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Abstract:

This study discusses the effect of person organization fit and person job fit on employee performance
through innovative work behavior as mediation. The variables in this study are person organization fit,
person job fit, innovative work behavior, and employee performance. This study uses a purposive sampling
technique with the following criteria: permanent employees who work for at least 1 year. Respondents in
this study amounted to 105 employees. The test tool used is SPSS version 25 with Path Analysis, and Sobel
Test. The results of this study indicate that person organization fit and person job fit have a significant
positive effect on innovative work behavior, innovative work behavior has a significant positive effect on
employee performance.
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1. Introduction

Organizations are no longer only required to have employees with above average abilities, but organizations must
also have employees who are able to invest themselves to be fully involved in the workplace, proactive, and have a high
commitment to quality performance standards (Bakker, 2011). Statement Bohlander and Snell (2010) stated that
"Organizations face increasing challenges in terms of globalization, innovation, and technology and customer service".One
company that requires employee performance to achieve high performance is PT Pos Indonesia (Persero). PT Pos
Indonesia is one of the State-Owned Enterprises (BUMN) which is engaged in telecommunications services such as
correspondence, demand deposits, money transfer/exchange and logistics services. PT Pos Indonesia strives to
continuously improve its professionalism in communication services through directed and sustainable human resource
development. PT Pos Indonesia has now been able to show its creativity in the development of the Indonesian postal
sector by utilizing its network infrastructure. At present it can be said that Pos Indonesia is still one of the service
companies with the largest distribution network in Indonesia. The number of post offices is more than 4,000 offices with
distribution in 24,000 service points and has covered 100 percent of cities and regencies in Indonesia.

PT Pos Indonesia implements a customer-oriented business strategy and company operations. In adapting to the
latest technological changes (technology transformation) that are taking place very quickly, such as the development of
information technology that inevitably must be followed, the increasing demands for increased customer service and
others, so that the readiness of human resources must continue to be improved as well. On this basis, PT Pos Indonesia
employees are required to have the expertise and ability to think creatively and innovate and have the best ability to
develop innovations to be able to achieve optimal employee performance. In addition, in order to increase the satisfaction
of partners, clients, and customers to and feel the results of their hard work & creativity. Innovative work behavior helps
improve organizational performance (De Jong and Den Hartog, 2007, Farooqui, 2014).

2. Literature Review and Hypotheses

Kristof (1996) suggests that Person Organization Fit (PO Fit) can be interpreted in terms of concepts, namely 1.
Value congruence, is the suitability between the individual's intrinsic values and the organization; 2. Congruence of goals
(goal congruence), is the suitability between individual goals with the organization in this case is the leader and co-
workers; 3. The fulfillment of employee needs (employee need fulfillment) is a match between the needs of employees and
the strengths contained in the work environment with the system and organizational structure; 4. The suitability of
culture-personality characteristics (culture personality congruence) is the suitability between the personality (non-
values) of each individual and the climate or organizational culture.

According to Bohlander and Snell (2010), that individual job fit is a process of job specifications, in particular, help
identify the individual competencies employees need for success-the knowledge, skills, abilities, and other factors (KSAOs)
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that leads to superior performance. In line with that, Cable and DeRue (2002) define person job fit as the suitability
between individuals and the work or tasks they do in the workplace.

According to De Jong and Hartog (2008) define innovative work behavior as individual behavior that aims to
reach the stage of introduction or trying to introduce (in work, groups or organizations) new ideas, processes, products or
procedures useful. Innovative work behavior is defined as developing, adopting and implementing new product ideas,
technologies and work methods. Innovation is not only related to generating new ideas but also providing an environment
in which it can be achieved successfully (Yuan and Woodman, 2010).

Robbins and Judge (2017) state that employee performance is a combination of effectiveness and efficiency in
carrying out the main tasks of employees. Employee performance is the ability to work or something achieved or
achievement shown. Employee performance is an important indicator that reflects the work of individuals, departments,
and organizations (Na-nan and Sanamthong, 2019).

2.1. Effect of Person Organization Fit onInnovative Work Behavior
In a study by Afsar et al,, (2016), Wu and Ghao (2017) person organization fit is able to increase knowledge
sharing behavior among employees. Research conducted by Wojtczuk-Turek and Turek (2016) shows that person
organization fit can improve the creative and innovative work behavior.
Research conducted by Afsar and Badir (2017) indicates that person organization fit positively affects innovative work
behavior.
e H1:Person organization fit has a positive effect on innovative work behavior.

2.2. The Effect of Person Job Fit on Innovative Work Behavior

Research conducted by Huang et al., (2019) indicated that employees who devote more time and energy because
of their fit in work so that the creative process can more effectively identify problems, gather information, and propose
solutions to challenges, so that employees come up with innovative ideas and apply them to their work (Afsar et al. al,,
2016).

Research conducted by Suwanti et al., (2018) 134 employees were randomly selected from 200 employees of the
banking sector in Indonesia. The results of this study found that person job fit is positively related to innovative work
behavior. This study shows that person job fit plays an important role in influencing the innovative behavior of employees.
Person job fit is an important factor in increasing organizational effectiveness. According to research by Afsar et al.,, (2015)
PJ Fit has a positive effect on innovative work behavior. The results showed that more fit between employees and their
jobs tends to increase innovative work behaviors that combine initiation with implementation of creative ideas.

Research conducted by Tang et al, (2021) on six hundred and ninety-seven employees from eight high-tech
industries in China, high Person job fit can not only improve individual performance, but can also have different effects on
long-term organizational outcomes. long, which closes the gap between the values, goals and characteristics of individuals
and organizations, thereby increasing their compatibility and creating a harmonious organizational atmosphere that
promotes organizational development.

The higher the person job fit in an organization, the higher the innovative work behavior. Conversely, the lower
the person job fit, the lower the innovative work behavior.

e H2:Person job fit has a positive effect on innovative work behavior.

2.3. Influence of Person Organization Fit on Employee Performance

Research conducted by Farooqui and Nagendra (2014), Pramesti (2013) showed that there is a positive
relationship between person organization fit and employee performance. Research conducted by Alfani (2018) showed
that person organization fit has a significant effect on employee performance. If the perception of person organization fit
on employee performance is applied well to employees, then this employee's performance will be even better or fit.
Research conducted by Maria and Ahyar (2016) according to this study if the company's goals are in accordance with the
goals of the employee's work, it can provide opportunities for employees to achieve their personal goals.

Research conducted by Wei (2015) uses survey data collected from 456 engineers and their direct supervisors in
31 high-tech Taiwanese companies. This study also shows that person organization fit is positively related to the practice
of human resource performance. Companies must ensure employees are a good fit for their organization to reduce the
negative impact of losing talent on the organization that will affect employee performance.
If the level of conformity between employees and the organization is high, it will show greater results or higher
performance.

e H3: Person organization fit has a positive effect on employee performance

2.4. The Influence of Person Job Fit on Employee Performance

Research conducted by Astakhova and Porter (2015) uses data from 233 employees and supervisors from several
organizations in Russia. This study shows that when job compatibility is high, employees will improve the quality of their
work, because they feel confident that their efforts will bring the desired results in the form of organizational rewards.

Research conducted by June and Rosli (2011) to examine the relationship between person job fit and employee
performance in the service sector of small and medium enterprises (SMEs). This study uses 300 employee surveys to be
the unit of analysis for this study. The results of the study indicate that there is a significant relationship between person-
job fit and employee performance, when employees are matched with the work they do, they tend to put more effort into
carrying out their duties, thereby increasing work performance.
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Research conducted by Pudjiarti and Prihatin (2020), June et.al (2013) showed that person job fit has a positive
effect on employee performance. Research conducted by Gul et al., (2018) proved that person job fit has a direct effect on
employee performance. In this study it is explained that employees cannot work well if they are not equipped with the
right types of skills and abilities, knowledge in accordance with the demands of their work.

If the suitability between the employee's abilities and the demands of the job is high, it will result in high
employee work performance.

e H4: Person Job Fit has a positive effect on Employee Performance

2.5. Influence of Innovative Work Behavior on Employee Performance

Research conducted by Leong and Rasli (2014) proved that the innovative work behavior of employees is
positively related to employee performance. Research conducted by Pudjiarti and Prihatin (2020) showed that the
variable of innovative work behavior has a positive effect on employee performance. Research conducted by Kim and Dong
(2017) on hotel employees in South Korea. This study shows that innovative work behavior has a significant effect on
employee performance. In other words, the higher the innovative work behavior, the higher the performance of an
individual.

Research conducted by Nasir et al., (2018) This research was conducted on the teaching staff of Syiah Kuala
University with 230 questionnaires using SEM analysis and the results showed that employee performance was
significantly influenced by innovative work behavior.

H5: Innovative Work Behavior has a positive effect on Employee Performance

2.6. Innovative Work Behavior as Mediation
Research on the relationship between innovative work behavior and performance was also conducted by Jiménez

&Sanz (2011), Tims et al., (2016). Pudjiarti and Prihatin (2020) stated that innovative work behavior is being measured by
the success of organizational members. If employees have appropriate organizational values and work compatibility that
are in line with their organization, employees will bring up innovative behavior or new ideas in completing work well
because employees feel that they have a great responsibility for their work.

e Hé6: Innovative Work Behavior mediates the influence of Person Organization Fit on Employee Performance

e H7:Innovative Work Behavior mediates the influence of Person Job Fit on Employee Performance

3. Research Methods

This study uses a descriptive quantitative approach. With a population of 105 employees of PT Pos Indonesia DC
Plemburan Yogyakarta, using a random sampling technique with the criteria: permanent employees and have worked for
at least 1 year so that the respondents in this sample amounted to 105 employees collecting data using a questionnaire.
The analytical tool in this study used SPPS 25.

3.1. Person Organization Fit

Person-organization fit is defined as a perceived fit between employees and the organization starting from the
vision and mission, values, goals, and culture. Measurement of person-organization fit using indicators from Kristof
(1996), namely: suitability, Conformity, Conformity, Suitability, Conformity.

3.2. Person Job Fit
Person-Job fit is defined operationally as the employee's perception of the suitability of the employee's

personality with the job demands of the organization. Measurement of person job fit uses indicators adapted from Cable
and Derue (2002) and is a form of development from Lauver and Kristof-Brown (2001), namely:

e The degree of congruence between the job the employee expects and what is offered

e The level of suitability of employee attributes in the workplace is in accordance with the work being carried out at
this time
The level of suitability of the interests and hobbies of employees with the work they do
The level of suitability of the employee's abilities/skills with the work performed
Degree of congruence between job demands and personal skills
The degree of correspondence between the training offered by the job and the needs
The level of compatibility between the abilities possessed by employees from education and experience with the
demands of the job currently held.

3.3. Innovative Work Behavior
Innovative work behavior is defined operationally as the behavior of employees who are able to provide or spark
new creative ideas. The measurement indicators of innovative work behavior used according to De Jong and Den Hartog
(2010), namely:
Finding new work methods, techniques or instruments
Get new ideas/ideas from experience
Creating solutions to problems or opportunities
communicating new ideas/ideas to superiors
The desire to be different from others
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Ability to exert influence in mobilizing available support and resources so that ideas can be realized.
Trying to get support from colleagues regarding the ideas that you get

Trying to get approval for the ideas / ideas that are obtained

Trying to realize new ideas/ideas into applications/programs

Ability to make suggestions to improve product or service processes

3.4. Employee Performance

According to Edison et al., (2017) performance is the result of a process that refers and is measured over a
certain period of time based on pre-determined provisions and agreements. Employee performance appraisal is carried
out by the direct supervisor. Meanwhile, the measurement of employee performance uses the indicators proposed by
Gomes (2003):

e Quantity of work (Achievement of targets in terms of quantity)

Quality of work (Achievement of the target from the aspect of quality)
Knowledge (level of understanding of the task being done)
Creativity (Giving creative ideas)
Cooperation (willingness to cooperate with others, for exampleAgencies, superiors and co-workers)
Responsibility (responsibility in doing work)

4., Result

4.1. Descriptive Analysis

Descriptive data that describe the condition or condition of the respondent need to be considered as additional
information to understand the results of the study. Based on the results of respondents' answers regarding gender, age,
years of service and the last education of respondents, it can be concluded that the majority of PT Pos Indonesia DC
Plemburan Yogyakarta employees are male, namely 95 employees or 91.3% and female respondents are 9 employees or 8,
7%. The majority are between 26-35 years old, which is 48.1%. Meanwhile, the other age distributions are those between
36 - 45 years old by 36.5%, and between 46 - 55 years old by 15.4%. Graduated Bachelor (S1) as many as 28 employees or
26.9%, while Diploma (D3) were 7 employees or 6.7% and the last education was high school/equivalent by 69 people or
66.3%.

4.2. Inferential Analysis

4.2.1. Test Validity

Validity test is used to measure the validity of a questionnaire by using a significance level of 0.05 (5%).

4.2.2. Reliability Test
Reliability Test is used to obtain reliable results by using spssCronbach alpha >0.6.

4.2.3. Normality Test
The results of the Normality Test showed a significant value of the Kolmogorov Smirnov Normality Test results of

0.469. Due to the significant value of the normality test results > 0.05, it is concluded that all data in this research variable
are normally distributed.

4.2.4. Multicollinearity Test

The multicollinearity test results show that all independent variables have a Variance Inflation Factor (VIF) value
less than 10, thus all independent variables in this study have no multicollinearity.

4.2.5. Heteroscedasticity Test
Heteroscedasticity test used the glejser test between the scores of each independent variable and the absolute

value of the residual. The test results show that the p-value for all variables is greater than 0.05, so it can be concluded that
all variables in this study have no heteroscedasticity.

5. Path Analysis
Path analysis is a regression model used to test the correlation of two or more variables in the model (Ghozali,
2011). The influence of analysis can be described as follows:
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Based on the diagram above, it can be made a summary of the results with the following details: Mediation
hypothesis testing is calculated using a procedure developed by Sobel (Ghozali, 2016).

Influence Model Direct Effect Indirect Effect Total Effect
X1>Y1 0.229 - -
X2 2>Y1 0.315 - -
X1-> Y2 0.210 - -
X2 2> Y2 0.235 - -
Y1->Y2 0.249 - -
X12Y1-2>Y2 0.057 0.267
X22>Y1-2>Y2 0.078 0.380

Table 1: Result Test

5.1. Testing Mediation Effects 2

_ 0,299X 0,249
\/0,24920,0832 + 0,29920,0752 + 0,08320,0752

t

t=2.441
From the calculation of sobel test above, obtained Z value of 2.441, because 2.441 > 1.66256 with a significance of 0.05, it
proves that innovative work behavior is able to mediate the effect of person organization fit on employee performance.

5.2. Testing Mediation Effects 2
0,315X 0,249

t=
\/0,24-920,1362 +0,31520,075% + 0,13620,0752

t=1.909
From the calculation of sobel test above, obtained Z value of 1.909, because 1.909> 1.66256 with a significance of
0.05, it proves that innovative work behavior is able to mediate the effect of person job fit on employee performance.

6. Discussion

6.1. Person Organization Fit on Innovative work behavior

Research by Afsar etal (2015) showing employee perceptions of person organization fit positively affect
employee innovative work behavior. Person organization fit can help employees build long-term relationships with the
organization, and they are likely to exhibit behaviors that have a positive impact on organizational achievement.

Companies should be able to develop employees' innovative work behavior by selecting and retaining individuals
who are more in line with the organization's values and culture. When employees show a positive evaluation of perceived
fit, they will see that their skills and knowledge enable them to manage certain tasks, which is a source of satisfaction and a
factor that can lead to employee innovation.

6.2. Person Job Fit on Innovative Work Behavior

The results showed that there was a positive and significant influence between Person Job Fit on innovative work
behavior. This means that the higher the person job fit, the innovative work behavior of employees will increase. The
results of this study are in accordance with the results of research by Suwanti et al., (2018) that person job fit is positively
related to the innovative work behavior of employees in the banking sector in Indonesia. Person job fit refers to the match
between employee abilities and job demands. Employees are more likely to perceive work when they have personal values
that align with work values.
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Employees will give more time and energy because there is a fit in the work so that the creative process can more
effectively identify problems, gather information, and propose solutions to challenges. (Huang et al., 2019). Innovative
work behavior has an important role in customer satisfaction in business. Employees who work in jobs that match the job
description are very important, in order to provide more innovative and quality services.

6.3. Person Organization Fit on Employee Performance

Alfani's research (2018), Farooqui and Nagendra (2014) showed that person organization fit has a significant
effect on employee performance at the Islamic University of Kalimantan Muhammad Arsyad Al Banjari, Banjarmasin.
Employees will be happy to work in an organization, where they feel that the values of the organization are in line with
their own values, and the organization will recruit employees whose values are in line with the values of the organization.
According to his abilities, he will work satisfactorily and show greater results or higher performance. The company's
management should ensure that employees match the organization where they work, this is to reduce the negative impact
of moving talented employees to other companies, so that it will affect employee performance. In addition, companies
must build a human resource system that can attract and retain employees who excel or have high performance.

6.4. Job Fit on Employee Performance

Gul et.al (2018) is showing a significant positive relationship between person job fit and employee performance.
Employees tend to like work that is meaningful and can fulfill their internal and external needs, because when person job
fit occurs, employees tend to perform better at work and they are willing to spend their energy to complete tasks that they
enjoy. Therefore, when there is a good match between employees and jobs, employees will be able to strive to perform
better in improving their performance.

6.5. Innovative Work Behavior on Employee Performance

The results showed that there was a positive and significant influence between innovative work behavior on
employee performance. This means that the higher the innovative work behavior, the employee's performance will
increase. The results of this study are in accordance with the research Leong and Rasli (2014) shows that innovative work
behavior has a significant relationship to employee performance in an integrated automotive organization based in
Malaysia. The role of innovative behavior can accelerate the mindset of individuals and in turn improve performance. As is
the case when employees use their skills and knowledge to manage certain tasks with their creativity and innovation in
completing their tasks, so that they can work effectively, this becomes a source to improve their performance.
Innovative work behavior requires employees to behave proactively in the form of personal initiatives and new ideas that
are directly related to company performance. New ideas include initiating innovation in the form of new products and
services, or by proposing improvements to existing procedures or processes and finding efficient and effective alternative
solutions to perform tasks. These ideas can make it possible to improve employee performance.

6.6. Person Organization Fit on Employee Performance Through Innovative Work Behavior

The results of the Sobel test analysis show that person organization fit has a significant effect on employee
performance through innovative work behavior. The results of this study are in accordance with the research of Afsar et
al,, (2015). Therefore, it is important for organizations to provide resources and an environment that supports the creation
of new innovations, appreciate the results of employee innovation, create relationships and reciprocal communication
between the organization and employees, and provide information about the latest trends so that employees can innovate
effectively.

6.7. Person Job Fit on Employee Performance through Innovative Work Behavior

The results of the Sobel test analysis show that Person Job Fit has a significant effect on employee performance
through innovative work behavior with a t value of 1.909.When the employee's personality and work are in line, employee
performance will increase by itself. In this case someone will understand the meaning of his work so that he can have the
opportunity to develop himself in the world of work and employees will try to create new innovations that support career
development and performance.

The match between employee abilities and work tends to increase innovative work behavior, so that new
innovations emerge with the implementation of creative ideas. Employees who work in accordance with their knowledge,
talents and abilities will contribute more in developing new methods and techniques that are more creative, so as to
improve performance.
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