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Job satisfaction is an important predictor of job switching. Knowledge of the predictors of job satisfac-
tion offers business owners and management staff the ability to shape the work environment so that 
the most valuable, loyal, and experienced employees can be retained in the company. 

The objective of this project is to test a model of job satisfaction based on person-organization fit 
(P-O fit), perceived organizational support (POS), and perceived supervisor support (PSS). The study 
examines whether PSS directly relates to employee job satisfaction or whether P-O fit or POS mediate 
in this relationship. Additionally, it is examined whether POS is a moderating variable between P-O fit 
and job satisfaction.

The study was conducted using a sample 484 employees of a company in the IT sector. 
It turns out that POS, and P-O fit to the organization are variables that act as partial mediator 

between PSS and job satisfaction. The relationship between PSS and POS is both direct and indirect. 
P-O fit is a partial mediator of this relationship, while POS is both a partial mediator and a moderator 
between P-O fit and job satisfaction. Among employees who POS to be high, consistency between 
an employee’s and the organization’s values is indirectly connected with job satisfaction, whereas 
among employees who POS to be low, this relationship is both direct and indirect. In their operations, 
employers should focus on shaping managers’ attitudes towards their subordinates in an appropriate 
direction, as managers significantly influence employees’ perceived organizational support and job 
satisfaction. 

Introduction 
Job satisfaction is among the most commonly discussed 
phenomena in the psychology of business and human 
resource management, attesting to the importance it 

carries. The relevant literature treats job satisfaction 
as the key factor in commitment to one’s job (Brown 
& Peterson, 1993) or the intend to quit and change it 
(Liu, Liu, & Hu, 2010; Park & Kim, 2009). Sources of 
job satisfaction among the employed are also a major 
focus of enquiry, so that they can be used to amplify 
perceived job satisfaction and thus increase employ-
ees’ effectiveness and commitment and decrease mo-
tivation to quit jobs. Research conducted to date has 
found that perceived organizational support (Galletta, 

Organizational Conditioning of Job 
Satisfaction. A Model of Job Satisfaction

ABSTRACT

J28

KEY WORDS: 

JEL Classification: 

job satisfaction, person-organization fit, perceived organizational support, perceived supervisor 
support

1 Adam Mickiewicz University, Department of Work and Organizational Psychology, Poland

Correspondence concerning this article should be addressed to:  

Marcin Wnuk, Adam Mickiewicz University, Department of 

Work and Organizational Psychology, Institute of Psychol-

ogy, Szamarzewskiego street 89/AB, Poznań, Poland. E-mail: 

Marcin.Wnuk@komputronik.pl

Marcin Wnuk1

Primary submission: 02.04.2016    |    Final acceptance: 04.07.2016



32 Marcin Wnuk

10.5709/ce.1897-9254.227DOI: CONTEMPORARY ECONOMICS

Vol. 11 Issue 1 31-442017

Portoghese, Penna, Battistelli, & Saiani, 2011; Harris, 
Harris, & Harvey, 2007), supervisor support (Podsa-
koff, MacKenzie, & Bommer, 1996; Schaubroeck & 
Fink, 1998), and person-organization fit (Iplik, Kilic, & 
Yalcin, 2011; Narayanan & Sekar, 2009) are important 
elements of job satisfaction.

The aim of this article is to verify the model of job 
satisfaction on the basis of such organizational vari-
ables as supervisor and organizational support, person-
organization fit, and the mutual relations among them. 
Knowledge of the organizational conditioning of job 
satisfaction carries significant practical value, as it of-
fers employers a means of positively shaping job satis-
faction and retaining the most valuable employees. 

Literature review
The consistency between some aspects of employees’ 
private lives and their operations at work exerts influ-
ence over the decisions and professional choices they 
make. Employees searching for a job select offers based 
on perceived and alleged consistency between their 
values and the values held by the company they apply 
to. This relationship has a two-sided character, as em-
ployers also strive for axiological consistency between 
employees and the organization; thus, they use tools 
to verify consistency between the organization’s values 
and those of job candidates in their recruitment prac-
tices (Werbel & Gilliland, 1999).

Based on premises provided in the literature regard-
ing attachment in the context of models of job switch-
ing, the construct of so-called job embeddedness is 
increasingly commonly examined (Mitchell, Holtom, 
Lee, Sablynski, & Erez, 2001). It is composed of three 
main elements that shape attachments between em-
ployees and their work environments understood 
broadly and is connected with the network of ties that 
anchor an employee to one’s job. The first is concerned 
with relationships with co-workers and various types 
of actions and activities at work. The second is focused 
on similarities and the fit between work and other as-
pects of operations in one’s living space. The third is 
connected with the ease of breaking the links enumer-
ated above, especially if a change of job entails a change 
of residence. The relevant literature refers to the above 
elements as links, fit, and sacrifice. 

In line with the concept of job embeddedness, the 
personal values of employees, their objectives related 

to their professional careers, and their plans for the fu-
ture must be suited to the broad corporate culture of an 
organization and their own requirements for a job. An 
employee considers how suited one is to the commu-
nity within which one is placed and the surrounding 
environment. In line with previous research, fit in this 
respect reduces intention to leave and change one’s job 
and simultaneously exerts a positive influence on job 
satisfaction (Tanovaa & Holtom, 2008). 

Based on the social exchange theory proposed by 
Blau in 1964, it may be stated that an employee per-
ceives organizational support (POS) through the prism 
of one’s supervisor, who is a representative of the com-
pany and personifies it. It is the direct supervisor, as 
the closest representative of an organization, who 
communicates to the subordinates the company’s in-
tentions regarding the employees. Through the super-
visor, subordinates gain insight into the organizational 
culture, co-workers, the authority of management, the 
usefulness of certain skills, organizational values, and 
responsibility. All these elements form the construct 
of job fit, which is different from perceived organiza-
tional support, as the former relates to comfort experi-
enced in an organization, whereas the latter concerns 
an employee’s conviction that an organization appreci-
ates one’s contribution to its development and welfare 
(Eisenberger, Huntington, Hutchison, & Sowa, 1986). 
Organizational support perceived by an employee is 
the outcome of an employee’s subjective perception of 
what the organization offers through one’s supervisor, 
whereas job fit becomes stronger if the organization 
offers a working environment that is consistent with 
employees’ values, professional objectives, skills, com-
petences, and knowledge. 

Perceived supervisor support (PSS) as well as fit 
with the company influence perceived organizational 
support. This is reflected in research (Dawley, Hough-
ton, & Bucklew, 2010) in which job fit mediate between 
a partial intermediary between supervisor support and 
perceived organizational support. This means that the 
relationship between a supervisor’s support and orga-
nizational support may have both a direct and indirect 
character. 

Multiple studies confirm the positive correlation be-
tween POS and PSS (Hutchison, 1997; Kottke & Shara-
finski, 1988; Rhoades, Eisenberger, & Armeli, 2001; 
Yoon, Han, & Seo, 1996; Yoon & Lim, 1999), clearly 
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indicating the direction of the relationship between 
them and pointing to the supervisor’s support as the 
predictor of perceived organizational support. For in-
stance, in research conducted by Rhoades et al. (2001), 
perceived organizational perceived organizational sup-
port mediated between the supervisor’s support and 
emotional attachment. In another longitudinal study, it 
was confirmed that the supervisor’s support perceived 
by an employee influences organizational support 
(Eisenberger, Stinglhamber, Vandenberghe, Sucharski, 
& Rhoades, 2002). In research carried out by Dawley 
et al. (2010), job fit mediated between supervisory sup-
port and organizational support. 

One element that determines job fit is values. Con-
sistency between an employee’s and an organization’s 
values is the indicator of person-organization fit most 
commonly used in research. Such consistency of val-
ues indicates consistency of an axiological structure of 
both elements of the relationship, whose source – in 
line with the theory of social exchange – may be the at-
titude of the subordinate towards the supervisor who is 
treated as the carrier of values communicated by the or-
ganization. Research by Netemeyer, Boles, McKee and 
McMurrian, (1997) and Chen and Chiu (2008) show 
that a supervisor’s support, as perceived by an employ-
ee, is positively correlated with perceptions that an or-
ganization’s values are consistent with one’s own values.

Hypothesis 1. Perceived supervisory support is both 
directly and indirectly correlated with perceived or-
ganizational support. The variable which partially 
mediate in this correlation is person-organization fit, 
measured by consistency between an employee’s and 
organization’s values. 

Another significant variable relevant to job satisfac-
tion is organizational support. As shown in prior re-
search, these are two different but strongly correlated 
constructs (Eisenberger, Cummings, Armeli, & Lynch, 
1997; Shore & Tetrick, 1991). Perceived organizational 
support is a generalized conviction of the existence 
of friendly or unfriendly attitudes of an employer to-
wards an employee, whereas job satisfaction concerns 
a general assessment of various aspects of one’s job 
(Shore & Tetrick, 1991).

In a study by Chen and Chiu (2008) conducted 
among employees of seven Taiwanese organizations, 
positive correlations between organizational support 

and job satisfaction were observed. Analogous results 
were obtained in studies conducted on 1,240 nurses 
from three hospitals in Northern Italy (Galletta et al., 
2011), employees of one organization in the United 
States (Harris et al., 2007), and students of a nursing 
school (Gutierrez, Candela, & Carver, 2012). 

Organizational support is strongly correlated with 
an employer’s operations and policies that employees 
believe to be of a voluntary (non-intentional) character 
(Eisenberger, et al., 1986; Shore & Shore, 1995). The 
theory of social exchange suggests that if employees 
see an organization as supporting and caring, they 
become more willing to reciprocate through positive 
feelings towards the organization. 

Hypothesis 2. Perceived organizational support is pos-
itively correlated with perceived job satisfaction.

Research conducted to date confirms the significant 
role of perceived supervisor support in perceptions 
of job satisfaction. Supervisors are the key link in the 
functioning of subordinates at work, as they create the 
atmosphere of work, determine relationships with em-
ployees, set aims, monitor the performance of tasks, 
motivate, and evaluate. All these aspects appear to 
have a huge influence on perceived job satisfaction.

According to Dirk and Ferrin (2002), trust of a sub-
ordinate who perceives support from a supervisor to 
be high is greater, which may increase one’s job sat-
isfaction. Netemeyer et al. (1997) observed a positive 
relationship between a leader’s support and job satis-
faction. Schaubroeck and Fink (1998) studied 214 em-
ployees of an insurance company in the United States 
and discovered positive, moderate correlations be-
tween perceived supervisory support and job satisfac-
tion. Meta-analysis (Podsakoff et al., 1996) has shown 
that correlations between a supervisor’s support and 
job satisfaction are moderate or strong.

Hypothesis 3. Perceived supervisor support is positively 
correlated with job satisfaction. 

Another variable that is significant in job satisfaction is 
person-organization fit. Previous research, which has fo-
cused on employees in the public sector (Boxx, Odom, 
& Dunn, 1991), junior accountants (Chatman, 1991), 
MBA students, senior accountants, and middle manage-
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ment (O’Reilly, Chatman, & Caldwell, 1991), confirms 
the existence of a positive correlation between consis-
tency of an organization’s and an employee’s values and 
the employee’s job satisfaction and commitment to the 
organization. In a study of four Canadian organizations, 
Piasentin and Chapman (2007) showed that subjective 
perceptions of person-organization fit mediate between 
a sense of similarity and complementarity of employees 
to the organization and job satisfaction. In research con-
ducted on employees of six organizations in the United 
States, consistency between employee and company 
values as well as between employees’ ideal vision of the 
work environment and their evaluation of the current 
work environment were positively correlated with job 
satisfaction (Westerman & Cyr, 2004). This dependency 
was confirmed by other studies conducted on employ-
ees in the United States (Lauver & Kristof-Brown, 2001). 
Analogous results were obtained among employees in 
Spain (Vilela, González, & Ferrín, 2008), teachers in In-
dia (Narayanan & Sekar, 2009), and managers of hotels 
in Turkey (Iplik et al., 2011).

In line with research conducted on employees of five 
Turkish banks, perceived supervisor support turned 
out to be a moderator of the correlation between 
person-organization fit and job satisfaction (Maden & 
Kabasakal, 2014).

Erdogan, Kraimer, and Liden (2004) corroborated 
the mediating role of organizational support between 
person-organization fit and values and job satisfaction 
of teachers in Turkey. A moderating function for orga-
nizational support was not confirmed for other types 
of the person-organization fit.

Hypothesis 4. Person-organization fit is positively cor-
related with job satisfaction. Organizational support 
plays a moderating role in this correlation.

Methodology

Description of the research sample
The study was conducted on 485 individuals working 
in a single large organization. The participants included 
97 women (i.e., 20%) and 388 men (i.e., 80%). Among 
responses to the survey, 21.7% were from of employ-
ees who had been employed between 1 and 12 months 
(short seniority), 30.6% were from employees who had 

been employed between 12 and 48 months (medium 
seniority), and 47.7% were from employees who had 
seniority of over 48 months (long seniority). Mean 
seniority was 3.06 years (SD=3.31), and mean age was 
31.5 years (SD=7.75). Seventeen employees surveyed 
(i.e., 3.51%) had vocational education, 250 (51.54%) 
had secondary education, and 218 (44.95%) had higher 
education. Members of the management board, de-
partment directors, division and branch directors, and 
division and team managers composed a group of 97 
employees surveyed (i.e., 20%). The number of other 
employees who did not hold managerial positions was 
388 (i.e., 80%). The survey was anonymous. All partici-
pants agreed to take part in the study. 

Research tools
The following research tools were adopted:

Identification with company values was tested using 
the Person-Organization Fit Scale, consisting of three 
questions (Cable & DeRue, 2002). Examples of ques-
tions in the scale are: “My organization’s values and 
culture provide a good fit with the things that I value 
in life.”, “The things that I value in life are very similar 
to the things that my organization values”. Responses 
were provided on a 5-point scale ranging from “I defi-
nitely disagree” to “I definitely agree” and then summed 
up. The reliability of this tool is α = 0.90.

The examination of organizational support was car-
ried out with a shorter version of the Perceived Organi-
zational Support Scale, comprising 8 questions. In line 
with the recommendation of Rhoades and Eisenberger 
(2002), owing to the one-factor character of this tool 
and a high level of reliability, the use of a shorter ver-
sion appears to be legitimate. The questions used in 
this study were selected based on a factor analysis, 
with balance maintained between negative and posi-
tive statements (Eisenberger et al., 1986). Some ex-
amples of questions used are the following: “The or-
ganization values my contribution to its well-being”. 
“The organization ignore any complaint from me”. 
“The organization really cares about my well-being”. 
“The organization shows very little concern for me”. 
“The organization takes pride in my accomplishments 
at work”. Responses were provided on a 5-point scale 
ranging from “I definitely disagree” to “I definitely 
agree” and then summed up. The reliability of this 
tool is α = 0.90.
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Supervisor support was measured using the Perceived 
Supervisor Support Scale, comprising three questions 
adapted by way of changing the word “organization” 
to “supervisor” in the Survey of Perceived Organiza-
tional Support, authored by Eisenberger et al. (1986). 
The respondents answered the following questions: “My 
supervisor cares about my general satisfaction at work”. 
“My supervisor really cares about my well-being”. “I enjoy 
working with my supervisor”. Responses were provided 
on a 5-point scale ranging from “I definitely disagree” to 
“I definitely agree” and then summed up. The reliability 
of this measure was estimated to be α = 0.93

Job satisfaction was tested using the Michigan Or-
ganizational Assessment Questionnaire (Cammann, 
Fichman, Jenkins, & Klesh, 1979). This tool consists of 
the following three questions: “All in all I am satisfied 
with my job”. “In general, I don’t like my job”. “In gen-
eral, I like working here”. Responses were provided on 
a 7-point scale ranging from “I definitely disagree” to 
“I definitely agree” and then summed up. The reliability 
of this tool was α = 0.79.

Results
Estimations were performed using Amos software, 
version 23. Descriptive statistics are provided in table 
1. Because variables in the model were approximately 
normally distributed (as both kurtosis and skewness 
fell in the range (-1:1)), the maximum likelihood 
method was adopted. 

To verify goodness of fit of the model, the most 
commonly adopted indicators, such as NFI, GFI, CFI, 
AGFI, and RMSA, were used. Based on the coefficients 
of correlation obtained, job seniority in the current 
company was included in the model, as this variable 
was correlated with all the other variables in the model 
(table 2). Following introduction of this variable, job 
seniority was found to be directly related to perceived 
organizational support, supervisor support, and per-
son-organization fit and only partially related to job 
satisfaction, as reflected in the final model (schema 1).

Based on the relevant literature, for a model to be 
considered fitted, NFI should exceed 0.90, GFI should 
exceed 0.90, and CFI should exceed 0.93 (Byrne, 

N Min. Max M SD Skewness Kurtosis

Job satisfaction 484 3 21 14.07 4.28 -0.42 -0.16

Person-organization fit 484 0 12 6.18 2.77 -0.31 -0.32

Perceived organizational support 484 0 32 14.11 7.00 0.06 -0.63

Perceived supervisor support 484 0 12 7.96 3.31 0.75 -0.22

Table 1. Descriptive statistics of the variables used in the study (n=485)

 1  2  3  4

1. Job satisfaction

2. Person-company fit 0.56**

3. Perceived organizational support 0.67** 0.61**

4. Perceived supervisor support 0.56** 0.38** 0.59**

5. Job seniority -0.18** -0.23** -0.31** -0.20**

Table 2. The coefficients of correlation between variables used in the study (n=485)

Note: 
* p≤ 0.05
** p≤ 0.01
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1994). On the other hand, RMSA should fall below 
0.08 (Browne & Cudeck, 1993) and ideally below 0.05 
(Stieger, 1990). In line with Kline’s (1998) and Ull-
man’s (2001) suggestion, relative chi-square should be 
below 2 or 3. 

The values of selected indicators obtained 
(CMIN=1.64; p=0.202; RMSA= 0.036, NFI=0.98, 
GFI=0.99, AGFI=0.98; CFI=0.98) confirm a very good 
model fit. The total, direct, and indirect results in the 
case of mediation are provided in tables 3, 4, and 5.

Support from a supervisor was positively and di-
rectly correlated with person-organization fit and 
both directly and indirectly correlated with perceived 
organizational support, while the variable that acted 
as a partial mediator in this relationship was person-
organization fit. Person-organization fit was positively 
correlated, both directly and indirectly, with job satis-
faction. The mediator of this correlation was organiza-
tional support.

Verification of the moderating role of perceived 
organizational support in the relationship between 
person-organization fit and job satisfaction was per-

formed using regression analysis after prior standard-
ization of variables and estimation of the interaction 
term (Bedyńska & Książek, 2013).

 Variance analysis demonstrated that the regres-
sion model with the interaction term is significant 
(F=149.55; p < 0.001); that is, it is well-fitted to the 
data. The standardized beta coefficient for the interac-
tion effect was statistically significant and amounted 
to -0.07. The significance level of the R square change 
after taking into consideration the interaction effect 
was statistically significant (F=79.77; p < 0.001) and 
amounted to 0.48. This means that perceived organi-
zational support moderates the correlation between 
person-organization fit and job satisfaction.

To provide additional verification of the moderating 
role of organizational support, Preacher and Hayes’s 
(2008) method was applied, with respondents divided 
into those with high organizational support and those 
with low organization support. Among employees with 
low perceived organizational support, the influence of 
person-organization fit on job satisfaction (c = 0.618,  
t = 7.55, p = 0.0000) was reduced (c’ = 0.447, t = 5.19,  

Supervisor
support

Schema 1. Model of job satisfaction based on person-organization fit and perceived organizational and supervisor 
support. 
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p = 0.0000), due to the impact of organizational sup-
port (Z = 3.95, p = 0.0001). This means that for this 
group, organizational support acts as a partial media-
tor between person-organization fit and job satisfac-
tion. Among employees with high perceived organiza-
tional support, the influence of person-organization fit 
on job satisfaction (c = 0.458, t = 4.78, p = 0.0000) was 
reduced to a statistically insignificant level (c’ = 0.166,  
t = 1.61, p = 0.1085), due to organizational support (Z 
= 4.82, p = 0.0000). This shows that for this group, or-

ganizational support totally mediate between person-
organization fit and job satisfaction.

It turned out that among employees with a low level 
of organizational support, the fit to an organization’s 
values is both directly and indirectly related to job 
satisfaction, and organizational support plays a par-
tial mediating role in this relation. By contrast, among 
employees with a high level of organizational support, 
the fit to an organization’s values is only partially cor-
related with job satisfaction. 

Job seniority PSS P-O Fit POS

Supervisor support -0.20 0.00 0.00 0.00

Person-organization fit -0.23 0.35 0.00 0.00

Organizational support -0.31 0.55 0.45 0.00

Job satisfaction -0.22 0.54 0.39 0.38

Table 3. Standardized total effect between variables used in the study (n=485)

Note: 
POS – abbreviation for Perceived Organizational Support
PSS – abbreviation for Perceived Supervisor Support
P-O Fit – abbreviation for Person-Organization Fit

Job seniority PSS P-O Fit POS

Supervisor support -0.20 0.00 0.00 0.00

Person-organization fit -0.16 0.34 0.00 0.00

Organizational support -0.12 0.40 0.45 0.00

Job satisfaction 0.00 0.25 0.22 0.38

Table 4. Standardized direct effect between variables used in the study (n=485) 

Job seniority PSS P-O Fit POS

Supervisor support 0.00 0.00 0.00 0.00

Person-organization fit -0.07 0.00 0.00 0.00

Organizational support -0.19 0.16 0.00 0.00

Job satisfaction -0.22 0.29 0.17 0.00

Table 5. Standardized indirect effect between variables used in the study (n=485)
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Based on the results described above, it may be stat-
ed that organizational support is not only a partial me-
diator but also a moderator of the correlation between 
fit with an organization’s values and job satisfaction.

Supervisor support is both directly and indirectly 
correlated with job satisfaction. To verify whether 
only a single variable – organizational support – 
mediate in this correlation or whether person-orga-
nization also does so, Preacher and Hayes’s method 
was adopted (2008). Following incorporation of all 
the variables into the model, it turned out that the 
influence of supervisor support on job satisfaction  
(c = 0.728, t = 14.95, p = 0.0000) was reduced  
(c’ = 0.327, t = 6.42, p = 0.0000), due to organizational 
support (Z = 7.24, p = 0.0000) and person-organi-
zation fit (Z = 4.72, p = 0.0000), which means that 
both these variables act as partial mediator in this 
correlation.

Variables such as age and education were not ana-
lyzed, as nearly all employees were between 25 and 
45 years of age and had either secondary or higher 
education.

Discussion of the results
The hypothesis that person-organization fit acts as 
a  partial mediator between supervisor support and 
perceived organizational support was fully confirmed. 
Supervisor support was directly correlated with or-
ganizational support and person-organization fit and 
indirectly related to organizational support through 
person-organization fit as a positive correlate of or-
ganizational support. The direction of the correlation 
between both variables also turned out to be consis-
tent with the results of other research, indicating that 
perceived supervisor support is a source of perceived 
organizational support (Hutchison, 1997; Kottke & 
Sharafinski, 1988; Rhoades et al., 2001; Yoon et al., 
1996; Yoon & Lim, 1999). As found in a study conduct-
ed by Dawley et al. (2010), the correlation between su-
pervisor support and organizational support was both 
direct and indirect, the only difference being that the 
mediator of this correlation was person-organization 
fit.

This means that the correlation between supervisor 
support and organizational support is based on two 
separate mechanisms. One concerns the direct influ-
ence of perceived supervisor support on support from 

a company, as perceived by the employee. In the sec-
ond case, we are dealing with a more complex process 
in which the employee notices the supervisor support 
and equates it with consistency of the employee’s own 
values with those of the organization, compelling the 
employee to believe that the organization offers greater 
support.

The results obtained may be interpreted on the basis 
of the theory of social exchange, in which one party 
is an employee and the other an organization, with 
transactions between these parties made through the 
agency of the direct supervisor of the employee (Blau, 
1964). Based on the rule of reciprocity, employees see 
such a relationship from the perspective of profits and 
losses, wondering what they gain from the organiza-
tion and how they are treated by it to be able to re-
ciprocate (Levinson, 1965). The intentions of the or-
ganization are seen by employees through the prism 
of the supervisor, who personifies the organization. If 
an activity undertaken by the supervisor as the repre-
sentative of the organization is seen by the employee 
as favorable, it contributes to an increase of organi-
zational support, as perceived by the employee. The 
power of this correlation depends on the degree to 
which the employee equates the supervisor with the 
organization. The more autonomous is the activity of 
the supervisor in the eyes of the employee, the lower 
this degree is (Eisenberger et al., 2002). 

Based on the results obtained, it may be stated 
that organizational support is also perceived by an 
employee through the prism of person-organization 
fit, specifically, through consistency between the em-
ployee’s values and those of the company. In this case 
as well, the supervisor appears to play the key role, as 
perceived supervisor support increases the employee’s 
conviction that his or her values are consistent with 
the company’s values, which makes the employee feel 
greater support from the organization. In this con-
text, the supervisor is treated as a carrier of company 
values, and the perceived consistency between the 
organization’s and employee’s values exerts a positive 
influence on organizational support, as seen by the 
employee.

The hypothesis of a positive correlation between 
perceived organizational support and job satisfaction 
is fully supported, with positive correlations found 
between organizational support and job satisfac-



Vizja Press&ITwww.ce.vizja.pl

39Organizational Conditioning of Job Satisfaction. A Model of Job Satisfaction

This work is licensed under a Creative Commons Attribution 4.0 International License. 

tion. The results are consistent with results of previ-
ous research on Italian nurses (Galletta et al., 2011), 
employees in the United States (Harris et al., 2007), 
and students at a nursing school (Gutierrez et al., 
2012), confirming the importance of perceived orga-
nizational support in job satisfaction. The moderate 
correlation between perceived organizational support 
and job satisfaction attests to the distinctiveness of 
these two constructs, which has attracted much at-
tention from researchers in the relevant line of litera-
ture (Eisenberger at al., 1997; Shore & Tetrick, 1991). 
From this perspective, perceived organizational sup-
port exerts influence over only one of many aspects 
of job satisfaction, which is a multidimensional con-
struct describing an organization’s attitude towards an 
employee in terms of openness, friendliness, and care 
(Shore & Tetrick, 1991).

The hypothesis of a positive correlation between 
perceived supervisor support and job satisfaction is 
also supported. It turns out that perceived supervisor 
support is both directly and indirectly correlated with 
job satisfaction, and the variables that mediate this 
correlation are organizational support and person-
organization fit. This means that a supervisor support 
may influence job satisfaction in three ways: through 
organizational support, through person-organization 
fit and directly. There is abundant evidence in the 
relevant literature confirming a positive correlation 
between perceived supervisor support and job satis-
faction (Netemeyer et al., 1997; Podsakoff et al., 1996; 
Schaubroeck & Fink, 1998), indicating that satisfaction 
arising from cooperation with a supervisor may be im-
portant in the evaluation of job satisfaction. The two 
remaining mechanisms may be explained on the ba-
sis of the theory of social exchange mentioned above, 
where the key role is played by the supervisor, who 
is the most accessible representative of the company 
and whose activities are interpreted by an employee 
through the prism of the organization’s intentions and 
not the supervisor’s. This causes job satisfaction of 
a given employee to be seen as the outcome of orga-
nizational support and not the supervisor support, as 
the supervisor is mainly seen by the employee as a rep-
resentative of the organization, with a role limited to 
serving the organization’s will. Based on the relation-
ship with the supervisor, the employee forms an image 
of the organization’s attitude towards oneself, using the 

attributes of the supervisor. If this image is positive, 
which means that the employee sees the company as 
supportive, the employee feels greater satisfaction and 
joy from work. Otherwise, the employee feels dissatis-
fied with one’s job. 

Two elements of the third mechanism of the influ-
ence of perceived supervisor support on an employee’s 
job satisfaction through person-organization fit were 
described above. An employee who experiences a su-
pervisor support feels that his or her values are con-
sistent with the company’s values. This conviction is 
based on a belief that the direct supervisor – as the 
representative of the company – communicates these 
values to the employee in accordance with the inten-
tions of the organization and not those of the super-
visor. If, in the opinion of the employee, these values 
are consistent with one’s own values, the employee 
is satisfied with one’s job. If there is no such consis-
tency, the employee experiences no satisfaction from 
the job. The positive correlation between person-or-
ganization fit and job satisfaction is the third element 
of the mechanism of indirect influence of supervisor 
support on job satisfaction. In accordance with the 
results, person-organization fit, as reflected by con-
sistency between the values of these two elements, is 
both directly and indirectly correlated with job satis-
faction. The results obtained in this study are partially 
consistent with prior research, which has found that ei-
ther both variables are directly correlated (Boxx et al., 
1991; Chatman, 1991; O’Reilly, Chatman, & Caldwell, 
1991) or that the correlation between them is moder-
ated by organizational support (Erdogan et al., 2004; 
Maden & Kabasakal, 2014). On the one hand, the re-
sults obtained confirm the positive direct correlations 
involving person-organization fit and simultaneously 
indicate the moderating role of organizational support. 
The novelty in the present context is the partial medi-
ating role of organizational support in the relationship 
between person-organization fit and job satisfaction. 
This means that as in previous studies, an organiza-
tion’s values and job satisfaction is both directly and 
indirectly correlated (Boxx et al., 1991; Chatman, 
1991; O’Reilly et al., 1991), and at the same time, the 
partial mediator of this correlation is organizational 
support, which enables person-organization fit to also 
exert an indirect influence on job satisfaction through 
perceived organizational support. The direct effect of 
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the impact of person-organization fit is greater than 
the indirect effect (tables 4 and 5). 

The results of this study also confirm the mediating 
role of perceived organizational support between the 
person-organization fit and job satisfaction. It turns 
out that for people who declare greater organizational 
support, perceived consistency between their values 
and those of the organization is not directly correlated 
with job satisfaction. For respondents whose level of 
organizational support is low, person-organization 
fit is both directly and indirectly correlated with job 
satisfaction. In the present context, organizational sup-
port turns out to be both a mediator and a moderator 
between person-organization fit and job satisfaction. 
In the relevant literature, a situation in which a single 
variable plays the role of both mediator and moderator 
is fairly rare (Baron & Kenny, 1986; Preacher, Rucker, 
& Hayes, 2007). 

In accordance with the results of this study, job se-
niority at one’s current job exerts an indirect influence 
on job satisfaction through person-organization fit 
and perceived supervisor and company support. This 
means that along with job seniority, perceived support 
from an organization and the supervisor as well as 
consistency between the employee’s and the organiza-
tion’s values decrease, which reduces job satisfaction. 
Due to a lack of research on this issue, the results may 
be interpreted mainly in terms of mechanisms related 
to perceptions of the company at the beginning of 
a work relationship, perceptions that change over time. 
Throughout the first months of work, an employee is 
strongly motivated to fulfil one’s responsibilities, is 
highly committed, and has great expectations regard-
ing the organization, which gives rise to a positive im-
age of the company and the supervisor. The employee 
sees the workplace through the prism of the supervi-
sor, who is the representative of the company. As far as 
perceived job satisfaction, organizational support and 
person-organization fit are concerned, the employee 
builds an image of the organization on the basis of 
one’s relationship with one’s supervisor.

The results obtained confirm that the supervi-
sor support mediate between job seniority and job 
satisfaction, organizational support, and person-
organization fit (tables 3, 4, and 5). As time passes, 
the employee begins to notice all the faults and draw-
backs of one’s current employment situation, basing 

one’s opinion on the relationship with the supervisor, 
and starts to see it as less satisfactory. This leads to 
a decrease in perceived organizational support and 
person-organization fit and consequently a reduction 
in job satisfaction. 

Conclusions
Although the present study had a cross-sectional de-
sign, the method applied allowed us to draw conclu-
sions on the directions of correlations between vari-
ables. The main shortcoming of the study is that all 
individuals surveyed were employed by one company, 
which limits the generalization gradient of the results 
to a single organization only. 

The research presented has practical implications 
regarding the sources of employee job satisfaction. 
First and foremost, it demonstrates the important role 
of the supervisor in satisfaction derived from work 
by subordinates, who perceive and evaluate both the 
company’s support and the consistency of their own 
values with the organization’s values on the basis of 
their relationship with their supervisor. In this con-
text, the attitude of the supervisor is the key element 
in subordinate employees’ job satisfaction or lack of 
it. From a practical perspective, this means that em-
ployers should focus on shaping managers’ attitudes 
in appropriate ways, as the behavior of this group of 
employees towards their subordinates has a decisive 
influence on employees’ job satisfaction and hence 
their motivation to stay or leave (Liu et al., 2010; Park 
& Kim, 2009). The mechanism governing this influ-
ence has been described in detail, and possible ways 
of fulfilling this intention have been indicated. Apart 
from the direct influence of perceived supervisor sup-
port of an employee on job satisfaction, improvement 
of job satisfaction may occur through an increase in 
perceived organizational support and increased con-
sistency between the employee’s and organization’s val-
ues. In this context, employers should bear in mind the 
overriding role of supervisors as leaders and represen-
tatives of the company, as the individuals with whom 
employees have most frequent contact and who create 
the image of the organization as a supporting vehicle 
for the employee and are seen to embody the values 
of the organization. Therefore, employers should care-
fully select managers who have values consistent with 
the organization’s values and who can appropriately 
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communicate them to subordinates. Support of man-
agers by company owners and management boards 
should also foster the right attitudes among middle 
and lower-ranking personnel through a sense of ap-
preciation, loyalty, and commitment to fulfilling their 
responsibilities.
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