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intention

Chavis Ketkaew®, Orasa Manglakakeeree® and Phaninee Naruetharadhol®’

Abstract: Retaining human resources is essential for a company’s competitiveness.
Losing a high-capacity employee can hurt a company’s performance. In this study,
we investigate the inter-relationship among work-related factors, for instance, job
stress, person-environment-fit, and quitting intention of employees in Thailand.
Data were collected from 400 office workers in Bangkok, Thailand, utilizing struc-
tured questionnaires derived from the conceptual framework. The gathered data
were analyzed using the structural equation modeling (SEM) approach. We found
that work overload, role ambiguity, and role conflict, as mediated through job
stress, would influence employee turnover intention. However, unlike the previous
employee turnover intention model that factors were typically mediated through
job stress, we found that higher responsibility and greater financial insecurity
directly drive turnover intention (positively for financial insecurity but negatively for

responsibility).
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Management and Accounting;
Development; Asian Business
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Keywords: work-related factors; person-environment fit; person-organization fit; person
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1. Introduction

Many Thai people are now seeking new jobs as the unemployment rate in Thailand has increased
during the past five years, from 0.45% in 2013 to 0.67% in 2018 (Thailand Unemployment Rate,
2018). At the same time, the country has several universities that produce new graduates yearly.
Also, we can assume that some people want to leave their current job. The decision to resign must
be driven by some identifiable factors (e.g., desire to change profession, start a business, pursue
growth opportunities, or switch companies). Because of its negative impacts on the company,
employees quitting is a challenge for many companies. An increase in employee turnover typically
reduces the performance of a firm, especially small companies with limited resources. When
employees resign, the firm must seek a replacement (a costly process), which includes recruitment
and training costs (Memon et al.,, 2017). Losing staff can lead to lower productivity because the
replacement employees lack experience or are initially unfamiliar with the organization’s goals and
policies (Phonthanukitithaworn et al., 2017). It has been reported that the turnover of experienced
employees tends to earn lower profit margins of firms in general (Hamel, 2018). Employees can
leave an organization by resigning or by being fired. Here we will focus on employee turnover
intention that is motivated by environmental factors and the nature of the work.

As a big picture, Thai wageworkers, especially in Bangkok, seem to be satisfied with their work
lives. However, they demonstrated a low level of organizational commitment due to the average
job turnover rate every three years and six months per person (Research Center for Social And
Business Development, 2018). To elaborate, the turnover rate for Generation Y was two years and
five months, while Generation X was five years and five months. The research reported that the
main reasons behind those turnovers were 1) willing to increase compensations and benefits
and 2) willing to have job security, mediated through job stress. This turnover has led the
researchers and managers to pose such questions as to why are Thai office workers, especially
working in the urban areq, leaving their jobs, and what can we do to stop them?

Empirical evidence suggested that employee turnover was accelerated by stress (Qureshi et al.,
2012) but alleviated by fitted work environments (J.R. Edwards et al, 2006). Stress is a natural
component of work and occurs in all occupations and all sizes of organizations. Companies affected
by high-stress levels may incur high costs (e.g., because of absenteeism, poor performance, and
employee turnover). Stress at work can lead to a state of dissatisfaction, which drives quitting intention
(Qureshi et al.,, 2012). To avoid these negative consequences, the administrators must focus on
employee stress and attempt to maximize employee satisfaction to decrease employee turnover.

However, better employee-environment fit produces better outcomes (J.R. Edwards et al., 2006).
Typically, people who fit into a group will share beliefs, attitudes, interests, knowledge, and skills.
The fit between the employees and the working environment can influence attitudes and beha-
viors, which can be expressed in job satisfaction and turnover intention. Therefore, understanding
and identifying employee environment fit can help to reduce dissatisfaction and turnover rate.

Consequently, it has become of importance to explore the complex characteristics affecting the
aspects of employee stress and fitted work environment, which induce urban office worker’s turnover
intention in more detail. Here we aimed to investigate how work-related and environmental factors
affect turnover intention, where employee stress and fitted work environment were merged into one
structural model. The paper also introduces an alternative way of explaining the complex issues
surrounding the urban office worker’s turnover intention incidents, which has been rarely explored in
Thailand. This paper employed the structural equation modeling approach to develop the relationship
between job-related variables. Primarily, we hypothesized that job stress expedited an individual’s
turnover intention, whereas the person-environment fit helped to reduce one’s turnover intention.

2. Literature review
The factors that cause a worker to either stay or leave a company are essential for company

competitiveness. When employees leave, a company may change in multiple ways. If the firm
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would like to retain employees, it must understand the factors that influence turnover intention
(Jha, 2009). Staff turnover can cost a company between 50% and 100% of that employee’s salary,
which may cover recruiting, interviewing, training, ramp-up time, and downtime.

In some cases, turnover can be positive, for instance, when a non-productive worker quits. This
creates an opportunity for other people with superior skills to be hired or promoted. Savage (2010)
reported that adequate compensation and benefits, and a supportive team environment are
significant inspirational factors for employees.

2.1. Working environment

The work environment is also crucial for employee retention because if employees are happy with
the workplace and the levels of stress associated with their role, they are unlikely to be dissatisfied.
Employee turnover may reduce when workers feel comfortable. Reducing stress and creating
a supportive environment can increase a firm’s productivity (Raziq & Maulabakhsh, 2015). The
person-environment fit Scale (PEFS) can be used to design the proper environment to satisfy
employees, reduce stress, and improve productivity. Jansen and Kristof-Brown have developed
four forms of fit [person-supervisor fit scale (PSFS), person-group fit scale (PGFS), person-
organization fit scale (POFS), and person-job fit scale (PJFS)] that can be combined to generate
the multidimensional PEFS. The components of the PEFS help analyze the whole work environment
of a company (Krishnan et al., 2017).

2.1.1. Person-organization fit (POF)

This concept focuses on the attraction between the people who are seeking a job and the
organization. Following POF, an organization will hire people who have similar values to be their
existing employees. Good POF can reduce employee turnover (Arthur et al., 2006). On the other
hand, failure to match can lead to employees resigning.

2.1.2. Person supervisor fit (PSF)

Person-supervisor fit (PSF) refers to the compatibility between employees and their supervisors.
Employees will tend to be happy at work when they have good relationships and interactions with
their supervisors (Abbas et al., 2015).

2.1.3. Person job fit (PJF)

Person-job fit (PJF) is a combination of two kinds of work-related factors: demand abilities fit and
need supplies fit. Good demand abilities fit reaches as an employee is working on a task that
requires skills, knowledge, and skills that match the employee’s potential. Need supplies are
fulfilled when the company provides the employees with everything they need to perform well.
This integration helps to understand the compatibility between employees and tasks they play in
the organization (Abbas et al., 2015).

2.1.4. Person group fit (PGF)

Person-group fit (PGF) aligns employees into workgroups that use some team members’ strengths
to offset the weakness of other team members. Having a good relationship with the other people
in a team can make communication among members more comfortable, leading to better
performance. A study addressing PGF has reported that hiring people with similar personalities
supports communications between employees and fosters social interaction (Abbas et al., 2015).

2.2. The relationship between stress and turnover intention

Stressed employees negatively affect the organization and employee’s health, such as worker’s
sickness, reduced productivity, staff turnover, and work accidents (Leontaridi & Ward, 2002).
Mosadeghrad (2013) states that high levels of stress at work can increase absenteeism and
lower productivity. Occupational stresses can harm a worker’s physical and mental health. Lu
et al. (2016) have reported that a large proportion of employees intending to quit their job cite high
work stress as the principal reason. Mosadeghrad (2013) studied the levels of occupation stress,
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influencing factors, and the relationship between stress and nurses’ turnover intention among 296
Iranian nurses. Mosadeghrad found that stressors (e.g., workload, responsibility, salary, and role
ambiguity) are linked with turnover intention.

Using some of the same stressors applied by Mosadeghrad, in this study, we investigate the link
between stress and quitting intention by applying a person-environment-fit method. Many studies
have addressed turnover intention and job stress, and all recommended reducing factors that
cause stress to reduce turnover intention. Multiple factors have been identified as causing stress
among employees, including overload, role ambiguity, role conflict, responsibility for people, and
financial insecurity (Qureshi et al., 2012).

2.3. Work-related factors

2.3.1. Overload

Overload refers to when one employee has too much work to handle. This situation occurs when
a company is willing to meet its production needs, which forces employees to perform more tasks
and stay late than usual. Ultimately, this will lead to employee health problems and low-quality
work (Zkjadoon, 2017).

2.3.2. Role ambiguity
Role ambiguity refers to a lack of clarity in authority and information. Role ambiguity occurs when
employees are uncertain about their responsibilities, duties, and specific activities (Role Ambiguity, n.d.).

2.3.3. Role conflict
Role conflict refers to when an employee must fulfill the duties of two different roles (Crossman,
2018).

2.3.4. Responsibility

Responsibility refers to the accountability to complete tasks associated with a role and the
organization’s goals. Having too much responsibility makes workers stressed, inducing anxiety,
depression, and burnout (Gorica, 2017).

2.3.5. Financial insecurity

Wealth accumulation was the essential factor allowing a wageworker to contribute to retirement
effectively in the long term (C. Ketkaew et al., 2019c). Insufficient wealth accumulation resulted
from low financial attainment capacity (C. Ketkaew et al., 2020, 2019b) may cause financial
insecurity. Financial insecurity refers to cases of insufficient monetary payment to meet an
employee’s needs, for instance, when an employees’ expenses exceed their pay, they will be
motivated to find better employment (Investopedia staff, 2018).

2.4. The relationship between person-environment (P-E) fit and stress

Edwards and colleagues have proposed that stress occurs when the person and environment do not
match (J. R. Edwards et al., 1998). The concepts of P-E fit are classified as complementary fit and
supplementary fit. Complementary fit is when the environmental demands match the person’s abil-
ities. This concept means that the person has talents, skills, and skills that the organization requires, or
the organization provides rewards that the person desires. Complementary fit is considered in research
on psychological need fulfillment, which investigates how desires and the work environment influence
a person’s attitudes. Supplementary fit is when a person embellishes or possesses characteristics that
match or are similar to the environmental features. This concept involves examining value congruence
between employees and organizations, such as organizations that hire a person who has similar skills
or characteristics as the current employees (J.R. Edwards et al., 2006).

P-E fit theory explains that person-environment mismatching can lead to psychological, physical,
and behavioral stress. Psychological stress is characterized by feelings of being overwhelmed,
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Figure 1. The research frame-
work. Source: Figure created by
authors 2018.

dissatisfaction, worry, anxiousness, sadness, anger, and being run-down. Physical stress is asso-
ciated with low energy, high blood pressure, high serum cholesterol, compromised immune system
functioning, and headache. Long-time stress leads to mental and physical illnesses, including
heart disease, obesity, chronic depression, diabetes, gastrointestinal problems, and Alzheimer’s
disease. Similarly, good person-environment fit is associated with positive outcomes. Behavioral
stress includes acts that are believed to help to reduce the level of stress, such as smoking,
overeating, and absenteeism.

2.5. Hypotheses

Following the literature review, this research paper proposed nine hypotheses. The newly derived
research framework, which explained the interplay among job stress, person-environment fit, and

turnover intention, contributed to the academic arena regarding organizational behavior and
human resources development (see Figure 1).

H1: Job stress (JS) influences turnover intention (TI).

H2: Person-environment fit (PEF) influences turnover intention (TI).
H3: Work overload (WO) influences job stress (JS).

H4: Role ambiguity (RA) influences job stress (JS).

H5: Role conflict (RC) influences job stress (JS).

H6: Responsibility (R) influences job stress (JS).

H7: Financial insecurity (FI) influences job stress (JS).

H8: Person-supervisor fit (PSF) influences person-environment fit (PEF).
H9: Person-group fit (PGF) influences person-environment fit (PEF).

H10: Person-organization fit (POF) influences person-environment fit (PEF).

H11: Person-job fit (PJF) influences person-environment fit (PEF).
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3. Methodology

3.1. Data gathering and sampling techniques

This study used a questionnaire to collect data. The items in the survey questionnaire were
divided int two parts, 1) demographic information and 2) perception regarding work-related
factors (see Appendix). The perception factors employed multiple-choice questions and 11 five-
point Likert-scales, which provided ranked options about how much the respondents agree or
disagree with a particular statement (see Appendix). The respondents include 400 office workers
who were employed in Bangkok, Thailand, whereas the total population of office workers in
Bangkok is ~4.8 million (International Labour Organization, 2018). As for sampling technique,
this paper employed a multi-stage approach: quota sampling (C. Ketkaew et al., 2019a), then
purposive sampling (C. Ketkaew et al., 2019b). First, we selected eight office areas with high
population density along the subway and elevated train stations in Bangkok (Chong Nonsi,
Ploenchit, Asok, Siame, Ari, Sala Daeng, Victory Monument, and Mo Chit) (Ketkaew &
Naruetharadhol, 2016a). Of the 400 respondents, the researchers assigned a quota (Quota
Sampling) of 50 office workers in each area to respond to the survey questionnaire. Next,
trained surveyors purposively (Purposive Sampling) approached office workers who passed by
the area using a screening question to determine whether they were office workers. If the
answer was “Yes,” the surveyors would continue to let those office workers respond to the
questionnaires. If “No,” the surveyors would stop the process. Before answering the inquiry,
participants were informed of confidentiality agreements and the ethical considerations of
business/social sciences research (Ketkaew & Naruetharadhol, 2016b).

The questions in the quitting intention section are taken from the research of Memon et al.
(2017), which contained four statements to measure employee leaving intention. Questions from
Qureshi et al. (2012) were used in the job stress and work overload sections. The items in the
person-group fit sections were developed by Zhang et al. (2014). The questions in the person-job
fit, person-organization fit, and person-supervisor fit sections are taken from the study by Hassan
et al. (2012). The items in the person-environment fit section were developed by Vahidi et al.
(2016). The financial insecurity questions are taken from the website of the Pew Research Center
(The Politics of Financial Insecurity, 2017). The items in the section addressing responsibility are
from the Huffpost website (Thompson, 2017). Table 1 provides the demographic information of the
respondents.

Using the data cleansing approach suggested by Mahalanobis Distance (the method for multi-
variate outlier detection), from the initial observations of 400, 379 observations were selected for
further analysis.

3.2. Data analysis

This study used structural equation modeling (SEM), a statistical technique that combined factor
analysis and regression or path analyses to define causal relationships between observed and
latent variables. Confirmatory Factor Analysis (CFA) was used to evaluate reliability and validity
(Civelek, 2018).

4. Results and discussion

4.1. Measurement model

Confirmatory Factor Analysis (CFA) was performed to develop the measurement model for the
collected data. CFA includes several statistical tests to determine the relationship between the
observed variables and the latent variables and to test whether the model adequately fits the data
(Civelek, 2018). In this study, the goodness of fit indices employed were Chi-Square/df, CFI, IFI, TLI,
and RMSEA.
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Table 1. Demographic information of respondents

Demographic Amount Percentage
Gender Male 166 41.5
Female 234 58.5
Total 400 100
Age 21-30 173 43.25
31-40 121 30.25
41-50 63 15.75
51-60 36 9
61 above 7 1.75
Total 400 100
Education High school 120 30
Bachelor’s degree 235 58.75
Master’s degree 26 6.5
Ph.D. 9 2.25
Diploma 10 2.5
Total 400 100

Source: Data adapted from authors 2018.

Table 2 shows that all of the indices are accepted. Hence, the model is adequate for fitting the

collected data according to the thresholds.

4.1.1. Convergent validity
Convergent validity is a subtype of construct validity used to measure the correlation between the
data of observed and latent variables (Civelek, 2018). Convergent validity is assessed using
estimate values of the factor loading, average variance extracted (AVE), and construct reliabil-

ity (CR).

Table 3 shows that the relationships between the observed variables and latent variables data
are significantly related; the estimated values are higher than 0.70, AVE values are higher than

0.50, and CR values are higher than 0.70.

Table 2. Goodness of fit indices of the measurment model

Fit Indices Value Threshold Assessment

Chi-Square 1,301.157

df 595

p-value 0.000 Acceptable for complex
model

Chi-Square/df 2.187 <3.00 Pass

CFI 0.921 >0.90 Pass

IFI 0.922 >0.90 Pass

TLI 0.907 >0.90 Pass

RMSEA 0.056 <0.10 Pass

Source: Data adapted from authors 2018.
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Figure 2. Structural model.
Source: Figure created by
authors 2018.
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4.1.2. Discriminant validity

Discriminant Validity is another subtype of construct validity that indicates that there is no
correlation between factors and data which are not constructed for each other. In other words,
all the considering factors should be statistically discriminated from each other (Civelek, 2018).

To evaluate discriminant validity, Table 4 compares the squared root of average variance extracted
(squared AVE) and the correlation estimates. This section was examined by comparing the square root
AVEs (on diagonal) with the correlations in the associated matrices (Fornell & Larcker, 1981).
According to Table 4, all constructs passed this validity check. The values in the table imply that the
squared AVEs of the single factors are higher than the correlation estimates on all other factors.

4.2. Structural model

Figure 2 demonstrates the structural model and Table 5 shows the goodness of fit indices (GFI) of
the proposed structural model derived from the hypotheses. The results indicate that the person-
environment fit is influenced by POF, PSF, PJF, and PGF. Person-environment fit and job stress influence
quitting intention. The values in the table imply that this model does not adequately fit the data
because CFI, IFI, and TLI are less than 0.9 (which do not pass the required thresholds).
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Table 4. The squared AVE and correlation estimates

TI PEF JS PJF | POF | PGF | PSF FI R RC RA wo

TI 0.891

PEF -0.328| 0.795

JS 0.497| 0.007| 0.750

PJF -0.447| 0.603| -0.157| 0.809

POF -0.382| 0.627| -0.132| 0.676 0.832
PGF -0.133| 0.282| -0.106| 0.457| 0.500| 0.737
PSF -0.234| 0.461| -0.172| 0.525| 0.501| 0.305| 0.798

FI 0.474] -0.088| 0.422| -0.265| -0.163| 0.006| -0.031| 0.818

R 0.137| 0.135, 0.636/ 0.157| 0.035 0.031|-0.124| 0.210| 0.834

RC 0.415| -0.156| 0.363| -0.278| -0.163| -0.084| -0.073| 0.678| 0.062 | 0.812

RA -0.254| 0.445| 0.080| 0.573| 0.450| 0.385| 0.349| -0.227| 0.398 | -0.366| 0.815

WO 0.284 0.122) 0.719| 0.022| -0.043| —0.048| -0.138| 0.265| 0.773 | 0.089| 0.356 | 0.819
Source: Data adapted from authors 2018.

Table 5. The goodness of fit indices of the original structural model

Fit Indices Value Threshold Assessment

Chi-Square 1,568.409

df 634

p-value 0.000 Acceptable for complex
model

Chi-Square/df 2.474 <3.00 Pass

CFI 0.895 >0.90 Fail

IFI 0.785 >0.90 Fail

TLI 0.884 >0.90 Fail

RMSEA 0.062 <0.10 Pass

Source: Data adapted from authors 2018

The hypothesis testing results from Table 6 that financial insecurity (FI) does not significantly
influence job stress (JS) because its p-value is 0.267, which is more than the given significance level
of 0.01. PSF and PGF do not influence person-environment fit (p-values > 0.05). The results reveal
that this model is not an adequate fit for the data. Therefore, to improve the model to fit the data,
the SEM model was modified as follows.

Modification indices suggested the following changes to improve the model. Relate FI (indepen-
dent variable) to TI (dependent variable) with the Modification Index (MI) of 21.936. Also, relate
R (independent variable) to TI (dependent variable) with the MI of 6.683. As in Figure 3, the
insignificant relationship was omitted in the modified model. The omitted relationships included
PGF and PSF because their p-values were higher than 0.05. Hence the PGF construct was deleted
from the modified structural model. Overall, the statistical results of the modified model became
better, as explained in the next section.

4.3. Modified structural model
After modifying the model, all of the fit indices pass the threshold, which indicates that the model in

Figure 3 is accepted as having a highly good fit; the Chi-Square/df is less than 3.0, CFI is more than 0.9,
IFT is more than 0.9, TLI is higher than 0.9, and RMSEA is higher than 0.9 (see Table 7).
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Table 7. The goodness of fit indices of the modified structural model

Fit Indices Value Threshold Assessment

Chi-Square 806.729

df 400

p-value 0.000 Acceptable for complex
model

Chi-Square/df 2.21 <3.00 Pass

CFI 0.934 >0.90 Pass

IFI 0.935 1 >0.90 Pass

TLI 0.936 >0.90 Pass

RMSEA 0.057 <0.10 Pass

Source: Data adapted from authors 2018.

After the model was modified (Figure 3), the factors that were not statistically significant were
eliminated, and the remaining factors were relisted to improve the model. By analyzing the fit indices
by performing SEM, we found that this model supported most of the hypotheses (see Table 8). Two
factors are contradictory to the hypotheses [financial insecurity (H7) and responsibility (H6)] because
they have direct relationships with turnover intention. This implies that when employees have too
much responsibility and are facing financial problems, they will decide to leave the organization
directly without going through any mediating factors.

The support for H1 indicates that job stress can increase quitting intention rates in the
organization since there is the absenteeism of employees, which leads to weaker productivity.
The implication of H2 can be assumed that the PEF can affect the decision making on job
turnover because it is the measure of whether employees are fitted and satisfied with the
current work environment. Accepting H3 means having too much work can cause employees
stress. When H4 is supported, it is implied that when the authority and information of job
positions are not apparent, employees will feel stressed. Supporting H5 means when there is
a role conflict among employees, stress may occur. Support of H8 implies that matching
between the organization and the person impacts person-environment fit. When H10 is
accepted, it is assumed that the fit between job and person can influence person-
environment fit.

5. Conclusion and implications

High levels of turnover intention can damage organizations. Understanding the motives for
quitting can help an organization reduce its staff turnover. This study revealed that overload,
role ambiguity, and role conflict affect job stress. On the other hand, person-supervisor fit,
person-organization fit, and person-job fit influence person-environment fit. Job stress,
person-environment fit, responsibility, and financial insecurity also affect a quitting intention.
Thus, eliminating unsatisfied factors by the allocation of the proper amount of workload,
providing precise tasks and positions, adequate distribution of responsibility, offering suffi-
cient salary, and providing a pleasant environment will help organizations to retain employ-
ees. Thereby avoiding the negative consequences of employee turnover could be possible.

With the competitive labor markets at present and in the future, businesses must retain
skilled labor for their competitive advantage. We suggest business authorities and individual
workers in Thailand the following. As work overload dramatically influences an individual’s
job stress, hence causing one’s turnover intention, the employer should distribute a proper
amount of work and enhance an employee’s productivity by using information technology.
An individual may also manage his or her workload efficiently by creating an effective action
plan, improving time management skills, and acquiring information technology. Nowadays,
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Figure 3. A modified structural
model. Source. Figure created
by authors 2018.
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several cloud-based applications can facilitate project management at both the individual or
team levels. Besides, the person-environment fit is suggested to reduce an individual’s
turnover intention significantly. An individual’s satisfaction with the work environment
mainly comes from the organization itself and his or her relationship with the job supervisor.
Giving authority to an employee to make a decision under his/her responsibilities could
improve one’s self-esteem and build trust, thereby creating a pleasant work environment.

Finally, this research has a limitation. Sampling and data collection were limited to office
workers in Bangkok, Thailand. Therefore, although we report interesting findings, caution
must be exercised when attempting to generalize these. Nevertheless, this work provides
future research with an opportunity to explore the proposed employment turnover model
using another sample in other locations within Thailand and internationally. This model could
be explored in a deeper dimension, for instance, a moderating effect to test the behavioral
differences between generations or job positions.
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Appendix

Part 1 Please tick the box according to your personal information.
1. Gender
[ Male [ Female
2. Age
[d21-30 [d51-60
[131-40 [1 61 above
[141-50

3. Education
L] High school L] ph.D.
[ Bachelor’s degree L] Other

[ Master’s Degree

Part 2 Please identify the level of agreement according to your personal opinion.
1 = Strongly Disagree

2 = Disagree
3 = Neutral
4 = Agree

5 = Strongly Agree
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Turnover 5 4 3 2 1
Intention

(1) Tam cur-
rently ser-
iously con-
sidering
leaving my
current job
to work at
another
company.

=

I will quit
this com-
pany if the
given
working
condition
gets even
a little
worse than
now.

=

I will quit
my job at
my current
organiza-
tion in

1 year or
less.

=

I will prob-
ably search
for a new
jobin the
next year.

Person- 5 4 3 2 1

Organization

Fit

(1) My organi-
zation
meets my
primary
needs well.

(1) My perso-
nal values
match my
organiza-
tion’s
values and
culture.

(1) I feel that
my perso-
nal values
are a good
fit with this
organiza-
tion.

(Continued)
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(Continued)

Person- 5 4 3 2 1

Organization

Fit

(1) I feel that
ITam
a good fit
with this
organiza-
tional cul-
ture.

Person-Job 5 4 3 2 1

Fit

(1) T am the
right type
of person
for this

type of
work.

(1) My person-
ality is
a good
match for
my job.

(1) Thereis
a good
match
between
the
require-
ments of
this job and
my skills.

(1) My educa-
tion and
knowledge
is a good
match for
my job.

Person- 5 4 3 2 1
Supervisor Fit

(1) My man-
ager is
supportive
of my ideas
and ways
of getting
things
done.

(Continued)
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Person- 5 4 3 2 1
Supervisor Fit

(1) My boss is
flexible
about how
I accompli-
sh my job.

(1) My boss
gives me
the author-
ity to do
my job.

(1) I can trust
my boss to
back me up
on deci-
sions
I make in
the field.

Person-Group 5 4 3 2 1

Fit

(1) Working
with the
other peo-
ple in my
group is
one of the
best parts
of this job.

(1) 1 getalong
well with
the people
I work with
on a day-to
-day basis.

(1) Thereis not
much con-
flict among
the mem-
bers of my

group.

(1) If I had
more free
time,

I would
enjoy
spending
more time
with my
co-worker.

(1) There is no
co-worker
in my term
that I try to
avoid when
possible.
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Job Stress

1

1 often feel
stress at
work.

Job diffi-
culty
usually
brings me
sleepless-
ness.

My job
makes me
nervous.

I feel
exhausted
after my
daily work.

1 feel weak
and
depressed
at work.

I feel more
hot-
tempered
at work.

I feel
depressed
and
unhappy at
work.

Work
Overload

(1)

I work for
long hours,
on over-
time, and
even on
holidays.

Iam
unable to
meet out
the
demands
of my job.

I feel tired
during
the day
due to
excessive
workload.

(Continued)
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Work 5 4 3 2 1
Overload

(1) I'm so busy
I find it
increas-
ingly diffi-
cult to
concen-
trate on
the job in
front of
me.

Role 5 4 3 2 1

Ambiguity

(1) I know
everything
that I am
expected
to do at
work with
certainty.

(1) My job
duties are
clearly
defined.

(1) T know
what I am
required to
do for
every
aspect of
my job.

(1) I feel sure
about how
much
authority
I have.

(1) I have
divided my
time cor-
rectly.

Role Conflict 5 4 3 2 1

(1) In my job,
I often feel
like differ-
ent people
are “pulling
me in dif-
ferent
directions.”

(Continued)
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(Continued)

Role Conflict 5 4 3 2 1

(1) I have to
deal with
competing
demands
at work.

(1) In my job,
I'm always
placed in
a situation
where one
job duty
conflicts
with other
job duties.

—

I do things
that are
appropriate
to be
accepted
by one per-
son but not
accepted
by others.

Responsibility 5 4 3 2 1

(1) I have too
many daily
work duties
and tasks.

(1) Ihave to
responsible
for many
work out-
comes.

(1) T am get-
ting more
and more
requests
from my
supervisor
to help
them with
their work
challenges.

(1) I feel that
I am get-
ting tasks
that are
not related
to my
duties.
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Financial
Insecurity

(1)

I recently
have trou-
ble getting
or paying
for medical
care for
myself or
my family.

I recently

have trou-
ble paying
my rent or
mortgage.

I recently
have trou-
ble paying
my bills.

I recently
have bor-
rowed
money
from family
or friends.
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