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Abstract. In relation to the problem of SME productivity, it is necessary to investigate whether there is a problem of mis-
match between workers and work and groups and corporate cultural values. This study aims to analyze whether the con-
cept of innovative work behavior can mediate the relationship of person-job fit, person-organization fit and person-group 
fit to job performance. The study was conducted in the metal SME industry in Tegal Regency, with 256 respondents. Data 
collection tools use questionnaires and interviews. Data analysis is done with a structural equation model. Based on the 
results of the analysis, there is a positive relationship between variables. This illustrates that the challenges of SMEs in the 
future are to maintain the best human resources to remain committed to the organization. In maintaining its existence, 
alignment of individual values with work, organization and groups is the best tool to achieve goals through innovative 
changes in employee behavior, and also to lay a solid foundation in the recruitment and selection process of new employees 
that have the potential to increase job performance.
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Introduction

Employee performance in the SME sector tends to be low 
because of the lack of appropriate skills and in accordance 
with the needs of the work (Saleh and Ndubisi 2006). This 
is likely to affect the ability of employees to provide the 
standards of job performance expected by the company 
(Aris 2007, Napitupulu et al. 2017). This condition is a 
challenge faced by SMEs related to the recruitment and se-
lection process in order to find the harmony of individual 
work with work. Bowen et al. (1991) stated that in recruit-
ment and selection practices, one must pay attention to 
the suitability between knowledge, skills and abilities that 
are fit with certain job requirements, but also must fit be-
tween personal characteristics and organizational culture, 
which is more often referred to as a person-organization 
fit, because good and appropriate work will provide as-
surance of the effectiveness of the completion of the work 
(Tims et al. 2016).

The results of previous studies on the relationship be-
tween work suitability and work performance of person-
nel still found mixed results. In a separate study, person-
job fit is found to be closely related to productivity and 

commitment and work performance (Afsar et al. 2015) 
and has a positive effect on performance, job satisfaction, 
and reduced work pressure, motivation. However (Kristof‐
Brown et al. 2005) found that the suitability of people with 
work and with the organizational environment was proven 
to increase job performance, even though the correlation 
had a weak tendency. These findings contradict the findings 
(Kristof-Brown et al. 2002), where job-person fit is found 
to correlate very highly with work performance. Although 
these studies prove that person-job fit can affect work per-
formance, the number of studies is still limited (Mosley 
2003), so further investigation is needed to further explore 
the relationships that may exist between person-job fit and 
job performance. Innovative performance is measured by 
the success of organizational members creating solutions 
to problems, and finding new approaches in the implemen-
tation of tasks, and they are enthusiastic about innovative 
ideas, all of which systematically introduce innovative ideas 
into work practices and are proactive in the development of 
new tasks related to tasks that developed (De Jong and Den 
Hartog 2010, Pudjiarti 2018).

http://creativecommons.org/licenses/by/4.0/
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Someone feels working in accordance with his or her 
passion, happy in working on tasks that are his or her re-
sponsibility, familiarity and harmonization of relationships 
between employees at all levels. The atmosphere of a com-
fortable work environment in exploring brilliant ideas in 
creating new work practices enhances innovative behav-
ior. The results of this study are the same as the studies 
conducted (Afsar et al. 2015). Innovative work behavior 
is a multidimensional of superior performance methods, 
in which there are dimensions of generation ideas namely, 
introducing creative ideas, promotional ideas, and always 
trying to get support for the implementation of ideas that 
have been put forward (Krause 2004). Innovative work 
behavior produces work commitments, namely an at-
titude that shows self motivation and personal commit-
ment to innovative ideas and there is a desire and action 
to implement these ideas into real work practices with 
renewal. Workers who work in metal SMEs in Tegal Re-
gency. Based on data from the Industry and Labor Office 
of Tegal Regency in 2017, the number of metal SMEs in 
Tegal Regency was 2,929 business units, and of these, 93% 
or 2,681 business units were regional economic drivers, 
and 7% or 248 business units were supporting industries. 
The metal industry absorbs 30,933 people. This study aims 
to provide further understandings about the effect of job 
performance at the group or team level as well as at the 
organizational level, and how appropriate each other at the 
team and organization level. Secondly, this study explores 
the dynamics of perceptions of person job fit and person 
organization fit as well as person-fit groups with innova-
tive behavior. Finally, this study investigates the role of 
innovative behavior as a mediation process about how it 
relates to job performance.

1. Literature review and hypotheses

1.1. Person-job fit and person-organization fit on 
innovative behavior

Person-job fit focuses on individual-level analysis and en-
sures that employees have the technical expertise to do 
the work assigned to them and contribute to added value 
(Afsar et al. 2015). While the emphasis on person-organ-
ization fit lies in the suitability of the personality, needs, 
and value of employees with the values and context in the 
organization (Afsar et al. 2015). Tims et al. (2016) explains 
that employees will be more likely to better understand the 
job well if there is a need for conformity of personal val-
ues with work values. In the context of such relationships, 
work is not merely seen as a hierarchical relationship, but 
rather is designed as an opportunity to produce activities 
that are personally meaningful through interaction with 
others. The suitability of the value of work with employee 
personal identity will further enable the work to be more 
innovative and apply it to their work (Afsar et al. 2015).

Person-organization fit is also proposed to be an im-
portant antecedent of behavioral outcomes. It is assumed 
that an organization that has a high person-organization 

fit will lead to extra-role behavior that is more often done 
by employees. Extras can enhance individual initiatives 
and these initiatives instill innovative behavior among em-
ployees (Afsar et al. 2015). Moreover, Afsar et al. (2015) 
also found that employees’ perceptions of organization 
and similar values to organizational values predict strong 
innovative work behavior in proportion to their suitability 
with job characteristics.

H1 = There is an effect of person-groups fit on innovative 
work behavior 

H2 = There is an influence of person-organization fit on 
innovative work behavior

1.2. Effect of person-groups fit on innovative work 
behavior

A team is defined as a work arrangement in which indi-
viduals work interdependently to achieve goals that are 
collectively responsible for the results of work, where a 
group and individuals are seen as whole social identities 
(Cohen and Bailey 1997). This condition makes it easier 
for team members to utilize their knowledge and increase 
the creation of new knowledge (Reagans et al. 2005). Fur-
thermore, teamwork can also benefit individual creativity, 
because individuals tend to experience positive feelings 
through working together on teams (Richter et al. 2011).

Furthermore, the use of cooperation in a wider team 
tends to be associated with a broader organizational struc-
ture, because teamwork is related to changes in reporting 
relationships, if the ideas in the team are good, then at-
tention will be paid to the main decision makers to get 
approval in resource utilization power, or so that the deci-
sion to adopt the new idea can be made at the appropriate 
organizational level (Zaltman and Duncan 1975). Attrac-
tiveness among people in a group, because of the similarity 
of attitudes and experiences, this can strengthen commu-
nication between group members (Pudjiarti and Suhar-
nomo 2018), and if group members have the same attitude 
regarding work execution, it is possible to collaborate. If 
not, conflict will occur (Molleman and Slomp 2006).

H3 = There is an effect of person-groups fit on innovative 
work behavior

1.3. Effect of fit person-groups on job performance

Working groups are an important component in achiev-
ing organizational effectiveness, because group success is 
very important for the organization’s function, continua-
tion, growth, and success. The effectiveness of groups in 
the organization will be better predicted which groups are 
the most suitable to face the challenges and opportuni-
ties faced by the organization. Research on person-groups 
fit is focused on individuals, for example satisfaction and 
individual performance (Kristof‐Brown et al. 2005), sub-
jective, or perceptual fit, and objective fit (Young Seong 
and Kristof-Brown 2012). The findings from (Kozlowski 
and Bell 2003) conclude that group development has an 
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important impact on group experience, both objectively 
and subjectively.

Many mechanisms that underlie the influence of per-
son-groups fit on performance and other work outcomes 
with one of the possible processes in this relationship is 
communication, a key process that contributes to group 
effectiveness (Mesmer-Magnus and DeChurch 2009). 
Research on group communication patterns mainly in-
vestigates how groups communicate when important 
information is distributed equally, because groups con-
sist of individuals who are attuned and aligned, without 
dominance and demographic differences. (Phillips et al. 
2004) conclude that communication patterns in groups 
can influence group performance. The suitability of these 
person-groups can act as input in the communication pro-
cess because of their relationship with high-level charac-
teristics (Kristof‐Brown et al. 2005).

H4 = There is an effect of person-groups fit on innova-
tive work behavior

1.4. Person-job fit and person-organization fit on 
job performance

Person-Job fit can be a predictor of job performance, be-
cause individuals with high person-job-fit are proven to 
have high work results (Icheme et al. 2017). Furthermore, 
congruence theory explains that individuals with suitable 
work between individual preferences and job require-
ments, skills and knowledge abilities (KSA) are able to 
produce high motivation (Icheme et al. 2017, Anggraeni 
2018), and this condition is very important for improved 
job performance. Caldwell and O’Reilly III (1990) exam-
ined the relationship between Person-Job Fit and ob-
jective performance and found that the effect size was 
smaller than that found when checking performance. 
Person-Job Fit occurs when individuals and organiza-
tions meet shared needs and share the fundamental 
characteristics of this type of match are found to be as-
sociated with individual and organizational pre-recruit-
ment processes (Judge and Cable 1997).

Chatman (1989) defines person organization fit as 
the suitability of company norms and values with em-
ployee values. The results of the study (Alajmi et al. 2016) 
prove that person organization fit is able to improve the 
effectiveness of human resource management practices 
and competitive advantage as a mediator, these results 

illustrate the importance of compatibility between indi-
vidual and organizational values in the creation of positive 
work trends. Organizations that match the value of their 
employees can increase job performance, as  Barbera et 
al. (2009) explain that individuals with a high degree of 
person organization fit provide new ideas and company 
development. Autry and Daugherty (2003) describe the 
suitability and harmony between organizations and indi-
viduals who are members of an organization associating a 
person’s personality, goals, and values with the organiza-
tion.

H5 = There is influence of person-group fit on job per-
formance 

H6 = There is influence of person-organization fit on 
job performance

1.5. Effect of innovative work behavior on job  
performance

Employees’ innovative work behavior is used to carry 
out proactive behavior in the form of personal initia-
tives and new ideas that are directly related to effective 
performance in the organization, this has been found 
by many researchers such as (Naranjo-Valencia et al. 
2011). Evidence shows that employees’ creative ideas 
are able to improve the work of supervisors (Oldham 
and Cummings 1996). Novel ideas on innovations in 
the form of new products, services, or proposing im-
provements in existing procedures and processes as well 
as findings on alternative solutions that are efficient 
and effective to implement (Zhou and Shalley 2003). 
Innovative ideas allow employees to improve personal 
work performance (Shalley et al. 2004).

H7 = There is an influence of innovative work behavior 
on job performance

1.6. Theoretical framework

Based on the description in the framework of the relation-
ship between variables as described above, then Figure 1 
below is a model of the framework in building a hypoth-
esis.

2. Methodology

2.1. Research design

This study uses survey methods to collect data from em-
ployees who currently work in metal SMEs in Tegal Re-
gency. According to Garikai (2011), the criteria for SMEs 
are measured by the number of workers, capital and 
sales turnover. The size used is sometimes different due 
to differences in sectors, market area and competitors. 
This study uses the criteria of SMEs based on the SME 
Department of the World Bank, namely: the number of 
employees is less than 30 people; a year income does not 
exceed $3 million, and total assets do not exceed $3 mil-
lion (Meghana et al. 2007, p. 4).Figure 1. Framework model
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2.2. Sampling 

The population in this study were all companies belong-
ing to the Small Metal Industry in Tegal Regency, totaling 
715 businesses leading sectors of automotive component 
manufacturing products, both two-wheeled and more in 
the Districts of Talang, Adiwerna, Kramat, Tarub, Leb-
aksiu, and Slawi. The sample used in this study is 256 
small-scale metal industry businesses, with the reason of 
assuming sample adequacy in structural equation models 
(Kline 2015). The number of samples 256 was calculated 
by Slovin formula: 

n = N / (1 + Ne2); 

n = 715 / (1 + 0.052) = 256,

in which n = number of samples, N = Total population 
and e = error tolerance. The sampling technique was sim-
ple random sampling with the criteria of small metal busi-
nesses in the job order production system and had run a 
business for at least 5 years. In the area of sampling, small 
metal businesses located in the Districts of Talang, Adi-
werna and Kramat were taken into consideration with the 
small-scale metal business mostly in these three regions.

2.3. Measurement 

Person-job fit is adopted from (Cable and DeRue 2002) 
with 7 items, namely: the similarity of workers’ expecta-
tions with what is offered by the job, the suitability of the 
salary offered by the work with the needs of the worker, 
the suitability of the training of the company with the 
needs of the worker, the suitability of the job when This is 
with the wishes / needs of the workers, the suitability of 
the company’s needs and the expertise of the workers, the 
suitability of the workers’ abilities with the training carried 
out in accordance with the needs of the work. The meas-
urement for innovative work behavior was adopted from 
(Lauver and Kristof-Brown 2001) with 5 items, namely 
getting a higher-paying job, having enthusiasm at work, 
always trying to do the best at work, having satisfaction 
in doing work, completing routine tasks with good. The 
variable of Person-organization fit is adopted from (Seki-
guchi 2004); with 4 items, namely value congruence; goal 
congruence; employee need fulfillment, culture personal-
ity congruence. The measurement for the variable of Fit 
groups were adopted from (Cable and DeRue 2002), with 
5 items, namely: individual attractiveness in social groups, 
individual attractiveness in task groups, social group in-
tegration, integration of task groups, high commitment. 
The variable of innovative behavior was adopted from 
(De Jong and Den Hartog 2010) with 4 items, namely op-
portunity exploration, idea generation, championing, ap-
plication. Job performance is adopted from (Mathis and 
Jackson 2011) with 4 items, namely the quality of perfor-
mance given by workers is in accordance with the stand-
ards, workers have provided good work productivity, work 
results are better when compared to colleagues of the same 

level, and Work results better compared to jobs that have 
equal weight. 

2.4. Data analysis 

Each variable was measured using an instrument devel-
oped with a 7-point Likert scale for all measurements 
ranging from (1) – strongly disagree up to (7) – strongly 
agree. The data analysis is done by structural equation 
modeling (SEM) through AMOS software version 22.

3. Results

3.1. Reliability and validity

Standardized loading estimates with values >0.7 indicate 
high convergent validity (Hair et al. 2010). Convergent va-
lidity was also assessed by ave analysis showing adequate 
convergent validity because >0.5 (Hair et al. 2010). while 
the instrument reliability is .877 for person-job fit, .816 
for person-fit, .836 for group person fit, .812 for innova-
tive work behavior, and .803 for jiob performance. The 
reliability test is for all Cronbach alpha values >.7, so it 
can be concluded that the test instrument is reliable (Hair 
et al. 2010). Furthermore, the component analysis to test 
the suitability of the data with the factor analysis stated 
to be adequate was assessed through the KMO (Kaiser 
Meyer-Olkin) test, all expressed significantly with p <.05 
(Table 1).

3.2. Descriptive statistics

Most of the respondents were men (92.97%), and were in a 
productive age, with formal education mostly high school 
(60.94%) and the experience was 26 to 30 years (24.61%). 
The most marketing area is outside Java (37.89%), with 
the highest number of employees being 7 to 10 people 
(42.19%) (Table 2).

Table 3 shows the descriptive statistics and correlations 
between PJ-Fit – PO-Fit – PG-Fit – IWB and Job Perfor-
mance are shown in Table 3. The results showed that In-
novative Work Behaviour was positively related to PJ-Fit 
(r = .298, p < .005); PO-Fit (r = .205, p < .005); PG-Fit (r = 
.228, p < .005).  Job performance  was positively related to 
PJ-Fit (r = .275, p < .005); PO-Fit (r = .212, p < .005); PG-
Fit (r = .332, p < .005); IWB (r = .357, p < .005).  The test 
results show that exogenous variables are significantly cor-
related with endogenous variables. The mean value above 
5 explains that the respondent gives a high perception of 
all latent constructs, and the standard deviation greater 
than zero illustrates that the respondent’s answers vary.

3.3. Goodness of fit testing 

Testing structural equation models using AMOS V.24.00 
shows the results of Chi-Square (274,544 < 279,40); 
Probability (0.0745 > 0.05); GFI / Goodness of Fit In-
dex  = 0.920 ≥ 0.90; AGFI / Adjusted Goodness of Fit 
Index 0.901 ≥ 0.90; RMR / Root Mean Square Residual 
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Table 1. Results of reliability and validity analysis of research

Construct Indicators Loading Factor KMO and 
Bartlett’s Test Reliability AVE

Person-job fit 

The worker’s expectations fit .723**

730.240** .877 .590

The salary’s offer-compatibility .724**

The worker’s trainning-suitability .699**

The current’s job-suitability .698**

The worker’s expertise conformity .711**

The worker’s ability-suitability .735**

The worker’s educational-conformity .685**

The worker’s expectations fit .723**

Person-
organization fit

Value congruence .746**

350.893** .816 .605
Goal congruence .662**

Employee need fulfillment .765**

Culture personality congruence .726**

Group Person fit 

The attractiveness of individuals in social 
groups, .711**

549.707** .836 .589

The attractiveness of individuals in the task 
group, .673**

Integration of social groups, .785**

Integration of task groups, .659**

High commitment. .719**

Innovative Work 
Behaviour

Opportunity exploration,  .671**

306.712** .812 .600
generation Idea,  .785**

Championing Idea .673**

Application Idea .750**

Job performance

Quality of work in accordance with standards, .701**

337.208** .803 .589

Work productivity according to standards, .712**

Work results are better compared to co-
workers who are level, .710**

Work is better when compared to other jobs 
that have the same weight .719**

Note: *p < .05; **p < .001.

Table 2. Descriptive information about participants

Characteristics of 
Respondents Classification Amount %

Gender
Woman 18 7.03%
Man 238 92.97%

Age

20–29 32 12.50%
30–39 74 28.91%
40–49 102 39.84%
50–59 37 14.45%
>60 11 4.30%

Education

Junior high school 32 12.50%
Senior high school 156 60.94%
Diploma 54 21.09%
Undergraduate 14 5.47%

Experience
0–5 3 1.17%
6–10 6 2.34%

Characteristics of 
Respondents Classification Amount %

11–15 16 6.25%
16–20 29 11.33%
21–25 43 16.80%
26–30 63 24.61%
31–35 63 24.61%
>35 33 12.89%

Marketing Area

Central Java 43 16.80%
Java 73 28.52%
Outside Java 97 37.89%
Overseas 43 16.80%

Number of 
employees

0–3 29 11.33%
4–6 56 21.88%
7–10 108 42.19%
>10 63 24.61%
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antecedent of extra behavior that can increase individual 
initiative and further instill innovative behavior. Employee 
recruitment that places more emphasis on the suitability of 
the mission and personal values with organizational values 
makes the organization not only provide opportunities for 
employees to work, but also to encourage them to commit 
to the organization, perform well and be satisfied in their 
work (Tsai and Yen 2017). The study of Afsar et al. (2015) 
also explained the organization fit can enhance the behavior 
of knowledge sharing which is expected to be able to en-
courage innovative work behavior of employees (Afsar et al. 
2015, Saraç et al. 2014, Wojtczuk-Turek and Turek 2016).

The third hypothesis testing shows that Person-Group 
fit has a positive impact on the Innovative Work Behavior 
(CR = 2.577; p = .010 < .005), with a significance level of 
5%. Thus the third hypothesis is proven to be accepted. 
This means that the more effective the person-group fit, 
the more the innovative work behavior. Person group fit 
makes it easy for team members to use shared knowledge 
to improve new knowledge creation (Reagans et al. 2005). 
Besides that, it can benefit individuals, because they ex-
perience positive feelings through working together in 
teams (Richter et al. 2011), and in experimental studies 
concluded that high group cohesiveness in teams when 
group members have high levels of similarity, this attitude 
is positively correlated with job satisfaction and organiza-
tional commitment. Likewise broader team work in or-
ganizations is significant with the level of organizational 
innovation (Fay et al. 2015).

The fourth hypothesis test shows that the person-job 
fit has a positive impact on Job performance (CR = 2.114; 

0.023 < 0.1; NFI / Normal Fit Index 0.891 < 0.90 (Margin-
al); IFI / Incremental Fit Index 0.986 ≥ 0.90; CFI / Com-
parative Fit Index 0.985 ≥ 0.95; Cmin / DF 1,134 ≤ 2,00 
and RMSEA 0,023 ≤ 0,08. So it can be concluded that the 
resulting path model is declared fit because it is in the 
range of cut of value required. Furthermore, a variance ex-
tract extract and reliabilty are also carried out. The results 
of the analysis produce coefficients for all variables above 
the expected cut of value of 0.7 and 0.5.

3.4. Hypothesis testing

Based on the first hypothesis estimation parameter, be-
tween person-job fit and innovative work behavior shows 
significant results (CR = 3.636; p = *** <0.01), with a sig-
nificance level of 5%, which means that the higher the 
personal suitability of the employee with the job. Com-
plex work innovation requires various cognitive and af-
fective efforts of employees to produce new ideas that are 
interesting and apply them in their work (Janssen et al. 
2004). To achieve this, employees need to have a match 
with work (Afsar et al. 2015), thereby creating a higher 
level of innovative work behavior.

Testing the second hypothesis shows that person-
organization fit has a positive influence on the innova-
tive work behavior (CR = 2.647; p = .008 < .005), with a 
significance level of 5%. Therefore, the second hypothesis 
can be accepted, meaning that the higher the personal suit-
ability of employees with organizational values, the higher 
the innovative work behavior. These results support Afsar 
et al. (2015) that organizational fit can be an important 

Table 3. Descriptive statistics and correlations

No Contruct M SD PJ-Fit PO-Fit PG-Fit IWB JP

1 Person-job fit (PJ-Fit) 5.621 .684 1
2 Person-organization fit (PO-Fit) 5.514 .853 .158* 1
3 Group Person fit (PG-Fit) 5.750 .797 .221** .129* 1
4 Innovative Work Behaviour (IWB) 5.790 .750 .298** .205** .228** 1
5 Job performance (JP) 5.630 .787 .275** .212** .332** .357** 1

Note: *p < .05; **p < .001; M = meanl SD = Standart Deviation.

Table 3. Hypothesis testing results

Model
Unstandardized Standardized

Estimate CC.R. SSig.
Estimate S.E

Person-job fit → Innovative Work Behaviour .296 .081 .276 3.636 ***

Person-organization fit → Innovative Work Behaviour .154 .058 .202 2.647 .008

Person-Group fit → Innovative Work Behaviour .194 .075 .194 2.577 .010

Person-job fit → Job performance .167 .057 .157 2.114 .034

Person-organization fit → Job performance .119 .079 .156 2.126 .033

Person-Group fit → Job performance .233 .077 .234 3.041 .002

Innovative Behaviour → Job performance .270 .085 .271 3.165 .002
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p = .034 < .005), with a significance level of 5%. Thus the 
fourth hypothesis is proven to be accepted. This means 
that the higher the level of person-job fit, the impact on 
job performance. This study is consistent with Afsar et al. 
(2015), Autry and Daugherty (2003) demonstrating that 
personnel suitability can be a predictor of job perfor-
mance. This relationship is explained by (Scroggins 2008) 
regarding self-concept and conformity with work, so em-
ployees tend to adjust to fit the job requirements. 

The fifth hypothesis test shows that the person-organ-
ization fit variable has a positive impact on job perfor-
mance (CR = 2.126; p = .033 < .005), with a significance 
level of 5%. Thus the fifth hypothesis is proven to be ac-
cepted. This means that the higher the degree of person-
organization fit, the impact on job performance. The re-
sults of this study are in line with the findings of Afsar 
et al. (2015), Autry and Daugherty (2003) pointing out 
that alignment between employee goals and organizational 
goals can increase the intensity of employees in complet-
ing work. This harmony is likely to be more able to facili-
tate the resource exchange between the organization and 
employees and increase the formation of strong relation-
ships. Employees who have high compatibility will look 
more passionate about work, so higher work performance 
and greater career opportunities will be easier to obtain 
(Astakhova and Porter 2015). Likewise, employees who 
have the value congruence with organizational values will 
find it easier to have a closer relationship (Astakhova and 
Porter 2015). Similarly, employees whose values are in ac-
cordance with the values of the organization will be easier 
to have a higher relationship (Alajmi et al. 2016, Sultanova 
and Chechina 2016).

Testing the sixth hypothesis shows that the person-
group fit variable has a positive impact on Job performance 
(CR = 3.041; p = .002 < .005), with a significance level of 
5%. Thus the sixth hypothesis is proven to be accepted. 
This means that the higher the degree of person-group fit, 
the impact on job performance. Some studies show that 
similarities among group members positively influence 
group decisions (Vogel and Feldman 2009). Value congru-
ence, personality traits and relational demographics cause 
communication with other members to increase with 
regard to group productivity and performance because 
it strengthens employee interactions. Synergy and group 
performance will develop (Stanley 2002), because produc-
tivity at the unit level is a function of employee collective 
productivity, it is influenced by norms and interactions 

between employees that influence the emergence of group 
performance (Whitman et al. 2010).

The statisctical results of seventh hypothesis shows 
that the Innovative Work behavior variable has a positive 
impact on Job performance (CR = 3.165; p = .002 < .005), 
with a significance level of 5%. Thus the sixth hypothesis is 
proven to be accepted. In a rapidly changing business en-
vironment, the survival of the organization will be largely 
determined by the work behavior of employees to always 
think and apply innovative ideas in response to changes 
in the business environment (Pieterse et al. 2010). In this 
context, organizational performance can be improved by 
organizations by giving more space for innovative employ-
ees to apply their creative ideas to improve the perfor-
mance of products and services (De Jong and Den Hartog 
2010).

3.5. Sobel tests

Sobel tests calculator for the significance of mediation to 
determine the feasibility of mediating variables. The re-
sults of the Sobel test of each variable are tested signifi-
cantly, because the Sobel test value is above the required 
cut of value, as well as the significance value of one-tailed 
and two-tailed probability is smaller than 0.05, meaning 
that the innovative variable work behavior influences sig-
nificant to the relationship between variables person-job 
fit, person organization fit and person group fit to job 
performance. In other words, innovative work behavior 
variables deserve to be mediated (Table 4).

Sobel’s test results prove that innovative work behavior 
is able to mediate the influence of Person-job fit, Person 
organization fit, Person group fit has been identified by 
researchers as important factors affecting IWB (Afsar et al. 
2015, Saraç et al. 2014, Wojtczuk-Turek and Turek 2016). 
Furthermore IWB is also significant with performance 
(De Jong and Den Hartog 2010, Pieterse et al. 2010).

Conclusions

These results have several important implications for 
the human resource management literature. This find-
ing shows that person-job fit, person organization fit and 
person group fit job are significant with innovative work 
behavior and job performance. In general, the concept 
of the suitability of individuals with work, groups and 
organizations is a concept focused on aspects of intangi-
ble resources, which are intangible capabilities of the or-
ganization and become factors driving job performance. 

Table 4. Testing innovative work behavior mediation variable with Sobel test

No Variable Sobel test statistic One-tailed probability Two-tailed probability Information

1 Person-job fit 2.328 .00995 .00199 Eligible

2 Person organization fit 2.351 .00934 .00186 Eligible

3 Person group fit 2.087 .00222 .04456 Eligible
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Hence, the organization must have a climate that allows 
each member of the organization to be encouraged to 
continue learning in making adjustments and developing 
potential, expanding and enriching the culture of work 
and making human resource development strategies, 
especially the recruitment and selection process as the 
center of work policy for the sake of occurrence sustain-
able transformation, and to win in global competition. 
Understanding of person-job fit, person-organization fit 
and person-fit groups can help organizations to choose 
employees with values and beliefs that are appropri-
ate to the organization and form experiences that can 
strengthen that suitability. This statement shows that the 
challenge for the organization in the future is to maintain 
the best human resources to remain committed to the 
organization. In maintaining its existence, and aligning 
individual values with work, groups and organizations 
are the best tools to achieve goals, and efforts to lay the 
foundation for a concept of human resource develop-
ment that has the potential to increase job performance.

Limitations and future research agenda

This study has limitations in its cross-sectional design 
which gives more emphasize the relationship between 
the concepts. This study conceptualization as a brief de-
scription at a certain time does not discuss the concept 
of worker competence which is the direction and strat-
egy to achieve the goal. Therefore longitudinal studies in 
future research can assess results in the long run, so that 
efforts to improve the performance of SME workers can 
be achieved. 
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