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Abstract This research aims to analyze the effect of person-organization fit, person-job fit, and
organizational commitment toward organizational citizenship behavior. The samples in this
research were 105 employees in the Indonesian public sector with a minimum period of
working in the organization for one year. This study used a quantitative approach. Data was
collected via online form. The data analysis used to test the hypothesis is multiple
regression analysis with IBM SPSS Statistics 25 software. The results of this study indicated
that person-organization fit, person-job fit, and organizational commitment had a positive

and significant effect on organizational citizenship behavior.
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INTRODUCTION

Organizational citizenship behavior (OCB) is
essential in encouraging employees to go
beyond formally defined role requirements.
Lee & Allen (2002) say that OCB is
employee behavior that, although not
essential for a task or job, is useful for
smoothing organizational functions.
Examples of these behaviors are helping co-
workers, showing concern for the company's
image, volunteering for extra tasks, etc.
Employees who demonstrate OCB behavior
are believed to be an important asset in
improving organizational performance, so
managers believe this behavior is very
beneficial and important (Yen & Niehoff,

2004).
The literature shows that several
variables, namely organizational

commitment, public service motivation, job
satisfaction, affective commitment, person-
organization fit, and person-job fit, are
antecedents of OCB (de Geus et al., 2020a).
Furthermore, the researcher conducted a
literature review on several antecedents to
OCB and found three variables that had
inconsistent findings: organizational
commitment, person-organization (P-O) fit,
and person-job fit. Person-organization fit is
an important factor that can improve OCB

behavior in organizations (Alfani & Hadini,
2018; Bangun et al., 2017; Farzaneh et al.,
2014; Saraswati & Hakim, 2019; Solichin,
2018). P-O Fit is defined as a match
between individuals and organizations that
confirms the extent to which both have the
same characteristics and complement each
other's needs (Kristof, 1996). P-O Fit
concerns the extant individuals sharing the
same personal and organizational values
(Lauver & Kristof-Brown, 2001). According
to Resick et al. (2013), employees who feel
they fit into the organization tend to behave
as good organizational citizens. Thus, an
employee's strong value match to the
organization will show more tolerance and
empathy and extra voluntary assistance to
the people around them (Wei, 2013). In
addition, Susanto (2019) and Alfani & Hadini
(2018) show that P-O positively and
significantly affects OCB. However, Santoso
& Irwantoro (2014) found different results,
revealing that P-O Fit has a negative and
insignificant effect on OCB.

Another factor believed to influence OCB
is person-job (P-J) fit, defined as a match
between a person's high-level needs and job
specificity or between skills, personality, and
job demands of employees (Lauver &
Kristof-Brown, 2001). Individuals will be
satisfied with their work when the policies or
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organizational systems have been met by
their preferences (Sekiguchi & Huber, 2011).
In addition, Bangun et al. (2017) found that
P-J Fit had a positive and significant effect
on OCB. However, Alfani and Hadini (2018)
have different research results which reveal
that P-J Fit does not affect OCB.

This argument is support by person-
environment theory (Edwards et al., 1998).
The essence of the person-environment
theory is that stress arises not from a
separate person or environment but from
compatibility or suitability between one
another. Both the person and the
environment have a fundamental interest in
how they fit together. In the context of work,
for example, organizations have an interest
in getting people who are best suited to the
demands of work. On the other hand,
employees want to find an organization that
can take advantage of their specific abilities
and meets their specific needs (Caplan,
1987)—a high match between person-
environment results in better performance
than at a low level.

Organizational commitment is a driving
factor for the realization of OCB in the
organization (Sucahya & Suana, 2016).
Meyer and Allen (1991) suggested that
commitment is a frame of mind that makes a
person consider how far his values and
goals can align with the organization.
Furthermore, Meyer and Allen (1991)
mentioned that there are three dimensions,
namely affective commitment, which refers
to emotional involvement, identification, and
emotional attachment, then continuance
commitment, which relates to losses if
leaving the organization, and normative
commitment, which relates to feelings of
obligation to remain in the organization. The
importance of growing OCB behavior in the
organization cannot be separated from the
role of commitment that grows within the
employee (Sucahya & Suana, 2016).
Saraswati and Hakim's (2019) findings show
that organizational commitment significantly
affects OCB. However, studies conducted
by Darmawati & Hayati (2013) and Solichin
(2018) have different research results that
reveal organizational commitment has
insignificant on OCB.

Ingrams (2020) revealed that OCB
research in the public sector tends to be
limited compared to the private sector,
suggesting the urgency to investigate OCB
in the public sector. In addition, the results of

his research suggest that OCB tends to have
a higher level in the public sector than in the
private sector. Although on the other hand,
Jaya (2017) also suggested that the public
sector in Indonesia tends to get negative
sentiment regarding the performance of
public services. Darto (2014), through his
literature study, pointed out that OCB has an
important role, so it needs to be encouraged
in government organizations (public sector)
and the need for further studies regarding
the factors that can encourage OCB in
organizations. ocCB has particular
importance in public organizations because
of its relevance in the government-citizens
relationship and the goal of public
administration reform to achieve more
excellent organizational responsiveness to
citizens (Ingrams, 2020).

It is also supported by de Geus et al.
(2020b), which suggested that OCB is an
essential context for extra-role behavior that
can directly impact employees as parties
interacting with the public and as the front
line in delivering public services. In addition,
although OCB behavior is not included in
employee job descriptions, previous
researchers said that OCB has a significant
role in OCB output, both at the individual and
organizational levels (Triyanto, 2009).

Based on these arguments, this study is
interested in re-examining the effect of
person-organization fit, person-job fit, and
organizational commitment on OCB.
Previous studies found inconsistencies in
the influence of these antecedents on OCB
in  specific  organizational  contexts,
especially in the Indonesian context. Bangun
et al. (2017) study it was shown that P-O FIt
had no significant effect on OCB in one of
the private companies in Indonesia. P-J Fit
was also found to have no significant effect
on OCB at one of the universities in
Indonesia, which was conducted by Alfani &
Hadini (2018). Furthermore, organizational
commitment also has no effect on OCB from
the results of Solichi's (2018) research on
one of the private sectors in Indonesia.
Therefore, we are interested in re-
investigate several of the antecedent factors
of OCB in a general context to generalize the
findings. The public sector context is the
focus of this study by considering the results
and recommendations from previous studies
(Ingrams, 2020).
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LITERATURE REVIEW AND
HYPOTHESES DEVELOPMENT

The relationship between P-O fit and
OCB

According to Resick et al. (2013), employees
who perceive a fit with their organization will
tend to behave as good citizens of the
organization. Therefore, employees with a
strong shared value to their organization will
easily show tolerance and empathy as well
as extra voluntary assistance to the people
around them, including their co-workers
(Wei, 2013). Based on these arguments, P-
O Fit will influence employees to perform
OCB.

This logic is also supported by the
person-environment theory proposed by
Edwards et al. (1998). In the context of the
relationship between a person and an
organizational environment, there is an
interest in how the two are compatible.
Organizations tend to choose people who
have similar values to organizational values.
On the other hand, prospective employees
also choose organizations with the same
values.

Apart from supporting the logic of the
theory that is built, it is also strengthened by
the results of previous research from
Susanto (2019) and Alfani & Hadini (2018),
which shows that P-O Fit has a positive and
significant effect on OCB. That is, if the
perception of P-O Fit is implemented well by
employees, then the employee's OCB wiill
also be better or fit.

H1: P-O Fit has a positive and significant
effect on OCB.

The relationship between P-J fit and
OCB

Bangun et al. (2017) said that the P-J Fit
owned by employees will help them improve
their OCB behavior, such as participating in
voluntary organizational activities that aim to
help increase organizational success. Based
on these arguments, it can be said that P-J
Fit will affect employee OCB.

This logic is also supported by the
person-environment theory proposed by
Edwards et al. (1998). In the context of the
relationship between a person and his/her
work, there is an interest in how both factors
fit together. Organizations tend to place

people with the skills needed to handle the
job. On the other hand, employees feel
convenient when they get jobs that match
their abilities and specific needs. Apart from
logic and theory, it is also supported by
previous findings. Bangun et al. (2017)
indicated that P-J Fit influences OCB.

H2: P-J Fit has a positive and significant
effect on OCB.

The relationship between
organizational commitment and OCB

The importance of growing OCB behavior in
the organization cannot be separated from
the role of commitment that grows within the
employee (Sucahya & Suana, 2016).
Employees who perform tasks without
coercion and are committed to tasks outside
of their formal responsibilities indicate that
they have demonstrated OCB behavior
(Nida & Simarmata, 2014). Saraswati &
Hakim (2019) also said that the organization
can achieve its goals with a high
organizational commitment to each
employee. Furthermore, with the employee's
commitment to the organization, OCB can
be reflected and support the organization to
achieve its goals. Several previous findings
support this argument. Bangun et al. (2017)
and (Dyah & Saraswati, 2019) found that
organizational commitment has a positive
and significant effect on OCB.

H3: Organizational commitment has a
positive and significant effect on OCB.

METHODS
Population and sample

This study uses a quantitative approach.
The data collection method used an online
qguestionnaire  that the respondents
themselves filed out. The number of
samples we used refers to Hair et al. (2014),
who suggested the rule of thumb in
determining the recommended sample of
15:1 of the research variables. A total of 105
respondents' data can be processed in this
study. The specified number of respondents
has met the requirements.

This study uses a non-probability
sampling method, a sampling technique with
a purposive sampling technique carried out
by determining specific criteria according to
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research needs (Wiyono, 2011). The criteria
set out in this study are respondents working
in Indonesia's public sector. The status of
public sector institutions participating in this
study are central/regional government
institutions 28 percent, state/regional owned
enterprises 21 percent, police/military
institutions 19  percent, educational
institutions 16 percent, health institutions 10
percent, community organizations 3 percent,
and others. The minimum working period for
respondents is one year, aiming to ensure
that respondents are familiar with their work
environment, including the values that exist
in the organization, the tasks or work carried
out in the organization, and their
organizational commitment. Thus, one year
is considered a sufficient period.

Measurements

We measure P-O Fit using instruments from
Lauver & Kristof-Brown (2001) consisting of
six question items. One example of the items
is, "My values match or match the values of
this organization.”

P-J Fit is measured using an instrument
developed by Lauver & Kristof-Brown
(2001), which consists of two indicators: 1)
job  match in terms of skills; 2)
personality/temperament compatibility. The
two indicators were chosen because they
have been established and are the strongest
in describing P-J Fit (O'Reilly Ill, 1977). The
measurement consists of five question
items, and one example is "My ability is in
accordance with the demands of this job."

Organizational commitment is measured
using the instrument of Meyer, J.P., and
Allen (1991), which consists of three
dimensions, namely: 1) affective
commitment, 2) continuance commitment,
and 3) normative commitment. This
measure consists of 24 statement items, and
one of the examples is "l would love to spend
the rest of my career with the organization."

OCB is measured using an instrument
developed and validated by Lee and Allen
(2002b). This instrument is designed to test
OCB on individuals (co-workers) and
organizations. This measurement consists
of 16 statement items, one example of the
item "Helping other people who are absent
(absent)" and "Attending activities that are
not required but can help the image of the
organization." All items were measured on a

five-point Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree).

RESULTS AND DISCUSSION

This study tests the validity of using the
Pearson correlation method by correlating
the score of each item with the total score of
the item. Determination of whether an item is
valid is done by means of a coefficient
significance test with a significance level of
0.05, which means that the item will be
considered valid if it correlates significantly
to the total item. As for the two-sided test
details, the number of respondents (n) = 105
respondents, r table 30 with df = n-2 or df =
105-2 = 103, is 0.1918 with a significance
level of 0.05.

The results of the validity test contained
51 statement items from the three variables,
namely Organizational Citizenship Behavior
(Y), Person-Organization Fit (X1), Person-
Job Fit (X2), and organizational
commitment. Sugiyono (2013) suggested
that the instrument is valid if the r value is
greater than the r table. The test results
show that all measurement items fulfill the
validity test requirements.

The reliability test in this study was
carried out using Croncbhach's Alpha method
with a minimum value of 0.60 (Kuncoro,
2009). Cronbach's Alpha value from the
reliability test results showed P-O Fit
(0.699), P-J Fit (0.920), organizational
commitment (0.926), and OCB (0.863).
These results indicate that the four variables
meet the reliability requirements.

The normality test in this study was
carried out using Liliefors Kolmogorov-
Smirnov with a significance value > 0.05.
The data is considered normally distributed
if the significance value > 0.05, and if the
significance value 0.05, then the data is not
normally distributed. The test results show
that the acquisition of a significance value
(Asymp.sig) is 0.200 so it can be concluded
that the residual data is normally distributed.

The multicollinearity test results obtained
the Tolerance P-O Fit (0.475), P-J Fit
(0.605), and organizational commitment
(0.426), so it can be said that there is no
multicollinearity problem because the value
is more significant than 0.1, and the VIF
value is less than 10.

Heteroscedasticity test results obtained
absolute tolerance values of P-O Fit (0.293),
P-J Fit (0.962), and organizational
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Table 1.
Hypotheses testing results

Variables Coefficients
POF .785%**

PJF .529**

KO .143**

R Value: .708

R Square: .501
Adjusted R Square: .486

0k $<0.001; ** p<0.05

commitment (0.112) so that it can be
interpreted that there is no
heteroscedasticity problem.

Hypothesis testing

Hypothesis 1 predicts that P-O Fit has a
positive effect on OCB. Table 1 shows that
the P-O Fit variable has a significant positive
effect on employees' OCB (B$=0.785;
p<0.001), so it can be concluded that H1 is
supported. The higher the P-O Fit, the higher
the OCB. Conversely, if the P-O Fit is lower,
the employee's OCB behavior will also be
lower. These results emphasize that the
suitability of the values possessed by
employees will encourage them to behave in
an extrarole. This logic aligns with the theory
of conformity, which says conformity will be
achieved when a person assesses two
objects with the same intensity. In this case,
if the employee gives the same assessment
regarding the values that exist in the
organization as the personal values that are
owned, then compatibility will be achieved.
The existence of this suitability will
encourage them to behave outside their
duties, one of which is to help colleagues
without being asked so that they can
become good organizational citizens in their
organizations. Organizations that have good
citizens tend to easily tolerate when policy
changes occur because they are able to
adapt.

In addition to theoretical support, this
study also aligns with Alfani & Hadini (2018),
who reported that P-O Fit had a positive and
significant effect on OCB. However, Bangun
et al. (2017) suggested that P-O Fit had a
positive and insignificant effect on OCB. This
shows the importance of employees having
P-O Fit so that it will foster OCB behavior. In
this case, when the P-O Fit is strong,
employees show that their values fit with
their work environment. Suppose individuals
feel that the organizational culture fits with

their values. In that case, it will cause an
emotional reaction that makes them think
they are important people in their workplace.
Therefore, when good interpersonal
relationships between individuals and
organizations have been successfully
established, it will make it easier for them to
develop extra-role activities that can benefit
the organization. Employees are more
willing to help co-workers who may not be
part of the responsibilities of their previous
job because they already have a strong P-O
Fit, so they trust their organization as well as
their co-workers.

Hypothesis 2 predicts that P-J Fit has a
positive effect on OCB. Table 1. shows that
the P-J fit variable has a significant positive
effect on OCB (p=0.529; p<0.05), so it can
be concluded that H2 is supported. These
results reinforce that the job suitability of
employees will encourage them to behave in
extra roles. This logic is in line with the
theory of conformity, which holds that
conformity will be fulfilled if one gives the
same assessment of two objects with the
same intensity. If an employee gives the
same assessment between the personal
values, a match will be created. Creating a
fit will encourage them to act in extra roles,
such as helping co-workers without being
asked. Apart from theoretical support, this
research is also in line with the results of
Bangun et al. (2017), and Farzaneh et al.
(2014), who reported P-J Fit had a positive
and significant effect on OCB. However,
Alfani & Hadini (2018) show that P-J Fit does
not affect OCB. This shows that P-J Fit is
important in encouraging employees to
behave OCB. In this case, employees who
do work according to their field or skills will
make them more enthusiastic and
concerned about their work environment.
When they have a positive view of their work
environment, it will make them behave
positively too. That way, they will be
encouraged to behave OCB.

Hypothesis 3 states that organizational
commitment positively affects OCB. Table 1.
shows that organizational commitment
positively affects OCB (=0.143; p<0.05).
Thus, it can be concluded that H3 is
supported. These results reinforce that
employees with a high organizational
commitment to their organization will
encourage them to behave outside their
duties, such as helping colleagues without
being asked. This is also in line with the
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theory of organizational commitment that
individuals who have a strong attachment to
their organization can encourage them to
behave in extra roles. Employees who carry
out tasks without coercion and can commit
to tasks beyond their formal responsibilities
indicate that employee has demonstrated
OCB behavior.

This finding is also in line with the findings
of Bangun et al. (2017) and Saraswati &
Hakim (2019), who reported that
organizational commitment had a positive
and significant effect on OCB. However, in
his findings, Solichin (2018) reports that
organizational commitment has an
insignificant effect on OCB. This shows the
important role of commitment in encouraging
OCB behavior. Employees who have a
consistent interest in the goals and values of
their organization are those who have high
commitment. Employees who have a high
commitment will show a sense of
identification  (belief in  organizational
values), loyalty (the desire to remain part of
the organization), and participation (willing
and trying their best for the benefit of the
organization). Therefore, when these three
have been fulfilled, it will support them to
behave OCB in their organization, both with
colleagues and for the organization.

CONCLUSION

The results of this study confirm the
researchers' assumption that P-O fit, P-J fit,
and organizational commitment have a
positive and significant effect on employee
extra-role behavior in the public sector
context. P-O fit positively influences a
person's behavior, especially employees in
the Indonesian public sector. These findings
indicate that the congruence of a person's
values with his organization can encourage
employees to behave OCB. This is because
employees with a strong value congruence
with their organization can easily show
empathy to their co-workers and the
organization voluntarily.

P-J Fit positively influences OCB for
employees in the public sector in Indonesia.
The fit of individuals' expertise or skills with
their work is important for employees
because they can foster OCB behavior. This
is because the suitability between work and
individual  characteristics  will make
employees feel comfortable when working
so that they can improve their performance

behavior  outside of  their  roles.
Organizational commitment  positively
influences employees' OCB in the
Indonesian public sector. These results
indicate that OCB behavior in organizations
in the Indonesian public sector is also
inseparable from how employees have a
strong commitment to their organization.
With a strong commitment in employees, it
encourages employees to implement OCB
behavior which can then support the
organization in achieving its goals.

The results of this study contribute to
academics and practitioners. From the
academic side, it is expected to provide
additional empirical evidence regarding the
influence of P-O Fit, P-J Fit, and
organizational commitment on OCB
behavior, especially in the Indonesian public
context. In addition, it can be a reference for
practitioners in increasing positive behavior
at work and stemming negative behavior to
increase organizational effectiveness.

This study has limitations that are useful
for the development of further research.
First, current research focuses only on the
antecedents that shape OCB behavior. This
is considered less exploring the value of
OCB in the public sector. Therefore, further
research can focus on the consequences of
OCB because there are still not many
studies that focus on the consequences of
OCB, especially negative consequences
such as turnover intention and job stress.
Second, the measurement of all variables is
only based on the employee's perspective
(self-report), thus triggering a common
method bias because all answers are
assessed by the same respondent (de Geus
et al., 2020b). It is suggested that further
research can take data based on reports
from employees' colleagues and
organizational records to obtain more
accurate results. Third, further research is
suggested to take a different research
design using a cross-sector to broaden the
understanding of the differences in OCB
between public and private sector
organizations.
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