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ABSTRACT

Investigating the relationship between person-organisation (P-O) fit, psychological contract (PC) and employee cognitive responses, data was collected from 479 retail employees. P-O fit and PC were positively related to job satisfaction and affective commitment, and negatively related to turnover intentions. Only PC was related to breach and violation. Structural equation modelling revealed that PC predicted all cognitive responses more strongly than P-O fit. This study shows PC as a stronger component of the employment relationship than P-O fit. Implications for human resource management and development are discussed. 
.
INTRODUCTION

Person-organisation (P-O) fit is the compatibility between people and their work organizations [7]. Value congruence is an important P-O fit type because values are relatively enduring beliefs that form a standard for guiding behaviour and developing attitudes [14]. Several theoretical rationales suggest that value congruence leads to employee cognitive responses such as job satisfaction, commitment and lower turnover intentions [4][9][12]. The psychological contract (PC) is the mutual beliefs, perceptions, and informal obligations between an employee and employer [15]. PC theory is based on the norm of reciprocity which assumes both the employee and the organisation fulfil each other’s expectations [5]. PC breach are occasions when an employee believes that their organisation has failed to fulfill its promises and can lead to negative cognitive responses [13]. Violation is an affective reaction to breaches and results in feelings of betrayal, distress, anger and sense of injustice [11]. 
There is minimal research to suggest that P-O fit is related to perceptions of breach and violation. This study concurrently examines P-O fit and PC to determine their effect on cognitive responses. We expect a negative relationship between P-O fit and breach and violation (H1a), a negative relationship between PC fulfillment and perceptions of breach and violation (H1b), and a significant relationships in the expected direction between both P-O fit and PC and cognitive responses (H2a, 2b). Last, the study examined which of P-O fit or PC is the more salient predictor of employee cognitive responses (H3).
METHOD
Data was collected from 479 employees in a large Australian retailer. After removing missing data, the sample size was 424. Mean age was 38.5 years, tenure was 6.6 years and 63% of participants were female. Three items measured P-O fit [3], four measured PC [16], five breach and four violation [13]. For employee cognitions, there were five items for job satisfaction [6], eight for affective commitment [10] and three for turnover intentions [18]. 
RESULTS
All scales had Cronbach’s alpha over .70. Each scale was inspected to determine the contribution of each item using congeneric structural equation models. Due to low loadings, two items were removed from each of breach and commitment scales and one item each from turnover and job satisfaction scales. The measurement model using revised scales indicated satisfactory discriminant validity. There was excellent discriminant validity with a .39 correlation between the two-item PC employee and PC employer scales. The regression weights in the theoretical structural path model indicated the P-O fit to breach and violation paths be removed. The final model generated a fit of (2(df) of 721.909 (287), p = ns with additional fit statistics of GFI .857, AGFI .857, IFI .943, TLI .935, CFI .942, RMR .108 and RMSEA .060. 
H1a predicted P-O fit would be negatively related to breach and violation and was not supported. H1b was supported with PC predicting breach (-.74) and violation (-.45). H2a was supported with P-O fit predicting cognitive responses (.23). Job satisfaction, commitment and intention to quit all loaded strongly in the expected direction on the second-order cognitive responses latent construct. H2b was supported with PC predicting cognitive responses (.42). H3 was supported with PC predicting cognitive responses (.42) at almost twice the strength than PO fit (.23). Violation was a better predictor of cognitive responses (at -.31) than P-O fit. Breach did not predict cognitive responses.
DISCUSSION
Results demonstrated that individuals who perceived their values to be more congruent with their organisation’s values were not significantly less likely to report breaches and violations, which is inconsistent with findings [2] that congruence between employee and organisational values is negatively related to PC violations. This suggests there is no relationship between fit and perceptions of breach and violation. Rather, this result is consistent with reports of a positive relationship between P-O fit and job satisfaction [9][12], organisational commitment [8][12] and a negative relationship between P-O fit and turnover intentions [17]. The results support theoretical rationales for the relationship between value congruence and attitudinal outcomes. Specifically, this study provides evidence that employees with similar values share common aspects of cognitive processing that lead to common interpretations of events and improved interpersonal relationships [9]. A relationship between PC and cognitive responses was predicted and supported by the results. Employees perceiving their PC as fulfilled reported higher job satisfaction, commitment and lower turnover intentions. 
The study investigated the concurrent impact of P-O fit and PC on cognitive responses. PC was stronger than P-O fit in predicting all cognitive responses, and PC (but not P-O fit) predicted breach and violation. These findings support the norm of reciprocity which assumes both employee and the organisation fulfil each other’s expectations [5] and social exchange theory [1] which says employees are motivated by a balanced relationship of organisational incentives and contributions. Additionally, this study demonstrated PC violation predicts cognitive responses, unlike PC breach. This suggests breach may occur reasonably frequently but has less effect than PC violation on job satisfaction, commitment and turnover intentions.
There are practical implications in recruitment, selection, promotion, reward and performance management, and for communicating and monitoring employees’ understanding of employer promises and commitments. Given that the PC is a stronger component of the employment relationship than P-O fit, organisations could position PC management as a strategic human capital objective. The ability to do this consistently at an organisational level may become a significant source of competitive advantage for organisations. 
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