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Abstract:
The main objective of this study is to explore the mediating role of organizational citizenship
behavior between person-organization fit and person-job fit on innovative work behavior.
134 employees are randomly selected from 200 employees of the Indonesian banking sector.
The data analyzes using structural equation modeling (SEM) with Amos 22 software.
The results found that person-organization fit, and person-job fit are positively related to
organizational citizenship behavior and innovative work behavior. In contrast to the
expectation, organizational citizenship behavior is not significantly related to innovative
work behavior.
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1.

Introduction

In the past few decades, consultants and organizational practitioners have been more
concerned about innovative work behavior of employees (De Jong and Den Hartog,
2010). This is believed to support organizational success. Therefore, organizations
always strive to foster and develop innovative work behavior in order to achieve a
sustainable competitive advantage (Afsar and Badir, 2017).
Innovative work behavior is very important for the effectiveness and survival of the
organization. This is especially true in a rapidly changing organizational
environment, where employees think and apply innovative ideas in response to
changes in the work environment (Pieterse et al., 2010). In this context, employees
can help improve organizational performance by using their ability to generate
innovative ideas and use them as building blocks to improve products, services, and
work processes better (De Jong and Den Hartog, 2007).
Complex work innovation requires a variety of cognitive and affective efforts from
employees to generate interesting new ideas and apply them in their work (Janssen et
al., 2004). To achieve this, employees need to spend their time, mind and energy
beyond formal requirements job (Young, 2012), and also have person-job fit and
person-organization fit (Afsar and Badir, 2016; Afsar et al., 2015a). This is thought
to be able to create a higher level of innovative work behavior. Therefore, the
purpose of this study is to investigate the effect of (1) person-organization fit on
innovative work behavior and OCB; (2) person-job fit on innovative work behavior
an OCB; (3) OCB on innovative work behavior.
2.
2.1

Literature Review

Innovative Work Behavior

Innovative work behavior refers to a series of behaviors about the introduction of
new ideas that are useful to be developed and implemented with the aim of
improving employee performance and also organizational performance (De Jong and
Den Hartog, 2007). Innovative work behavior usually does not only include
exploration of opportunities in generating new ideas but also includes behaviors that
are directed at implementing change and new knowledge or improving work
processes to achieve individual performance and organizational performance (De
Jong and Den Hartog, 2008).
Employees with high innovative work behavior can quickly and precisely respond to
the work environment, propose new ideas and provide services and products (Afsar
et al., 2018). Therefore, to effectively encourage innovative work behavior in
organizations, organizations need to facilitate and support organizational citizenship
behavior of employees (Akturan and Çekmecelioğlu, 2016; Barnhill and Smith,
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2018; Gerke et al., 2017), person-job fit and person-organization fit (Afsar and
Badir, 2016; Afsar et al., 2015a; Afsar et al., 2018).
2.2

Organizational Citizenship Behavior (OCB)

Tsai and Su (2011) emphasized that the concept of OCB was first proposed by
Bateman and Organ in 1983, stating that OCB is free behavior that is not mandated
or compensated by the organization. This includes behaviors that play a role in
maintaining an organization's social system and indirectly benefit the workgroup or
organization as a whole. OCB is the discretionary behaviors that are not directly or
explicitly recognized by the organization's formal reward system, not the
implementation of the required roles or job descriptions, and negligence over them is
generally not understood as a punishment (Ahmad, 2006). OCB reflects the actions
taken by employees that go beyond the minimum role requirements expected by the
organization and promote the welfare of colleagues, workgroups and larger
organizations (Jehad et al., 2011).
OCB can be considered as employee behavior in motivating themselves in the
organization's social-psychological environment which facilitates the social
machinery of the organization (Kamani and Namdari, 2012; Grima and Caruana,
2017). OCB can increase openness in communication, level of cooperation, and
willingness to contribute among individual members in organizations that can
increase organizational effectiveness (Jain, 2009). In the theory of social exchange,
employees will be involved in OCB when they are treated fairly (Liaquat and
Mehmood, 2017), given meaningful and satisfying work (Fathiizadeh et al., 2018)
and have a high person-organization fit person-job fit (Afsar and Badir, 2016; Afsar
et al., 2015a; Afsar et al., 2018) so as to produce innovative work outcomes (Afsar
and Badir, 2016; Naqshbandi et al., 2016; Topcu et al., 2015).
2.3

Person-Organization (PO) Fit

Person-organization fit is generally conceptualized as a match between employee
values and organizational values (Kristof-Brown et al., 2005). Employees are
naturally motivated to feel connected with others in the social environment of the
organization. The need for relatedness will encourage employees to engage in
various activities that are preferred. Employees whose values are in accordance with
organizational values will be easier to have a higher relatedness (Greguras and
Diefendorff, 2009; Sultanova and Chechina, 2016).
Person-organization fit can enhance the formation of strong relationships and
facilitate the exchange of resources between employees and the organization.
Employees who have high fit will appear more passionate about the work, so they
get greater career opportunities and higher work achievement (Astakhova and Porter,
2015). Kristof-Brown and Guay (2011) show that employees who have a high
degree of appropriateness with the organization will reach a higher position in their
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organization and reach a greater level of compensation. This is because they have a
higher level of commitment, perform better, and are more effective individuals than
others who do not have a level of compatibility with the organization. Furthermore,
employees who have a high level of compatibility with the organization more
positively contribute to work that exceeds and exceeds the expected work activities
(Risman et al., 2016).
Person-organization fit can help employees build long-term relationships with
organizations, where they tend to display behaviors that have a positive influence on
the organization's achievements. Kim et al. (2013) stated that by selecting employees
who have high fit organizations, the organization can manage and grow the creative
capital of employees and their creativity. Good compatibility between employees
and organizations tends to encourage creative thinking and support for others to
implement innovative ideas, thus making employees more involved in innovative
work behavior. Employees with a high level of compatibility with the organization
can repay the support and justice shown by the organization by paying for it through
positive work behaviors such as innovative work behavior. Afsar and Badir (2017)
show that a high person-organization fit helps employees to perform certain
behaviors that help drive organizational innovation.
Cooman et al. (2009) stated that by recruiting employees who have value in
accordance with the organization, the organization not only provides great
opportunities for employees to work, but also encourages an increase in employees
who perform well, committed, and satisfied. In the study of Afsar (2016), the
person-organization fit was able to improve knowledge sharing behavior among
employees, which in turn further encouraged employees' innovative work behaviors.
This is also supported by several other results such as (Afsar and Badir, 2016; 2017;
Sarac et al., 2014; Wojtczuk-Turek and Turek, 2016) that person-organization fit
increases creative and innovative work behavior of employees. Employees with high
fit will be satisfied with their duties and intrinsically motivated so that they display
innovative work behavior on an ongoing basis. Thus:
H1: PO fit is positively related to innovative work behavior.
A high degree of compatibility between employee values and organizational values
can lead to positive work attitudes such as job involvement, career success, health
and adaptation, and lower stress, and other behaviors that benefit the organization
(Caldwell et al., 2004). Employees who have value compatibility with the
organization, they will feel satisfied with their job, unite with the organization, and
strive to maintain working relationships (Kristof-Brown et al., 2005).
The compatibility of values between employees and organizations helps employees
to encourage extra-role behavior in making positive suggestions for change in the
workplace. Employees whose personal values are more in line with organizational
values are able to perform more high OCB (Afsar and Badir, 2016; Khaola and
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Sebotsa, 2015). When job characteristics, organizational demands, and availability
of resources are in accordance with the capabilities and intrinsic needs of employees,
they tend to adjust and respond more creatively to these situations so as to encourage
higher levels of commitment and job satisfaction (Kristof-Brown et al., 2005).
Person-organization fit has been identified by many scholars as one of the most
important factors affecting OCB (Afsar and Badir, 2016; Chhabra, 2016; Hamstra et
al., 2018; Jawad et al., 2013; Khaola and Sebotsa, 2015). De Jong and Den Hartog
(2007) assert that employees with good fit feel satisfied with their duties and are
intrinsically motivated, and those who are intrinsically motivated will always display
OCB, for example helping colleagues who are absent, motivate other people to work
effectively and efficiently for the organization, offer interesting ideas to improve
organizational functions, show concern for the organization's image, act in a good
way that is able to increase morale, and resolve interpersonal conflicts between
employees. Therefore,
H2: PO fit is positively related to OCB.
OCB helps employees overcome times of uncertainty, changes in work environment
and scarcity of resources, all of which require an open process of work innovation
(Lindegaard, 2010). In particular, by showing sportsmanship, employees increase
their willingness to take on new responsibilities or learn new skills to adapt to
changes in the existing work environment. A high level of OCB can build employee
morale among team members and various organizational units, which leads to a
cohesive, supportive, trusting, and more committed work environment (Mirabi and
Maghsoodi Ganjeh, 2017; Naqshbandi et al., 2016). The results of the study found
that OCB is effectively able to encourage innovative work behavior in the
organization (Akturan and Çekmecelioğlu, 2016; Barnhill and Smith, 2018; Gerke et
al., 2017). Therefore:
H3: OCB is positively related to innovative work behavior.
2.4

Person-Job (PJ) Fit

Person-job fit assumes match or compatibility between employee characteristics and
the conditions of their work environment. This compatibility is elaborated through
two main dimensions, namely (1) the suitability of the goals and values needed by
employees that might be fulfilled by the organization, (2) compatibility between
employee competencies and job requirements. Compatibility includes evaluations
that are expressed through affective and cognitive responses, and are related to the
extent to which the work provided is beneficial to employees and organizations,
resulting in job satisfaction and organizational effectiveness (Kristof-Brown et al.,
2005). Fit theory states that increasing person-job fit can increase the psychological
antecedents of work performance, such as satisfaction with the job. Furthermore, job
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satisfaction at the employee level will have a significant effect at a greater level,
namely throughout the organization (Zatzick and Zatzick, 2013).
Chen et al. (2014) in their study found that person-job fit had a significant effect on
total job involvement. Employees who feel a high person-job fit will be more willing
to do their job passionately. Person-job fit shows that shared values between
employees and jobs lead to job satisfaction for employees and leads to achieving
organizational goals through OCB (Vilela et al., 2008). When employees feel that
they are compatible with the job and organization, they tend to do the job effectively
by involving their role in making the organization's vision and mission successful
(Hamid and Yahya, 2011).
The findings of the researchers indicate that person-job fit has a positive influence
on employee OCB (Boon et al., 2011; Farzaneh et al., 2014; Hamstra et al., 2018;
Jawad et al., 2013). Employees who are in a work team that has high interpersonal
compatibility, they can redefine their work roles and utilize work skills to carry out
responsibilities and complete tasks effectively. They also tend to easily receive
social support from co-workers in the organization. Thus:
H4: PJ fit is positively related to OCB.
Person-job fit refers to compatibility between employee abilities and job demands.
When employees have the right skills in the work provided, they will be involved in
the work with joy, which leads to better work performance. When the person-job fit
is high, employees will improve the quality of work because they feel confident that
their efforts will bring desired results in the form of organizational rewards
(Astakhova and Porter, 2015; Greguras and Diefendorff, 2009).
Employees will interpret work more when they have personal values that are in line
with work values, where work is designed as an opportunity to interact with others to
produce meaningful work. The works that are characterized by challenging tasks,
autonomy, and significance are seen as important for employees who have high
person-job fit. When work is in line with the employee's self-identity, then the work
becomes more meaningful (Tims et al., 2016), so that employees initiate innovative
ideas and implement them in their work (Afsar and Badir, 2016). Therefore:
H5: PJ fit is positively related to innovative work behavior.
3.

Methodology

This study was carried out in the banking sector, which involved employees of Bank
Nasional Indonesia (BNI), Bank Rakyat Indonesia (BRI) and Mandiri bank. These
three banking sectors were chosen as sample targets because the three bank
employees not only perform innovative work but also have emotional attachments to
the facilitated data collection. By using purposive sampling, the study sample was
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134 employees. Furthermore, the collected data was analyzed through structural
equation modeling (SEM) with Amos 22 software package.
The indicators of each variable in this study were measured using a five-point Likert
scale, where 1 = strongly disagree to 5 = strongly agree.
1.

2.

3.

4.

Innovative Work Behavior (IWB). IWB measurement uses 4 indicators adapted
from De Jong and Den Hartog (2010) (e.g. “I pay more attention to issues that
are no part of the daily work”).
Organizational Citizenship Behavior (OCB). OCB measurement uses 6
indicators adapted from Lee and Allen (2002) (e.g. “I help others who have
been absent”).
Person-Organization Fit (PO fit). PO fit measurement uses 4 indicators adapted
from Vilela et al. (2008) (e.g. “My personal values match to my organization’s
values and culture”).
Person-Job Fit (PJ fit). PJ fit measurement uses 4 indicators adapted from
Cable and DeRue (2002) (e.g. “My abilities fit the demands of this job”).
4.

Results and Discussion

The results of the normality test using structural equation modeling (SEM) with
Amos 22 software package can be seen from the value of skewness and kurtosis. It
must be fulfilled univariate and multivariate normality. Data could be normally
distributed if the critical ratio (CR) value of skewness and kurtosis is in the range of
± 2.58 univariate. Table 1 shows that univariate normality tests have been fulfilled
because the CR values in both skewness and kurtosis are smaller than 2.58. It means
that each indicator has skewness and kurtosis which form a normal curve pattern.
While the normality test of multivariate, the CR value is 5.869 which is below 10
(Kline, 2015), so it can be concluded that the data is normally multivariate
distributed.
Table 1. Assessment of Normality (N = 134)
Variable
IWB4
IWB3
IWB2
IWB1
OCB1
OCB2
OCB3
OCB4
OCB5
OCB6
PJ1
PJ2

min
3.000
3.000
4.000
4.000
3.000
3.000
3.000
3.000
4.000
3.000
3.000
3.000

max
7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000

skew
-.412
-.342
-.260
-.304
-.224
-.139
-.334
-.108
-.202
-.195
-.082
-.206

c.r.
-2.502
-2.078
-1.576
-1.844
-1.358
-.843
-2.026
-.653
-1.224
-1.186
-.496
-1.248

kurtosis
-.281
.146
-.830
-.679
-.721
-.622
-.736
-.756
-.635
-.575
-.051
-.172

c.r.
-.851
.443
-2.519
-2.060
-2.187
-1.889
-2.232
-2.293
-1.928
-1.746
-.154
-.520
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PJ3
PJ4
PJ5
PJ6
PO4
PO3
PO2
PO1
Multivariate

3.000
3.000
3.000
3.000
3.000
4.000
3.000
4.000

7.000
7.000
7.000
7.000
7.000
7.000
7.000
7.000

-.297
-.090
.044
.014
-.056
-.217
-.202
-.403

-1.802
-.544
.266
.087
-.342
-1.316
-1.227
-2.445

.307
-.528
-.824
-.369
-.745
-.834
-.566
-.560
23.423

.932
-1.602
-2.500
-1.120
-2.260
-2.532
-1.716
-1.701
5.869

Table 2. Standardized Loadings (N = 134)
PO1
PO2
PO3
PO4
PJ6
PJ5
PJ4
PJ3
PJ2
PJ1
OCB6
OCB5
OCB4
OCB3
OCB2
OCB1
IWB1
IWB2
IWB3
IWB4

<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<--<---

PO_Fit
PO_Fit
PO_Fit
PO_Fit
PJ_Fit
PJ_Fit
PJ_Fit
PJ_Fit
PJ_Fit
PJ_Fit
OCB
OCB
OCB
OCB
OCB
OCB
IWB
IWB
IWB
IWB

Estimate
.697
.781
.768
.658
.932
.882
.950
.936
.882
.903
.927
.909
.933
.931
.923
.944
.841
.892
.791
.931

Table 2 shows the loading factor of latent to observed variables is above 0.6. It
postulates that the constructs fulfill to convergent validity (Hair et al., 2010). The
results of goodness of fit indices analysis show that Chi-Square = 189.843; df = 165,
Probability = 0.090; RMSEA = 0.026; CMIN/DF = 1.151; GFI = 0.923; AGFI =
0.902; TLI = 0.994; CFI = 0.995; and NFI = 0.960. These overal values indicate a
good fit model.
Figure 1 and Table 3 show that PO fit is positively related to innovative work
behavior (β = 0.184, P < 0.05) and OCB (β = 0.482, P < 0.05); PJ fit is positively
related to OCB (β = 0.233, P < 0.05) and innovative work behavior (β = 0.325. P <
0,05). Thus, hypothesis 1, 2, 4 and hypothesis 5 are supported. In contrast, OCB is
not significantly related to innovative work behavior (β = -0.006, P > 0.05). Hence,
the proposed hypothesis 3 is not supported.
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Figure 1. The Proposed Research Model

Table 3. Hypotheses Testing Results (N = 134)
Path
IWB
<--OCB
<--IWB
<--OCB
<--IWB
<--Note: *** P < 0.05.

PO_Fit
PO_Fit
OCB
PJ_Fit
PJ_Fit

Estimate (β)
.184
.482
-.006
.233
.325

S.E.
.092
.113
.058
.060
.050

C.R.
2.051
6.166
-.071
3.668
4.447

P
.040
***
.943
***
***

Results
Accepted
Accepted
Rejected
Accepted
Accepted

The concept of PO fit reflects the personality, values, goals, attitudes, and needs of
employees that are in accordance with the values, demands, and organizational
culture. Matching values between employees and organizations can help them to
make meaningful suggestions at work (Werbel & DeMarie, 2005). When employees
job characteristics, organizational demands, and availability of resources are in
accordance with their abilities and intrinsic needs, they tend to respond more
creatively to work situations by showing higher levels of commitment and job
satisfaction (Afsar et al., 2015b; Kristof‐Brown et al., 2005).
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PO fit is also able to encourage motivation, effort, energy, and perseverance, and
increase involvement in achieving the organizational mission (Wang et al., 2011). In
addition, the suitability of employee and organizational values can facilitate the
exchange of information between employees (Boon and Biron, 2016), thus
influencing OCB. This is in line with the findings of previous researchers who stated
that PO fit is the most important factor affecting OCB (Afsar and Badir, 2016;
Chhabra, 2016; Hamstra et al., 2018; Jawad et al., 2013; Khaola and Sebotsa, 2015).
PJ fit focuses on the individual level and ensures that employees have the technical
expertise to do mandated work and make value-added contributions (Werbel and
DeMarie, 2005). The compatibility between employee perceptions of job
assignments and the situations in which they work and their personal preferences
affect the results of positive work creativity (Kim et al., 2009). Afsar et al. (2015b),
Afsar et al. (2018), Afsar and Badir (2016) prove that PJ fit plays an important role
in influencing innovative work behavior of employees. PJ fit becomes an important
factor in increasing organizational effectiveness. Employees who have a high level
of PJ fit are more willing to do their work with enthusiasm, which in turn increases
their OCB (Boon et al., 2011; Farzaneh et al., 2014; Hamstra et al., 2018; Jawad et
al., 2013).
Organizational effectiveness depends not only on employee in-role behavior but also
through extra-role behavior in organizations that present innovative and autonomous
that go beyond the formal job requirements (Jiang and Cheng, 2003). However, the
results of the analysis show that employees, who are employed in cross-functional
capacities and are associated with markets or customers, they tend to show low
innovative work behavior compared to employees in other divisions. This is caused
by the low loyalty and functional participation that employees have towards the
organization. This finding was supported by some previous researchers which found
that OCB did not have a significant effect on innovative work behavior of employees
(Kesen, 2016; Yan and Yan, 2013).
5.

Conclusion

This study found that PO fit and PJ fit significantly related to OCB and innovative
work behavior. These findings have important implications for banking sector
managers to continue innovation and cultivate the innovative work behavior of their
employees through PO fit and PJ fit.
Managers can try to change their innovative work culture to suit the expected
organizational and job context (Sharma and Bhatnagar, 2014). This study has several
limitations. Because of the scope of the study, the authors cannot prove the
relationship between OCB and innovative work behavior. In addition, there may be
any mediators among these variables that can link OCB and innovative work
behavior for future research.

Person-Organization Fit, Person-Job Fit, and Innovative Work Behavior: The Role of
Organizational Citizenship Behavior
156

References:
Afsar, B. 2016. The impact of person-organization fit on innovative work behavior - The
mediating effect of knowledge sharing behavior. International Journal of Health
Care Quality Assurance, 29(2), 104-122.
Afsar, B., Badir, Y. 2016. The mediating role of psychological empowerment on the
relationship between person-organization fit and innovative work behaviour. Journal
of Chinese Human Resource Management, 7(1), 5-26.
Afsar, B., Badir, Y. 2017. Workplace spirituality, perceived organizational support and
innovative work behavior: The mediating effects of person-organization fit. Journal
of Workplace Learning, 29(2), 95-109.
Afsar, B., Badir, Y., Khan, M.M. 2015a. Person–job fit, person–organization fit and
innovative work behavior: The mediating role of innovation trust. Journal of High
Technology Management Research, 26, 105-116.
Afsar, B., Badir, Y., Khan, M.M. 2015b. Person–job fit, person–organization fit and
innovative work behavior: The mediating role of innovation trust. The Journal of
High Technology Management Research, 26(2), 105-116.
Afsar, B., Badir, Y.F. 2016. Person–organization fit, perceived organizational support, and
organizational citizenship behavior: The role of job embeddedness. Journal of
Human Resources in Hospitality & Tourism, 15(3), 252-278.
Afsar, B., Cheema, S., Bin Saeed, B. 2018. Do nurses display innovative work behavior
when their values match with hospitals’ values? European Journal of innovation
management, 21(1), 157-171.
Ahmad, Z. 2006. Job attitudes as a determinant of organizational citizenship behaviors: A
study among academic staffs in Kuching polytechnic. Malaysia Sarawak University.
Akturan, A., Çekmecelioğlu, H.G. 2016. The Effects of Knowledge Sharing and
Organizational Citizenship Behaviors on Creative Behaviors in Educational
Institutions. Procedia-Social and Behavioral Sciences, 235, 342-350.
Astakhova, M.N., Porter, G. 2015. Understanding the work passion-performance
relationship: The mediating role of organizational identification and moderating role
of fit at work. Human Relations, 7, 1-32.
Barnhill, C., Smith, N. 2018. Psychological Contract Fulfillment and Innovative work
behaviors: The Mediating Role of Organizational Citizenship. North American
Society of Sport Management Annual Conference, Halifax, Canada.
Boon, C., Biron, M. 2016. Temporal issues in person–organization fit, person–job fit and
turnover: The role of leader–member exchange. human relations, 69(12), 21772200.
Boon, C., DenHartog, D.N., Boselie, P., Paauwe, J. 2011. The relationship between
perceptions of HR practices and employee outcomes: examining the role of personorganisation and person-job fit. The International Journal of Human Resource
Management, 22(1), 138-162.
Cable, D.M., DeRue, D.S. 2002. The convergent and discriminant validity of subjective fit
perceptions. Journal of Applied Psychology, 87(5), 875-884.
Caldwell, S.D., Herold, D.M., Fedor, D.B. 2004. Toward and understanding of the
relationships among organizational change, individual differences, and changes in
person-environment fit: A cross-level study. Journal of Applied Psychology, 89(5),
868-882.
Chen, C.Y., Yen, C.H., Tsai, F.C. 2014. Job crafting and job engagement: The mediating role
of person-job fit. International Journal of Hospitality Management, 37, 21-28.

S. Suwanti, U. Udin, W. Widodo
157
Chhabra, B.2016). Work role stressors and employee outcomes - Investigating the
moderating role of subjective person-organization and person-job fit perceptions in
Indian organizations. International Journal of Organizational Analysis, 24(3), 390414.
Cooman, R.D., Gieter, S.D., Pepermans, R., Hermans, S., Bois, C.D., Caers, R., Jegers, M.
2009. Person–organization fit: Testing socialization and attraction–selection–
attrition hypotheses. Journal of Vocational Behavior, 74, 102-107.
De Jong, J.P., Den Hartog, D.N. 2010. Measuring innovative work behaviour. Creativity and
innovation management, 19(1), 23-36.
De Jong, J.P., Den Hartog, D.N. 2007. How leaders influence employees' innovative
behaviour. European Journal of innovation management, 10(1), 41-64.
De Jong, J.P., Den Hartog, D.N. 2008. Innovative work behavior: Measurement and
validation. EIM Business and Policy Research, 1-27.
Farzaneh, J., Farashah, A.D., Kazemi, M. 2014. The impact of person-job fit and personorganization fit on OCB - The mediating and moderating effects of organizational
commitment and psychological empowerment. Personnel Review, 43(5), 672-691.
Fathiizadeh, A., Zare, R., Bahmani, A. 2018. Getting involved with the Job among nurses
and its effect on Organizational Citizenship Behavior: the Mediating Role of Job
Satisfaction. Iran Journal of Nursing, 30(110), 33-44.
Gerke, A., Dickson, G., Desbordes, M., Gates, S. 2017. The role of interorganizational
citizenship behaviors in the innovation process. Journal of Business Research, 73,
55-64.
Greguras, G.J., Diefendorff, J.M. 2009. Different fits satisfy different needs: linking personenvironment fit to employee commitment and performance using self-determination
theory. Journal of Applied Psychology, 94(2), 465-477.
Grima, S., Seychell, S. and Bezzina, H.F. 2017. Investigating Factors Predicting Derivative
Mishandling: A Sociological Perspective. European Research Studies Journal,
20(4A), 3-17.
Hair, J.F., Anderson, R.E., Babin, B.J., Black, W.C. 2010. Multivariate data analysis: a
global perspective. New Jersey, Prentice Hall PTR.
Hamid, S.A., Yahya, K.K. 2011. Relationship between person-job fit and personorganisation fit on employees’ work engagement: a study among engineers in
semiconductor companies in Malaysia. Annual Conference on Innovations in
Business & Management, London, 1-30.
Hamstra, M.R., Van Vianen, A.E., Koen, J. 2018. Does employee perceived personorganization fit promote performance? The moderating role of supervisor perceived
person-organization fit. European Journal of Work and Organizational Psychology,
1-8.
Jain, A.K. 2009. Organizational citizenship behavior as a predictor of personal effectiveness
and general health. Academy of Taiwan Business Management Review, 5(3), 51-61.
Janssen, O., Van de Vliert, E., West, M. 2004. The bright and dark sides of individual and
group innovation: A special issue introduction. Journal of organizational behavior,
25(2), 129-145.
Jawad, M., Tabassum, T.M., Raja, S., Abraiz, A. 2013. Study on Work Place Behaviour:
Role of Person-Organization Fit, Person-Job Fit & Empowerment, Evidence from
Pakistan. Journal of Business and Management Sciences, 1(4), 47-54.
Jehad, M., Quoquad, H., Farzana, A., Mohmad, A. 2011. Job satisfaction and organisational
citizenship behaviour: an empirical study at higher learning institutions. Asian
Academy of Management Journal, 16(2), 149-165.

Person-Organization Fit, Person-Job Fit, and Innovative Work Behavior: The Role of
Organizational Citizenship Behavior
158
Jiang, D., Cheng, B. 2003. Studies on organizational loyalty, commitment, and citizenship
behavior in Taiwan: A critical review. Research in Applied Psychology, 19, 175209.
Kamani, S.M., Namdari, K. 2012. A Study of the Relationship between Organizational
Justice and Support and Organizational Citizenship Behavior. International Journal
of Arts & Sciences, 5(6), 355-368.
Kesen, M. 2016. Linking organizational identification with individual creativity:
organizational citizenship behavior as a mediator. Journal of Yaşar University,
11(41), 56-66.
Khaola, P.P., Sebotsa, T. 2015. Person-organisation fit, Organisational commitment and
organisational citizenship Behaviour. Danish Journal of Management and Business
Sciences, 7, 67-74.
Kim, T.Y., Hon, A.H., Crant, J.M. 2009. Proactive personality, employee creativity, and
newcomer outcomes: A longitudinal study. Journal of Business and Psychology,
24(1), 93-103.
Kim, Y.J., Van Dyne, L., Kamdar, D., Johnson, R.E. 2013. Why and when do motives
matter? An integrative model of motives, role cognitions, and social support as
predictors of OCB. Organizational Behavior and Human Decision Processes,
121(2), 231-245.
Kline, R.B. 2015. Principles and practice of structural equation modeling, Fourth Edition,
Guilford publications.
Kristof-Brown, A.L., Guay, R.P. 2011. Person-environment fit. In S. Zedeck (Ed.), APA
Handbook of Industrial and Organizational Psychology. Washington, DC, American
Psychological Association.
Kristof-Brown, A.L., Zimmerman, R.D., Johnson, E.C. 2005. Consequences of individuals’
fit at work: a meta-analysis of person-job, person-organization, person-group, and
personsupervisor fit. Personnel Psychology, 58(2), 281-342.
Lee, K., Allen, N.J. 2002. Organizational Citizenship Behavior and Workplace Deviance:
The Role of Affect and Cognitions. Journal of Applied Psychology, 87(1), 131-142.
Liaquat, M., Mehmood, K. 2017. Organization Citizenship Behavior: Notion of Social
Exchange Theory. Journal of Business and Social Review in Emerging Economies,
3(2), 209-216.
Lindegaard, S. 2010. The open innovation revolution: essentials, roadblocks, and leadership
skills. John Wiley & Sons.
Mirabi, V., Maghsoodi Ganjeh, Y. 2017. The Link between Organisational Citizenship
Behaviours and Open Innovation: A Case of Isfahan High-tech Sector. International
Journal of Information, Security and Systems Management, 6(1), 649-655.
Naqshbandi, M.M., Singh, S.K.G., Ma, P. 2016. The link between organisational citizenship
behaviours and open innovation: A case of Malaysian high-tech sector. IIMB
Management Review, 28(4), 200-211.
Pieterse, A.N., Van Knippenberg, D., Schippers, M., Stam, D. 2010. Transformational and
transactional leadership and innovative behavior: The moderating role of
psychological empowerment. Journal of organizational behavior, 31(4), 609-623.
Risman, K.L., Erickson, R.J., Diefendorff, J.M. 2016. The Impact of Person-Organization Fit
on Nurse Job Satisfaction and Patient Care Quality. Applied Nursing Research, 31,
121-125.
Sarac, M., Efil, I., Eryilmaz, M. 2014. A study of the relationship between personorganization fit and employee creativity. Management Research Review, 37(5),
479-501.

S. Suwanti, U. Udin, W. Widodo
159
Sharma, A., Bhatnagar, J. 2014. Innovative work behavior: The role of organizational
citizenship behavior, transformational leadership and psychological empowerment
among knowledge workers in India. Paper presented at the Global Conference on
Managing in Recovering Markets. MDI, Gurgaon.
Sultanova, V.A., Chechina, S.O. 2016. Human Capital as a Key Factor of Economic Growth
in Crisis. European Research Studies Journal, 19(2), 72-79.
Suryanto, T., Thalassinos, E.J., Thalassinos, I.E. 2017. Board Characteristics, Audit
Committee and Audit Quality: The Case of Indonesia. International Journal of
Economics & Business Administration, 5(3), 47-57.
Tims, M., Derks, D., Bakker, A.B. 2016. Job crafting and its relationships with person–job fit
and meaningfulness: A three-wave study. Journal of Vocational Behavior, 92, 4453.
Tsai, C., Su, C. 2011. Leadership, Job Satisfaction and Service-oriented Organizational
Citizenship Behaviors in Flight Attendants. African Journal of Business
Management, 5(5), 1915-1926.
Topcu, M.K., Gursoy, A. and Gurson, P. 2015. The Role of the Servant Leadership on the
Relation between Ethical Climate Perception and Innovative Work. European
Research Studies Journal, 18(1), 67-80.
Vilela, B.B., González, J.A.V., Ferrín, P.F. 2008. Person–organization fit, OCB and
performance appraisal: Evidence from matched supervisor–salesperson data set in a
Spanish context. Industrial Marketing Management, 37, 1005-1019.
Wang, M., Zhan, Y., McCune, E., Truxillo, D. 2011. Understanding newcomers’ adaptability
and work-related outcomes: Testing the mediating roles of perceived P–E fit
variables. Personnel psychology, 64(1), 163-189.
Werbel, J.D., DeMarie, S.M. 2005. Aligning strategic human resource management and
person–environment fit. Human Resource Management Review, 15(4), 247-262.
Wojtczuk-Turek, A., Turek, D. 2016. The significance of perceived social-organization
climate for creating employees’ innovativeness - The mediating role of personorganization fit. Management Research Review, 39(2), 167-195.
Yan, L., Yan, J. 2013. Leadership, organizational citizenship behavior, and innovation in
small business: an empirical study. Journal of Small Business & Entrepreneurship,
26(2), 183-199.
Young, L.D. 2012. How to promote innovative behavior at work? The role of justice and
support within organizations. The Journal of creative behavior, 46(3), 220-243.
Zatzick, C.D., Zatzick, D.F. 2013. The effect of perceived person-job fit on employee
attitudes toward change in trauma centers. Health Care Management Review, 38(2),
115-124.

