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Abstract 
This research aimed to test the effect of person job fit and person organization fit 
on organizational citizenship behavior, and its impact on the performance of 
local government employees in the Regency of Tojo Una-Una, Central Sulawesi 
Province. This study aims to obtain a description of the variables studied, 
namely the variable organizational citizenship behavior, person job fit, person 
organization fit, and employee performance. While the inferential verification 
method is a method used by researchers to test the truth of the hypothesis 
proposed by collecting empirical data obtained in the field. To prove the theory, 
this research uses collected data with a survey and examined with statistics, 
both descriptive and inferential with Structural Equation Modeling analysis. 
Assisted by the AMOS 24 program. Research results: (1) Person job fit affects 
organizational citizenship behavior of employees in Regency of Tojo Una-Una, 
(2) Person organization fit does not affect organizational citizenship behavior of 
employees in Regency of Tojo Una-Una, (3) Person job fit has no effect on 
employee performance in Regency of Tojo Una-Una, (4) Person organization fit 
affects on employee performance in Regency of Tojo Una-Una, and (5) 
Organizational citizenship behavior affects employee performance in Regency of 
Tojo Una-Una. According to the research findings, shows that the performance 
of local government employees in the Tojo Una-Una Regency by increasing the 
conduct of organizational citizenship can be strengthened. The next finding is 
that the variable organizational citizenship behavior is an intervening variable 
for person job fit in influencing employee performance in Tojo Una-Una 
Regency, but not with person organization fit.. 
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INTRODUCTION 
Human Resources performance plays an important role in running an organization or company. The 
organizational performance will increase if the employees in the organization have good performance, so 
the process of achieving organizational goals will run smoothly (Rodrigues & Walters, 2017). To achieve 
its goals, organizations must optimize the implementation of high-management performance work 
systems that can improve the awareness, skills, and abilities of staff needed to perform better (Zhang et 
al., 2018). Consistent employee performance management can motivate individuals to innovate 
(Audenaert et al., 2016). Organizations must be more responsive to changes with the emergence of 
employee work procedures and new work requirements and more modern work facilities (Alberto et al., 
2019). 
In the process of achieving good performance, the organization must have human resources who have 
the ability, commitment, and sincerity to do work outside their job function or OCB. The results of 
research by Sayuti et al. (2019) state that high Organizational Citizenship Behavior is closely related to the 
voluntary work behavior of employees which can increase the productivity and effectiveness of an 
organization. One of the factors that have got a significant impact on the performance of employees in 
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various concept literature is the suitability of job characteristics with the abilities possessed by 
individuals or Person Job Fit. Peiró et al. (2020) presents the results of their research that the suitability of 
work with individual abilities can provide high motivation for individuals to explore all their abilities in 
work processes in organizations which will ultimately affect organizational development. 
Person organization fit, which is the suitability of organizational values with individual values, also 
greatly affects employee performance. Memon et al. (2018) in their research found that when individuals 
feel a match between their values and organizational values, find an organization that can meet their 
needs well, and has the same attributes as other employees in the same organization, it will cause 
individuals will feel very involved in an organization. High person-organization fit can improve 
employee working conditions, which is also the main premise and management foundation for building 
a harmonious organization (Chen et al., 2016). Astuty and Sulistyo (2017) it implies that individual 
organization fit has a substantial indirect influence on the conduct of organizational citizenship with job 
satisfaction as a mediator. Employees that feel their organization's help will encounter a moral debt that 
stimulates a desire for reciprocity in the context of organizational citizenship conduct (Afsar & Badir, 
2016).             
 
THEORETICAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT 
 
Person Job Fit (PJF) and Organizational Citizenship Behaviour (OCB) 
Person job fit according to Eschlemen et al. (2019) is the extent to which the required resources are parallel 
to the work provided. To build and develop an organization, the recruitment process must look at 
personality traits in psychological resilience such as a sense of control, a feeling of commitment to many 
things in life, and a perception of challenges. Meanwhile, Organizational citizenship behavior is the 
behavior of free individuals, which is not accepted by the scheme of structured incentives and promotes 
the function and performance of the organization (de Geus et al., 2020). Spontaneous behavior of an 
employee who is not included in the assigned role, which contributes to the achievement of 
organizational goals (extra-role behavior). OCB is the extent to which a person goes beyond the minimum 
performance expected of him/her (Samancioglu et al., 2019). Employees with high OCB levels help other 
employees to solve problems, are willing to do things that are important for the organization without 
formal obligations, suggest new and creative ideas that have a big contribution to the organization. 
Based on the results of research by Deniz et al. (2015) confirms that Person Job Fit can reduce employee 
work stress which automatically leads to employee extra-role behavior (OCB). Organizations that have 
high PJF employees will operate with greater efficiency and adapt to change more smoothly. The results 
of research by Chuang et al. (2016) confirm that person environment fit (PJF, POF, PGF, PSF) significantly 
predicts behavior in roles, job satisfaction, intention to quit, and OCB. Furthermore, research by Archana 
et al. (2017) confirms that an increase in organizational citizenship behavior of employees because of high 
person job fit. Research results by Soelton et al. (2020) confirm that the health and fitness of the individual 
organization has a positive and important effect on OCB and organizational involvement. From the 
discussion above, the hypothesis proposed is as follows: 
    
H1: There is a positive effect of person job fit on organizational citizenship behavior 
 
Person Organization Fit (POF) and Organizational Citizenship Behaviour (OCB) 
Person Organization Fit is compatibility between organizational values and goals with individual values 
and goals (Vekeman et al., 2016). People have been involved in organizations centered on their 
convictions about the standards and goalmouths of the organization and also organizations choose 
people who know their values and goals, putting more emphasis on how organizations attract, select and 
retain people who have the characteristics of the organization. High organizational citizenship behavior 
in employees is influenced by religiosity, effort, and work obligations (Ahmad et al., 2019). Workplace 
behavior is very important for the sustainability of an enterprise and can improve productivity and 
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performance employee and organizational performance. The education of OCB is chiefly pertinent in 
today's era, where the survival of an organization depends on the gain of each competitive edge. 
Based on past studies by Teimouri et al. (2015) it was found that the dimensions of individual-
organization suitability and organizational citizen behavior were significantly linked to. Research 
conducted by Khaola and Sebotsa (2015) found that POF has a direct impact on OCB without being 
mediated by organizational commitment. Furthermore, research conducted by Mensah and Bawole 
(2018) demonstrates that Individual Organization Fit has a positive correlation between job satisfaction 
and behavior in organizational citizenship. A study conducted by Chhetri (2017) demonstrates that the 
relationship between POF and OCB is completely mediated by employee participation, and mediates the 
POF relationship with work satisfaction. From the discussion above, the hypothesis proposed is as 
follows: 
 
H2: There is a positive effect of person organization fit on organizational citizenship behavior  
 
Person Job Fit (PJF) and Employee Performance (EP) 
The performance of workers is the ability of employees to complete assigned tasks, both in terms of 
quality and quantity by predetermined standard operating procedures (Mangkunegara, 2016). Edison et 
al. (2016) argues that performance is the result shown by measuring the work process that has been 
mutually agreed upon in a certain period. PJF is the suitability of work characteristics with individual 
knowledge, competencies, and abilities (Nielsen et al., 2020). PJF refers to the level of match among 
separate skills and work requirements. Good individual skill suitability is a determining factor in finding 
the right job candidate, as this comparison directly affects employee and organizational performance. In 
this situation, employees appear to be content with their work and have a greater chance of career success 
(Chang et al., 2020). 
Based on previous research by Bhat and Rainayee (2017) confirms that exercise and workplace suitability 
are directly linked to enhancing job efficiency, as well as showing a major mediating impact on employee 
performance of job suitability. Research results by Icheme et al. (2017) confirm that the recruitment 
process largely determines POF and PJF to determine worker performance. Furthermore, research by 
Andela and van der Doef (2018) confirms that the four sizes of PE Fit (PJF, POF, PGF, PSF) are positively 
connected to satisfaction with work. PJF and POF have a stronger relationship in influencing job 
satisfaction which in turn affects the performance of workers. And the findings of a study by Dubbelt et 
al. (2019) confirm that person-job fit can increase job engagement, task performance, and career 
satisfaction. From the discussion above, the hypothesis proposed is as follows: 
 
H3 : There is a positive influence on person job fit on employee performance 
 
Person Organization Fit (POF) and Employee Performance (EP) 
Performance can be defined as the entire work process by an individual which is used as a basis for 
assessing whether the individual works well or not (Rozikin, 2010). Handoko (2016) argues that 
performance is the last indicator of the personnel department, namely the work results of employees that 
show achievement. In general, POF is abstracted as a match among separate values and values of 
organizations or between individuals and organizations having the same fundamental characteristics 
(Johnson & Roberto, 2018). Because individuals believe that equality can create satisfaction over a long 
period. Person-organizational fit and job attractiveness are significant predictors of organizational 
attractiveness and job-pursuit intentions (Boğana et al., 2020). 
Based on previous research by Tugal and Kilic (2015) it was noticed that a high-ranking organization of 
people suit would lead to high job satisfaction and performance. Research conducted by Maria and 
Yuniawan (2016) shows that POF has a significant effect on the production of employees with structural 
commitment and OCB as an intervening variable. As well as research conducted by Kuntz and Abbott 
(2017) it is found that the aspects of fit person-environment (PJF, POF, PSF, PTF) are positively related to 
engagement, meaning in the workplace, and performance through authentic life. Furthermore, research 
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H5 

conducted by Hamstra et al. (2018) resulted that the high P-O suitability of supervisors would provide a 
value for high work behavior, which is more positive. From the discussion above, the hypothesis 
proposed is as follows: 
 
H4 : There is a positive influence on person organization fit on employee performance 
 
Organizational Citizenship Behaviour (OCB) and Employee Performance (EP) 
Robbins and Coutler (2016) defines that performance is an indicator for achieving organizational goals 
which are the responsibility of leaders from all levels. This means that each leader is required to provide 
guidance, understanding, and learning to employees related to work by their respective fields. Dessler 
(2016) argues that employee performance is the high work performance of employees that exceeds the 
standards expected by the organization, which can show a clear comparison between one employee and 
another during the work process in the organization. Moestain et al. (2020) suggests that the conduct of 
organizational citizenship is a type of positive, constructive, and meaningful social behavior, helping the 
task given by the leader so that it becomes lighter. Employees with high OCB consequently will increase 
productivity and success which can be seen as contributing factors to work in the organization. 
Based on previous research by Sani et al. (2018) confirms that Organizational Citizenship Behavior can 
mediate the connection between entrepreneurial leadership and presentation. The outcomes of studies by 
Ramadhan et al. (2018) confirm that Organizational Citizenship Behavior and Good Corporate 
Governance have a significant influence on employee performance both simultaneously and partially. 
Furthermore, research by Atatsi et al. (2019) confirms there is a constructive and critical relationship 
between the conduct of organizational citizenship and the production of employees. Research by Wijaya 
(2019) confirms the organizational engagement, both directly and mediated by OCB, has a positive and 
important effect on employee performance, and OCB also has a direct influence on employee 
performance. As well as research by Umam and Setiawan (2019) confirms that OCB has a positive and 
substantial effect on employee performance, but OCB has no significant impact on the causal connection 
between organizational engagement and employee performance as an intervening variable. The results of 
the research by Margahana et al. (2018) prove that the conduct of organizational citizenship has a positive 
and important effect on the performance of paramedics. From the discussion above, the hypothesis 
proposed is as follows: 
 
H5: There is a positive effect of organizational citizenship behaviour on employee performance 
 
Based on the hypothesis that has been described, the research model proposed is as follows: 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Research Model 
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RESEARCH METHODOLOGY 
 

Research Design and Analysis Unit 
This research uses quantitative analysis through the creation of reliable and relevant research methods in 
the local government of Tojo Una-Una Regency on the effect of individual job fit and individual 
organization fit on employee performance mediated by organizational citizenship actions. 
 
Measurement Scale 
The variables in this analysis consisted of individual work fit, individual organization fit, OCB, and 
output measured based on a 1-5 Likert scale instrument. A ranking from "strongly disagree" to "strongly 
agree" was the scale. 
 
Research Samples 
Using a saturated sampling technique or a census of 135 civil servants in three regional apparatus 
organizations in Tojo Una-Una Regency, total respondents were selected on a non-probability basis. The 
information was obtained by the investigator through face-to-face distribution. 
 
Data Screening and Analysis 
The questionnaire was entirely completed, based on the survey distributed to 135 respondents. Structural 
Equation Modeling is the design of this work (SEM). The AMOS version 24 software, which is used to 
evaluate data and answer hypotheses, is the statistical method used. The indicators that constitute the 
variables are evaluated using the technique of goodness of fit (GOF). The study variables were developed 
as follows: the first-order CFA will be applied to the measurement model to assess whether or not the 
measures are accurate. In this analysis, the Maximum Likelihood Estimation (MLE) approach was used. 
Using Confirmatory Factor Analysis (CFA), the evaluation of the questionnaire items was carried out to 
evaluate the relationship between constructs and indicators based on the theory established. To test 
construction efficiency, Cronbach's Alpha was also used. 
The CFA test results shown in Table 1 show that the load factor value for each question item is >0.5, 
which can be derived from the fact that all question items are correct. In the meantime, Table 2 shows the 
Construct Reliability value is 0.7, and the Derived Variance is 0.5 for each construct, which explains why 
all constructs are reliable. The test for the CFA findings concluded that it is possible to use all metrics to 
quantify variables and interpret study results. 
 

Table 1. Validity Test 
Constructs and Indicators  Estimate (λ ≥ 0.5) Result 
Person Job Fit (PJF) :   
PJF1 0.925 Valid 
PJF2 0.891 Valid 
PJF3 0.906 Valid 
PJF4 0.910 Valid 
PJF5 0.893 Valid 
PJF6 0.895 Valid 
PJF7 0.929 Valid 
PJF8 0.905 Valid 
Person Organization Fit (POF):   
POF1 0.882 Valid 
POF2 0.881 Valid 
POF3 0.817 Valid 
POF4 0,549 Valid 
Organizational Citizenship Behavior (OCB):   
OCB1 0.738 Valid 
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Constructs and Indicators  Estimate (λ ≥ 0.5) Result 
OCB2 0,585 Valid 
OCB3 0.909 Valid 
OCB4 0.870 Valid 
Employee Performance (EP):   
EP1 0.707 Valid 
EP2 0.908 Valid 
EP3 0.780 Valid 
EP5 0.874 Valid 

 
Table 2. Reliability Test 

Variables 

Construct 
Reliability 
≥ 
0.7 

Variance 
Extracted ≥ 
0.5 

Result 

Person Job Fit (PJF) 0.8 0.8 Reliable 
Person Organization Fit (POF) 0.7 0,7 Reliable 
Organizational Citizenship Behaviour (OCB) 0.7 0.6 Reliable 
Employee Performance (EP) 0.7 0.6 Reliable 

 
 
RESULTS 
Hypothesis research was analyzed with first-order Structural Equation Modeling (SEM) with AMOS 24 in 
this analysis. In Figure 2, it is possible to see the full SEM test results. Table 3, in the meantime, describes 
the hypotheses of results of studies in SEM growth. The correctness of fit parameters has been met by the 
fit model validation test on the complete model. For drawing a model of study causality with structural 
relations, the model structure is used. The findings of the standard of fit test are as follows: Chi-Square = 
212.580, probability = 0.000, CMIN / DF = 1.456, GFI = 0.876, CFI = 0.973, RMSEA = 0.058, AGFI = 0.825, 
TLI = 0.965, NFI = 0.920, PNFI = 0.707, PGFI = 0.611. The required cut-off value has been met by nearly all 
the research parameters. This demonstrates that the research model is suitable and follows the normal 
conditions for the planned theory to be evaluated and tested. 
 

 
Figure 2. Full SEM Model 
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Table 3. Hypothesis Test Results 

 Estimate 
Standardized 

S.E. C.R. P Information 

OCB <---  
PJF 

0.308 0.061 5.054 *** Significant 

OCB <--- 
POF 

-0.047 0,068 -0.686 0.493 Not Significant 

EP <--- PJF 0.033 0,052 0.644 0.519 Not Significant 
EP <--- POF 0.216 0.058 3.748 *** Significant 
EP <--- 
OCB 

0.328 0.103 3.179 0.001 Significant 

 
 
Relationship Between Person Job Fit and Organizational Citizenship Behavior 
The findings of the testing of hypothesis 1 decided that there was a positive and significant influence on a 
person's job fit on OCB. Based on (P-value = (***) <0.05). Such findings are consistent with the previous 
studies done by Deniz et al. (2015) confirming that Person Job Fit can reduce employee work stress which 
automatically leads to employee extra-role behavior (OCB). Organizations that have employees with high 
PJ-Fit will operate with greater efficiency and adapt to change more smoothly. The results of research by 
Chuang et al. (2016) confirm that person environment fit (PJF, POF, PGF, PSF) significantly predicts 
behavior in roles, job satisfaction, intention to quit, and OCB. Furthermore, research by Archana et al. 
(2017) confirms that an increase in the Organizational Citizenship Behavior (OCB) of employees is due to 
high PJF. The consequences of research by Soelton et al. (2020) confirm the optimistic and important effect 
of POF and PJF on OCB and organizational engagement. 
 
Relationship Between Person Organization Fit and Organizational Citizenship Behaviour 
The outcomes of testing hypothesis 2 decided that there was no effect on person organization fit on OCB. 
Based on (P-value = 0.493> 0.05). The findings of this research are inconsistent with previous studies 
performed by Teimouri et al. (2015) which resulted in a significant connection between the POF 
dimension and OCB. A study was done by Khaola and Sebotsa (2015) results that POF has a direct effect 
on OCB without being mediated by organizational commitment. Furthermore, research conducted by 
Mensah and Bawole (2018) shows that POF has a positive relationship between job satisfaction and OCB. 
A study done by Chhetri (2017) found that employee involvement fully mediates the connection between 
Individual Organization Fit and OCB, and the connection between POF and work satisfaction is 
mediated. According to the outcomes of hypothesis 2 testing, it can be inferred that this finding is 
originality in this research where OCB is not influenced by the POF variable. 
 
Relationship Between Person Job Fit and Employee Performance 
The findings of the testing of hypothesis 3 concluded that there was a positive and significant influence 
on a person's job fit on employee performance. Based on (P-value = 0.519> 0.05). These results are 
inconsistent with previous research conducted by Bhat and Rainayee (2017) confirming that the 
preparation and work suitability of workers is directly linked to enhancing job performance, and also 
showing a major mediating impact of job suitability on employee performance. Research results by 
Icheme et al. (2017) confirm that the selection/recruitment process largely determines POF and PJF to 
determine the performance of employees. Furthermore, research by Andela and van der Doef (2018) 
confirms that the four sizes of person environment fit (PJF, POF, PGF, PSF) are positively linked with 
work satisfaction. PJF and POF have a stronger relationship in influencing job satisfaction which in turn 
affects the performance of employees. And the findings of a study by Dubbelt et al. (2019) confirm that 
person-job fit can increase job engagement, task performance, and career satisfaction. Centered on the 
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findings of Test Hypothesis 3, it can be inferred that this outcome is originality in this research in which 
the PJF variable does not influence the output of the employee. 
 
Relationship Between Person Organization Fit and Employee Performance 
The findings of testing hypothesis 4 suggest that the person organization fit has a positive and significant 
effect on employee performance. Based on (P-value = (***) <0.05). Such findings are compatible with a 
previous study done by Tugal and Kilic (2015) which results that a high Person Organization Fit will lead 
to high job satisfaction and performance. Research conducted by Maria and Yuniawan (2016) shows that 
POF has a significant impact on employee performance with organizational commitment and OCB as an 
intervening variable. As well as research conducted by Kuntz and Abbott (2017) it is found that the 
aspects of person environment fit (PJF, POF, PSF, PTF) are positively related to engagement, meaning in 
the workplace, and performance through authentic life. Furthermore, research conducted by Hamstra et 
al. (2018) resulted that the high P-O suitability of supervisors would provide a value for high work 
behavior, which is more positive. 
 
Relationship Between Organizational Citizenship Behaviour and Employee Performance 
The results of testing hypothesis 5 concluded that there was an effect of OCB on employee performance. 
Based on (P-value = (0.001 <0.05). Such findings are compatible with the previous study done by Sani et 
al. (2018) confirming that Organizational Citizenship Behavior can mediate the relation between 
entrepreneurial leadership and employee performance. The results of research by Ramadhan et al. (2018) 
confirm that Organizational Citizenship Behavior and Good Corporate Governance have a significant 
influence on employee performance both simultaneously and partially. Furthermore, research by Atatsi et 
al. (2019) confirms that there is a positive and significant connection between OCB and performance. 
Wijaya (2019) confirm that organizational engagement has a positive and important effect both directly 
and mediated by OCB on employee performance, and OCB also has a direct impact on employee 
performance. As well as research by Umam and Setiawan (2019) confirms that OCB has a substantial and 
beneficial effect on employee performance, but OCB has no significant impact as an intervening variable 
on the causal relationship between organizational engagement and employee performance. The 
conclusions of the study by Margahana et al. (2018) confirm that the conduct of organizational citizenship 
has a positive and meaningful impact on the performance of paramedics. 
 
DISCUSSION 
Organizational citizenship behavior (OCB) an interfering variable for this analysis is an intervention 
variable for the person job fit variable because the indirect impact of PJF on employee performance 
through OCB is greater than the direct impact of person job fit on employee performance. However, it is 
inversely proportional to the POF variable, where the direct impact of the POF on the performance of 
employees is greater than the indirect effect of the POF on the performance of employees through OCB, 
OCB is not an intervening variable in this analysis, especially in mediating the effect of a person 
organization on the performance of employees. This is backed by previous hypotheses and studies 
including research conducted Wijaya (2019) and Hakim and Pristika (2020) which found that employee 
extra-role behavior (OCB) has a significant and positive impact, both directly and indirectly on employee 
performance simultaneously and Partial. Increased employee performance will affect the organizational 
image for the better. Moestain et al. (2020) suggests that OCB is a form of positive, constructive, and 
meaningful social behavior, helping the task given by the leader so that it becomes lighter. Employees 
with high OCB consequently will increase productivity and success which can be seen as contributing 
factors to work in the organization. Every employee has duties and responsibilities that aim to achieve 
the objectives of the executive function in the organization so that employees are required to have 
organizational citizenship behavior so that organizational functions are carried out as expected and the 
goals that have been made can be achieved. 
 



                Business Management Dynamics  
Vol.10, No.12, Jun 2021, pp.17-28 

   
©Society for Business and Management Dynamics 

Person job fit variable has the highest standardized estimate in influencing the OCB variable. This means 
that in improving the performance of employees in the Tojo Una-Una Regency, the key thing that must be 
done is to improve the organization's OCB. Apart from this, it is no less important to improve the 
personal job fit of the local government employees of Tojo Una-Una Regency. So it is hoped that with the 
increase in person job fit, OCB will be well developed and in the finish, the performance of employees in 
Tojo Una-Una Regency will grow.  
 
CONCLUSION 
Checking based on the study hypothesis, it was found that PJF did not have a direct effect on the 
performance of employees, but it had a positive and meaningful effect on the OCB. Unlike the case of 
POF, which directly affects employee performance in a positive and meaningful way, but does not affect 
OCB. However, in Tojo Una-Una Regency, OCB has a positive and important effect on employee 
performance. 
 
SUGGESTION 
Efforts to boost local government employee efficiency in Tojo Una-Una Regency, Province of Central 
Sulawesi, can be through increasing the role of the OCB variable, which theoretically and statistics play a 
very important role in improving performance, of course, the role of PJF and POF of the employees who 
are expected to improve performance. POF can also greatly impact employee efficiency directly. It is 
therefore advisable to pay attention to each employee's personal organizational fitness. 
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