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Abstract: With the burgeoning “war for talent”, attracting the right workforce has become a major
key checkpoint for a firm’s sustainability. The main purpose of this study was to predict prospective
employees’ organizational attraction by integrating person—organization (P-O) fit perceptions and
the theory of planned behavior (TPB) into a single framework. Although many studies have reported
inconsistent results for the impact of subjective norms and self-efficacy on intention in the TPB
framework, adequate empirical research on applicant attraction for this theoretical phenomenon
is still unavailable. This may be the first study that examined the mechanism of how and when
the TPB model becomes more instrumental with subjective P-O fit perceptions. With a sample of
335 young job seekers in Bangladesh, the study examined the research hypotheses related to the
TPB and P-O fit using path analysis with AMOS, a structural equation modeling (SEM) program.
The results showed that P-O fit partially mediated the relationship between self-efficacy and job
search intentions. Observably, P-O fit significantly moderated the relationship between subjective
norms and job search intentions in such a way that the impact of subjective norms was stronger for
individuals with a lower level of P-O fit but slightly weaker for those with a higher level of P-O fit.
In line with the research findings, some notable theoretical contributions and practical implications
for HR professionals have been discussed.

Keywords: job seeking; organizational attraction; person—organization fit; theory of planned behavior

1. Introduction

Employer branding, a marketing strategy to create an attractive brand for potential
candidates, can serve as a key competitive advantage when recruiting, hiring, and retaining
Millennials [1,2]. It is plausible in that employer branding helps potential job candidates
to assess the compatibility between their own personal values and characteristics and
those of the firm in question [3]. Having a vibrant employer brand facilitates a firm to
boost its attractiveness by influencing potential candidates” intentions to search for jobs
in the firm. Indeed, employer branding ensures a talented pool of job applicants capable
of coping with organizational culture quickly and accurately, thereby suggesting a firm’s
sustainability in an ever-changing business environment [2]. Scholars also presumably
argued that influencing the job search intentions of prospective employees is one of the
central aims of today’s competing firms [4,5]. Failing to do so may lead to the total or partial
loss of human capital, thereby resulting in poor corporate sustainability performance. With
these lines of argument, Azjen’s [6] theory of planned behavior (TPB) is applicable in the
studies of job searches in relation to firm attractiveness. The key component of this theory
is behavioral intent, which is itself the outcome of a combination of the TPB core variables,
i.e., attitude, subjective norms, and self-efficacy [7].

Using the lens of the TPB to structure conceptualization and research focus, many
studies have demonstrated a significant influence of job search intention on job search
behavior. However, examinations of the paths between the TPB core variables and intention
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have yielded inconsistent findings. While prior studies have consistently highlighted the
significant role of attitude in predicting intention, results concerning self-efficacy and
subjective norms are less consistent [8]. Although this phenomenon has gained attention
in previous research (e.g., [9,10]), adequate empirical research on job seeking in relation to
organizational attraction from this theoretical perspective is still unavailable. Relatively
few studies applied the notion that a variable external to the TPB model may indirectly
influence intention and behavior via a potential mediator [11]. Additionally, despite the
claim that an external variable may also influence the relative weights that people place
on the TPB core variables to form their intentions [12], there are limited empirical studies
that have examined this theoretical argument in the job search domain. In this regard,
we propose a conceptual model to analyze the mediating and moderating role of person—
organization (P-O) fit perceptions within the TPB framework for predicting the job search
intentions of prospective employees.

The P-O fit perception refers to individuals’ judgment about the compatibility between
them and an organization [13]. Along with the TPB core variables, P-O fit perception is
also an important factor in predicting individuals” intentions and behaviors in various
settings, such as job seeking [14]. Considering that perceived compatibility is affected by
the perceiver’s prior experience, our variables of interest, which include subjective norms
and self-efficacy, are likely to construct a potential function regarding this perception. For
job seekers, the degree of social pressure to engage in a behavior and the expectation
about outcomes in a challenging situation would be key determinants to their career
progress, and it may better work under a collectivistic culture, showing greater in-group
vigilance [15]. Although there have been many studies that focused on the relationship
between fit perceptions and individuals’ behavioral intentions (e.g., [16-18]), the role of
P-O fit perceptions within the TPB framework for predicting job search intentions of future
employees has been overlooked. Those studies that accepted the TPB lens failed to capture
the realistic aspects of decisions that were made, having been focused too heavily on a
Western culture setting. Therefore, the main objective of this study is to investigate whether
P-O fit mediates the relationship between self-efficacy and job search intention and how it
moderates the relationship between subjective norms and such intention, using a sample
of Bangladeshi job seekers.

Our study makes several significant contributions to the growing body of knowledge
in the related field. First, it extends the previous research, using two core constructs of the
TPB (i.e., self-efficacy and subjective norms) and P-O fit in a single framework. Although
many studies have reported inconsistent results for the impact of subjective norms and
self-efficacy on intention in the TPB framework, adequate empirical research for this
theoretical phenomenon is still scarce. With the subjective perception of the P-O fit, probing
the mechanism of how and when the TPB model becomes more instrumental advances
the existing knowledge on career-related actions, including exploiting job opportunities
and building a career. Second, this expansive perspective is also valuable in explaining
an emergent phenomenon, i.e., employee downsizing. Because employee downsizing
has become a common phenomenon during the COVID-19 pandemic, young graduates
are becoming more aware of selecting a firm as their potential career destination, and
Bangladesh is not an exception. Although this study is not comparative, the theoretical
implications of the influence of P-O fit on the TPB support a new approach for how
employers should meet their potential employees’ career needs at the stage of pre-entry
beyond the merely reactive mind-set of hiring. Third, through this understanding of
situations in which the TPB core variables achieve their improved explanatory power, this
study can provide an important foundation for further research into the job-searching
process of young job seekers who continue to enter the workforce.

2. Literature Review and Hypotheses

An extensive range of literature was reviewed to develop the theoretical framework
and research hypotheses for the present study. This section discusses the related literature



Sustainability 2021, 13, 11998

3o0f14

on self-efficacy, subjective norms, and job search intentions, as well as the P-O fit, which was
hypothesized as a potential mediating and moderating variable within the TPB framework.
The theoretical model that guided this research is shown in Figure 1.

H5
P-O fit
H3
Self- He H4
efficacy H1

Job search
intentions

Subjective H2
norms

Figure 1. Hypothesized research model.

2.1. The Theory of Planned Behavior (TPB)

The TPB is conceptualized as a “complete” theory of behavior and has been used as
a “solid” model to examine job search intentions [19]. Perhaps this is due to the premise
that behavior is planned and intention is an antecedent toward the planned behavior [6].
When applied to the current study, the TPB states that the immediate antecedent of job
search behavior is the intention to look for a job, which in turn is predicted by the extent
to which a person has favorable or unfavorable evaluation of the behavior in question
(i.e., attitude), the perception of social pressure to align with a particular object or action
(i.e., subjective norms), and people’s confidence in their ability to perform an action
(i.e., perceived controllability). In this framework, TPB provides a satisfactory explanation
for intentions and behaviors. Generally, the TPB suggests that the more positive the attitude,
subjective norms, and perceived controllability are towards a specific activity, the stronger
a person’s intention to engage in it.

2.2. Self-Efficacy and Job Search Intentions

Of the variables included in the TPB, perceived controllability was the last variable
added to the model by Ajzen [20]. This is compatible with Bandura’s [21] idea of self-
efficacy. In accordance with many prior studies in this field, the variable of perceived
controllability has been operationalized as self-efficacy for the current study (e.g., [12,22]).
Self-efficacy indicates not only physical powers but also an emotional reaction. The higher
the self-efficacy owned by an individual, the more self-confident the person behaves [23].
Several empirical studies showed a significant positive relationship between a person’s
self-efficacy and job search intention (e.g., [10,24]). Furthermore, the studies conducted
in collective cultures, such as Asia, have confirmed the positive effects of self-efficacy on
job search intention (e.g., [19,25]). Based on our theoretical framework and these research
results, we developed the first hypothesis as follows:

Hypothesis 1 (H1). Self-efficacy has a significant positive influence on individuals’ job search
intentions.

2.3. Subjective Norms and Job Search Intentions

Subjective norms are understood as the social pressure that an individual perceives
when looking for a job. When applied to the current investigation, the TPB suggests that
individuals are more likely to form intentions for job searching as they feel more social
pressure from their significant others to do so [26]. As such, the study of Carmack and
Heiss [27] found significant effects of subjective norms on individuals’ job search intentions.
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The influence of social pressure on job search intentions is also culture-specific, in which
the individual intention is more likely to be affected by their cultural value perceptions [28].
As noted by Van Hooft and De Jong [12], people high on collectivism were more strongly
motivated by subjective norms in forming their job search intentions. This result was also
proved valid in China, akin to Bangladesh’s collectivist culture [19]. This body of findings
has led us to develop the following hypothesis in the context of the present study:

Hypothesis 2 (H2). Subjective norms have a significant positive influence on individuals’ job
search intentions.

2.4. The Role of Person—Organization (P-O) Fit

Individuals are differentially compatible with various organizations, and this compat-
ibility has important consequences. As such, a large body of empirical literature provides
support to the applicability of the P-O fit to predict job search intentions (e.g., [16,29]).
Consistent with past research in the field, the P-O fit in the present study addresses the
perceived fit, or the degree of an individual’s direct judgment of the fit level, rather than
the actual fit [30]. Especially in the pre-entry context (before an applicant is hired by an
organization), the P-O fit refers to prospective employees’ assessment of the compatibility
between themselves and the work environment of organizations in which they intend to
search for jobs. In this view of pre-entry perception, our interest is focused on the potential
of the P-O fit in facilitating a later judgment about whether objectives have been met. One
possible reason for the inconsistencies in the TPB core variables (i.e., subjective norms and
self-efficacy in our study) and intention stems from the fact that some information that P-O
fit perception contains is already present in the TPB model.

2.5. The Relationship between Self-Efficacy and Perceived P-O Fit

Job seekers tend to match their abilities to the job tasks in an organization [31]. They
are unlikely to pursue a job they are not qualified to perform. They do not expect a job
offer when they do not meet the basic task requirements of the job. This indicates that
employees with higher self-efficacy find themselves a better fit for organizations and will
be more confident to deal with their assigned work [32]. Indeed, a self-efficacy motive
may have been antecedent to their decision to pursue a career. Regardless of pre- or post-
entry, individuals’ self-efficacy has a close connection with their subjective fit perceptions
(e.g., [33,34]). In order for individuals to perceive a good fit for an organization, they must
have the necessary KSAs (knowledge, skills, and abilities) or self-confidence in possessing
these competencies. As shown in a recent study by Royle [35], self-efficacy enhances P-O
fit judgments. Consistent with the current literature, we hypothesized that:

Hypothesis 3 (H3). Job seekers’ self-efficacy is positively related to their perceived P-O fit.

2.6. The Relationship between Perceived P-O Fit and Job Search Intentions

In a meta-analysis by Uggerslev et al. [36], the researchers stated that perceived fit is
one of the strongest predictors of prospective employees’ organizational attraction through-
out the recruitment process. As such, previous studies showed that such perception is also
one of the most important predictors for shaping job search intention. In a more recent
study, Dutta [18] noted that P-O fit is more salient in influencing the job search intentions
of candidates at the exploration stage compared to the establishment and maintenance
stages. Furthermore, for Millennials who may perceive their jobs as a means to another
end [37], this personal judgment would be especially critical to have an intent to reach
a career goal. Hence, within the TPB framework, we expected a closer relation between
perceived P-O fit and intentions. Taking these arguments together, we hypothesized that:

Hypothesis 4 (H4). Job seekers’ perceived P-O fit is positively related to their job search intentions.
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2.7. P-O Fit as a Mediator between Self-Efficacy and Job Search Intentions

As mentioned above, the relationship between an employee’s P-O fit and job search
intentions is valid in that P-O fit is a function of variables relevant to career, including
career success and career satisfaction. Given that the effect of fit perceptions on individual
attitudes varies with generations [17], Millennial job seekers who view themselves as
competent are likely more intrinsically motivated to engage in job searches through an
increased P-O fit perception. Along with the direct path between self-efficacy and job
search intentions, prospective employees’ job-seeking intentions will be optimized when
they have compatibility with the organizational environment based on their self-efficacy.
That is, we also believe that the level of confidence a job seeker holds affects their P-O fit
perception, which in turn may influence their intentions to search for jobs in a firm. Based
on these premises, we hypothesized that:

Hypothesis 5 (H5). The relationship between job seekers” self-efficacy and job search intentions is
partially mediated by their perceived PO fit.

2.8. P-O Fit as a Moderator between Subjective Norms and Job Search Intentions

In the TPB framework, inconsistent findings indicate that the impact of the two vari-
ables can be context-dependent, apart from the potential presence of mediating variables.
We here expect the perceived P-O fit to play a moderating role in the job seekers’ subjective
norms—-job search intentions relationship. Namely, the potential for social norms to impact
job searches may vary with the level of perceived P-O fit. As those perceptions of P-O fit
may eventually become internalized, it is more influential than social norms concerning a
particular intent [38]. As a consequence of this trade-off, job seekers” P-O fit perceptions
might mitigate the degree to which subjective norms affect job search intentions. This is
often applicable for the Millennials who are individualistic and narcissistic in nature [39],
suggesting that they tend to attribute more value to their subjective P-O fit judgement over
social orientations of an organization or the perceived pressures imposed on them by the
society they belong to. Therefore, we formulated the following hypothesis:

Hypothesis 6 (H6). The perceived P-O fit moderates the relationship between subjective norms
and job search intentions such that higher levels of P-O fit weaken the positive relationship more
than lower levels of P-O fit.

3. Research Method

The following section provides details on our research method, including the sample
and procedures, measures with a description of each of the variables, and data analysis
techniques used in this study.

3.1. Participants and Procedure

To collect data from the target respondents (i.e., job seekers), a self-administered
questionnaire was developed. A pilot study of 18 respondents was conducted to assess
the applicability and understandability of measurement items by the target respondents in
the context of Bangladesh. The measures seemed usable in the context of this study. After
the pilot study, using a non-probability sampling technique that included convenience
and snowball sampling, an online survey link was sent to career counselors of different
job coaching centers requesting them to forward the link to job seekers. Consistent with
past research in this domain (e.g., [40,41]), a list of 20 well-known Bangladeshi firms
from diverse industries was provided at the beginning of the questionnaire, asking the
respondents to select one of the firms they were familiar with and then to fill out the form.

A total of 351 job seekers participated in the survey. There were 4 missing values
found throughout the data-cleaning procedure, and 12 respondents were identified to be
unengaged (i.e., the standard deviation of their responses was reported to be zero). For
social science research, the remaining sample size (N = 335) is suitable for analysis for the
4 focal constructs of the present study [42]. The demographic statistics revealed that most
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participants were male (66.9%), ranged from 21 to 26 years of age (84.2%), were university
graduates (84.8%), and were unemployed for more than 1 year (34.6%).

3.2. Measures

For each construct of the present study, measurement items were selected based
on previous studies that were reported to be reliable and valid. However, we tailored
these items to fit into the context of the present study. Any items identified as potentially
problematic were omitted or revised. Responses to each item were scored on five-point
Likert scales measuring the respondents’ degree of agreement or disagreement with the
item in question (1 = strongly disagree; 5 = strongly agree). For every case, a higher score
refers to the higher level of a construct.

3.2.1. Self-Efficacy

Respondents’ self-efficacy was measured using 5 items selected and adopted from
Huang [25] and Arnold et al. [43]. A sample item was “Overall, I feel confident in being
able to work for the organization.” The reliability estimate in our study was 0.83.

3.2.2. Subjective Norms

Consistent with many studies in this field, this construct was measured using the
global scale from Van Hooft and De Jong [12]. One of the two items used was “The most
important person in my life thinks that I should search for jobs in the organization.” The
reliability coefficient was 0.71.

3.2.3. Job Search Intentions

This was measured using 4 items selected based on Van Hooft and De Jong [12] and
Huang [25]. A sample item included was “As soon as possible, I really intend to try hard
to search for jobs in the organization.” The reliability measure was 0.94.

3.2.4. Perceived P-O Fit

This construct was measured using 3 items taken from Cable and De Rue [44] and
Saks and Ashforth [45]. A representative item of job seekers’ P-O fit was “I think the work
environment of the organization is a good match for me.” Cronbach’s alpha for P-O fit
perceptions was (.88.

3.2.5. Control Variables

Respondents’ gender, age, and education status were controlled for analysis because
they were reported to be influential on job search intentions in previous studies [46].
Unemployment duration was also controlled for the purpose of the present study.

3.3. Overview of Analyses

Analyses were performed in three consecutive phases. That is, reliability, validity,
and common method variance (CMV) of constructs were measured first, and then well-
established fit indices were used in order to further assess model fit. Finally, standardized
coefficients of the path model were considered for testing the research hypotheses of this
study. With AMOS (version 24), all research hypotheses were tested using path analysis.
To avoid the multicollinearity problem of the interaction terms of the P-O fit and subjective
norms with their corresponding main effects on job search intentions, measures were mean-
centered before calculating the interaction terms [9]. In addition, to check the robustness of
the moderating effect of perceived P-O fit, Hayes’s [47] PROCESS Macro (Model 1; version
3.4) was used because it is considered a more powerful statistical tool for moderation.

4. Results

To test the measurement model, exploratory factor analysis (EFA) and confirmatory
factor analysis (CFA) of all items were conducted simultaneously. The EFA results from the
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principal component analysis with varimax rotation extracted four components, having
item loadings ranged from 0.65 to 0.86, considerably over the threshold of 0.50. Additionally,
as expected, all the measurement items were loaded on the relevant factors with no cross-
loadings. Construct reliability was evaluated using Cronbach’s alpha («) and composite
reliability (CR). As shown in Table 1, all CR and Cronbach’s « values for each construct
of our study exceeded the established threshold of 0.70, confirming the reliability of the
measures. As for construct validity, the factor loadings of the measurement items for each
construct ranged from 0.53 to 0.95 and were statistically significant (p < 0.001). The average
variance extracted (AVE) values for all constructs exceeded the cut-off value of 0.50, which
indicates that convergent validity was obtained. The square root of each construct’s AVE
was also higher than the respective inter-construct correlation (see Table 2), indicating
support for the discriminant validity of all constructs. In addition, various overall fit
indices of the measurement model suggested a good fit, as most indices were above or at
the recommended thresholds (see Table 3).

Table 1. Reliability and validity statistics.

Multicollinearity
Constructs and Items CFA Loadings CR AVE MSV Cronbach’s (o)
Tolerance VIF
Self-efficacy 0.83 0.51 0.49 0.83 0.74 1.35
EFC1 0.76
EFC2 0.64
EFC3 0.72
EFC4 0.53
EFC5 0.86
Subjective norms 0.72 0.57 0.19 0.71 0.86 1.16
SN2 0.75
SN1 0.76
P-O fit perceptions 0.88 0.72 0.55 0.88 0.72 1.39
POF1 0.89
POF2 0.85
POF3 0.80
Job search intentions 0.94 0.79 0.55 0.94
INT4 0.81
INT3 0.85
INT2 0.95
INT1 0.95

All CFA loadings are significant at p < 0.001. EFC = self-efficacy; SN = subjective norms; POF = P-O fit; INT = job search intentions;
MSV = maximum shared variance.

Table 2. Means, standard deviations, and correlations among the variables.

Variables M SD 1 2 3 4 5 6 7 8
1. Gender @ 0.33 047 1
2. AgeP 016 037 0.08 1
3. Education © 0.85 0.36 —0.07 0.09 1
4. Unemployment duration d 242 1.05 0.14**  0.19* —0.27* 1
5. Perceived P-O fit 3.70 0.99 0.05 0.10 0.04 —0.00 (0.85)
6. Job search intentions 3.67 1.16 —0.00 0.04 0.04 —0.04 0.68 ** (0.89)
7. Subjective norms 4.18 0.72 0.03 —0.01 0.02 —0.01 0.34*  (0.33* (0.75)
8. Self-efficacy 3.54 0.73 —0.03 0.14* 0.04 0.04 049* 054* 030** (0.71)

** Correlation is significant at the 0.01 level (2-tailed); * Coded 0 = male, 1 = female; b Coded 0 =21-26,1=27-32 (in years); < Coded
0 = undergraduate, 1 = graduate; d Coded 1 = less than 6 months, 2 = more than 6 months but less than 1 year, 3 = more than 1 year; n = 335;
Values in the brackets are the square root of AVE of the respective construct.

We further assessed common method bias (CMB) with Harman's single-factor test and
a collinearity test based on variance inflation factors (VIF). No dominant factor emerging
from the factor analyses was discovered. Likewise, among collinearity statistics in Table 1,
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all tolerance values were well above 0.10 (min = 0.72), and all VIF values were well below
5.00 (max = 1.39). These diagnostic analyses suggest that CMB is unlikely to be an issue [48].
The means, standard deviations, and correlations of the study variables are presented in
Table 2. As predicted, the relationships between self-efficacy, subjective norms, and job
search intentions were significant (r = 0.54, p < 0.001; r = 0.33, p < 0.05), respectively. Thus,
this provides preliminary support for hypotheses H1 and H2. The demographic variables
(gender, age, education, and unemployment duration) were used as control variables.

Table 3. Fit indices of measurement model and structural model.

Model Fit Index Meal‘\f[‘(‘)r;:;ent St;/[“;:l‘gal Cutoff Criteria

1. Chi-square (x?) 152.85 14.13

2. Degree of freedom (df) 71.00 5.00

3. The ratio of x? to df (x/df) 2.15 2.82 <3.00 [49]
4. RMSEA 0.06 0.07 <0.08 [49]
5. SRMR 0.04 0.04 <0.10 [49]
6. PCLOSE 0.13 0.16 >0.01 [49]
7. GFI 0.94 0.99 >0.90 [50]
8. IFI 0.97 0.98 >0.90 [51]
9. CFI 0.97 0.98 >0.90 [52]

RMSEA = root mean square error of approximation; SRMR = standardized root mean square residual;
PCLOSE = p of close fit; GFI = goodness-of-fit index; IFI = incremental fit index; CFI = comparative fit index.

Given that the measurement model fit the data well, the structural model depicting
the hypothesized relationships between factors was then evaluated. Control variables were
also considered in the path analysis, and the path model explained 53 percent variance (R?)
of job search intentions, indicating the acceptable explanatory power of the model. Table 4
shows the results of hypotheses testing in our study. Of the two TPB components assumed
to have a direct relationship, only self-efficacy has a positive influence on job search
intentions (B = 0.28), supporting H1. Contrary to our expectations, the direct relationship
between subjective norms and job search intentions was found to be insignificant (8 = 0.04,
n.s), thus providing no support for H2.

Table 4. Summary of results for hypotheses testing.

. Direct Indirect Total Interaction o
gzpothesm Effects Effect Effect  Effect Effect p-Value [L(?Sv/oH(i:I hl Decisions
' B B B ® P8

H1 Direct effect of EFC on INT 0.28 <0.001 Supported
H2 Direct effect of SN on INT 0.04 >0.05 Rejected
H3 Direct effect of EFC on POF 0.49 <0.001 Supported
H4 Direct effect of POF on INT 0.52 <0.001 Supported
H5 Indirect effect of EFC on INT 0.26 <0.001 [0.19,0.33] Supported
- Total effect of EFC on INT 0.54 <0.001 [0.42, 0.63] -

H6 Moderating effect of POF —0.11 <0.01 [-0.18, —0.03]  Supported

EFC = self-efficacy; SN = subjective norms; POF = P-O fit; INT = job search intention.

Next, we evaluated the hypothesis related to the mediating effect of P-O fit percep-
tions. With the correlation between self-efficacy (independent variable) and job search in-
tentions (dependent variable), the relationships between perceived P-O fit and self-efficacy
(B = 0.49) as well as job search intentions (B = 0.52) were found to be significant (p < 0.001),
which shows support for the mediation condition [42]. Thus, H3 and H4 were accepted.
The indirect effect was further tested using a bootstrapping estimation approach with
5000 resamples [53], and the results indicated a significant indirect coefficient. Both the
upper limit and lower limit of confidence intervals of the indirect effect of self-efficacy
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(B = 0.26) on job search intentions excluded zero, as shown in Table 4. Therefore, H5 for
partial mediation was also supported.

Our final analysis concerned the moderating effect of the P-O fit on the subjective
norms—job search intentions relationship. As Table 4 shows, the interaction outcome of P-O
fit and subjective norms had a statistically significant negative effect on job search intention
(B = —0.11, p < 0.01), thus supporting hypothesis H6. To further investigate the robustness
of structural results related to the moderating effect, we probed the interaction using the
PROCESS macro by Hayes [47]. The conditional values used for the moderator in this
study were the means and +1 SD from the means. Figure 2 depicts the interaction plot to
help readers understand the dynamics of the moderating effects of P-O fit perceptions. The
conditional effect of subjective norms at different values (low vs. high) of the moderator
showed that the impact of subjective norms on job search intention is stronger for lower
levels of P-O fit perceptions and is weaker for higher levels of P-O fit perceptions.

9]}

=
(9]}

W=

- =

)
ul

Moderator

—o—Low P-Ofit

/ —m—High P-O fit

Job search intentions
)
) 97}

=
a1

—

Low SN High SN
Figure 2. Interaction effects of P-O fit and subjective norms on job search intentions.

5. Discussions

In the TPB framework, we examined the underlying mechanisms and boundary
conditions of the perceived P-O fit among the sample of young job seekers in Bangladesh.
The results demonstrated that the P-O fit can compensate for the weakness in social norms
and perceived controllability components of TPB.

As expected, our findings supported the argument that self-efficacy would relate
to a prospective employee’s job search intentions. This implies that possessing positive
self-efficacy is a prerequisite for employment, which may be applicable in diverse contexts,
including Asia. Likewise, a notable finding of the present study is that job seekers’ P-O fit
mediated the self-efficacy—job search intentions relationship, suggesting a partial mediating
role between the two variables. It seems to indicate that self-efficacy is the strongest
indicator to predict job search intentions of unemployed graduates of Bangladesh. Whether
directly or indirectly through P-O fit perceptions, self-efficacy awareness will allow them
to be able to better control the actions and situations they think about.

These results are supportive of many previous studies conducted in other contexts
(e.g., [54,55]). It might be because individuals who have high levels of self-efficacy are
more likely than others to show resilient outcomes [56]. Considering the changing value
and experience of job seekers, it also might be due to the individualistic characteristics of
the study samples. However, the study findings are contradictory to a few prior studies
(e.g., [12,28]). Although Bangladesh is recognized as a collectivist country, many of today’s
job seekers are egotistical, thereby supporting the argument that individuals within a
single country may have varying cultural orientations [57]. Perhaps job seekers’ com-



Sustainability 2021, 13, 11998

10 of 14

petency beliefs could be further reinforced from personal value orientation along with
cultural orientations.

Contrary to our hypothesis, there was no significant influence of subjective norms on
job search intentions. Perhaps this implies that social norms are no longer important to
many people. For instance, Bangladeshi job seekers consider their own values and beliefs
to be more important than what others think about them. Like many Millennials [58], they
may not be greatly affected by the decisions of their significant others. Another possible
reason for this finding could be related to the respondents. Individuals with families are
more likely to feel pressure to have a job than individuals without families [59]. Since
most respondents were unemployed and were males ranging from 21 to 26 years of age,
few would be married under these circumstances in Bangladesh. Hence, the respondents’
marital status might have also influenced our results. In addition, when considering the
economic situation in Bangladesh, it might be unlikely that subjective norms would be a
strong predictor of job search intention for our respondents.

Meanwhile, our findings confirmed the moderating role of the P-O fit. Observably,
the effect of subjective norms on job search intention was negative for higher levels of
P-O fit perceptions, whereas the effect was positive for lower levels of P-O fit perceptions,
indicating the dynamic moderating effects of perceived P-O fit within the research model.
This result suggests that individuals with lower levels of P-O fit perceptions base their
job search intention on their significant other’s opinions; on the other hand, individuals
with higher levels of P-O fit perceptions do not care about other’s opinions. For today’s job
seekers, P-O fit is an important issue and is thereby less inclined to be affected by social
pressure when they perceive themselves a fit for the organization [60]. In other words,
in the presence of a high level of P-O fit, subjective norms are not influential for shaping
Millennial job seekers” organizational attraction.

5.1. Managerial Implications

The results of this study have several interesting and useful implications for managers.
First, as the mediating and moderating role of P-O fit provides insights into the importance
of subjective fit, it is essential to be proficient in shaping a fit perception and understanding
its working ranges for suited applications. Particularly, recognizing the growing number of
Millennials in the global workforce [61,62], managers need to create adequate opportunities
and positive expectations regarding their perception of the P-O fit. For example, giving
a realistic job preview (RJP) in recruitment might contribute to job seekers’ perceptions
of P-O fit, thereby fostering their attraction to an organization as a potential place of
work [63]. In addition, recruitment activities providing information in terms of organiza-
tional characteristics, norms, and values may enhance a firm'’s attractiveness to prospective
job seekers.

Second, in light of the critical impact of self-efficacy in the realms of job readiness
and career advancement, managers need to pay attention to the internal source of action.
Individuals with self-efficacy tend to be active [64]. Due to their feelings of responsibility to
bring about positive changes within a situation, they are likely to seek opportunities even
before joining the workplace, which can help them maintain their human capital and stay
competitive. Furthermore, given the indirect effect of self-efficacy in the explanation of the
mediating role of P-O fit, this mechanism initiated from perceived self-belief is applicable
to recruitment and selection practices, including the development of a job description,
job advertisement, and interview questions. In the contemporary context of protean and
boundaryless careers characterized primarily by psychological mobility, employers are
required to commit more hours to understand this self-system that may improve a firm’s
competitive advantages.

Third, in response to changes in values such as rising individualism and the refor-
mulation of the family structure, management and HR professionals should continually
adjust their recruitment related activities. For example, the results of the present study
suggest that individualistic traits play a prominent role in predicting job search intention
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in Bangladesh. However, this is in contrast to the belief that in collectivistic countries,
subjective norms should be significant among job seekers (e.g., [25]). As such, change man-
agement is not an option for today’s managers; it is a necessity. They should be sensitive to
social change by identifying new HR methods and policies; indeed, there are no absolute
principles in HR. Therefore, an organization’s recruitment efforts need to be flexible while
making staffing strategies for attracting potential talents.

Fourth and in conclusion, companies should become more people-oriented. As a
potential employer, a firm can help its future employees to build a unique identity in their
eyes and thus encourage them to join, or to stay with, the firm. Job seekers in the Millennial
generation are unlikely to search for jobs if they perceive a mismatch between their KSAs
and the working environment of a recruiting firm, as demonstrated by the study findings.
Indeed, because job seekers have limited access to a firm’s information [65], determining
the actual fit between the firm’s characteristics and their own is challenging, suggesting that
a firm should improve its identity and brand awareness among its community stakeholders,
especially job seekers [66]. A firm's recruitment channels (e.g., employee referrals, word-
of-mouth, social media, and company website) can be utilized as key sources to boost
its brand attractiveness and influence fit perceptions, thereby becoming an “employer of
choice” among its future human resources.

5.2. Limitations and Future Research Directions

The present study results should be interpreted cautiously due to the following three
limitations. The first limitation is that this study did not consider the full model of the TPB
since the research model lacks one of the TPB core variables (i.e., attitude) and the ultimate
dependent variable (i.e., actual behavior). As noted by Sheeran and Webb [67], “people do
not always do the things that they intend to do,” and the inclusion of an actual behavioral
construct could produce different outcomes. Therefore, future researchers may extend the
research framework using the full TPB model to predict the actual job pursuit behaviors of
unemployed graduates.

Another limitation of our work is that this study adopted a cross-sectional design
to collect data only from young job seekers of one country at a single point in time with
a self-administered questionnaire. Despite attempts to minimize the magnitude of this
problem, readers must be cautious when generalizing this study’s findings. In addition,
it is undeniable that Generation Z is the one entering the labor market currently, and
the entry of this generation to the workforce prompts changes in HR practices. Hence,
future research may explicitly focus on Generation Z of multiple countries to yield more
robust results.

Finally, in line with the insignificant effect of subjective norms on job search inten-
tion, the study results highlight a need to break subjective norms into different groups
(e.g., family, relatives, friends, teachers) to examine whether a certain group has significant
effects on job search intention. Such omissions in this study reflect a potential unmeasured
variables problem [68]. With this in mind, future research might expand included variables
and investigate the motive and long-term consequences of TPB.
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