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ABSTRACT

The objective is to explain the effect of Person-Job Fit on OCB through organizational
commitment as the mediating variable and psychological empowerment as the moderating
variable. The samples of this study are 125 educational staff at state university in Indonesia as
the respondents. The results of the study show that P-J Fit increases organizational commitment,
organizational commitment also improves OCB and mediates the relationship of person job-fit
and OCB. On the other hand, psychological empowerment does not moderate the effect of
organizational commitment on OCB. This study is to answer the needs of the previous research
by studying the mediating and moderating mechanisms in different organizations and countries.
It provides an understanding that psychological empowerment may give more roles as a
mediating or antecedent than as a moderating variable. Then, psychological empowerment is an
important component to be understood.
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INTRODUCTION

The shift from a product-based economy to a knowledge-based economy has increased
the organization’s need to have the right employees to fulfill business challenges. This condition
makes the concept of person-environment fit (P-E fit) and its relationship with employee
attitudes are continuously reviewed (Kim & Gatling, 2019; Straatmann et al., 2020). Individual
compatibility and environment play an important role to determine his behavior in the
organization and the jobs. The concept of person-environment fit (P-E fit) is defined as
compatibility between an individual and his/ her work environment which happens if the
characteristics are fit each other (Kristof-brown et al., 2005; Kristof, 1996). One of the important
aspects of the concept of Person-Environment Fit (P-E fit) is Person-Job Fit (P-J Fit).

P-J Fit is the compatibility between employees and the job or tasks (Carless, 2005). The
compatibility between employees and their job requirements leads to better outcomes. The
previous studies also prove that organizational commitment can be driven by the compatibility
between employees and their jobs. For example; Chhabra (2015) finds that the more employees
feel compatible with their work, the higher their commitment to the organization. Therasa &
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Vijayabanu (2016) also find that one of the driving factors of organizational commitment is the
compatibility between employees and their jobs.

The important role of P-J Fit is not limited to encourage employees to be more committed
to their organization. Employee commitment ultimately encourages other positive work
outcomes. One of the important consequences of employee commitment is Organizational
Citizenship Behavior (OCB). Obedgiu et al. (2017) find that employees tend to engage with
organizational citizenship behavior when they have a strong organizational commitment. It is in
line with the study done by Paul et al. (2016) which prove that an important factor that
encourages employees to OCB is the strong commitment to the organization. It means that P-J
Fit has the potential to encourage organizational commitment which leads to a higher OCB.
However, there were inconsistent study results on P-J Fit and organizational citizenship behavior
(OCB) through organizational commitment. Van Loon et al. (2017) find that P-J is not proven to
be a factor driving on OCB. Meanwhile, other studies stated that P-J Fit is an important factor to
encourage OCB (Farzaneh et al., 2014; Jawad et al., 2013). Thus; it needs research to clarify the
P-J Fit on employee OCB. The previous researches have proven that P-J Fit is significant to
influence organizational commitment (Chhabra, 2015; Therasa & Vijayabanu, 2016). On the
other hand, Straatmann et al. (2020) stated that organizational commitment is more influenced by
person-organizational fit than P-J Fit. This is because P-J Fit is not able to affect organizational
commitment perfectly. It needs a study to re-examine the effect of P-J Fit on organizational
commitment and OCB.

Organizational commitment has the potential to be the mediating variable between OCB
and its antecedent factors. However, as a mediating variable, it needs to be re-explained.
Farzaneh et al. (2014) has proven that organizational commitment can be the mediating variable
between P-J Fit and OCB. On the other hand, Rayton et al. (2019) study person-environment fit
(P-E fit) on work outcomes through organizational commitment as the mediating variable. The
results show that organizational commitment is not suitable to be the mediating between P-J Fit
and work outcomes.

Straatmann et al. (2020) advise testing the effect of a P-J Fit on the work outcomes by
taking into account the moderating factor. The moderating factor of the study is psychological
empowerment. Jha (2014) states that psychological empowerment plays a role in explaining
OCB. Psychological empowerment is an important aspect that can help improving employee
OCB. In this study; psychological empowerment is the moderating variable between
organizational commitment and OCB. When an employee feels empowered, it is predicted that
his organizational commitment can encourage extra-role behavior.

Furthermore; Kim & Gatling (2019) suggest studying the mechanism of P-J Fit on
organizational citizenship behavior by considering organizational commitment in the different
sample contexts. Previously, Islam et al. (2016) also suggest reviewing psychological
empowerment, organizational commitments, and extra-role behaviors in different sectors. The
suggestions for reviewing these mechanisms in different contexts are also mentioned in other
literature (Astakhova, 2016; Buyukyilmaz, 2018; Farzaneh et al., 2014). Based on the various
needs of the research, the study examines the effect of P-J Fit on OCB through organizational
commitment as the mediating variable and psychological empowerment as the moderating
variable in Indonesian State Universities. It is as suggested by Teimouri et al. (2015), to study
OCB mechanisms in universities or higher education institutions.
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LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT
P-J Fit, Organizational Commitment and Organizational Citizenship Behavior

Organizational citizenship behavior is an individual behavior within the organization; it is
defined as an extra role behavior rather than its formal roles and responsibilities (Organ, 1994).
OCB occurs when an individual performs work behavior beyond his formal work descriptions by
assisting his or her work social environment. This behavior is not formally and explicitly
assessed by the existing award system (Paul et al., 2016). OCB includes social behaviors; such as
caring about other people’s work, helping co-workers, and other voluntary behaviors that are
beyond their responsibilities (Sesen et al., 2014).

Furthermore, organizational commitment reflects when employees have loyalty and
identification with the organization and feel like they want to continue to be a part of the
organization (Lambert et al., 2008). In short, organizational commitment is employee loyalty to
employers. Organizational commitments are formed when employees and organizations foster
great interest and desire to maintain their working relationships. Organizational commitment is
the emotional connection that employees feel with their work (Obedgiu et al., 2017).

While P-J Fit is a concept derived from person-environment (P-E) fit. The concept of P-E
fit reflects the conditions in which the individual feels he or she fits into his or her environment.
P-J Fit describes the extent to which the demands of the job are tailored to the person's
knowledge, skills, and abilities (Kristof-brown et al., 2005; Straatmann et al., 2020). PJ-fit can be
seen from two perspectives; the fit between the knowledge, ability, and expertise of employees
and the work requirements or the fit between the needs and preferences of employees and what is
provided by the work (Ardig et al., 2016; Kristof-brown et al., 2005). When an employee makes
a cognitive comparison between his needs and what the job provides (i.e. resources) and the
skills he has are fit to the demands of the job, then his P-J Fit arises. The perception of this P-J
Fit will determine how employees behave in their work and organization (Rayton et al., 2019).

Some literature has shown that conformity between P-J Fit is a driving factor on
organizational commitment. It is stated by Chhabra (2015) that P-J Fit can encourage
organizational commitment. P-J Fit is one of the important antecedents of employees’
organizational commitments (Soelton et al., 2020; Therasa & Vijayabanu, 2016). The
relationship is defined as a self-identity theory (Tajfel, 1974). The theory provides an
understanding that individuals use social categories to classify and define others and themselves.
This social category can help the good order in the environment and help individuals to find their
place in that environment (Tajfel, 1974). When employees feel they are fit for their work, they
tend to feel owned and tied to the job. It plays an important role in engaging employees with
higher commitments. The higher the P-J Fit between employees and their work, the higher their
organizational commitment.

Committed employees tend to engage in behavior that supports the organization. A strong
desire to be a part of the organization will encourage individuals to perform better (Paul et al.,
2016). Social exchange theory (Blau, 1964) also supports the positive relationship between
commitment and OCB. Based on the social exchange theory, job attitudes (e.g. commitments)
increase due to the work environment in which job attitudes determine the employee's response
to his organization (Lambert et al., 2008). Employees, who experience positive exchanges with
organizations, will have a higher commitment and also contribute more by showing a high OCB.
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Srivastava & Dhar (2016) prove that organizational commitment can encourage employee extra-
role behavior. Soelton et al. (2020) also find that employees who have higher commitments will
show higher OCB. Organizational commitment is proven to be a factor that can directly improve
employee OCB (Jin eta I., 2018; Khan et al., 2016; Khaola & Sebotsa, 2015; Paul et al., 2016). In
addition to playing a direct role, organizational commitment can also be the mediating variable.

Farzaneh et al. (2014) demonstrate that OCB may be affected by P-J Fit through
organizational commitment as the mediating variable. Paul et al. (2016) has proven that
commitment plays an important role in facilitating the antecedents of organizational citizenship
behavior (OCB). Previously, Chhabra (2015) also shows the important role of organizational
commitment in facilitating P-J Fit on work outcome. Furthermore; Soelton et al. (2020) also find
that P-J Fit and OCB are mediated by organizational commitment. Committed employees have
loyalty and a high sense of assisting the organization. It is the key connecting P-J Fit and OCB.
P-J Fit can encourage extra-role behavior and increase organizational commitment. Based on this
explanation, it is hypothesized:

H; P-J Fit gives a positive effect on organizational commitment
H, Organizational commitment gives a positive effect on OCB
Hs Organizational commitment is to mediate P-J Fit and OCB

The Moderation Role of Psychological Empowerment

Empowerment is related to situations where individuals have the roles to shape and
influence their organizational activities. Psychologically-empowered employees tend to feel
delegated by their work environment. With empowerment, employees can take initiatives in
decision making, and respond to job challenges innovatively (Jha, 2014). Employees feel
empowered psychologically when they feel the autonomy to make decisions in getting the job
done (Singh & Singh, 2019). This condition encourages employees to perform extra performance
beyond their formal responsibilities.

Empowerment plays an important role in improving effective performance. Singh &
Singh (2019) prove that psychological empowerment provides an important role in encouraging
employee’s OCB. Psychologically; empowered employees are considered more competent and
productive in their work, and positively affect the effectiveness of the organization (Srivastava &
Dhar, 2016). With psychological empowerment, employees tend to be involved to do works
beyond their formal job descriptions (Islam et al., 2016). Previously, Macsinga et al. (2015) also
prove that psychological empowerment is important for employees to encourage positive work
outcomes. The results are also found by Newman et al. (2017) which show that the OCB
mechanism is strongly influenced by the psychological empowerment factors employees have
(Figure 1).

Employees who feel psychological empowerment tend to have higher capacity and self-
efficacy and are willing to contribute to solving organizational problems beyond their
responsibilities. This condition makes employees who have organizational commitment will
show more organizational citizenship behavior. Farzaneh et al. (2014) find that psychological
empowerment can strengthen the effect of organizational commitment on organizational
citizenship behavior. The more employees feel psychological empowerment, the stronger the
effect of organizational commitment on OCB. Based on this explanation, it is hypothesized:
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Hy Psychological empowerment moderates the effect of organizational commitment on OCB.
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FIGURE 1
THE RESEARCH MODEL

RESEARCH METHODS

The samples of the study are 125 educational staff of state university in Indonesia. Data are
collected by distributing the questionnaires with a Likert scale of 1-5. The questionnaires are
distributed online and offline. First, it is distributed online by Google form, and then it is
distributed offline to get those respondents as required by the study. All 25 question items are
declared valid and reliable. Hypotheses are then tested by using path coefficient value and
performed with a t-test through SmartPLS 3.0.

Variable Measurement

The dependent variable of OCB is measured by using 10 question items from Podsakoff
et al. (1997). Here are some examples of question items from OCB “I make time to help my co-
workers’ difficulty”, “I am willing to share the knowledge with other colleagues”, “I took the
initiative to be an advisor when my co-workers are in dispute”, “I have taken anticipation
measures to prevent problems with other co-workers while working”, and “I discussed with
colleagues and the leaders on things related to work”.

P-J Fit as the independent variable measured by 4 question items from (Cable & Derue,
2002). Here are some examples of P-J Fit question items “I feel I am fit to the works I do”, “The
comparison between the demands of work and my abilities is appropriate ”, and “My abilities
and skills are perfect to do my job ™.

Organizational commitment as the mediating variable is measured by 5 question items
from Cook & Wall (1980). Here are some question items on organizational commitment “I am
proud to tell people that I work in this organization”, “I feel myself is a part of this
organization”, and “I am happy if my work can contribute to this organization”.

Psychological empowerment is the moderating variable measured by 6 question items
from (Spreitzer, 1995). Here are some questions of psychological empowerment “The work I do
is very important and meaningful to me”, “I am confident with my abilities in getting the job
done”, and “I have authority in the work”.
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The background of the respondents is dominated by men (53%) and the ages are between
31- 40 years (35%). The most respondents’ employment status are civil servants (73%), the
working period is for 11-20 years (46%) and S1 (Bachelor degree) as the educational background
(48%). Mean, standard deviation, and correlation to each variable can be seen in Table 1. The
correlation among organizational commitment and other variables ranges from 0.640 to 0.733
(all p< 0.01). The correlation between OCB and other variables ranges from 0.750 to 0.586. The
value for organizational commitment (M=22.43) and OCB with the highest value scale (M=
42.90). Other variables such as; P-J Fit has a value (M=16.42) and psychological empowerment
has a value (M=23.98). It means that the test model of structural equations can be used.

Table 1
MEAN, STANDARD DEVIATION, AND CORRELATION AMONG VARIABLES
Variables Mean s.d. ocC OCB PJ PE
Organizational Commitment 2243 | 2.971 1
OCB 4290 | 5.829 | 0.733 1
Person-J Fit 16.42 | 2.763 | 0.553 | 0.586 1
Psychological Empowerment 23.98 | 3.798 | 0.640 | 0.750 | 0.659 1
Table 2
OUTER MODEL (WEIGHTS OR LOADING)
Organizational Commitment | OCB | P-J Fit | Psychological Empowerment
OC1 0.877 0.660 | 0.489 0.574
0C2 0.926 0.694 | 0.511 0.618
0C3 0.732 0.446 | 0.329 0.395
OC4 0.806 0.603 | 0.521 0.523
0C5 0.861 0.649 | 0.449 0.553
0OCB1 0.548 0.819 | 0.429 0.582
0CB2 0.656 0.827 | 0.493 0.552
OCB3 0.663 0.847 | 0.440 0.590
OCB4 0.572 0.741 | 0.470 0.581
OCB5 0.611 0.851 | 0.510 0.601
OCB6 0.567 0.855 | 0.413 0.568
OCB7 0.623 0.872 | 0.498 0.632
OCB8 0.603 0.799 | 0.489 0.680
OCB9 0.529 0.739 | 0.477 0.632
OCB10 0.556 0.743 | 0.520 0.650
PJ1 0.524 0.566 | 0.879 0.613
PJ2 0.459 0.543 | 0.938 0.652
PJ3 0.513 0.519 | 0.922 0.558
PJ4 0.487 0.477 | 0.859 0.551
PE1 0.678 0.652 | 0.608 0.723
PE2 0.626 0.693 | 0.716 0.771
PE3 0.441 0.545 | 0.412 0.827
PE4 0.373 0.511 | 0421 0.797
PE5 0.288 0.458 | 0.375 0.746
PE6 0.468 0.574 | 0.444 0.808
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Table 3
COMPOSITE RELIABILITY DAN CRONBACH’S ALPHA
Cronbach's rho A Composite Average Variance
Alpha - Reliability Extracted (AVE)
Organizational 0.897 0.911 0.924 0.710
Commitment
OCB 0.941 0.942 0.950 0.657
P-J Fit 0.922 0.923 0.945 0.810
Psychological 0.872 0.876 0.903 0.607
Empowerment

Table 2 shows the results of the convergent and discriminant validity test on the
statement items of variables in this study. Convergent validity can be seen at the loading factor
value of each indicator of the construct. All question items of all variables are valid due to the
loading factor < 0.7. All question items meet the criteria for the discriminant validity since the
loading factor> cross-loading factor. Therefore, all questions can measure the problems of the
study. Reliability testing presents the concept measurements is consistent without any bias with
composite reliability and Cronbach's alpha value are above 0.7. Then, Table 3 shows that the
instruments of this study have met the reliability test requirements. Thus, the instruments are
declared valid and reliable for further hypotheses testing.

The Results of Hypotheses Testing

The study is to test the mediating and moderating mechanisms of P-J Fit on OCB. The
mediating mechanism is with organizational commitment and the moderating mechanism is with
psychological empowerment. SmartPLS 3.0 is used to calculate the testing. The results of the
research can be seen in Figure 2 below;

Komitman
Orpanisasi

Moderating Effact

FES P Fembardayaan
& Psikologis

FIGURE 2
THE RESEARCH RESULTS
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Table 4
THE RESEARCH RESULTS
Original Sample Standard Deviation | T Statistics P Values
Sample (O) Mean (M) (STDEV) (|O/STDEV))

Organizational Commitment - -

> OCB 0.386 0.388 0.070 5.485 0
Moderating Effect 1 -> OCB -0.034 -0.007 0.074 0.460 0.645
P-J Fit -> Organizational 0.553 0.546 0.100 5.516 Qe

Commitment

P-J Fit -> Organizational i

Commitment -> OCB 0.213 0.212 0.053 4.004 0

Notes: ***=significant on a < 0.01(high significance); **=significant on a < 0.05 (significant);
*=significant on a < 0.10 (low significance).

Based on the study results in Table 4, it shows that the direct effect of P-J Fit on
organizational commitment ($=0.553, p<0.001) has a t-value of 5.516>1.96, which is positive
and high significance (H1 is accepted). The direct effect of organizational commitment on OCB
(B=0.386, p<0.001) with a t-value of 5.485>1.96; it is positive and high significance (H2 is
accepted). Furthermore, the mediation of organizational commitment to the effect of P-J Fit on
OCB (p=0.213, p<0.001) has a t-value of 4.004>1.96, which means that organizational
commitment can mediate the relationship between P-J Fit and OCB (H3 is accepted).
Organizational commitment can affect OCB either directly or as the mediating one. Then, for the
moderating mechanism, the p-value>0.10 with a t-value of 0.460<1.96 and $=-0.034; indicates a
negative and insignificant relationship; psychological empowerment cannot moderate the
relationship between P-J Fit and OCB (H4 is rejected).

DISCUSSION

The result of the research proves that P-J Fit has a direct positive effect on organizational
commitment. It means that the more employees feel a match for their work, the higher their
commitment to the organization. It supports the previous studies that P-J Fit is an important
factor in driving employees’ organizational commitment (Chhabra, 2015; Soelton et al., 2020;
Therasa & Vijayabanu, 2016). This research also proves that organizational commitment is an
important aspect to improve employee extra-role behavior. When employees have loyalty and
engagement to their organization, they tend to show OCB behavior. The results of this study
support some previous studies (Farzaneh et al., 2014; Jin et al., 2018; Khaola & Sebotsa, 2015;
Soelton et al., 2020; Srivastava & Dhar, 2016), which prove that the higher the employee’s
commitment, the higher their OCB.

Organizational commitment does not only have a direct effect on OCB but it also
mediates the relationship between P-J Fit and OCB. When an employee feels fit for the other
employees and the jobs, it encourages engagement and loyalty to his organization. This condition
indirectly encourages the employee to perform OCB. The results of this study support the
previous studies stating that organizational commitment is the mediating variable between P-J Fit
and OCB (Farzaneh et al., 2014). In the path correlation, P-O fit is proven to encourage
organizational commitment, and this organizational commitment can also encourage employees’
OCB (Soelton et al., 2020). The results of this study also support the previous studies stating that
organizational commitment plays an important role in facilitating the relationship of antecedent
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factors (such as; P-J Fit) and work outcomes (such as; OCB) (Chhabra, 2015; Paul et al., 2016).
The relationship mechanisms displayed in this research prove that this research support self-
identity theory and social exchange theory.

On the other hand, the moderation testing of psychological empowerment shows different
results from the previous studies. Farzaneh et al. (2014) found evidence that psychological
empowerment can moderate the effect of organizational commitment on OCB. The more
employees feel psychological empowerment, the stronger the relationship between
organizational commitment and OCB. However, the results of this study find an insignificant
effect of psychological empowerment as the moderating variable to the effect of organizational
commitment on OCB.

Several reasons may be used to answer this phenomenon. First, the previous studies
massively did not treat psychological empowerment as the moderation (especially in the OCB
mechanism). Psychological empowerment is proven to play an important role in OCB
mechanisms, its roles can be either an antecedent or a mediation (e.g. Islam et al., 2016; Jin-liang
& Hai-zhen, 2012; Macsinga et al., 2015; Newman et al., 2017; Seibert et al., 2011; Singh &
Singh, 2019; Srivastava & Dhar, 2016). This study provides generalizations on previous
researches (Farzaneh et al., 2014) by showing different results in different sectors.

Secondly, to understand why psychological empowerment does not play an important
role in this research, it is necessary to return to the basic concept of psychological empowerment.
Zimmerman (1995) reviews the basic concepts of psychological empowerment. In his review,
Zimmerman (1995) states that psychological empowerment is formed from three basic
components, i.e. intrapersonal, interactional, and behavioral. The intrapersonal component refers
to how people think about themselves, including self-efficacy, motivation to control, perceived
competence, and mastery. Then, the interactional component refers to the understanding that a
person has about their social environment (community), and their socio-political problems. This
aspect indicates that the individual is aware of which behavioral choices or actions are
appropriate to achieve goals in his or her social environment. Lastly, the behavior component
refers to actions taken to directly affect outcomes.

These components combine to describe how individuals believe in their ability to
influence a particular context (intrapersonal component), to understand how the system works in
that context (the interactional component), and to engage in real behavior within that context (the
behavioral component). Thus, if it only describes the intrapersonal component, then the view of
psychological empowerment is incomplete (Zimmerman, 1995). It is a possibility that
employees’ psychological empowerment is not balanced among those three components,
especially in the behavioral component. It means that although employees have psychological
empowerment if it is not implemented in behavior then it cannot strengthen the effect of
commitment on OCB.

This is a prediction because this study does not examine the psychological empowerment
with those three components. The different compositions of those components are predicted to
greatly affect employees’ work outcomes. When those three components of psychological
empowerment are not integrated, perhaps the employees’ work outcomes are also not optimum.
It also supports the previous research (Chang & Liu, 2008) which shows that psychological
empowerment has little effect on employee productivity.
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CONCLUSION AND SUGGESTION

It is concluded that P-J Fit plays an important role to encourage organizational
commitment. Organizational commitment is also proven to encourage employees’ OCB. It is
also concluded that organizational commitment plays an important role to facilitate P-J Fit in
OCB. The organization needs to consider the compatibility between employees and their jobs to
create extra-role commitments and behaviors benefitting the overall performance of the
organization. This research contributes to supporting self-identity theory and social exchange
theory. It is also found that psychological empowerment is not able to strengthen the effect of
organizational commitment on OCB. It also proves that psychological empowerment may be
more appropriately treated as an antecedent or a mediator in the mechanism of OCB.
Furthermore; it is predicted that employees’ psychological empowerment is not optimal because
of the incomplete or imbalanced components. It is suggested for further research to examine the
different mechanisms in understanding OCB; especially psychological empowerment may be
used as a mediation of proposed variable relationships. Then, it is also important to consider the
components of psychological empowerment completely. It is also needed to test other
mechanisms in different industrial contexts.
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