occupation, it was coded with a 2 and if  there were no related civilian occupations 

listed that occupation was coded with a 1. A complete list o f  all occupations in the

http://www.forces.ca
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study and how they were coded is attached as Appendix E. Overall, 3,962 (64.1%) o f  

participants worked in an occupation that had no related civilian occupations listed and 

2,219 (35.9%) o f  participants belonged to an occupation that had one or more related 

civilian occupations listed. A larger proportion o f noncom m issioned members, 3,246 

(85.8%), were em ployed in occupations with no related civilian occupations than in 

occupations with related civilian occupations 536 (14.2%). Conversely, 716 (29.8%) 

o f  officers were employed in occupations that did not list related civilian occupations 

whereas 1,683 (70.2%) were employed in occupations that had related civilian 

occupations.

Dem ographic Variables. Demographic information was collected for rank, 

occupation, environm ent (Air Force, Navy, or Army), age, gender, marital status, 

education level, and years o f  service. Demographic questions are attached as Appendix 

D. Based on previous research (Griffeth et al., 2000; Kristof-Brown & Guay, 2011) it 

was expected that years o f  service would significantly influence the outcom es and 

therefore be an im portant covariate to control in analyses related to turnover intention 

and commitment. Education level was another variable o f  particular interest with 

regard to evaluating the influence o f  perceived alternatives, continuance commitment, 

and turnover intentions given that it is logical to assume that individuals with higher 

levels o f  education are more likely to perceive that they are more em ployable and have 

more job  alternatives (Griffeth et al, 2000; Trevor, 2001).
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Results 

Preliminary Analyses -  Data Quality

In accordance with the guidelines provided by Tabachnick and Fidell (2007) 

and supplemented by Field (2009), prior to conducting m ain analyses, the data were 

screened for accuracy o f  input, missing data, univariate and m ultivariate outliers, and 

tested to ensure they met the assumptions for the planned m ultivariate analyses. 

Following the guidelines provided by Cohen (1991), both effect sizes and p  values 

were reported and because the data set was large, the alpha level was set to p  < 01.

Outliers and M issing Data. All o f  the values fell into plausible ranges and 

were consistent with expected minimum and m aximum  values. Univariate outliers 

were identified by creating standard scores for both individual items and computed 

variables. As can be expected in a large data set (Tabachnick &Fidell, 2007), there 

were univariate outliers, identified as values that exceeded a z score value o f  ± 3.29, 

however these comprised less than 1% (95 cases) o f  the data set. To retain the 

information from the variables but reduce the negative influence on norm ality (Field, 

2009), the scores on computed variables were brought into range by altering scores to 

bring them  as close to the cut-off o f  3.29 as possible without altering the rank order o f  

the responses. The presence o f multivariate outliers was assessed with M alahanobis 

and Cook’s distance; 99 multivariate outliers were identified using a critical value o f  

X 2 (12 )=  32.91, p  < .001. A series o f  stepwise regressions, followed by frequency 

analyses, were conducted using dum my-coded outliers to ensure there were no 

variables that were consistently separating the m ultivariate outliers from the other 

cases; no systematic variations were found. C ook 's distance was .003 for
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noncomm issioned members and .005 for officers, providing further confirm ation that 

no single case was having an undue influence on the other variables. Given that there 

were no concerns with regard to having sufficient power, all 99 cases were deleted.

Two additional cases were deleted because the participants did not respond to 

the items relevant to the current research, and a further 221 cases were deleted because 

they were identified as belonging to participants whose turnover intentions were not 

voluntary. In total, 322 cases were deleted from the dataset, leaving a final sample o f  

6,181 cases.

M issing data analysis indicated that there were less than 5% m issing values 

and Little’s M C A R test was significant X 2 = 1741.33 (190),/) < .0001, therefore 

m issing values were judged to be missing com pletely at random (MCAR). M issing 

data were dealt with by using listwise deletion.

Norm ality and Regression Assum ptions. Data were explored with Q-Q plots, 

box plots, and stem and leaf plots to determ ine whether there were departures from 

normality. A lthough Kolm ogorov-Sm im ov was significant a tp  < .001 for all m easured 

variables, given the sensitivity o f this test w ith large data sets (Tabachnick & Fidell, 

2007), z scores were calculated to determine the significance o f the skewness and 

kurtosis. Results indicated that all o f  the m easured variables except normative 

comm itm ent exceeded z scores o f ±3.29; skewness values ranged from -31.19 for 

person-organization fit to 43.61 for turnover intention and kurtosis ranged from -10.32 

for continuance comm itm ent and 16.63 for person-organization fit. Even so, no 

transform ations o f  the data were constructed because such transform ations would have 

complicated the interpretation o f  results and because with the large data set available
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the results should remain robust despite o f  the departures from norm ality (Tabachnick 

& Fidell, 2007).

Examination o f  pairwise bivariate scatter plots and the partials plots o f  the 

residuals indicated there were good linear relationships between the predictors and 

outcomes and that data were hom oscedastic. The assum ption o f independence was met 

as variables were dispersed consistently around the mean with only m ild deviations. 

Independence o f  errors was assessed with the Durbin-W atson coefficient, which was 

1.34 for noncommissioned members and 1.61 for officers, well w ithin the acceptable 

range o f between 1 and 3 (Field, 2009). Exam ination o f  the tolerance statistic indicated 

all tolerance values were well above .1/.2, therefore neither m ulticollinearity nor 

singularity were an issue with this data set.

Dem ographic Variables

Prior to proceeding with hypothesis testing o f  study variables, the data were 

explored though their correlations (see Table 3). A select set o f  dem ographic variables 

were included in the correlation analysis to identify demographic factors that might 

influence the outcomes and need to be taken into account prior to conducting the 

regression analyses. Given the large data set, associations w ith p  values greater than 

.01 were not considered significant. In addition, the significance o f  the findings was 

evaluated using the standards set by Cohen (1992.), for example r  = .10 is a small 

effect, r = .50 is a medium effect, and r = .80 is a large effect.
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Table 3

Correlations, M eans, Standard Deviations, and Reliabilities -  Full Sample

1 2 3 4 5 6 7 8 9 10 11 12

1 Gender3

2 Years o f  Service -.19"

3 Education .05" -.08"

4 Affective Commitment -.01 . 11** 04 * * (.83)

5 Continuance Commitment .06** .  09 ** -.13** .02 (.77)

6 Normative Commitment .04* .01 .00 .64" .2 1 " (.82)

7 Organizational Support -.01 .08" .02 .59" -.05** .53" (.86 )

8 Psychological Withdrawal -.01 -.07" -.08" -.63*’ .14" -.50" -.60" (.93)

9 Person-Organization Fit -.01 .12** .01 .70" -.03 .53" .55" -.57" (.77)

10 Person-Occupation Fit .03* . 11" .08" .45" -.08“ .37** .42" -.54** .42" (.67)

11 Turnover Intention -.05" .23" - .10“ -.32" -.25" -.35" -.25" .31** -.24** -.22"

12 Perceived Alternatives .06*’ .01 .00 .05** -.08" .06" .05** -.08" .06" .07" -.03

13 Civilian Equivalence1’ .05** .39" .06** -.04* .00 .03 -.04* .04* -.03 © ©

14 Rank1 .03 .77" .07" -.14" .01 .05" - .10" .03 .09" -.08"  .00

Mean 18.0 4.29 4.38 3.37 3.48 3.88 2.66 4.72 3.72 1.80 3.67

SD 9.0 2.12 .95 1.09 1.05 .92 1.26 0.92 0.96 1.10 0 .97

Note: Arranges from 6,181 to 6 ,110. R eliabilities for measured variable are in parenthesis on the diagonal

“Gender (M ales=0. F em ales= l) bC ivilian Equivalence (no equivalence=0, e q u iv a le n c e ^ ) cRank (N oncom m issioned m em ber=0, O fficer= l)

* p  <  .0 1 , ** p  < .0 0 0 1 .
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Years of Service and Education. As evidenced in Table 3, m ore years o f  service 

was significantly associated with better person-environm ent fit, greater affective 

commitment, stronger perceptions o f  organizational support, and higher turnover 

intentions. M oreover, years o f  service was also significantly associated w ith lower 

continuance comm itm ent and lower psychological withdrawal. Surprisingly, years o f 

service was not associated with normative commitment.

Level o f  education was positively associated with affective com m itm ent, and 

interestingly, not associated with normative comm itm ent. As would be expected, higher 

education was positively associated with civilian equivalence and rank, given that 

officers were more likely to work in an occupation that had a civilian equivalent and that 

many officer occupations require a degree. In addition, level o f  education was negatively 

associated with psychological withdrawal, continuance commitment, and turnover 

intention. Interestingly, m em bers with fewer years o f  service were m ore likely to have 

higher levels o f  education. In summary, consistent with previous literature (Griffeth et al., 

2000; Kristof-Brown & Guay, 2011; Trevor, 2001) correlation results confirm  that years 

o f  service and education both have a significant association w ith variables o f  interest in 

the study and therefore these two variables were added in the first step o f  subsequent 

regression analyses as control variables.

Gender. Independent samples t-tests were conducted to  determine w hether the 

small but significant gender differences evident in the correlation analyses (see Table 3) 

would necessitate including gender as a control in regression analyses. As evidenced in 

Table 4, there were notable gender differences, although the effects were generally small. 

On average, wom en were significantly more highly educated than were the men, and
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believed they had more job  alternatives. At the same time, wom en reported significantly 

higher continuance commitment and lower turnover intentions. The largest gender 

difference was that, on average, females had fewer years o f  service than did the males. 

M oreover, women were also employed in significantly more occupations that did not

have a related civilian occupation A2 (1) = 79.92, p  = .0003, <p 11 and w ere m ore likely

to be noncomm issioned members than they were to be officers, X 2 (1) = 7.346, p  = .007,

cp = .04. In short, gender was significantly associated with m any study variables, and

although for the most part the effect sizes are small, they were considered meaningful 

enough to potentially influence regression analyses, particularly in relation to turnover 

intention and perceived alternatives. Therefore, gender was added to Step 1 o f  the 

regression analyses as a control variable.
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Table 4

Independent Samples t-tests for G ender Differences

M  (SD) 99% Confidence 
Interval

Variables M ales Females t d Lower Upper

Years o f  Service
19.01 (9.0) 14.81 (8.41) 15.33* 0.48 3.50 4.91

Education
4.23 (2.15) 4.48 (1.98) -3.94* -0.12 -0.41 -0.09

Affective Commitment
4.40 (0.96) 4.38 (0.90) 0.38 0.01 -0.06 0.09

Continuance Commitment
3 .34(1 .19) 3.50 (1.09) -4.56* -0.14 -0.24 -0.07

Nonnative Commitment
3.47 (1.05) 3 .56(1 .01) -2.90 -0.09 -0.02 -0.01

Person-Organization Fit
4.73 (0.91) 4.71 (0.90) 0.53 0.02 -0.06 0.09

Person-Occupation Fit
3.70 (0.95) 3 .79(1 .10) -2.70 -0.09 -0.16 -0.00

Perceived Organizational 
Support

Psychological Withdrawal

3.89 (0.92) 

2.66 (1.24)

3 .89(0 .91)

2 .64(1 .29)

-0.14

0.38

0.00

0.01

-0.00

0.01

0.02

0.04

Turnover Intention
1.81 (1.14) 1.68 (1.08) 3.72* 0.12 1.30 0.04

Perceived Alternatives 3.63(0.95) 3.78 (1.01) -4.90* -0.16 -0.23 -0.07
Note. N =  males 4,791, females 1,332.

*p < .0009 with Bonferroni correction applied
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Noncom m issioned M ember and Officer Characteristics

Independent samples t-tests were run to determine whether noncomm issioned 

members and officers differed from each other; the results o f  these analyses are presented 

in Table 5. Corroborating the correlation results (Table 3), the t-tests show that officers 

possessed significantly higher levels education relative to noncomm issioned members 

and that these differences are meaningfully significant. Further, officers were employed 

in significantly m ore occupations with related civilian equivalencies relative to

noncommissioned members, X 2 (I) = 1999.09, p  -  .0008, cp = .57. This is not

surprising, however, as the Canadian Forces is working toward ensuring all officers have 

a degree and m any officer occupations require a degree (e.g., doctor, nurse, etc.). Aside 

from this expected difference, the t-tests (see Table 5) also demonstrated that officers and 

noncommissioned m em bers differed significantly on continuance commitment, person- 

occupation fit, psychological withdrawal, and turnover intention and therefore it was 

determined that these two groups should be analyzed separately.

Subsequently, the data set was split by rank into two subsets o f  data, one for 

noncommissioned members and one for officers. Table 6 shows the correlations, means, 

and standard deviations o f  study variables for the two groups. In addition to the 

significant differences noted in Table 5, it was also interesting to note differences in the 

patterns o f  correlations between the two groups (see Table 6). Specifically, civilian 

equivalence was associated with person-occupation fit for noncomm issioned members, 

but not for officers. Conversely, civilian equivalence was not associated w ith person- 

organization or person-occupation fit for officers. Further, the association between gender 

and turnover intention applied to noncomm issioned m em bers and not to officers.
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Table 5 

Independent Samples t-tests for Rank Differences

M  (SD)__________  99% Cl
NCMS_______Officers_________ /______ d  Lower Upper

Years o f  Service 17.88 (8.98) 18.45 (9.14) -2.43 -0.06 -1.18 .03

Education 2.98 (1.32) 6.33 (1.39) -94.72* -2.48 -3.44 -3.26

Affective Commitment 4.33 (0.97) 4.47 (0.91) -5.52* -.014 -0.20 -0.07

Continuance Commitment 3.49 (1.09) 3.17 (1.06) 11.52* 0.30 0.25 0.39

Nonnative Commitment 3.48 (1.07) 3.50 (1.00) -0.58 -0.02 -0.84 0.05

Person-Organization Fit 4.70 (0.92) 4.76 (0.89) -2.59 -0.07 -0.12 -0.00

Person-Occupation Fit 3.65 (0.96) 3.83 (0.95) -6.97* -0.18 -0.24 -0.11

Perceived Organizational 3.85 (0.94) 3.95 (0.87) -4.31* -0.11 -0.16 -0.04
Support

Psychological Withdrawal 2.76 (1.26) 2.51 (1.20) 7.46* 0.15 0.16 0.33

Turnover Intention 1.86 (1.16) 1.68 (1.09) 6.30* 0.16 0.11 0.26

Perceived Job Alternatives 3.66 (1.02) 3.67 (.88) -0.26 -0.01 -0.07 0.06

Notes -  N  = 3,782 (Noncommissioned m em bers) N  = 2,399 (Officers)

* p  < .0009 Bonferroni correction applied.

Cross Validation

To increase the generalizability o f  the results o f  the current research, a simple 

cross-validation was conducted by further splitting the sample using an 80/20 split 

(Tabachnick & Fidell, 2007) and testing the conceptual framework depicted in Figure 1 

separately on each subset, which resulted in four subsets o f data. The first dataset 

comprised 2,952 (80% ) o f  the noncom m issioned members and the second set comprised 

1,993 (80%) o f  the officer participants. The third and fourth datasets encompassed the 

remaining 20%  groups so that there were 771 noncom m issioned members and 499
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officers respectively. To ensure sufficient pow er would be available to conduct the 

planned analyses, an online power calculator available at

http://www.danielsoper.com/statcalc3 (Cohen, Cohen, West, & Aiken, 2003; Soper, 

2012), was used to determine the m inim um  sample size required to detect an effect at 

80% power. Based on previous research it was expected the effect sizes for the m ultiple R 

would be small to moderate ranging from .01 to .47 (K ristof Brown & Guay, 2011). 

Keeping a stringent alpha o f  .01, and assum ing an effect size o f  .05, with 17 independent 

variables (for the full m oderator model), the m inim um  sample size required was 548 

participants; adjusting the alpha to .05, m inim um  sample size required was 408 

participants. Given these parameters, alpha was adjusted to .05 for the 20% officer group 

only.

http://www.danielsoper.com/statcalc3
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Table 6

Correlations, M eans, and Standard Deviations -  80% Percent Sample o f Noncommissioned M embers and Officers

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 M SD

1 Gender 1.23 0.42 -.16** .06* -.07 ’ .02 -.02 -.05* .05 -.05* -.04 -.03 .08" 1.20 0.40

2 YOS 17.94 8.99 -.2 0 " -.06" .07’ -.06** -.03 -.02 -.01 .09" .07* .24" -.01 . 12" 18.39 9.15

3 Education 2.97 1.31 .15" -.23" .01 -.08** .01 .00 -.08** .00 . 11" -.03 .02 -.07" 6.19 1.56

4 A ffective Commitment 4.33 0.97 .03 . 12" -.05 .01 .64" .59" -.62" .71" .45" -.31** .06* .03 4.46 0.92

5 Continuance Commitment 3.48 1.08 .09" - . 11" .01 .02 .19" -.05 .15" -.03 - .12" -.27" -.09" .08* 3.21 1.06

6 Normative Commitment 3.48 1.07 .07" .02 -.03 .64" .22" .53" -.48" .51" .37" -.32" .07* -.01 3.51 1.01

7 Organizational Support 3.86 0.93 .04 .13** -.05* .61"

COor .54" -.58** .55" .41" -.24" .06* .04 3.94 0.88

8 Psychological Withdrawal 2.76 1.29 -.04 - . 11" .01 -.64** .13" -.51** -.60" -.56** -.55" .27" -.07* .00 2.51 1.20

9 Person-Organization Fit 4.70 0.92 .02 .14" -.05* .70" -.05 .53" .56" -.58" .43" -.24" .08* .05 4.76 0.90

10 Person-Occupation Fit 3.64 0.96 .08" .13" -.04 .45" -.05* .36" .42" -.53" .42" -.21" .06’ -.04 3.82 0.95

11 Turnover Intention 1.87 1.15 -.06" .22" -.08" -.34" -.26" -.38" -.24" .33" -.26" -.23" -.05 -.00 1.67 1.07

12 Perceived Alternatives 3.67 1.02 .06** .01 -.03 .06* 1 © .06“ .07" -.09" .07*’ .07" -.02 -.04 3.68 0.89

13 Civilian Equivalency 1.13 0.34 -.01 -.20" .01 .00 -.01 -.03 .02 .02 -.13" .01 -.04 1.70 0.46

Notes: A' = 2,952 Noncommissioned members values shown below the diagonal. A7 = 2.009 Officers values shown above the diagonal. Means and 

standard deviations for noncommissioned members are shown on the left side o f  the table and officer values are shown on the right.

*p < .01 , **p < .0001 .
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Tests of Person-Environm ent Fit Conceptual Fram ework

The conceptual fram ework depicted in Figure 1 was prim arily tested with m ultiple 

regression analyses. Correlations were examined to explore the simple associations between the 

conceptual variables, followed by an examination o f  the direct effects o f  person-environment fit 

on the outcomes through standard regression analyses. The association o f  the proposed 

moderators were evaluated using hierarchical m oderator regression following the guidelines set 

out by Frazier and colleagues (2004).

Associations for Organizational W ithdrawal. In short, the person-environm ent fit 

variables had a pattern o f  associations that is sim ilar to what has been reported in the extant 

literature. The m oderate positive correlation between person-organization and person-occupation 

fit, r  = .42, p  <.0001 (Table 3), suggested that participants distinguished between both dom ains 

o f  fit. The negative correlations between turnover intention and person-occupation fit, r  = -.22, p  

<.0001 and person-organization fit r  = .24,/? <.0001, were consistent with results reported in 

previous research for perceived fit, (Kristof-Brown et al,. 2005; Kristof-Brown & Guay; 

Scroggins, 2007; W heeler et al., 2005, Verquer et al., 2003), except that, for the m ost part, 

person-job (occupation) fit, p = -.46, is generally a slightly stronger predictor o f  turnover 

intention than is person-organization fit, with corrected correlations ranging from -.31 to -.21, 

(Kristof-Brown & Guay, 2011). Psychological withdrawal was negatively associated with both 

person-occupation, r = - .54,/? < .0001, and person-organization fit, r =  -.57, p  < .0001, 

suggesting that the lower fit an individual perceives, the m ore he or she will be psychologically 

withdrawn. Contrary to expectations and previous research (Griffeth et al., 2000) turnover 

intention was not associated with perceived job  alternatives, r  -  -.03,/? = .014.
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Associations for Organization Com m itment. Consistent with a recent m eta-analysis 

conducted by Kristof-Brown and Guay (2011), which reported corrected correlations ranging 

from .59 to .77 for the association between person-organization fit and organizational 

commitment, affective commitment was positively correlated with person-organization fit, r = 

.70, p  <.0001. The results for the association between person-occupation fit and affective 

commitment, r  = .45,/? <.0001, were stronger in this study than those reported in same m eta

analysis for the association between person-job fit and affective comm itm ent p = .19 (Kristof- 

Brown & Guay, 2011). As expected person-organization fit, r = 53,/? <. 0001, and person- 

occupation fit, r = .37, p  < .0001, were positively associated with normative comm itm ent.

Interestingly, continuance commitment was not associated w ith person-organization fit 

and was only w eakly associated with person-occupation fit, r  =  -.08,/? <.0001, for the total 

sample. However, the pattern o f  associations changed when the results were exam ined for the 

two groups (officers and noncommissioned members, see Table 6) in that continuance 

commitment was weakly associated with both person-organization and person-occupation fit for 

noncomm issioned members, r = -.05,/? < .01, for both domains. Conversely, sim ilar to the 

effects for the total sample, continuance comm itm ent was not significantly associated with 

person-organization fit for officers, but was associated with person-occupation fit, r  -  -. 12. p  < 

.0001. Finally, consistent with results previously reported by Cable and DeRue (2002), 

perceived organizational support was positively associated with person-organization fit, r = .55, 

p  < .0001, and person-occupation fit, r = .42, p < .0001.



PERSON-ENVIRONMENT FIT 57

Direct Effects o f Person-Environm ent Fit on Outcomes

M ultiple regression analyses were conducted to explore the direct and additive effects o f 

person-organization and person-occupation fit on affective and normative comm itm ent, turnover 

intention, and psychological withdrawal, thus testing Hypotheses H I, H2, H3, and H4. Results 

o f  these analyses are presented in Table 7, which includes the unique association (sr2) for each 

variable and the effect sizes ( / 2) for the R 2, calculated as recom mended by Cohen (1991). Years 

o f  service, gender, and education were included as control variables.

Hypothesis H 1 was partially supported in that person-organization and person-occupation 

fit were both negatively associated with turnover intention, however contrary to expectations, 

person-organization fit was a stronger predictor o f  turnover intention particularly for officers. 

Further, exam ination o f the squared semi-partial correlations indicated that years o f  service 

explained a greater unique portion o f  the variability in turnover intention than did either person- 

organization or person-occupation fit. Scroggins’ (2007) results indicated that person- 

organization fit did not add additional variance to turnover intention over and above person-job 

fit, however the results from the present study indicated that while there is com m on variance 

between the dom ains o f  fit, person-organization fit and person-occupation fit, both contributed 

uniquely to the variance in turnover intention.

Hypothesis H2 was supported in that person-environm ent fit had a m oderate and negative 

association with psychological withdrawal. Person-organization fit contributed a higher 

proportion o f  variance relative to person-occupation fit for both noncomm issioned members and 

officers, but both domains contributed to the overall variance suggesting that both domains are 

important and that they build on each other. O f  note, however, examination o f  the
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unstandardized regression coefficients and squared semi-partial correlations suggests that for 

non-commissioned members, person-organization fit has a stronger association with 

psychological withdrawal (see Table 7). Even so, H2 was supported in that both dom ains o f  fit 

were negatively related to psychological withdrawal, suggesting that lower perceptions o f  both 

domains o f  fit are uniquely associated with increased psychological withdrawal.

As predicted in Hypotheses H3 and H4, affective and norm ative comm itm ents were each 

positively associated with both person-organization and person-occupation fit, for both officers 

and noncomm issioned members, over and above the association o f the control variables. In 

addition, the combined effects o f  both dom ains accounted for more variance for both forms o f 

commitment than did each domain individually, however, particularly for noncom m issioned 

members, person-organization fit contributed the largest unique proportion o f  variance sr2 = .31 

and . 18 for affective and normative comm itm ent respectively. Intriguingly, years o f  service also 

contributed to the overall variability for norm ative comm itm ent, albeit weakly, despite the lack 

o f correlation between years o f service and norm ative comm itm ent. A s years o f  service 

increased, the association with normative com m itm ent decreased. Conversely, years o f  service 

had no unique association with affective comm itm ent once the person-environm ent fit variables 

were taken into account.
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Table 7

Multiple Regression Analysis with Person Occupation and Person Organization Fit -  80% Sample

B
Noncommissioned Members 
SE B H sr2 R2 f B SE B

Officers 
B sr R2 f

Turnover Intention .16** .19 j 4 ** .16

Years o f  Service .03** .00 .27 .06 .03** .00 .27 .07

Gender .04 .05 .01 .00 .04 .06 .01 .00

Education -.03 .02 - .04 .00 -.00 .02 -.00 .00

P-Org .  29** .02 - .23 .04 - .2 4 * * .03 -.20 .03

P-O cc -.20** .02 - .17 .02 - .1 5 * * .03 -.14 .01

P sychological W ithdraw al .44** .79 .44** .79

Years  o f  Serv ice -.00 .00 -.01 .00 .01* .00 .06 .00

Gender -.01 .04 -.00 .00 .08 .05 .03 .00

Education -.03 .01 - .03 .00 - .03 .01 - .03 .00

P-Org -.62** .02 - .44 .16 - .54** .03 - .40 .13

P-O cc - .46** .02 - .34 .10 - .4 8 * * .02 - .38 .11

A ffective C om m itm ent 52** 1.08 .53** 1.13

Years  o f  Serv ice .00 .00 .01 .00 .00 .00 .00 .00

Gender .01 .03 .00 .00 - .06 .04 - .03 .00

Education -.00 .01 -.01 .00 -.01 .01 -.01 .00

P-Org .66** .02 .62 .31 .64** .02 .63 .32

P-O cc .18** .01 .18 .03 1 y** .02 .18 .03

N orm ative C om m itm ent .32** .47 29** .37

Years  o f  Serv ice -.01** .00 - .06 .00 - .01** .00 - .08 .00

Gender .11 .04 .05* .00 -.01 .05 -.01 .00

Educat ion -.02 .01 -.02 .00 -.01 .01 -.02 .00

P-Org .55** .02 .47 .18 .48** .02 .43 .15

P-O cc .19** .02 .17 .02 .20** .02 .19 .03

N otes: .V = 2 ,992 noncom m issioned  m em bers, 1,993 O fficers. P-O rg = P erson-O rgan ization  Fit, P-O cc Fit =  P erson-O ccupation  lit.
* p -  .001. **p<-  . 0 0 0 1 .
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M oderators of Person-Environm ent Fit

The conceptual fram ework depicted in Figure 1 proposed that the association 

between person-occupation and person-organization fit would be moderated by perceived 

organizational support, continuance comm itm ent, and em ployability (civilian equivalence 

and perceived job  alternatives). Specifically it was proposed that perceived organizational 

support would m oderate the association o f  person-environm ent fit with both 

organizational comm itm ent and organizational withdrawal, whereas the other three 

moderators were expected to m oderate the association o f  fit w ith organizational 

withdrawal.

Following the procedures for testing m oderating variables discussed in Frazier, 

Tix, and Baron (2004), a series o f  hierarchical linear regression analyses were conducted 

to test the conceptual framework. To reduce potential m ulticollinearity betw een the 

interaction terms and their component variables, which may skew the results o f  the 

regression analyses centering transform ations were executed for each continuous 

predictor and m oderator (Cohen, Cohen, W est, & Aiken, 2003). Dichotom ous variables 

were coded as dum m y variables, which was used instead o f  effects or contrast coding 

because it was m ore important to the current research to evaluate which groups were 

related (i.e., those with civilian equivalence versus those without civilian equivalence) 

than in evaluating the conditional effects o f  these variables (Frazier et al., 2004). The 

control variables — gender, years o f  service, and education — were entered in the first 

step, the centered predictors and m oderators were entered in the second step, and finally 

the interaction terms (predictor x moderator) were entered in the third step. All significant 

interactions were interpreted by graphing the interactions with the assistance o f the online
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interaction utilities provided at h ttp: //w w w . q uantps v. or a by Preacher, Curran, and Bauer 

(2006).

Moderator Tests for Affective and Norm ative Com m itm ent

The first series o f  regressions tested H5a to evaluate the m oderating effect o f 

perceived organizational support on affective and normative comm itm ent for each group. 

These results are summarized in Tables 8 and 9. Contrary to predictions, perceived 

organizational support did not moderate the effects o f  person-organization or person- 

occupation fit on either component o f organizational commitment. However, there were 

moderate conditional effects o f  perceived organizational support for both 

noncommissioned members, B = .29 SE .02, p  <.0001 and for officers, B  = .20, SE = .02, 

p  <.0001. The combined effects o f  both domains o f fit and perceived organizational 

support explained 57% o f  the variance in affective com m itm ent over and above the 

influence o f years o f  service for noncomm issioned members, /  = 1.23. The results are 

similar for normative comm itm ent in that perceived organizational support m ade a 

moderate contribution to the overall variance for both noncomm issioned m em bers, B  = 

.37, SE  = .02, p  < .0001 and officers B  = 37, SE  = .03 p  < .0001. An interesting 

difference for norm ative comm itm ent is that years o f  service had a negative effect on 

turnover intention for both groups, but this effect was only seen after person-environm ent 

fit and perceived organizational support were added to the regression equation suggesting 

the existence o f  a suppressor relationship between normative comm itm ent and years o f  

service (Cohen et al., 2003).
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Table 8

Hierarchical Regression Analysis for Moderating Effects of Perceived Organizational Support on Affective Commitment

Noncommissioned Members Officers

Step and Variable

99 % Cl for B 99 % Cl for B
B SEB LL UL R} AR2 f B SEB LL UL R: iir f

Step 1 .02** .02 .0 1 * .01
Years o f  Service .0 1 ** .00 .01 .02 .01 .00 .00 .01
Gender . 12* .04 .01 .23 -.12 .05 -.25 .02

Education -.02 .01 -.05 .02 .01 .01 -.02 .05

Step 2 .57** .55** 1.23 57** 57** 1.30

Years o f  Service .00 .00 -.00 .00 .00 .00 -.00 .00

Gender -.01 .03 -.08 .07 -.04 .03 -.13 .05

Education -.00 .01 -.03 .02 -.00 .01 -.02 .02

P-Org .52** .02 .48 .57 .52** .02 .47 .57

P-Occ .13** .01 .09 .16 . 12** .02 .08 .16

POS .28** .02 .24 .32 2 7 ** .02 .22 .32

Step 3 .57 .00 .00 .57 .00 .00

Years o f  Service .00 .00 -.00 .00 .0 0 * .00 -.00 .00

Gender -.01 .03 -.08 .07 -.04 .03 -.13 .05

Education -.00 .00 -.03 .02 -.00 .00 -.02 .02

P-Org .52** .02 .48 .57 .52* .02 .47 .57

P-Occ .13** .01 .09 .16 . 12* .02 .08 .16

POS .28** .02 .24 .32 .27* .02 .22 .32

P-Org Fit X POS -.00 .01 -.04 .03 -.01 .02 -.05 .03

P-Occ Fit X POS .00 .02 -.03 .04 .00 .02 -.04 .05

Notes: .V = 2, 921 noncommissioned members, 1,993 Officers POS = Perceived Organizational Support, P-Org =Person-Organization Fit, P-Occ Fit -  Person =
Occupation f i t / ‘ sh o w n  in steps 2 and 3 are the e ffec t s izes  for A R 2 * p  < .01, **p < 0001.
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Table 9

Hierarchical Regression Analysis for M oderating Effects o f Perceived O rganizational Support on Normative Commitment

Noncommissioned Members Officers

Step and Variable

99 % Cl for B 99 % Cl for B
B SEB LL UL R1 AR2 f B SEB LL UL R2 AR2 f

Step 1 o i * * .01 .00 .00

Years o f  Service .00 .00 -.00 .01 -.00 .00 .01 .00

Gender 2 2 ** .05 .09 .34 -.06 .06 -.21 .09

Education -.03 .02 -.07 .01 .01 .01 -.03 .05

Step 2 .38** .37** .60 .36** .35** .56

Years o f  Service - 0 1 ** .00 -.01 -.00 -.0 1 * .00 -.01 -.01

Gender .09 .04 -.01 .19 .01 .05 -.11 .13

Education -.01 .01 -.05 .02 -.00 .01 -.03 .03

P-Org 37** .02 .32 .43 .31** .03 .25 .38

P-Occ I I * * .02 .06 .16 13** .02 .07 .18

POS 37** .02 .31 .42 .37** .02 .31 .44

Step 3 .38 .00 .00 .36 .00 .00

Years o f  Service -.0 1 ** .00 -.01 -.00 -.0 1 * .00 -.01 - . 0 0

Gender .09 .04 - .0 1 .19 .01 .05 -.11 .13

Education -.01 .0 1 -.05 .02 - . 0 0 .0 1 -.03 .03

P-Org .38** .02 .32 .44 .32** .03 .26 .40

P-Occ 1 2 * * .02 .07 .17 12** .02 .06 .18

POS .37** .02 .31 .42 .37** .03 .31 .44

P-Org X POS . 0 0 .0 2 -.05 .05 .03 . 0 2 - . 0 2 .09

P-Occ Fit X POS .04 .0 2 - .0 1 .09 -.04 . 0 2 -.01 . 0 2

Notes: ,V ^ 2,921 noncommissioned members, 1.993 Officers POS = Perceived Organizational Support, P-Org = Person-Organization Fit, P-Occ Fit -  Person
Occupation fit /"  sh ow n  in step s 2 and 3 are the e ffec t s iz e s  for A R 2 * p  < .01, **p < 0001.
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M oderator Tests for O rganizational W ithdrawal

The next series o f  hierarchical multiple regressions tested the rem aining 

hypotheses H5b, H6, H7, and H8; the m oderator effects o f perceived organizational 

support, continuance commitment, civilian equivalence, and perceived job  alternatives on 

turnover intention and psychological withdrawal for each group. Following the 

recom mendations o f Frazier et al., (2004) all o f  the m oderators were tested in the same 

regression for each outcom e to avoid Type 1 errors that could result from analyzing each 

m oderator separately.

M oderator Effects of Perceived Organizational Support. As evidenced in 

Tables 10 and 11, similar to the results for affective and normative commitment, 

perceived organizational support did not m oderate the association o f person-occupation 

or person organization fit with organizational withdrawal. Therefore, hypothesis H5b was 

not supported for either noncomm issioned m em bers or officers. However, just as was 

seen for the com m itm ent outcomes, there were significant conditional effects o f 

perceived organizational support for both noncom m issioned members, B  = -.16, SE = .03, 

p <.0001 and for officers, B  = -.14, SE = .03, p <.0001 on turnover intention. The 

conditional effects were even stronger for psychological withdrawal for 

noncom m issioned m em bers B = -.44, SE  = .03, p  < .0001, and B  = -.42, SE  = .03, p  < 

.0001 for officers.

M oderator Effects of Continuance Com m itm ent. The results o f  the hierarchical 

multiple regression analyses testing the m oderator effects o f  continuance comm itm ent on 

organizational withdrawal (H6) are summ arized in Tables 10 to 12. Hypothesis H6, 

which predicted that continuance commitment w ould mitigate the effect o f  poor fit on
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organizational withdrawal, was only partially supported for both noncomm issioned 

members and officers, in that m oderator effects o f  continuance com m itm ent were only 

evident for turnover intention. However the com bined conditional effects o f  person- 

organization fit, person-occupation fit, perceived organization support, and continuance 

commitment were quite substantial explaining 52% o f  the variance in psychological 

withdrawal for officers and 51 % o f  the variance in psychological withdrawal for 

noncommissioned members.

M oderator effects o f  continuance com m itm ent were detected for the effect o f 

person-organization fit on turnover intention for noncom m issioned m em bers, B  = - 06,

SE  = .02, p  = .003, however the effect was very small sr  = .002. In fact, years o f  service 

made a greater unique contribution to the variance in turnover intention, sr2= .05. The 

results indicated that continuance com m itm ent buffers the effects o f  low perceptions o f 

organizational fit for noncommissioned m em bers on turnover intention. Individuals who 

reported low person-organization fit also reported higher continuance com m itm ent and 

lower turnover intention. The interaction effects are presented graphically in Figure 2.
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Table 10

Analysis o f M oderators on Turnover Intentions for Noncom m issioned M embers

Step and Variable
99 % C l for B

B SEB LL UL R- J  R-
Step 1 .05** .05

Years o f  Service .03** .00 .02 .03

Gender -.04 .05 -.17 .09

Education -.03 .02 -.07 .02

Step 2 .23** .18 .23

Years o f  Service .03** .00 .03 .04

Gender .10 .05 -.02 .22

Education -.04 .02 -.08 -.00

POrg - 21 ** .03 -.28 -.15

POcc -.18** .02 -.24 -.12

POS -.16** .03 -.23 -.10

PAlt -.02 .02 -.07 .03

CC -.26** .02 -.31 -.22

Civ Equiv -.05 .06 -.20 ..09

Step 3 .24** .00 .01

Years o f  Service .03** .00 .03 .04

Gender .10 .05 -.02 .22

Education I o * .02 -.08 -.00

POrg - 2 0 ** .03 -.28 -.13

POcc -.18** .03 -.24 -.12

POS -.16** .03 -.23 -.10

PAlt -.02 .02 -.07 .03

CC -.26** .02 -.30 -.21

Civ Equiv -.06 .06 -.21 .09

POrg X POS .00 .02 -.05 .06

POrg X PAlt -.02 .02 -.08 .04

POrg X CC .06* .02 .01 .11

POrg X Civ Equiv -.02 .07 -.19 .16

POcc X  POS .00 .02 -.05 .06

POcc Fit X  PAlt .02 .02 -.04 .07

POcc Fit X  CC .02 .02 -.03 .07

POcc Fit X  Civ Equiv -.03 .05 -.15 .10

Notes: N= 2914 POS =  Perceived Organizational Support, POrg = Person-organization fit, POcc = Person- 

Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = Civilian 

Equivalence f 2 sh ow n  in step s 2 and 3 are the e ffe c t  s iz e s  for 1R2.
*p=.003, **p < .0001.
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Table 11

Analysis o f M oderators on Psychological W ithdrawal for Noncom m issioned
Members

99 % Cl for B
Step and Variable B SEB LL UL

T
Rr

1
J  R- 7

Step 1 .0 2 ** .02

Years o f  Service -.0 2 ** .00 -.03 -.01

Gender o * .06 -.33 -.03

Education -.01 .02 -.06 .04

Step 2 .51** .50 1.02

Years o f  Service .00 .00 -.00 .01

Gender -.01 .00 -.11 .10

Education -.03 .01 -.07 .00

P-Org _ 4 0 ** .02 -.46 -.35

P-Occ -.37** .02 -.42 -.32

POS _44** .02 -.50 -.38

PAlt -.03 .02 -.08 .01

CC .10** .02 .06 .14

Civ Equiv -.10 .05 -.22 .04

Step 3 .52** .00 .00

Years o f  Service .00 .00 -.00 .00

Gender -.01 .04 -.12 .10

Education -.03 .01 -.06 .00

P-Org _ 4 |  ** .03 -.48 -.35

P-Occ -.36** .02 -.41 -.30

POS _ 4 4 ** .02 -.49 -.38

PAlt -.03 .02 -.07 .01

CC . 10** .02 .06 .15

Civ Equiv -.11 .05 -.24 .02

P-Org Fit X  POS .02 .02 -.04 .06

P-Org Fit X  PAlt .01 .02 -.04 .06

P-Org Fit X  CC .02 .02 -.03 .06

P-Org Fit X  Civ Equiv .15 .06 -.01 .30

P-Occ X  POS .01 .02 -.04 .06

P-Occ Fit X  PAlt -.00 .02 -.05 .05

P-Occ Fit X  CC -.01 .02 -.05 .04

P-Occ Fit X Civ EQuiv -.11 .04 -.22 .00

Notes: N= 2, 914 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = 

Person-Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv 

Civilian Equivalence/'’ sh ow n  in  step s 2 and 3 are the e ffec t s iz e s  fo r z lR:*p < .01, **p < .0001
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Figure 2 

M oderator Effects of Continuance Com m itm ent for Noncom m issioned M embers
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Figure 2. Interaction graph depicting the moderating effect o f  continuance comm itm ent 
on the association between person-organization fit and turnover intention for 
noncomm issioned members

The m oderator effects o f  continuance comm itm ent for organizational withdrawal 

for the officer group are summ arized in Tables 12 and 13. Similar to the results for 

noncomm issioned members, H6 was only partially supported in that m oderator effects 

were only evident for turnover intention. Interestingly, in contrast to the results for 

noncomm issioned members, continuance comm itm ent m oderated the effect o f  person- 

occupation fit on turnover intention, B  = .07, SE -  .02, p  =.005. Officers who reported 

the lowest levels o f  person-occupation fit also reported the highest levels o f  continuance 

commitment, and the lowest levels o f  turnover intention. However, once again the effect 

was quite small sr2 = .003, contributing just over .3% to the variance in turnover 

intention. Years o f service once again was a stronger predictor, s r 2 = .05, contributing 

5% to the overall variance in turnover intention.
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Table 12

Analysis o f M oderators on Turnover Intention for Officers

69

99 % Cl for B
Step and Variable B SEB LL UL R- AR2 / -

Step 1 .06** .06

Years o f  Service .03** .00 .02 .04

Gender .07 .06 -.10 .22

Education -.01 .02 -.05 .03

Step 2 ">9** .16 .21

Years o f  Service .03** .00 .02 .04

Gender .05 .06 -.09 .19

Education -.02 .01 -.05 .02

P-Org -.16* .03 -.24 -.08

P-Occ -.16* .03 -.24 -.10

POS -.14* .03 -.22 -.06

PAlt -.06 .02 -.12 .00

CC -.29** .02 -.34 -.23

Civ Equiv -.01 .05 -.13 .11

Step 3 .23* .01 .01

Years o f  Service .03** .00 .02 .03

Gender .05 .05 -.09 .19

Education -.02 .01 -.06 .02

P-Org -.15* .05 -.28 -.02

P-Occ -.12 .05 -.24 .00

POS -.14** .03 -.22 -.06

PAlt -.07* .02 -.13 -.01

CC -.28** .02 -.33 -.26

Civilian Equivalence -.01 .05 -.13 .11

P-Org X  POS .04 .03 -.03 .10

P-Org X PAlt -.03 .03 -.11 .06

P-Org X CC .04 .02 -.03 .17

P-Org X Civ Equiv .02 .06 -.13 .17

P-Occ X  POS .02 .03 -.05 .09

P-Occ Fit X  PAlt -.00 .02 -.07 .07

P-Occ Fit X  CC .07* .02 .01 .12

P-Occ Fit X  Civ EQuiv -.06 .05 -.20 .08

Notes: N = 1,192 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = 

Person-Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = 

Civilian Equivalence f  sh o w n  in  step s 2 and 3 are the e ffec t s iz e s  for AR2

*p < .01 , **p < .0 0 0 1 .
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Table 13

Analysis of M oderators on Psychological W ithdrawal for Officers

99 % C l for B
Step and Variable B SEB LL UL R- JR~

Step 1

Years o f  Service .00 .00 -.01 .01 .0 1 ** .01

Gender .16 .07 -.02 .34

Education -.07** .02 -.11 -.02

Step 2 5 j ** .50 1.01

Years o f  Service .01 .00 .00 .01

Gender .06 .05 -.07 .18

Education -.03 .01 -.06 .00

P-Org -.35** .03 -.42 -.28

P-Occ -.38** .02 -.44 -.32

POS _  4 7 ** .03 -.49 -.35

PAlt -.01 .02 -.06 .05

CC J J ** .02 .06 .16

Civ Equiv .01 .04 -.10 .12

Step 3 .51** .00 .00

Years o f  Service .01 .00 .00 .01

Gender .06 .05 -.07 .19

Education -.03 .01 -.06 .00

P-Org _ 3 3 ** .04 -.45 -.22

P-Occ - 37** .04 -.47 -.26

POS .  4 } ** .03 -.48 -.34

PAlt .00 .02 -.06 -.06

CC I j** .02 .07 .16

Civ Equiv .01 .04 -.10 .12

P-Org Fit X  POS .01 .02 -.05 .07

P-Org Fit X  PAlt

*OO0

.03 -.15 -.01

P-Org Fit X  CC -.01 .02 -.07 .04

P-Org Fit X  Civ Equiv -.04 .05 -.17 .09

P-Occ X POS .02 .02 -.05 .08

P-Occ Fit X  PAlt .09** .02 .03 .15

P-Occ Fit X  CC .03 .02 -.02 .09

P-Occ Fit X  Civ EQuiv -.00 .05 -.12 .12

Notes: N = 1,192 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = 

Person-Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv 

Civilian Equivalence / '  sh ow n  in  steps 2 and 3 are the e ffe c t  s iz e s  for AR:* p<.Q\** p < .0001
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Figure 3

M oderator Effects o f Continuance Com m itm ent for Officers
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Figure 3. Interaction graph depicting the moderating effect o f  continuance commitment on the 
association between person-occupation fit and turnover intention for officers

M oderator Effects of Civilian Equivalence. Hypothesis H7 predicted that 

civilian equivalence would mitigate the effect o f  poor person-environment fit on 

organizational withdrawal. In other words, it was expected that being in an occupation 

that had a direct civilian equivalent would be associated with a decrease in the likelihood 

o f  an individual experiencing psychological withdrawal and potentially increase turnover 

intention for those individuals who experience poor fit. Contrary to predictions in 

hypothesis H7, civilian equivalence did not m oderate the effects of fit for either group, 

indeed it did not contribute significantly to the variance for either o f  the outcomes. This is 

not entirely surprising given that there were only two significant correlations for civilian 

equivalence in relation to the outcom es and predictors. The first significant correlation 

betw een civilian equivalence and person-occupation fit (Table 6), for noncom m issioned 

m em bers suggested that fit to their occupation was partially influenced by how related it
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was to a civilian occupation such that for m em bers in an occupation with no direct 

equivalence, perceptions o f  person-occupation fit were lower. The second significant 

association was a positive correlation with continuance comm itm ent (Table 6) indicating 

that officers in an occupation with a civilian equivalence were m ore likely to have higher 

continuance commitment. However, the direct equivalence o f  a  m em ber’s occupation to 

the civilian workplace was not associated with any o f  the other workplace attitudes in the 

current study.

M oderator Effects of Perceived Alternatives. Hypotheses H8,which predicted 

that perceived alternatives would moderate the influence o f  person-environm ent fit on 

organizational withdrawal, was not supported for noncom m issioned members; perceived 

job  alternatives was not a significant predictor nor a significant m oderator o f  the 

association o f  person-environm ent fit with organizational withdrawal (Tables 10 and 12).

However, in the case o f  the officer group there were two significant interactions 

supporting hypothesis H8. Perceived job  alternatives significantly m oderated the effect o f 

person-organization, B  = -.08, SE  = .03,/? =.004, sr2=. 002 and person-occupation fit, B  

=.09, SE, 024 p  <0001, s r2=.003. Intriguingly, the effects are in  opposite directions, 

indicating that for person-organization fit, i f  the officers believed that they had more job  

alternatives it had a synergistic effect and the negative association betw een person- 

organization fit and psychological withdrawal was lower, resulting in less psychological 

withdrawal. On the other hand, for person-occupation fit, perceived job  alternatives had 

an antagonistic effect and increased the negative association o f  person-occupation fit with 

withdrawal, such that individuals who perceived low person-occupation fit, but believed



PERSON-ENVIRONMENT FIT 73

they had an increased num ber o f  job alternatives, experienced more psychological 

withdrawal. The interaction effects are graphed in Figures 4 and 5.

Figure 4

M oderator Effects o f Perceived Job Alternatives for Officers
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Figure 4. Interaction graph depicting the moderating effect o f  perceived job alternatives on the 
association between person-organization fit and psychological withdrawal for officers

Figure 5

M oderator Effects o f Perceived Job Alternatives for Officers
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Figure 5. Interaction graph depicting the moderating effect o f  perceived job alternatives on the 
association between person-occupation fit and psychological withdrawal for officers
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Cross Validation Results

To cross validate the findings from the current research, the conceptual 

framework depicted in Figure 1 was retested using a sample o f  20% o f  the participants 

for both groups. Summary tables and figures related to these analyses are contained in 

Appendices H to J. Com parison o f  both sets o f  results provided good evidence o f the 

robustness o f  the original results and the generalizability o f the current set o f  results to a 

sim ilar CF population. The confidence intervals o f  the 80% data set were used as the 

benchmark to determine whether the findings were replicated. Correlations, means, and 

standard deviations (Table 14, Appendix H) were very similar in terms o f  m agnitude, 

direction, and significance levels, with only m inor deviations occurring for the smaller 

r(s). Com parison o f  m ultiple regression analyses (Tables 15 to 22, Appendix I) showed 

the same patterns. However, as can be expected w ith smaller sample sizes R 2s  and B (s) 

values becam e less robust and were often larger than in 80% set (i.e. overestim ated - 

Tabachnick and Fidell, 2007). This was evidenced by the fact that as the effect sizes 

decreased, standard errors increased. Nonetheless, for the m ost part the Bs for the smaller 

sample were w ithin the confidence interval o f  the larger data set.

Interactions from the m oderator analyses were replicated in two out o f  the four 

cases. Despite the sm aller sample size, for noncomm issioned members, continuance 

comm itm ent rem ained a significant m oderator o f  the effect o f  low person-organization fit 

on turnover intentions (Figure 6, Appendix J), B  = .1 2 , SE. = .04, p  = .001. Similarly, for 

the officer group the m oderator effects for perceived job  alternatives on the effects o f 

person-occupation fit on psychological w ithdrawal were also replicated (Figure 7, 

Appendix J), B  = .17, SE  = .05, p  =.002.
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The 20% data sets were limited by the fact that these groups did not have 

sufficient power to detect some o f  the smaller effects. The sm aller officer group had 477 

cases and a post hoc analysis using an online calculator, found at 

http://www.danielsoper.com/statcalc3 (Cohen et al., 2003; Soper, 2012), observed power 

was calculated to be .06, considering that the observed effects sizes for the moderators 

were .01 or less. Power analysis for the noncomm issioned m em ber group resulted in an 

observed power o f  .13, well below the recom mended 80% (Cohen, 1991). However 

observed power for the smallest o f  the conditional and direct effects were well over .90. 

In summary, the cross validation analyses, despite the power lim itations, provided good 

evidence o f  the robustness o f  the current research.

Discussion

The overall purpose o f the present research was to explore the associations 

between person-environment fit perceptions and organizational com m itm ent and 

organization withdrawal attitudes in a sample o f  Canadian Forces M embers. In addition, 

the study explored whether the effects o f  person-organization and person-occupation fit 

were increased by combining these domains or whether the effects o f  the two dom ains o f  

fit were convergent. Finally, the current study evaluated the influence o f  four moderators 

o f  fit on the outcomes, namely perceived organizational support, continuance 

commitment, civilian equivalence, and perceived job  alternatives.

Practitioners and researchers are converging on the conclusion that drawing 

clearer links between recruiting, selection, and attrition through the fram ew ork o f  person- 

environment fit is critical to the development o f  more effective and efficient recruiting 

and selection processes because recruiting, selection, and retention policies that consider

http://www.danielsoper.com/statcalc3
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the influence o f  person-environment fit are likely to be more successful at attracting and 

selecting individuals into organizations who will not only stay but contribute effectively 

to organizational success (Barrick & Zimmerman, 2009; Karren & Graves, 1994; 

Sekiguchi, 2007; W erbel, 2001). Hence, the driving force behind the present research was 

to gather empirical evidence to support incorporating improved measures o f  person- 

environm ent fit into the Canadian Forces recruiting and selection processes.

Overall person-environm ent fit, consisting o f  person-organization and person- 

occupation fit, was positively associated with organizational comm itm ent and negatively 

associated w ith organizational withdrawal, providing support for Schneider’s attraction- 

selection-attrition model (Schneider, 1987a; 1987b) which purports that better person- 

environm ent fit leads to stronger organizational comm itm ent and a lower likelihood that 

individuals w ould choose to withdraw. The results also indicated that the effects o f  the fit 

domains was additive, suggesting that both domains are important predictors o f  

organizational comm itm ent and organizational withdrawal, building on each other to 

influence the outcomes. Consistent with previous research, person-organization fit is 

m ost strongly associated with organizational comm itm ent (Kristof-Brown & Guay 2011), 

and som ewhat contrary to previous research, person-organization fit was also a slightly 

stronger predictor o f  organizational withdrawal relative to person-occupation fit (Kristof- 

Brown & Guay, 2011; Kristof-Brown et al., 2005; Scroggins, 2007; W heeler et al., 2005; 

Verquer et al., 2003; Tak, 2011). The results varied however, depending on whether the 

participants were officers or noncomm issioned members.
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Domains o f Fit

One o f  the major criticism s o f  person-environm ent fit research is that, to date, 

most research has only focused on evaluating one dom ain at a tim e and on one outcome 

at a time (Edwards & Billsberry, 2010; Kristof-Brown & Guay, 2011; Scroggins, 2007, 

W heeler et al., 2005). The current research evaluated person-organization and person- 

occupation fit. Person-occupation fit was an amalgam  o f  person-job and person-vocation 

fit, but considering that the association o f  person-occupation fit with other study variables 

was very similar to results for person-job fit reported in previous research (Kristof-& 

Guay, 2011; Lauver & Kristof, 2001; Cable & DeRue, 2002; Scroggins, 2007), it appears 

that the person-occupation fit variable in this study was a close approximation o f  person- 

job  fit. On the other hand, the results for person-occupation fit were som ewhat stronger 

than what previous research has found (Cable & DeRue, 2002; Kristof-Brown & Guay, 

2011), suggesting that the person-occupation fit variable used in this research m ay be 

broader than traditional job  fit measures. In the context o f  Canadian Forces members, it 

may be that fit to the occupation encompasses some aspects o f  person-organization fit 

given that approximately 64% o f  the occupations surveyed for this study are occupations 

specific to a m ilitary environment. Despite this possibility, the m oderate correlation 

found between the two domains o f  fit and the pattern o f  results for the influence o f  the 

domains o f  fit on the outcomes provide good evidence that study participants 

distinguished between the two domains o f  fit.

Previous research (Cable & DeRue, 2002; Cable & Judge, 1996; Edwards, 2008; 

Kristof-Brown & Guay, 2011; Kristof-Brown & Jansen, 2007) has found that person- 

organization fit is most strongly associated with organization level outcom es such as
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organizational commitment, perceived organizational support, citizenship behaviours, 

and turnover. Person-job fit has generally been m ost strongly associated with job  level 

outcom es such as job  satisfaction, career success, job performance, and turnover 

intentions. Results o f  the current research support person-organization fit as a strong 

predictor o f  organizational commitment, perceived organizational support, and 

organizational withdrawal behaviours. However, results also found that person- 

occupation fit was strongly associated with these same workplace attitudes. Equally 

important, the study results indicated that the effects o f  fit were cumulative and therefore 

it was the combination o f  person-occupation and person-organization fit that resulted in 

the best outcom es and provide the m ost predictive power for organizational comm itm ent 

and organizational withdrawal.

In that light, future research should be expanded to incorporate the four main 

domains o f  fit -  person-organization, person-job, person-vocation, and person-group fit. 

Vogel and Feldman (2009) propose that person-vocation fit may be an important 

antecedent to person-organization and person-job fit, and that individuals m ay not be able 

to achieve person-job or person-organization fit until a certain threshold o f  person- 

vocation fit is achieved. They suggest that i f  a person is struggling to learn or fit into their 

chosen occupation, it will be difficult to achieve or feel competent or com fortable in their 

assigned job  (Vogel & Feldman, 2009). Another avenue for further investigation o f  fit 

dom ains is person-group fit, which really refers to interpersonal fit. This dom ain o f  fit 

may not be as important for recruiting or selection however, it may have important 

implications for teamwork, leadership roles, increasing cooperation betw een work 

groups, satisfaction with supervisors, career success, and thereby may increase
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organizational effectiveness and employee retention (Jansen and Kristof-Brown, 2006; 

Kristof-Brown et al., 2005; W erbel & Johnston, 2001). In summary, understanding the 

full gamut o f  fit domains and how they interact will add to a better understanding o f  the 

workplace.

Turnover Intention

An interesting result found in the current research was that person-organization 

fit, rather than person-occupation (job) fit, was the stronger predictor o f  turnover 

intention. These result were somewhat inconsistent w ith previous findings (K ristof & 

Guay, 2011; Kristof-Brown et al., 2005; Scroggins, 2007; W heeler, et al, 2005), but 

similar to results found by Lauver and Kristof-Brown (2001). Another interesting 

difference was that, contrary to Scroggins (2007) who found that the influence o f  person- 

organization fit did not explain additional variance in turnover intention over and above 

what was explained by person-job fit, the present results indicated that the effect o f  both 

domains was additive and it was the combined effects o f  each dom ain that explained the 

greatest amount o f  variance in turnover intention. Another important finding in this study 

was that although person-environm ent fit was a significant predictor o f  turnover 

intention, a closer examination o f  the unique contributions o f  each variable indicated that 

years o f  service contributed m ore unique variance to turnover intention than did either 

person-organization or person-occupation fit.

These findings, although consistent with turnover research (Griffeth et al., 2000; 

Otis and Straver, 2008), also highlight one o f  the m ajor limitations w ith this study, in 

that, on average participants had 18 years o f  service and therefore were close to a 

retirement gateway (20 years o f  service) that comes with an unreduced pension. The
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younger demographic o f  employees with fewer years o f  service were not well represented 

(Goldenberg, 2011). Future research needs to ensure better representation o f  the younger 

demographic, perhaps with the use o f  stratified sampling or a longitudinal design, which 

would allow researchers to examine fit at different career stages and perhaps incorporate 

candidates before they are enrolled. Nonetheless, the findings o f  this study suggest that 

for this sample o f  Canadian Forces members, person-organization and person-occupation 

fit were both important attitudes to consider for increasing retention.

Turnover intention and perceived job  alternatives were not correlated for either 

officers or noncomm issioned members, which was a surprising result given that the 

perception o f  alternatives is considered a weak but key link in the turnover process. 

Previous research indicates that the m ajority o f  voluntary turnover is preceded by the 

search for alternative employment (Griffeth et al., 2000; Lee et al., 1996). However, the 

present study’s finding may be inconsistent because less than 10% o f the sample 

indicated they were considering leaving the Canadian Forces w ithin the next year.

Hence, the results m ay be a function o f  range restriction rather than any indication that 

perceived alternatives is not an important link in the turnover process for m ilitary 

members.

Psychological W ithdrawal

The present study was the first time psychological withdrawal was explored as an 

outcome o f person-environment fit. The results indicated that person-environm ent fit was 

a significant predictor o f  psychological withdrawal, but interestingly there were 

differences between noncomm issioned members and officers in the experience o f 

psychological withdrawal. One difference was that more years o f  service was associated
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with increased psychological withdrawal, for noncom m issioned members, however the 

effect was very small. Both domains o f  fit contributed relatively equally to the creation o f  

psychological withdrawal in both groups, however a closer examination o f  the unique 

contributions o f  each dom ain indicated that person-organization fit was slightly more 

influential, particularly for noncomm issioned members.

It was not possible in the current research to determine whether psychological 

withdrawal is an alternative or a precursor to actual turnover, but its higher associations 

with person-organization fit, comm itm ent, and perceived organizational support suggest 

it m ay be m ore influenced by organizational factors than by jo b  level factors. The current 

findings also support predictions that one o f  the effects o f  poor person-environment fit is 

that workers m ay adjust by creating a psychological distance from the workplace; 

potentially being less engaged and theoretically less productive (Hanisch & Hulin, 1991; 

Steel & Lounsbury, 2009). These outcomes are not positive for organizations, and these 

findings support the need to conduct recruiting and selection activities with an increased 

focus on improving person-environment fit, and perhaps more specifically person- 

organization fit.

O rganizational Com m itment

Person-organization fit is believed to be one o f  strongest antecedents o f  affective 

organizational comm itm ent (Chatman, 1991; Kristof-Brown & Guay, 2011; W heeler et 

al., 2005), and the results o f  the current research provide support for this hypothesis. 

M oreover, the current research adds to the literature by building on Scroggins’ (2007) 

results and providing additional evidence that person-organization fit and person- 

occupation fit have an additive effect on affective comm itm ent, so that each domain may
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be important to the creation o f  commitment. Affective commitment is also norm ally very 

strongly associated with years o f  service, which was also the case in this research; 

however, once person-environment was considered the effects o f years o f  service were no 

longer in evidence. The one concern from the present study is that the correlation was so 

high, .70, that future research should explore the convergent and divergent validity o f 

person-organization fit and assess its uniqueness as a construct separate from affective 

organizational commitment.

The current study also assessed normative com m itm ent as an outcome. Norm ative 

comm itm ent was o f  particular interest to this study as it is hypothesized to be particularly 

important to military samples (Griffeth et al., 2000; Popper & Lipshitz, 1992). Both 

domains o f  person-environment fit were m oderate predictors o f  normative commitment, 

whereas years o f  service was not. M oreover, the mean level o f  normative comm itm ent 

was almost identical for both officers and noncomm issioned members. The basis o f 

norm ative commitment as proposed by Allen and M eyer (1990) is pre-entry socialization 

provided by family and culture and post-entry socialization provided by organizations; 

however, i f  post-entry socialization is a factor, it would seem that norm ative comm itm ent 

would increase with more tenure. The results from  the present study appear to indicate 

that pre-entry socialization may be m ore influential and that individuals m ay choose the 

Canadian Forces because, as Griffeth and colleagues (2000) suggest, they feel a sense o f 

obligation to serve their country; this could be an intriguing avenue for future research. 

Popper and Lipshitz (1992) suggested that in addition to organizational characteristics 

and work experience, personal values are important to norm ative comm itm ent and 

individuals who hold strong normative values m ay be attracted to organizations that have
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high value contents, such as police or other para-m ilitary organizations. W hat these 

results do support more clearly, however, is norm ative commitment and affective 

comm itm ent as two separate components o f  commitment.

The current research added to the literature by evaluating two forms o f  fit on 

multiple outcomes in the same study and the results add to growing empirical support that 

concludes that fit is important to organizations for increasing com m itm ent and reducing 

attrition, however one crucial outcome not investigated was worker performance. There 

is substantial research that indicates highly com m itted employees will be stronger 

performers, be more m otivated to accomplish organizational goals, and be more likely to 

carry out extra role activities, exhibit higher contextual performance, and enjoy increased 

career success (Bretz & Judge, 1994, Gellatly et al., 2006; Kristof-Brown et al., 2002; 

Lauver & Kristof-Brown, 2001; M eyer & Luchak, 2006; M eyer & M altin, 2010).

Further, there is growing evidence that person-job fit is a good predictor o f  performance 

(Cable & DeRue, 2002; Lauver & Kristof-Brown, 2001). The link between person- 

organization fit and performance appears to be prim arily through organizational 

commitment, however very few studies have evaluated job perform ance as an outcome o f  

person-organization fit (W erbel & Gilliand, 1999). This is a crucial avenue for future 

researchers to pursue, if  m ultiple forms o f  person-environment fit, including person- 

organization fit are to be included in legally defensible and fair selection protocols 

(Barrick, Mount, & Judge, 2001; Karren & Graves, 1994; Sekiguchi, 2007; W erbel & 

Gilliand, 1999).
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Noncommissioned M embers and Officers

The Canadians m ilitary is essentially m ade up o f  two cadres o f  personnel — 

officers and noncomm issioned members. Officers can be equated to the m iddle and 

senior m anagement o f  an organization and/or the professional workforce (doctors, nurses 

etc.). Noncom missioned m em bers by contrast are the skilled frontline workforce and are 

generally employed in occupations such as clerks, drivers, dental technicians, 

electricians, plumbers, and so forth. After several years o f  experience in their occupation, 

they may also become first line managers. These two roles require very different skill 

sets, and educational backgrounds and thus, it was expected that person-environm ent fit 

influences might be different for these two groups. Indeed prelim inary analyses indicated 

that this was the case.

Officers were more highly educated, were m ore likely to  be employed in 

occupations with civilian equivalence, and tended to have m ore years o f  service. Further 

they reported higher affective commitment, less continuance comm itm ent, stronger 

person-organization and person-occupation fit, fewer turnover intentions, and less 

psychological w ithdrawal in comparison to noncom m issioned members. The lower 

reported continuance comm itm ent and psychological withdrawal would suggest that 

officers may feel less constrained to stay in the m ilitary than do noncomm issioned 

members. This is likely related to the fact that on average officers earn m ore than 

noncommissioned members averaging $73,000 (2002$) versus $48,000 (2002$), 

respectively (Park, 2008), are m ore highly educated, and are m ore likely to possess more 

transferable skills. However, the higher level o f  affective comm itm ent and lower turnover 

intentions may also indicate that on average officers are m ore likely to stay in the m ilitary
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out o f desire rather than because they have a fear o f loss, relative to noncom m issioned 

members.

The differences seen between noncomm issioned members and officers would 

suggest that there are differences that could impact how workers are recruited and 

selected and the retention strategies that are employed. For example, Sekiguchi (2007) 

proposed that when hiring employees who will gain most o f  their job knowledge and 

skills once they are hired (like noncomm issioned members) selecting for person-job fit 

may be less important than selecting for person-organization fit. On the other hand if  you 

are hiring professionals (most like officers), who will bring education, knowledge, and 

skill into the organization it m ay be more important to select individuals based on person- 

job  and/or person-vocation fit.

The fact that person-environment fit was stronger for officers could be related to 

having m ore realistic expectations, given that officers tended to be employed in 

occupations with m ore civilian equivalence, which m ay be associated with a better 

understanding o f  the job requirements and therefore a m ore informed job  choice. It is 

likely that the higher perceptions o f  fit explain the higher levels o f affective comm itm ent, 

and support hypotheses that fit is an antecedent to organizational comm itm ent (Griffeth 

& Horn, 2001; Horn et al., 2008; Steel & Lounsbury, 2009). However, what these finding 

also indicate, as noted by previous fit researchers (Edwards, 1991; Kristof-Brown et al., 

2005), is that more research is required to better understand the antecedents o f  person- 

environm ent fit.
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M oderators of Person-Environm ent Fit

In addition to exploring the direct associations between person-organization and 

person-occupation fit and organizational comm itm ent and organizational withdrawal, the 

current study evaluated four variables, including perceived organizational support, 

continuance comm itm ent, civilian equivalence and perceived jo b  alternatives, which 

were hypothesized to m oderate the effects o f  fit on the outcomes.

These four proposed moderators did not substantially m itigate or buffer the 

influences o f  person-environm ent fit on the outcomes. Only perceived job  alternatives 

and continuance com m itm ent had any significant effects, but the small effect sizes 

indicate that the results m ight not be meaningful. It was somewhat surprising that 

perceived organizational support did not moderate the influence o f poor fit on any o f  the 

outcomes, even though it was associated with both fit domains; however, the strong 

direct associations suggest that it may play a role in the creation o f organizational 

commitment and in decreasing withdrawal cognitions.

The civilian equivalence o f  a m em ber’s occupation did not appear to be a factor in 

predicting organizational comm itm ent or organization withdrawal for noncom m issioned 

members or officers. C ivilian equivalence had a small positive correlation with affective 

comm itm ent and education; it was also weakly associated w ith lower continuance 

commitment and lower psychological withdrawal, but had no association with turnover 

intentions. W orking in an occupation that can be more easily translated into a civilian job  

appears to lessen m em bers’ feelings o f  being constrained to stay with the organization, 

but does not necessarily increase their propensity to leave and in fact m ay actually 

increase affective commitment. These results m ay be related to the idea that individuals
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who choose the Canadian Forces as a career may choose their occupation based on the 

fact that they can carry out their functions as a m em ber o f the military, fulfilling a need to 

work in an organization that matches their values, and therefore civilian equivalence is 

likely not an factor in withdrawal cognitions.

W hen we evaluate the associations by group, it is interesting to note that for 

noncommissioned members, civilian equivalence is associated with lower person- 

occupation fit. These results are very intriguing and support Sekiguchis', (2007) 

proposition that for workers who gain most o f  their job  knowledge and experience 

through the organization, person-organization fit is m ore important than person-job 

(occupation) fit. For officers civilian equivalence was not associated with either domain 

o f  fit. However, correlations for officers appear to indicate that working in an occupation 

with a civilian equivalent increases continuance comm itm ent. It might be that for 

officers, even though they are working in an occupation with a civilian equivalent, it m ay 

not be as easy to transfer to a civilian occupation and still earn the same salary and 

benefits, so they may be staying out o f  a fear o f  loss, perhaps, not only financially but 

because it m ay take years in a civilian environment to regain the same level o f  career 

progression and workplace status.

Continuance Com m itment. Although it was expected that continuance 

commitment would be a moderator o f  person-environment fit it was negatively associated 

with person-occupation fit for both noncomm issioned m em bers and officers and not 

associated with person-organization fit at all. This lack o f  association m ay be an 

indication that continuance commitment is influenced more by job-level factors than by 

organizational-level factors. Interestingly, the m ore years o f  service individuals had the



PERSON-ENVIRONMENT FIT 88

lower their continuance commitment, providing potential substantiation that continuance 

com m itm ent is associated with compensatory factors. The m ore years o f  service a 

Canadian Forces m em ber has, the closer they are to retirement with a pension, and 

further, after 30 years o f  service, pension benefits no longer accrue, so there is no 

financial benefit to staying beyond this period, in terms o f retirement benefits.

Results were weak with regard to continuance comm itm ent as a m oderator and 

were only in evidence for turnover intention. The more interesting finding was that it 

influenced noncomm issioned members and officers differently. For noncom m issioned 

members, continuance commitment m itigated the effects o f poor person-organization fit; 

w ith the results indicating that individuals w ith the highest level o f continuance 

com m itm ent also reported the lowest turnover intentions; however, it did not mitigate the 

effects o f  poor person-occupation fit. M ost noncomm issioned members are enrolled in 

the Canadian Forces with very little training or experience in their occupation; gaining 

the skills and knowledge required through the Canadian Forces training system, therefore 

it m ay be that as suggested by Sekiguchi (2007), for these types o f workers, person- 

organization fit plays a greater role in the formation o f  their workplace attitudes and 

behaviours. The finding for officers also provides support for Sekiguchis' (2007), 

propositions, given that for this group, continuance commitment acted as a buffer 

betw een poor person-occupation fit and turnover intention. Officers m ay feel a stronger 

bond to their occupation, given that it takes years o f  training both within and/or outside 

the Canadian Forces where they are focused on attaining the skills and knowledge to 

carry out these roles.
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Perceived Job Alternatives. The final m oderator assessed was in some ways the 

most intriguing. Perceived alternatives was not associated with turnover, however it was 

a weak moderator o f  both person-organization and person-occupation fit 's  influence on 

psychological withdrawal for the officer group. The effects were very small, which may 

limit their meaning; however the fact that the direction o f  the effects was opposite for 

each domain was very interesting. Officers who reported poor person-organization fit, but 

believed they had more job  alternatives, also reported less psychological withdrawal. 

These results are logical. The belief that m ore job  options are available should reduce 

feeling o f  being constrained to stay and result in retention due to desire versus obligation 

or a fear o f  loss.

The intriguing result was for m oderating effects o f perceived alternatives on 

person-occupation fit’s influence on psychological withdrawal. The findings o f  this study 

indicated that a belief that there were viable job  options actually increased psychological 

withdrawal for those individuals with poorer perceptions o f occupation fit. Lack o f  fit to 

their occupation appears to have created psychological tension which m ay not be 

resolved by leaving the organization, in this sense, perhaps in this case psychological 

withdrawal is being used as an alternative to turnover.

Limitations

Although the cross validation results indicate that the findings in this study are 

quite robust, at least in terms o f  the direct effects, the study also has several limitations, 

perhaps the most important o f  which was the m easurem ent o f fit perceptions. One o f the 

most common critiques o f  the person-environment fit literature is a lack o f  standardized 

validated measures, which is largely due to the wide variety o f  conceptualizations and
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operationalizations o f  person-environment fit, leading to disagreement as to how to 

measure it (Cable & DeRue, 2002; Edwards & Billsberry, 2010; Kristof-Brown & Guay, 

2011; Piasentin & Chapm an, 2006). This variability in measures makes comparisons 

across studies very difficult and can result in inconsistent findings. The fit measures used 

in the present research were created for this study and although the reliability o f  the 

measures was acceptable for prelim inary research (Nunnally, 1978), the reliability o f  the 

measures were below the .80. Considering the low reliability o f  the fit measures, the 

strength o f  the findings for the direct effects provides strong support that person- 

environm ent fit m ay be an important variable for understanding work-related attitudes. 

On the other hand the low reliability and coarseness o f  the measures, coupled with the 

restricted range o f  responses for turnover intention likely contributed to the small effect 

sizes found in the m oderator analyses. The reliability o f  fit measures used in this study 

could be improved by adding additional items to each o f  the measures (Nunnally, 1978). 

However, future research may also be improved by using measures already available in 

the literature (Cable & DeRue, 2002; Uysal-Irak, 2010). This would result in less 

inconsistent results and make it easier to build a body o f  research that could have more 

practical applications.

A second lim itation was the sample used to conduct this research. The retention 

survey is administered to Canadian Forces m em bers who are in occupations that are at 

risk with regard to effective staffing levels, therefore the individuals in this study worked 

in occupations that were facing high attrition or were having difficulty recruiting 

sufficient personnel to offset the num ber o f  members who were leaving the occupation. 

This may have resulted in the fact that the sample for this study was not representative o f
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all age and rank groups within the Canadian Forces. The younger demographic that is at 

the highest risk for attrition was not well represented. One o f  the potential reasons for the 

poorer representation o f  the less experienced group was that the survey was web-based 

and was only distributed to individuals who had ready access to the Canadian Forces' 

email system. Theoretically everyone has access to an email account and the internal 

intranet, however individuals in the younger dem ographic m ay have had lim ited access to 

computers and there is a strong probability that they w ouldn’t use their com puter tim e to 

complete a survey. The other potential reason for lack o f  representation o f  younger age 

and rank groups could have been that insufficient personnel had been recruited for that 

occupation or that there were a high proportion o f  training failures. Future research 

should consider these factors and perhaps incorporate the adm inistration o f  paper surveys 

or explore other ways to reach this group. Longitudinal research perhaps starting before 

enrolment (pre-hire, Arthur et al., 2006) and following through to the first turnover 

gateway would be m ost beneficial in determining how perceptions are created and 

maintained, and if  they are a result o f  socialization or other factors.

Summary and Conclusions

The overall aim o f the research was to evaluate perceptions o f  person- 

environment fit for potential use in recruiting and selection o f  Canadian Forces members, 

especially in light o f the fact that not unlike m any other organizations, first year attrition 

is high often exceeding 20%. This research, combined with previous findings is providing 

growing evidence that fit is important to individuals and organizations and furthermore 

that it is important at all stages o f  organizational life (Judge & Cable 1996). Person- 

environment fit is believed to be an important com ponent o f  what attracts individuals to
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organizations (Judge & Cable, 1996) and the jobs and careers they choose (Cable & 

Turban, 2001; Cable & Yu, 2007), it is also believed to be an important, com ponent o f  

selection (Schneider, 1987a; 1987b; 2001). It has been strongly implicated as an important 

factor in the creation o f  job  attitudes, in the promotion o f employee wellbeing, and in 

influencing workplace attitudes and behaviour such as organizational com m itm ent and 

withdrawal behaviour (Edwards & Billsberry, 2010; Kristof-Brown & Guay, 2011).

One o f  the m ajor strengths o f  the current research was that it answered the call for 

m ore field research (Rynes & Cable, 2003) that evaluates multiple dom ains o f  fit on 

m ultiple outcomes in the same study (Kristof, 1996; Kristof-Brown & Guay, 2011; 

Kristof-Brown et ah, 2005; Tak, 2011). M oreover, the study involved participants at 

several levels o f  the organization with a wide range o f experience and lengths o f  service 

in the organization. The survey covered 47 different occupations and resulted in a large 

sample o f  data with sufficient power to test the proposed m ultivariate - m ultidim ensional 

framework. The large data set also allowed for testing o f  subgroup differences 

(noncom m issioned m em bers and officers) and cross validation o f the fram ework 

proposed for the study, thus improving the robustness o f  the results and providing insight 

into the differences between the two m ain corps (officers and noncomm issioned 

m em bers) o f  the Canadian Forces. Given the differences seen for the fit perceptions and 

other attitudes by the two different types o f  workers identified in this study, future 

research should not only examine different dom ains o f  fit but whether fit is experienced 

differently for workers at different levels o f  the organization such as m anagem ent versus 

front line staff.
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In the selection literature, cognitive ability and personality have been established 

as effective criteria for selecting employees; however the results o f the present research 

suggest that considering person-environm ent fit in selection m ay also add to the 

incremental validity o f  selection protocols. Currently, selection protocols in the Canadian 

Forces assesses potential person-job fit through the use o f  a structured interview and bio 

data screening to ensure that recruits m eet the m inimum  educational and experiential 

requirem ents established for their occupation choices. Elowever, there is a growing body 

o f  research supported by the current research that suggests that assessment o f  other forms 

o f  fit such as person-organization, person-group, and person-vocation fit m ay also be 

important to ensuring that the right people are recruited for the jobs available (Arthur et 

al., 2006; Karren & Graves, 1994; Sekiguchi, 2007; W erbel & Gilliland, 1999). The 

results o f  the current research suggested that for Canadian Forces m em bers both person- 

organization and person-occupation fit m ay be important to fostering organizational 

comm itm ent and reducing attrition.

Although many researchers and practitioners are advocating incorporating 

multiple m easures o f  fit into selection process, researchers have also cautioned that 

selecting workers based on perceived match on value and culture could lead to adverse 

impact on m inority groups and is less legally defensible (Arthur et al., 2006; Karren & 

Graves; Hoffman & W oher, 2006; Sekiguchi, 2007; W erbel & Gilliland, 1999). Further, 

the Canadian Hum an Rights Act (2012) and the standards and practices for selection 

(Principles, 2003), which the Canadian Forces adhere to in the developm ent o f  selection 

instruments, specifies that it is illegal to discrim inate against workers, in employment 

settings unless it is for a bona fide job  requirem ent, and is related to jo b  performance.
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Therefore, great care must be taken to show that criteria used are defensible, fair, and 

based on job  requirements. Hence, future research needs to evaluate person-environment 

fit, particularly person-organization fit in relation to job  and w ork performance. 

Nonetheless despite these cautions, evidence from this study and previous research is 

demonstrating that multiple aspects o f  fit are strongly associated with creating positive 

workplace outcomes; work should now turn to a better understanding o f  how good fit 

perceptions are created and how they are related to job  perform ance and career success.
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Appendix A 

List o f Surveyed Occupations

Army Occupations

00179 -  Artillery Officer
00187 — Electrical and Mechanical Engineering Officer 
00181 -  Engineer Officer
00180 -  Infantry Officer 
00341 -  Signals Officer 
00008 -  Artillery Soldier (Field)
00005 - Crewman
00327 -  Electronic-Optronic Technician 
00238 -  Geomatics Technician
00110 -  Land Communication and Information Systems Specialist 
00329 -  Signals Operator
00129 -  Vehicle Technician____________________________________

Navy Occupations

00207 -  Maritime Surface and Subsurface Officer
00345 -  Marine Systems Engineering Officer
00346 - Naval Engineering Officer
00344 — Naval Combat Systems Engineering Officer 
00121 -  Marine Engineering Mechanic
00116 -  Naval Electronics Technician (Sonar)
00117 -  Naval Electronics Technician (Communications)
00118 -  Naval Electronics Technician (Radar)
0 0 1 6 5 -Stew ard______________________________________

Air Force Occupations

00340 -  Communications and Electronics Engineering Officer 
00189 -  Construction Engineering Officer
00109 -  Aerospace Telecommunication and Information Systems Technician 
00303 -  Electrical Generating Systems Technician
00307 -  Construction Technician_________________________________________

Health Services Occupations

00197 -  Bioscience Officer
00191 - Dentist
00192 - Health Care Administration Officer
00193 -  Hospital Services Officer 
00196 -  Medical Officer
00195 - Nurse
00194 - Pharmacist
00190 - Physiotherapist
00198 -  Social Worker
00155 -  Biomedical Electronics Technologist 
00335 -  Dental Technician 
00334 -  Medical Technician
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00152 -  Medical Laboratory Technologist
00153 — Medical Radiation Technologists________________

Support Occupations

00328 -  Logistics Officer
00169 — Ammunition Technician 
0 0 1 6 4 -C ook
00171 -  M obile Support Equipment Operator 
00298 -  Resource Management Support Clerk 
00168 -  Supply Technician
00170 -  Traffic Technician
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Appendix B 

Inform ation/Consent Sheet with Ethics Approval

Canadian Forces Retention Survey 

Questionnaire

Purpose:

The retention o f  highly trained and experienced Canadian Forces (CF) 
personnel is fundamental to operational capability, m ilitary professionalism  and 
efficient personnel m anagement. The purpose o f  this survey is to obtain the opinion 
o f service members, like you, to explore factors o f  personnel retention in the CF. At 
the request o f your Branch Advisor, this survey has been initiated by the Director 
General M ilitary Personnel Research and Analysis (DGM PRA) to determ ine what 
your concerns are about your work and the organization. The survey responses will 
be analyzed in an aggregated format and used for developing retention initiatives.

Your Participation is important:

• Your participation in completing this questionnaire, or any specific 
question, is voluntary. However, i f  the questionnaire is to provide a true 
picture o f  the organizational climate, the participation o f  everyone who 
receives a questionnaire is very important.

•  Recognizing the importance o f  the questionnaire, the Branch Advisor(s) 
has authorized completion o f this questionnaire during work hours, should 
you so wish.

•  For the results to be useful, it is critical that your answers be honest and 
accurate in reflecting your beliefs and feelings.

• W hile the questionnaire may seem  lengthy, all com ponents are essential 
and you will find that m ost are quick and sim ple to answer.

•  In order for us to get your responses, it is necessary to com plete the survey 
once you start it. Please set aside about 40 to 50 minutes to complete the 
survey. Thank you for your time.

Ethics and G uarantee o f Confidentiality:

This survey is anonymous; you are not required to record either your name or 
service number. Further, no demographic inform ation will be used to identify 
individuals. Prior to releasing any research information in response to request made 
under the Access to Information Act, the D irector o f  Access to Information and 
Privacy (DAIP) screens the data to ensure that individual identities are not disclosed.
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Director General M ilitary Personnel Research and Analysis authorizes the 
adm inistration o f  this survey within DND/CF in accordance with CANFO RG EN  
198/08 CM P 084/08 271214Z Oct 08. Authorization number 824/09. The opinions 
expressed in this docum ent are those o f the author and are not necessarily those 
of the Departm ent o f National Defence or the Canadian Forces.

I recognize that:

1. M y participation in this survey is voluntary and I can at any tim e decide 
not to complete the questionnaire without having to explain why to anyone.

2. There will be no personal consequences to my career or m y job  whether I 
decide to participate in this survey or not.

3. The information that I provide will be kept confidential at all times.

If  you have any questions or concerns, please email +DGM PRA CF 
Survevs@,CMP DGM PRA@ Ottawa-Hull

Thank you very much for your participation!
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Appendix C 

M easures

Person-Organization F it

P l e a s e  i n d i c a t e  y o i  r  d e g r e e  o f  a g r e e m e n t  w i t h  e a c h  o f  t h e  f o l l o w i n g

STATEMENTS:

1
2 3 4 5 6

STRONGLY

D i s a g r e e

D i s a g r e e SOM EW HAT
DISAGREE

SOM EW HAT
AGREE

AGREE STRONGLY
AGREE

The CF values, as expressed in military ethos, have a great deal 
o f  personal meaning for me.

1 2 3 4 5 6

I feel like 1 fit into the CF. 1 2 3 4 5 6
I fit with the CF‘s culture. 1 2 3 4 5 6

Person-Occupation F it

P l e a s e  i n d i c a t e  y o l r  d e g r e e  o f  a g r e e m e n t  w i t h  e a c h  o f  t h e  f o l l o w i n g  

STATEMENTS:
1

2 3 4 5

STRO
NGLY
DISAGREE

SOM EW HAT
DISAGREE

N e i t h e r

AGREE OR 
DISAGREE

SOM EW HAT
AGREE

STRONGLY
AGREE

My job is a good fit with my skills and interests 1 2 3 4 5
I feel my occupation is still a good fit for me 1 2 3 4 5
I would leave my occupation i f  given the opportunity to 
transfer to a different one

1 2 3 4 5

Organizational Com m itm ent

P l e a s e  i n d i c a t e  y o l r  d e g r e e  o f  a g r e e m e n t  w i t h  e a c h  o f  t h e  f o l l o w i n g

STATEMENTS:

1 2 3 4 5 6
STRONGLY
D i s a g r e e

D i s a g r e e SOM EW HAT
d i s a g r e e

SOMEW HAT
AGREE

AGREE STRONGLY
AGREE

A f f e c t i v e  c o m m i t m e n t

I would be happy to spend the rest o f  my career in the CF. 1 2 3 4 5 6
I really feel as if  the CF's problems are my own. 1 2 3 4 5 6
I do not feel like “part o f  the fam ily” in the CF. 1 2 3 4 5 6
I do not feel “emotionally attached” to the CF. 1 2 3 4 5 6
The CF has a great deal o f  personal meaning for me. 1 2 3 4 5 6
I do not feel a strong sense o f  "belonging" to the CF. 1 2 3 4 5 6
NORMATIVE COM M ITM ENT 1 2 3 4 5 6
I do not feel any obligation to remain with the CF. 1 2 3 4 5 6
Even i f  it was to my advantage, 1 do not feel it would be right to 
leave the CF now.

1 2 3 4 5 6

I would feel guilty i f  I left the CF now. 1 2 3 4 5 6
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The CF deserves my loyalty. I 2 3 4 5 6
I would not leave the CF right now because I have a sense o f  
obligation to the people in my unit.

1 2 3 4 5 6

I ow e a great deal to the CF. 1 2 3 4 5 6
C O N T I M  ANCE CO M M ITM EN T 1 2 3 4 5 6
It would be hard for me to leave the CF right now, even if  I 
wanted to.

1 2 3 4 5 6

Too much o f my life would be disrupted if  I decided to leave the 
CF now.

1 2 3 4 5 6

Right now, staying with the CF is a matter o f  necessity as much 
as desire.

1 2 3 4 5 6

I feel that I have too few  options to consider leaving the CF. 1 2 3 4 5 6
If I had not already put so much o f  m yself into the CF, I might 
consider working elsewhere

I 2 3 4 5 6

T urnover Intention

Do you intend to leave the CF within a year?

Definitely Not 
1

Probably Not 
2

Uncertain
3

Probably
4

Definitely
5

Psychological W ith d raw al

P l e a s e  i n d i c a t e  y o u r  d e g r e e  o f  a g r e e m e n t  w i t h  e a c h  o f  t h e  f o l l o w i n g

STATEMENTS:
1 2 3 4 5 6

STRONGLY
D i s a g r e e

D i s a g r e e SOMEWHAT
DISAGREE

SOMEW HAT
AGREE

AGREE STRONGLY
AGREE

My focus on m yjob  has changed from being something I am 
proud o f  to simply being a means to a paycheque.

1 2 3 4 5 6

I am still very professional at work, but I just do not put as much 
effort as I used to.

1 2 3 4 5 6

My body goes to work; my mind does not. 1 2 3 4 5 6
I ask m yself these days, why go out o f  my way to do these extra 
things when I really do not have to.

1 2 3 4 5 6

I find I fluctuate between hate and apathy when thinking about 
work.

1 2 3 4 5 6

I am less engaged in the issues at work than I used to be 1 2 3 4 5 6
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Perceived Organizational Support

P l e a s e  i n d i c a t e  y o l r  d e g r e e  o f  a g r e e m e n t  w i t h  e a c h  o f  t h e  f o l l o w i n g  
s t a t e m e n t s :

1 2 3 4 5 6
S TRONGLY
D i s a g r e e

D i s a g r e e S O M E W H A T

DISA GREE
S O M E W H A T
A G RE E

AG RE E STRONGLY
AGREE

Help is available from the CF when I have a problem 1 2 3 4 5 6
The CF tries to make my job as interesting as possible 1 2 3 4 5 6
The CF would ignore any complaint by me 1 2 3 4 5 6
The CF fails to appreciate any extra effort from me 1 2 3 4 5 6
The CF strongly considers my goals and values 1 2 3 4 5 6
The CF really cares about my well being 1 2 3 4 5 6
If given the opportunity, the CF would take advantage o f  me 1 2 3 4 5 6
Even i f  I did the best possible job, the CF would fail to notice me 1 2 3 4 5 6
The CF would take care o f  me i f  I became injured or ill 1 2 3 4 5 6

Perceived Alternatives

H ow  easy would it be for you to find a good job  with another employer?

Very difficult Difficult Easy Very Easy D o not know
1 2 3 4 5
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Appendix D 

Dem ographic Questions

1 What is your age?

2 What is your gender?

□  ...M ale
□  ...Fem ale

3 Which environment uniform do you currently wear?

□  Sea
□  Land
□  Air

4 What is your occupation? (Listed as per Appendix A)

5 How many years have you served in the CF: (e.g2 years and 5 months, combined Regular and Reserve 
Force)?

6 What is your rank?

□  PTET/OS/AB □ Ocdt/NCdt
□  PTEB /OS/AB □ 2Lt/ASLt
□  Cpl/LS □ Lt/SLt
□  MCpl/MS □ Capt/Lt(N)
□  Sgt/P02 □ Maj/LCdr
□  W O/POl □ LCol/Cdr
□  M W 0/C P 02 □ Col/Capt (N)
□  CW O/CPOl □ Gen/Flag Offr

8 What is your first official language?

□  English
□  French
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9 What is your highest level o f  education?

□  Some high school
□  High school graduate (including GED)
□  Some college (including CEGEP)
□  C ollege graduate (including CEGEP)
□  Som e university
□  Undergraduate degree
□  Graduate degree courses
□  Graduate degree

11 What is your marital status?

□  Married / Common Law / Partner
□  Single
□  Separated / Divorced
□  W idowed
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Appendix E 

Civilian Equivalence for Surveyed Occupations

Army Occupations
Officer Civilian

Equivalence
00179 Artillery Officer 1
00187 Electrical and M echanical Engineering 2

Officer
00181 Engineer Officer 2
00180 Infantry Officer 1
00341 Signals Officer 1

Noncommissioned
00008 Artillery Soldier (Field) 1
00005 Crewm an 1
00327 Electronic-Optronic Technician 2
00238 Geom atics Technician 2
00110 Land Com m unication and Information ?4

Systems Specialist
z

00329 Signals Operator 1
00129 Vehicle Technician 2

Navy Occupations
Officer

00207 M aritim e Surface and Subsurface Officer 1
00345 M arine Systems Engineering Officer 1
00346 Naval Engineering Officer 1
00344 Naval Com bat Systems Engineering Officer 1

Noncommissioned
00121 M arine Engineering M echanic 2
00116 Naval Electronics Technician (Sonar) 2"
00117 Naval Electronics Technician

(Communications)
z

00118 Naval Electronics Technician (Radar) 2
00165 Steward 2

4 Occupation renamed to Army Communication System s Specialist
5 Naval Electronics, Sonar, Communications and Radar technicians combined and renamed Weapons 
Engineering Technicians.
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Air Force Occupations
Officer Civilian

Equivalence
00340 Com m unications and Electronics

Engineering Officer
1

00189 Construction Engineering Officer 2
Noncom m issioned

00109 Aerospace Telecom munication and 7
Information Systems Technician

0030 Electrical Generating Systems Technician 2
00307 Construction Technician 2

Health Services Occupations
O fficer

00197 Bioscience Officer 1
00191 Dentist 2
00192 Health Care Adm inistration Officer 2
00193 Hospital Services Officer 2
00196 M edical Officer 2
00195 Nurse 2
00194 Pharmacist 2
00190 Physiotherapist 2
00198 Social W orker 2

Noncom m issioned
00155 Biomedical Electronics Technologist 2
00335 Dental Technician 2
00334 Medical Technician 2
00152 Medical Laboratory Technologist 2
00153 Medical Radiation Technologists 2

Support Occupations
Officer

00328 Logistics Officer 1
Noncom m issioned

00169 Am m unition Technician 2
00164 Cook 2
00171 M obile Support Equipment Operator 2
00298 Resource M anagem ent Support Clerk 2
00168 Supply Technician 2
00170 Traffic Technician 2

Note: Coding Legend 1 = no related civilian occupations, 2 = one or m ore related 
civilian occupations. Information derived from www.forces.uc.ca fact sheets.

http://www.forces.uc.ca
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Appendix F

G ender and Occupation Distribution for Officers

Occupations N % M ales Females
N % N %

Artillery 188 3.1 184 97.4 4 2.1
Electrical and M echanical 166 2.7 156 94.0 10 6.0
Engineering
Engineer 135 2.2 129 95.6 6 4.4
Infantry 184 3.0 178 96.7 5 2.7
Signals 194 3.1 180 92.8 14 7.2
M aritime Surface and 176 2.8 140 79.5 36 20.5
Subsurface
M arine Systems 97 1.6 82 84.5 15 15.5
Engineering
Naval Engineering 29 .5 29 100 0 0.0
Naval Com bat Systems 102 1.7 95 93.1 7 6.9
Engineering
Com m unications and 164 2.7 134 81.7 30 18.3
Electronics Engineering
Engineering 135 2.2 111 82.2 24 17.8
Bioscience 21 .3 16 76.2 5 23.8
Dentist 66 1.1 40 60.6 26 39.4
Health Care 51 .8 30 58.8 21 41.2
Adm inistration
Hospital Services Officer 30 .5 21 70.0 9 30.0
Medical Officer 72 1.2 47 65.3 23 31.9
Nurse 69 1.1 18 26.1 51 73.9
Pharmacist 24 .4 13 54.2 10 41.7
Physiotherapist 8 .1 6 75.0 25 2.5
Social W orker 19 .3 6 31.6 13 68.4
Logistics Officer 570 9.2 382 67.0 188 33.0
Total Officer 2501 40.5 1915 79.8 479 20.0
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Appendix G

Gender and Occupation Distribution for Noncom m issioned M em bers

Occupations N % Males Females
N % N %

Artillery Soldier (Field) 84 1.4 78 92.9 6 7.1
Crewman 134 2.2 129 96.3 5 3.7
Electronic-Optronic Technician 114 1.8 107 93.9 6 5.3
Geomatics Technician 57 .9 45 78.9 11 19.3
Land Communication and

259 4.2 234 90.3 22 8.5
Information Systems Specialist
Signals Operator 275 4.5 245 89.1 29 10.5
Vehicle Technician 111 1.8 103 92.8 7 6.3
00121 -  Marine Engineering

22 0.4 18 81.8 4 18.2
Mechanic
00116 -  Naval Electronics

36 0.6 34 94.4 O 5.6
Technician (Sonar)

A

00117 -  Naval Electronics
59 1.0 58 98.3 1 1.7

Technician (Communications)
00118 -  Naval Electronics

79 1.3 75 94.9 3.38
Technician (Radar)

J>

00165 -  Steward 54 .9 47 87.0 i 13.0
00109 -  Aerospace
Telecommunication and 228 3.7 200 87.7 25 11.0
Information Systems Technician
00303 -  Electrical Generating

63 1.0 61 61.8 2 3.2
Systems Technician
00307 -  Construction Technician 78 1.3 78 100.0 0 0.0
00155 -  Biomedical Electronics A .1 a 83.3 1 16.7
Technologist

o

00335 -  Dental Technician 60 1.0 13 21.7 47 78.3
00334 -  Medical Technician 207 3.3 122 58.9 84 40.6
00152 -  Medical Laboratory

11 .2 5 45.5 6 54.5
Technologist
00153 -  Medical Radiation

10 .2 5 50.0 5 50.0
Technologists
00169 — Ammunition Technician 64 1.0 60 93.8 4 6.3
0 0 1 6 4 -C ook 165 2.7 140 84.8 25 15.2
00171 -  M obile Support

240 3.9 208 86.7 31 12.9
Equipment Operator
00298 — Resource Management

633 10.2 289 45.7 342 54.0
Support Clerk
00168 -  Supply Technician 491 7.9 354 72.1 133 27.1
00170 -  Traffic Technician 140 2.3 105 75.0 35 25.0
Total Noncommissioned 3680 59.5 2900 76.7 863 22.8
Members
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Appendix H

Summary Tables for Correlations, Means and Standard Deviations for Cross Validation

Table 14

Correlations, M eans, and Standard Deviations - 20 % Sample

Variables 1 2 3 4 5 6 7 8 9 10 11 12

1 Gender3
2 Years o f  Service -.21*’
3 Education .08* -.10**
4 Affective Commitment -.03 .11** .03
5 Continuance Commitment .02 -.06 -.17“ .03
6 Normative Commitment .03 .02 -.01 .63" .23“
7 Perceived Organization Support -.01 .08* -.02 .56" -.03 .55“

8 Psychological Withdrawal .01 -.09* -.07 -.60" .13“ -.48“ -.57**
9 Person-Organization Fit -.03 .14“ .00 .71" -.01 .56*’ .53" -.58**
10 Person-Occupation Fit -.01 .11“ .04 .42** 1 O SO .36“ .39" -.54** .41“
11 Turnover Intention -.02 .18“ -.09* -.35" -.24“ -.38“ -.25** .31" -.30“ -.23“
12 Perceived Job Alternatives .06 .03 .03 .04 -.08* .04 .03 -.05 .04 .03 -.01
13 Civilian Equivalenceb .04 .37“ .07 -.05 .03 .02 -.03 .04 -.03 -.07 .00
14 Rankc .01 .77“ .04 -.15“ -.00 .01 -.05 .01 .06 -.07 .02

Mean 17.75 4.33 4.34 3.32 3.42 3.86 2.70 4.70 3.71 1.83 3.67
SD 9.01 1.13 .96 1.09 1.03 .91 1.27 .92 .98 1.16 .95

Notes: N =  1266 - 1270 “Gender (Males = 0, Females = l ) bCivilian Equivalence (no equivalence = 0, equivalence = l ) cRank 
(Noncommissioned member = 0 Officer = 1)
* p  < .01. ** p  < .0001.
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Table 15

Correlations, M eans, and Standard Deviations - 20%  Sample for Noncom m issioned M embers and Officers

M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 M SD

1 Gender 1.23 0.42 -.19" .06 -.07 -.00 -.01 -.07 .05 -.06 -.02 .00 .07 1.20 0.40

2 Years o f  Service 17.66 9.02 -.21" - . 10* . 10* -.02 .04 -.03 .02 . 12" .05 .2 2 " .04 .07 17.88 9.01

3 Education 3.00 1.34 .23" -.22" .02 -.19" .02 .01 -.16" .06 . 12" -.05 .08 -.09* 6.37 1.34

4 Affective Commitment 4.31 0.98 -.01 . 12" -.04 -.02 .61" .50" -.57" .70" .45" -.32" .04 . 10* 4.40 0.93

5 Continuance Commitment 3.45 1.08 .03 -.09* -.02 .07 .19** -.08 .17" -.04 -.14** -.2 2 *’ - . 10* . 12" 3.13 1.07

6 Normative Commitment 3.42 1.05 .06 .01 -.03 .65" .25" .51** -.47" .55" .41" -.35" .04 .07 3.42 1.02

7 Organization Support 3.85 0.93 .02 .14" -.06 .60*’ -.01 .58" -.52" .51" .38" -.2 2 " .01 .08 3.86 0.89

8 Psychological Withdrawal 2.75 1.27 -.02 -.15** .03 -.62" . 10* -.50" -.60" -.58" -.57" .29" -.05 -.06 2.61 1.26

9 Person-Organization Fit 4.68 0.94 -.02 .15" -.06 .72" .01 .57" .55*’ -.59" .48" -.25“ .04 .05 4.71 0.88

10 Person-Occupation Fit 3.67 0.98 -.01 .15** - .11* .40" -.05 .33*’ .40** -.51** .37" -.27** .03 -.01 3.79 0.96

11 Turnover Intention 1.90 1.18 -.04 .17** -.05 -.37" -.27" -.40" -.27" .32" -.32** -.20" .03 -.07 1.73 1.11

12 Perceived Job Alternatives 3.66 1.00 .06 .02 -.01 .04 -.07 .03 .05 -.05 .04 .02 -.03 .01 3.70 0.86

13 Civilian Equivalence 1.13 0.34 .02 - . 11* .01 -.03 .00 -.02 .04 .03 -.14" -.01 -.03 1.67 0.47

Notes N = 769 Noncom m issioned members correlations shown below the diagonal, A' = 497 officers correlations shown above the diagonal Means and 

standard deviations for noncommissioned members displayed on the left side o f  the table Officer means and standard deviations are displayed on the 

right.

* p . 0 5 ,  **P' - . 01 ,  * * p -  . 0001 .
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Appendix I
Summary Tables for M ultiple Regression Analyses for Cross Validation Sample 

Table 16 Cross Validation of Direct Effects of Person Occupation and Person Organization Fit____________

B
Noncommissioned Members 
SE B p  s r  R2 f B SE B

Officers
B s r R2 / 3

Affective Commitment .54** 1.17 .50** 1.00

Years o f  Service .00 .00 .01 .00 .00 .00 .01 .00

Gender -.00 .06 -.00 .00 -.03 .08 -.02 .00

Education .02 .02 .02 .00 -.03 .02 -.04 .00

P-Org .70** .03 .67 .38 .6 6 ** .04 .62 .30

P-Occ 15** .03 .15 .02 .15** .04 .16 .02

Normative Commitment .34** .52 .32** .47

Years o f  Service -.01 .00 -.08 .00 -.00 .00 -.04 .00

Gender .13 .08 .05 .00 .05 .10 .02 .00

Education -.01 .02 -.01 .00 -.03 .03 -.04 .00

P-Org .59 .04 .52 .24 .52** .05 .45 .16

P-Occ .15 .03 .14 .02 .2 0 ** .05 .19 .03

Turnover Intention .16** .19 15** .18

Years o f  Service .03** .01 .23 .05 .03** .00 .26 .06

Gender .03 .01 .01 .00 .10 .12 .04 .00

Education -.03 .03 -.03 .00 .01 .06 .01 .00

P-Org -.39 .05 -.31 .08 -.2 2 ** .06 -.17 .02

P-Occ -.14* .04 -.12 .01 _ 2 2 ** .06 -.19 .03

Psychological Withdrawal .45** .82 .45** .82

Years o f  Service -.01 .00 -.05 .00 .01 .01 .08 .00

Gender -.10 .09 -.03 .00 .12 .11 .04 .00

Education -.04 .03 -.04 .00 -.07 .03 -.08 .00

P-Org -.62 .04 -.46 .18 -.57** .06 -.40 .12

P-Occ -.45 .04 -.35 .10 -.48** .05 -.37 .10

Notes: .V = 765 noncommissioned members. 495 Officers P-Org =Person-Organization Fit, P-Occ Fit = Person-Occupation fit
* .01, **p- .0001 .
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Table 17

Cross Validation o f M oderating Effects o f Perceived Organizational Support on Affective Commitment

Noncommissioned Members Officers
99 % Cl for B

R2 A R2
99 % Cl for B

Step and Variable B S E B LL UL f B S E B LL UL R2 AR2 f
Step 1 . 12* .02 .01 .01

Years o f  Service ,0 1 * .00 .00 .02 .01 .00 -.00 .02

Gender .04 .09 -.18 .27 -.01 .11 -.40 .18

Education .02 .02 -.08 .06 .02 .03 -.06 .10

Step 2 5 9 ** 57** 1.38 52** .51** 1.08

Years o f  Service -.00 .00 -.01 .01 .00 .00 -.01 .01

Gender -.03 .06 -.17 .12 -.01 .07 -.20 .18

Education .02 .02 -.03 .06 -.02 .07 -.08 .04

P-Org .57** .03 .49 .64 .58** .04 .47 .68

P-Occ . 10** .03 .03 .17 .12* .04 .03 .21

POS .27** .03 .20 .35 .18** .04 .08 .28

Step 3 .59 .00 .00 .52 .00 .00

Years o f  Service -.00 .00 -.01 .01 .00 .00 -.01 .01

Gender -.03 .06 -.18 .12 -.01 .07 -.20 .18

Education .02 .02 -.03 .07 -.02 .02 -.07 .04

P-Org .56** .03 .48 .64 .57** .04 .46 .69

P-Occ .10 .03 .03 .17 . 12* .04 .02 .21

POS .28** .03 .20 .36 .18** .04 .08 .29

P-Org Fit X POS -.03 .03 -.10 .03 -.01 .04 -.10 .09

P-Occ Fit X POS .04 .03 -.04 .10 -.02 .04 -.12 .08

Notes: V ^ 2, 921 noncommissioned members, 1,993 Officers POS = Perceived Organizational Support, P-Org =Person-Organization Fit, P-Occ Fit =
Person-Occupation fit * p<- .01, **/;■:.0001
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Table 18

Cross Validation o f M oderating Effects o f Perceived Organizational Support on Normative Commitment

Noncommissioned Members Officers
99 % Cl for 99 % Cl for B

B
AR2Step and Variable B SEB LL UL R2 AR2 f B SEB LL UL R2 f

Step 1 .01 .01 .00 .00

Years o f  Service .00 .00 -.01 .01 .00 .01 -.01 .02

Gender .17 .09 -.08 .41 .00 .12 -.30 .30

Education -.03 .03 -.11 .05 .01 .03 -.07 .10

Step 2 44** 43** .77 .38** .38** .60

Years o f  Service -.0 1 * .00 -.02 -.00 .00 .00 -.01 .01

Gender .09 .07 -.10 .27 .09 .09 -.15 .32

Education -.01 .02 -.06 .05 -.02 .03 -.09 .05

P-Org .40** .04 .30 .49 .38** .05 .24 .51

P-Occ .06 .03 -.02 .15 .14* .04 .03 .25

POS 42** .04 .33 .52 .33** .05 .21 .45

Step 3 .44 .003 .00 .38 .00 .00

Years o f  Service -.01* .00 -.10 -.00 .00 .00 -.01 .01
Gender .09 .07 -.09 .27 .10 .09 -.14 .33

Education -.01 .02 -.06 .05 -.02 .03 -.08 .05

P-Org 40** .04 .30 .50 3<;** .06 .21 .50

P-Occ .08 .03 -.01 .16 .15* .04 .03 .26

POS .42** .04 .32 .52 .33** .05 .20 .45

P-Org Fit X POS .01 .03 -.08 .01 -.05 .05 -.17 .07

P-Occ Fit X POS .02 .03 -.04 .14 .02 .05 -.11 .14

Notes: .V ~ 765 members, 495 Officers POS = Perceived Organizational Support, P-Org =Person-Organization Fit, P-Occ Fit = Person-Occupation fit *
p .01, **p- .0001
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Table 19
Cross Validation of Moderators on Turnover Intentions for Noncommissioned Members

Step and Variable
99 % Cl for B

B SEB LL UL R- J  R- r
Step 1 .03** .03

Years o f  Service o?** .01 .01 .04

Gender .01 .11 -.26 .28

Education -.01 .03 -.09 .08

Step 2 24** .21 .28

Years o f  Service .03** .00 .02 .04

Gender .06 .01 -.18 .30

Education -.04 .03 -.12 .03

P-Org -.30** .05 -.42 -.16

P-Occ _ 13** .04 -.24 -.02

POS ] 7 ** .05 -.30 -.04

PAlt -.04 .04 -.13 .06

CC -.28** .04 -.37 -.19

Civ Equiv -.11 .11 -.40 .19

Step 3 .26 .02 .03

Years o f  Service .03** .00 .02 .04

Gender .07 .09 -.17 .31

Education -.04 .03 -.11 .04

P-Org -.33 .16 -.73 .08

P-Occ -.06 .15 -.46 .33

POS -.18* .05 -.31 -.14

PAlt -.03 .04 -.13 ,06

CC -.27** .04 -.36 -.17

Civ Equiv -.12 .122 -.44 .20

P-Org X  POS .04 .04 -.08 .15

P-Org X PAlt -.05 .05 -.17 .07

P-Org X CC .12* .04 .02 .21

P-Org X Civ Equiv .05 .13 -.30 .40

P-Occ X  POS -.04 .05 -.15 .08

P-Occ Fit X PAlt -.03 .04 -.13 .08

P-Occ Fit X CC -.08 .04 -.17 .03

P-Occ Fit X Civ Equiv -.06 .13 -.39 .27

Notes: N = 764 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = Person- 

Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = Civilian  

Equivalence.

*p <01, **p <.0001.
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Table 20
Cross Validation of Moderators on Psychological Withdrawal for Noncommissioned Members

99% Cl for B
Step and Variable B SEB LL UL

1
R- AR- / J

Step 1

Years o f  Service -.0 2 ** .01 -.04 -.01 .0 2 ** .02

Gender -.17 .11 -.46 .13

Education .01 .04 -.08 .10

Step 2 .53** .51 1.07

Years o f  Service -.00 .00 -.01 .01

Gender -.06 .08 -.27 .15

Education -.03 .03 -.10 .03

P-Org -.42** .04 -.53 -.31

P-Occ -.35** .04 -.44 -.25

POS -.45** .04 -.57 -.34

PAlt -.01 .03 -.10 .07

CC .10** .03 ..02 .18

Civ Equiv .01 .10 -.24 .26

Step 3 .53 .00 .00

Years o f  Service .00 .00 -.01 .01

Gender -.06 .08 -.27 .03

Education -.03 .03 -.09 .15

P-Org -.42* .13 -.76 -.08

P-Occ -.34* .13 -.66 -.01

POS -.46** .04 -.58 -.35

PAlt -.02 .03 -.06 .06

CC .10* .03 .03 .18

Civ Equiv .01 .10 -.26 .28

P-Org Fit X  POS .04 .04 -.05 .14

P-Org Fit X  PAlt .03 .04 -.07 .13

P-Org Fit X  CC -.00 .04 -.08 .07

P-Org Fit X  Civ Equiv .01 .11 -.29 .30

P-Occ X  POS -.04 .04 -.14 .06

P-Occ Fit X  PAlt -.07 .03 .15 .02

P-Occ Fit X  CC .01 .03 -.08 .09

P-Occ Fit X  Civ EQuiv -.01 .11 -.30 .27

Notes: N = 764 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = Person- 

Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = Civilian 

Equivalence.

* p < 0 1 , **p  < .0001
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Table 21
Cross Validation of Moderators on Turnover Intention for Officers

Step and Variable
99 % C l for B

B SEB LL UL R- AR'
Step 1 .05** .05

Years o f  Service .03** .01 .01 .04

Gender .12 .12 -.20 .44

Education -.02 .04 -.11 .07

Step 2 92** .17 .22

Years o f  Service .03** .01 .02 .04

Gender .07 .11 -.22 .36

Education -.04 .03 -.12 .05

P-Org -.17* .06 -.33 -.01

P-Occ -.25** .05 -.39 -.11

POS -.09 .06 -.24 .07

PAlt .01 .05 -.13 .14

CC _  2 7 ** .04 -.38 -.16

Civ Equiv -.10 .11 -.35 .15

Step 3 .23 .01 .01

Years o f  Service .03** .02 .02 .04

Gender .07 .11 -.22 .37

Education -.04 .03 -.12 .05

P-Org -.01 .22 -.63 .48

P-Occ -.06 .20 -.58 .45

POS -.08 .06 -.23 .08

PAlt .00 .05 -.14 .14

CC .  27 ** .04 -.39 -.16

Civ Equiv -.09 .10 -.34 .16

P-Org X  POS -.01 .06 -.16 .14

P-Org X  PAlt -.09 .07 -.27 .10

P-Org X CC -.06 .05 -.19 .08

P-Org X Civ Equiv -.06 .12 -.38 .25

P-Occ X POS -.01 .06 -.16 .15

P-Occ Fit X  PAlt -.02 .06 -.17 .13

P-Occ Fit X  CC -.05 .05 -.08 .18

P-Occ Fit X  Civ Equiv -.12 .11 -.41 .18

Notes: N = 495 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = Person- 

Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = Civilian  

Equivalence.

*p <01, **p< .0001.
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Table 22
Cross Validation of Moderators on Psychological Withdrawal for Officers

Step and Variable
99 % C l for B

B SEB LL UL R-’ AR2 / ’
Step 1 .03** .03

Years o f  Service .00 .01 -.01 .02

Gender .17 .14 -.20 .54

Education -.14* .04 -.25 -.04

Step 2 .50** .47 .95

Years o f  Service .01 .01 -.00 .02

Gender .07 .10 -.20 .34

Education -.07 .03 -.15 .01

P-Org -.43** .06 -.58 -.28

P-Occ _  4] ** .05 -.54 -.28

POS -.33** .05 -.47 -.19

PAlt -.03 .05 -.15 .10

CC . 10* .04 .00 .20

C iv Equiv -.12 .09 -.35 .10

Step 3 .51 .01 .01

Years o f  Service .01 .01 -.01 .02

Gender .07 .10 -.27 .01

Education -.07 .03 -.09 .34

P-Org -.22 .20 -.76 .29

P-Occ -.51* .18 -.66 -.05

POS -.33** .05 -.58 -.18

PAlt .01 .05 -.06 .13

CC .10* .04 .03 .21

Civ Equiv -.12 .09 -.26 .10

P-Org Fit X  POS -.05 .05 -.05 .08

P-Org Fit X  PAlt -.05 .06 -.07 .11

P-Org Fit X  CC .00 .05 -.08 .12

P-Org Fit X  Civ Equiv -.15 .11 -.29 .14

P-Occ X POS .01 .05 -.14 .15

P-Occ Fit X PAlt .17* .05 .15 .30

P-Occ Fit X CC .01 .05 -.08 .12

P-Occ Fit X Civ EQuiv .07 .10 -.30 .34

Notes: N = 495 POS = Perceived Organizational Support, P-Org = Person-organization fit, P-Occ = Person- 

Occupation Fit, PAlt = Perceived Job Alternatives, CC = Continuance Commitment, Civ Equiv = Civilian  

Equivalence.

*p<.Q\**p<  .0001
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Appendix J

Figures for Significant M oderator Effects for Cross Validation Sam ple

Figure 6

M oderator Effects of Continuance Com m itm ent on Turnover Intention for 

Noncom m issioned M embers.
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Figure 6. Interaction graph depicting the moderating effect o f  continuance commitment on the association 
between person-organization fit and turnover intention for noncommissioned members
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Figure 7

M oderator Effects o f Perceived Job Alternatives on Psychological W ithdraw al for 

Noncommissioned M embers
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Figure 7. Interaction graph depicting the moderating effect o f  perceived job alternative on the association 
between person-occupation fit and psychological withdrawal for officers


