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Introduction 

In the last 3 decades, consultants and organizational practitioners have been more concerned 

about the innovative work behaviour of employees. This is believed to support organizational 

success (J. De Jong & Den Hartog, 2010). Therefore, organizations always strive to foster and 

develop innovative employee work behaviour in order to achieve a sustainable competitive 

advantage (Afsar & Badir, 2017). 

 

Innovative work behaviour of employees is very important for organizational survival and 

effectiveness. This is especially true for a rapidly changing organizational environment, where 

employees think and apply innovative ideas to respond to changes in the work environment 

(Pieterse, Van Knippenberg, Schippers, & Stam, 2010). In this context, employees can improve 

organizational performance by using their ability to generate innovative ideas and use them as 

building blocks to improve products, services, and work processes better (J. P. De Jong & Den 

Hartog, 2007). 

 

Complex work innovation requires a variety of cognitive and affective efforts from employees 

to produce new ideas that are interesting and apply them to their work (Janssen, Van de Vliert, 

& West, 2004). To achieve this, employees need to spend their time, thoughts and energy 

beyond formal work and also have a high person-organization fit (Afsar & Badir, 2016). This 

is thought to be able to produce a higher level of innovative work behaviour. 

 

Based on the review of the literature, there are contradictory findings related to the relationship 

between person-organization fit and innovative work behaviour. The results conducted by 

Afsar and Badir (2017); Afsar, Cheema, and Bin Saeed (2018); Wojtczuk-Turek and Turek 

(2016) found that person-organization fit had a significant effect on innovative work behaviour. 

While the results of Huang, Cheng, and Chou (2005); Jin, McDonald, and Park (2018); Van 

Loon, Vandenabeele, and Leisink (2017) found that person-organization fit had no significant 

impact on innovative work behaviour. 

 

http://www.ijicc.net/


    International Journal of Innovation, Creativity and Change.  www.ijicc.net  

Volume 4, Issue 4, May, 2019 

 

 

147 

 

Van Loon et al. (2017) further suggested that by looking at the insignificant influence between 

person-organization fit on innovative work behaviour, a future study could replicate research 

in different contexts to test the consistency of existing findings. Therefore, this study aims to 

investigate the influence of person-organization fit on innovative work behaviour with 

knowledge sharing behaviour as a mediating variable. 

 

Knowledge sharing behaviour is indeed very important for the work innovation process. To 

display innovative work behaviour, employees need to interact with each other to obtain and 

disseminate their knowledge. Employees who share knowledge in organizations, they tend to 

be involved in innovative work behaviours because of compatibility with organizational values 

so as to create stronger interpersonal relationships and social ties, where employees can access 

and utilize resources embedded in the organization to generate new ideas and apply them to 

encourage innovative job performance (Li, 2010). Thus, the main purposes of this study are to 

investigate the influence of (1) person-organization fit on innovative work behaviour; (2) 

person-organization fit on knowledge sharing behaviour; and (3) knowledge sharing behaviour 

on innovative work behaviour. 

 

Literature Review and Hypotheses Development 

 

Innovative Work Behaviour  

Organizations rely heavily on employees to continue innovating so they can achieve 

competitive power and rapid market changes. With increasing pressure to develop new 

products and services quickly and efficiently, organizations continue to strive to encourage 

employee work innovation to be better for maintaining and improving long-term performance 

(Van Burg, Berends, & Van Raaij, 2014). Innovative work behaviour refers to a series of 

behaviours about the introduction of new ideas that are important and useful to be developed 

and implemented with the aim of improving employee performance and also organizational 

performance (J. P. De Jong & Den Hartog, 2007).  

 

King and Anderson (2002) argue that innovative work behaviour is different from creativity 

which focuses on the discovery and creation of new ideas. Creativity as a process of starting 
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new and useful ideas, while innovative work behaviour includes a series of activities aimed at 

the introduction, development, modification, adoption, and implementation of existing ideas. 

Innovative work behaviour usually does not only include exploration of opportunities in 

generating new ideas but also includes behaviours that are directed at implementing change 

and new knowledge or improving work processes to achieve individual performance and 

organizational performance (J. P. De Jong & Den Hartog, 2008). 

 

Innovative work behaviour involves a series of activities such as critical thinking, recognizing 

potential and existing problems, exploring opportunities, identifying performance gaps, and 

seeking new methods and procedures. This is followed by realization-oriented behaviour such 

as social activities to obtain approval, increase support, and then test, implement and 

commercialize creative ideas in organizational settings, commonly known as the 

implementation of ideas (J. De Jong & Den Hartog, 2010). 

 

According to Janssen (2000), innovative work behaviour consists of three interrelated 

behaviours, namely: (1) idea generation; (2) idea promotion; and (3) idea realization. Janssen 

(2000) further asserts that innovative work behaviour is “discretionary behaviour” that is not 

included in formal job descriptions or roles that are explicitly defined. In the same vein, 

Ramamoorthy, Flood, Slattery, and Sardessai (2005) also support this view and state that 

discretionary behaviour is not guaranteed by the organizational system of reward and 

recognition. Therefore, Ramamoorthy et al. (2005) conclude that the tendency to engage in 

discretionary behaviour can lead to increased effectiveness of teams and organizations, and 

encourage superior performance. 

 

Employees with high innovative work behaviour can quickly and precisely respond to the work 

environment, propose new ideas and provide services and products (Afsar et al., 2018). 

Therefore, to effectively encourage innovative work behaviour in the organization, the 

organization needs to facilitate and support the person-organization fit (Afsar, 2016; Afsar et 

al., 2018). 
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Knowledge Sharing Behaviour 

The organization considers knowledge as a core resource for generating competitiveness. 

Therefore, organizations try to create value-added through sustainable knowledge management 

(Lee & Hong, 2014). 

 

Knowledge management is at the core of all learning organizations, which create relationships 

between employees, customers, and suppliers that support the demand and dissemination of 

information. Based on the existing literature, for example (Nonaka, 2008; Rowley, 2000), 

knowledge management can be explained operationally as a process (1) knowledge acquisition 

(i.e. gathering and identifying useful information), (2) organizing knowledge (i.e., enabling 

employees to obtain organizational knowledge), (3) knowledge leverage (i.e., exploiting and 

applying useful knowledge), (4) knowledge sharing (i.e., disseminating knowledge to the entire 

organization), and (5) organizational memory (i.e., storing knowledge in repositories). 

 

This study focuses on aspects of knowledge sharing, wherein knowledge management, 

individual knowledge will increase to organizational knowledge when shared, which adds 

value to the organization as a whole. Knowledge sharing is indeed very important for the 

successful implementation of knowledge management, and in particular, knowledge sharing is 

a prerequisite for work innovation and organizational innovation (T. Kim & Lee, 2012). 

 

Knowledge sharing refers to providing information and knowledge to help and collaborate with 

others to solve problems, develop new ideas, or implement work policies or procedures 

(Cummings, 2004). Knowledge sharing can also be defined as a culture of social interaction, 

which involves exchanging knowledge, experience, and skills of employees through all 

departments or organizations (Lin, 2007). 

 

Knowledge sharing occurs when someone is willing to learn (i.e., gathering knowledge) and 

helping (i.e., contributing knowledge) to others in developing new abilities. Knowledge sharing 

is a process in which individuals exchange knowledge and together create new knowledge. 

That is, knowledge sharing is the process of communication between two or more individuals 
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involving “acquisition” (i.e., gathering knowledge) and “provision” (i.e., contributing 

knowledge) (Usoro, Sharratt, Tsui, & Shekhar, 2007). 

 

Knowledge sharing process refers to how organizational employees share experiences related 

to work, expertise, knowledge, and information contextually with other colleagues (Lin, 2007). 

This process is very important in transferring individual knowledge to organizational 

knowledge. This definition of knowledge sharing implies that every knowledge sharing process 

consists of “bringing” (i.e., donating) knowledge and “getting” (i.e., collecting) knowledge. 

 

Knowledge sharing can be achieved through people and technology after the process of created 

knowledge, identified knowledge, and captured knowledge to be disseminated around the 

organization. Zhou and Li (2012) highlight this by stating that knowledge management 

practices are most important because they realize all the opportunities and challenges 

associated with managing intangible and invisible assets (i.e., in the form of knowledge). While 

technology can help in capturing and distributing knowledge, so emphasis must be placed on 

the organization. Koh and Kim (2004) emphasize that in order for an organization to succeed 

in knowledge management, it is very important to have an organizational environment that 

supports knowledge creation, knowledge distribution, and knowledge sharing to keep 

achieving competitive advantage. 

 

Person-Organization Fit 

Adjusting employees to the organizational environment so that they become ‘best-fitting’ is the 

key to organizational success (Lam, Huo, & Chen, 2018). No organization wants to make their 

employees worse. Therefore, organizations always try to create high compatibility between 

employees and organizations so that it does not incur large costs to find replacement candidates 

in the organization. 

 

Person-organization fit refers to conformity between individual values and organizational 

values. According to Kristof-Brown and Billsberry (2012), person-organization fit refers to 

conformity between individuals and organizations, which emphasizes the extent to which 

individuals and organizations share the same characteristics and/or meet each other's needs. 
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Person-organization fit is generally defined as the compatibility of values, knowledge, skills, 

abilities, and personalities between individuals and the entire organization (Hoffman & Woehr, 

2006).  

 

High person-organization fit provides a better understanding of organizational expectations and 

individual realization of their unique tasks (Gregory, Albritton, & Osmonbekov, 2010). 

Employees with a strong sense of person-organization fit will more improve cognitive and 

proactive in the organization than employees with the low person-organization fit. Employees 

will often remember and accurately process information when their values are consistent with 

the organization's specific scheme. 

 

Ambrose, Arnaud, and Schminke (2008) explore how the compatibility of employees' ethical 

values and organizational ethical climate influences job satisfaction and organizational 

commitment. The results of their research show that the compatibility of ethical values of 

employees and the ethical climate of organizations is closely related to higher levels of 

commitment and job satisfaction. Therefore, 

H1: Person-organization fit positively influences innovative work behaviour 

H2: Person-organization fit positively influences knowledge sharing behaviour 

 

Related to the relationship between knowledge sharing and innovative work behaviour, 

knowledge sharing is seen as a process of exchanging information relating to tasks, knowledge, 

and feedback regarding work procedures or products to create new knowledge/ideas, deal with 

problems, and achieve common goals (S. Wang & Noe, 2010). Because knowledge is a very 

important organizational resource, which promotes sustainable competitive advantage, 

knowledge sharing is considered a fundamental means by which employees make a positive 

contribution to the realization of innovation among employees and among teams (for example, 

by increasing high innovation capabilities), which leads to sustainable organizational 

development. 

 

Encouraging employees to share knowledge regarding their work with other members of the 

organization that is actively suggesting new ideas for organizations and transforming new ideas 
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into work realization will further enhance innovative work behaviour. This is in accordance 

with the findings of several researchers who concluded that knowledge sharing has a significant 

effect on innovative work behaviour (Afsar, 2016; W. Kim & Park, 2017; Sulistiyani, Udin, & 

Rahardja, 2018; C. Wang & Hu, 2017). Thus, 

H3: Knowledge sharing behaviour positively influences innovative work behaviour 

 

Materials and Methods 

 

Population and Sample 

Population is a set of all possible people or objects and elements that become a measure for a 

conclusion (Fink, 2015). The population of this study is all civil servant lecturers from 3 state 

universities (e.g., Halu Oleo University, Sembilanbelas November University and Kendari 

State Islamic Institute) totaling 961 people. 

 

The sampling method of this study is using "purposive sampling" that is by paying attention to 

the characteristics of the population to be used as samples (such as, a minimum work period of 

4 years and already have qualified work experience). Therefore, the total sample is 221 people. 

 

Measurement 

Person-organization fit is measured by using 3 indicators (e.g., the compatibility of personal 

values with organizational values related to concern for others, compatibility of personal values 

with organizational values related to honesty, and compatibility of personal values with 

organizational values related to justice). The measurement of person-organization fit is adapted 

from Vilela, González, and Ferrín (2008). 

 

Knowledge sharing behaviour is measured by using 3 indicators (e.g., sharing information with 

colleagues, telling colleagues about things that are useful, and giving new ideas to colleagues). 

The measurement of knowledge sharing behaviour is adapted from T. T. Kim and Lee (2013). 

 

Innovative work behaviour is measured using 4 indicators (e.g., enthusiastic about innovative 

ideas, introducing innovative ideas into work practices, finding new approaches in carrying out 
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work, and producing appropriate solutions to work problems). The measurement of innovative 

work behaviour is adapted from J. De Jong and Den Hartog (2010). 

Data Analysis 

For hypothesis testing, data analysis in this study employs Structural Equation Modeling 

(SEM) with Amos 22 software. SEM is a powerful analytical method that has more advantages 

other association analysis, such as regression (Ghazali & Latan, 2015).  

 

Results and Discussions 

The results of data analysis with Amos 22 indicate that the data is normally distributed. This 

can be seen in Table 1 that the value of skewness and kurtosis is below 2,58. 

 

Table 1 Assessment of Normality 

Variable min max skew c.r. kurtosis c.r. 

KS1 3,000 7,000 -,224 -1,358 -,721 -2,187 

KS2 3,000 7,000 -,139 -,843 -,622 -1,889 

KS3 3,000 7,000 -,334 -2,026 -,736 -2,232 

PO3 3,000 7,000 -,405 -2,459 ,706 2,144 

PO2 3,000 7,000 -,398 -2,415 ,008 ,023 

PO1 3,000 7,000 -,353 -2,145 ,371 1,125 

IWB4 3,000 7,000 -,412 -2,502 -,281 -,851 

IWB3 3,000 7,000 -,342 -2,078 ,146 ,443 

IWB2 4,000 7,000 -,260 -1,576 -,830 -2,519 

IWB1 4,000 7,000 -,304 -1,844 -,679 -2,060 

Multivariate  
    

7,941 3,810 

 

 

In Table 2 shows that the data of this study have very good validity because the value of the 

loading factor of each construct is above 0.6.  

 

Table 2 Standardized Loadings 
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Estimate 

PO1 <--- Person-organization fit ,755 

PO2 <--- Person-organization fit ,866 

PO3 <--- Person-organization fit ,638 

KS1 <--- Knowledge sharing behaviour ,959 

KS2 <--- Knowledge sharing behaviour ,916 

KS3 <--- Knowledge sharing behaviour ,932 

IWB1 <--- Innovative work behaviour ,844 

IWB2 <--- Innovative work behaviour ,896 

IWB3 <--- Innovative work behaviour ,794 

IWB4 <--- Innovative work behaviour ,933 

    

 

 

Results of data analysis show that the value of Chi-square = 34,630; df = 32; Probability = 

0,343; Root Mean Square Error of Approximation (RMSEA) = 0,019; CMIN/DF = 1,082; 

Goodness of Fix Index (GFI) = 0,971; Adjusted Goodness of Fix Index (AGFI) = 0,949; Tucker 

Lewis Index (TLI) = 0,998; Comparative Fix Index (CFI) = 998; and Normed Fix Index (NFI) 

= 0,979. All of these items indicate a good fit model. 

 

Table 3 Hypotheses Testing 
   

Estimate S.E. C.R. P 

Person-organization fit → Innovative work behaviour ,082 ,089 ,982 ,326 

Person-organization fit → Knowledge sharing behaviour ,398 ,117 5,238 *** 

Knowledge sharing 

behaviour 

→ Innovative work behaviour ,211 ,054 2,684 ,007 

Note: *** significance level 5% 

 

H1 states that person-organization fit will positively influence innovative work behaviour. 

Table 3 show that person-organization fit does not influence innovative work behaviour 

(estimate = 0,082; S.E = 0,089; C.R = 0,982; ρ > 0,05). Therefore hypothesis 1 is rejected. This 
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may indicate that in the workdays of employees in completing the structural job, they spend a 

lot of time on relatively difficult activities so there is no increase in innovative work behaviour. 

Furthermore, employees also reduce job demands and they have more time to rest alone, 

without social interaction with other people in the organization. This is contradicting to self-

determination perspective, where employees are motivated, internalized and in harmony with 

themselves, they have the quality of human functions that involve the experience of choice at 

work (Khan et al., 2018). 

 

H2 states person-organization fit will positively influence knowledge sharing behaviour. Table 

3 show that person-organization fit positively influences knowledge sharing behaviour 

(estimate = 0,398; S.E = 0,117; C.R = 5,238; ρ < 0,05). Thus, hypothesis 2 is supported. 

 

H3 states knowledge sharing behaviour will positively influence innovative work behaviour. 

Table 3 show that knowledge sharing behaviour positively influences innovative work 

behaviour (estimate = 0,211; S.E = 0,054; C.R = 2,684; ρ < 0,05). Therefore hypothesis 3 is 

also supported. 

 

A high person-organization fit of employees will be satisfied with their duties and intrinsically 

motivated, where those who are intrinsically motivated will display higher innovative 

behaviour (J. P. De Jong & Den Hartog, 2007). Employees with a strong sense of fit will return 

the organizational support and justice shown to them by displaying positive work behaviour. 

Kristof‐Brown, Zimmerman, and Johnson (2005) show that a high person-organization fit helps 

employees to conduct behaviours that are beneficial to the organization. 

 

Person-organization fit has been declared to be the most important antecedent of organizational 

outcomes, where employees who have concurrence with the organization will show extra-role 

behaviour, innovative work behaviour, and knowledge sharing among employees (Afsar, 2016; 

Afsar & Rehman, 2015; Hon & Leung, 2011). Person-organization fit is very important to 

maintain employees who are flexible, inspired and committed (Afsar & Rehman, 2015). A high 

level of fit between employees and organizations will increase the creation of meaningful 

ideas/suggestions for change in the workplace (Werbel & DeMarie, 2005). 
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Knowledge sharing is discerned as a knowledge management process, which aims to provide 

knowledge where such knowledge is needed, thus contributing to the achievement of 

sustainable competitive advantage (S. Wang & Noe, 2010). Knowledge sharing plays an 

important role in generating new ideas and is considered one of the most important knowledge 

management processes. 

 

T. T. Kim and Lee (2013) in their study found that knowledge collecting and knowledge 

donating had a significant positive effect on the innovative work behaviour of employees 

working in five-star hotels, Korea. Likewise, Hu, Horng, and Sun (2009) emphasize that 

knowledge sharing among employees is a determining factor in the emergence of innovative 

work for international tourist hotel employees in Taiwan. 

 

By referring to self-determination theory, where autonomous motivation is based on the values 

that exist in the minds of employees that lead to a passion for work and ongoing efforts to gain 

knowledge and disseminate it to others. This is believed to be able to create innovative work 

behaviour among employees in the organization (W.-T. Wang & Hou, 2015). 

 

Summary and Conclusion 

This paper has examined the link between person-organization fit, knowledge sharing 

behaviour, and innovative work behaviour. This study has revealed that the direct influence of 

person-organization fit on innovative work of behaviour empirically is not proven. Therefore, 

future research should strive to explore a causal relationship through experimental or 

longitudinal studies. 

 

The findings of this study have important implications for research and managerial practice. 

Most importantly, this study uses a self-determination perspective to understand the 

relationship between person-organization fit, knowledge sharing behaviour, and innovative 

work behaviour. The role of mediation is supported of knowledge sharing behaviour on the 

relationship between person-organization fit and innovative work behaviour. 
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In practice, this study can be used to inform all organizational policies particularly in 

Indonesian universities. Strong positive relationships between person-organization fit and 

knowledge sharing behaviour on innovative work behaviour show that innovative work 

behaviour is likely to increase when there is higher knowledge sharing behaviour among 

employees. Therefore, the process of recruiting employees must be more selective by relying 

on person-organization fit. 
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