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Abstract— This research aims to analyze and explain the 
variables that affect Organizational Citizenship Behaviors with 
Job Satisfaction as Intervening with theoretical approach 
Organizational Behavior in Education Services Institute of 
Health Sciences. Based on 113 questionnaires of permanent 
lecturersof Institute of Health Sciences in Surabaya, this study 
show six findings in the followingfirst Job satisfaction is 
predominantly influenced by fairness in reward allocation 
compared to the influence of two other variables that person 
organization fit, and leadership support. Two, organizational 
citizenship behaviors predominantly influenced by the effect of 
job satisfaction compared with the other three variables, that 
are person organization fit, leadership support and fairness in 
reward allocation. Three, Person organization fit insignificant 
effect. Four, Leadership Support  insignificant effect. Five, the 
indirect effect on Person Organization Fit  through greater job 
satisfaction than the direct effect. Six, the indirect effect on 
Leadership Support through greater job satisfaction than the 
direct effect.The contribution to the management is to 
improvesjob satisfaction of permanent lectures of the Institute 
of Health Sciences. Further experiments need to be investigated 
about the differences between the standard recruitment and 
selection processes in accordance with the policies of each 
Institute of Health Science in Recruiting permanent and non-
permanent  candidate lecturer. 

Keywords- Person organizational fit; leadership support; 
organizational citizenship behavior 

I. INTRODUCTION 
Human resources development is one of the priorities of 8 

(eight) focused health priorities in the period from 2010 to 
2014 in Indonesia. Determination of health human resources 
development as one of the priorities is motivated because 
Indonesia still faces problems of health workers, both are 
amount, type, quality and distribution [1].The ratio of health 
workers per 100.000 population has not met the targets set up 

by the year 2010. Until the year 2008, the ratio of health 
workers to specialists per 100.000 population was 7.73 as 
compared to the target 9; GP 26.3 compared to the target of 
30; dentist 7.7 compared to the target 11; nurses 157.75 
compared to the target 158; and midwives 43.75 compared to 
the target of 75. From the collection of health personnel in 
2010, the availability of health workers in hospitals owned by 
the government, has provided 7336 specialists, 6.180 
physicians, 1.660 dentists, 68.835 nurses, 2.787 pharmacists, 
1.656 assistant pharmacists, 1,956 community health workers, 
4.221 sanitarian, 2.703 nutritionist, 1.598 physical therapies 
and 6.680 medical technician. 

Having regard to HR standards applicable hospital, then in 
2010 there is still a shortage of health workers in hospitals 
owned by the government (Ministry of Health and Local 
Government), some 2.098 specialists, 902 physicians, 443 
dentists, 6677 nurses, 84 the pharmacist, 979 assistant 
pharmacists, 149 community health workers,243 sanitarians, 
194 nutritionists, 800physical therapies and 2.654 medical 
technicians. Thus the shortage of health workers in hospitals 
will be greater when calculated needs of health workers in 
hospitals belonging to other technical ministries, Hospital 
(Institute of Military and Police Health and Private Hospital). 

On the other side, education agency that produced the 
health personnel such as nurses and midwifery has been 
established both at the provincial, city such as the Institute of 
Health Sciences (IHS) in Surabaya. According to the [1], the 
gap between the numbers of graduates IHS the number of 
hospitals that require health workers, especially nursing and 
midwifery has not been integrated. This is related to the 
amount or the competence of lecturers implementing the 
learning process on IHS in Surabaya. Furthermore, according 
to the Ministry of Health (2011), expected for the managers 
IHS in order to implement the learning process involves 
lecturers are really  have the competencies that graduates IHS 



International Journal of Conceptions on Management and Social Sciences 
Vol. 3, Issue. 4, October’ 2015; ISSN: 2357 - 2787 

23 
 

fit the needs of the hospital or institution that uses health 
workers. 

For this purpose, the permanent lecturers involved in the 
implementation of the learning process in IHS in Surabaya 
should, 1) involve lecturers that have values (Person 
Organization Fit) similar to that organization. 2) Is supported 
by an adequate attitude of the leadership support, 3) Justice 
Organization in providing rewards for every lecturer (fairness 
in reward allocation), thus the expected creation of job 
satisfaction and Organization Citizenship Behavior [2], [3], 
[4], [5]. 

However, there are still about influence inconsistency 
betweenPerson Organizational Fit, Leadership Support, 
Fairness in RewardAllocation on Job Satisfaction and 
Organizational Citizenship Behavior, namely first, according 
to [6] that the Person-Organization Fit insignificant effect on 
Job Satisfaction.Two, [7] identified the shortage of empirical 
evidence to support the relationship between the individual 
employee performance through PersonOrganization Fit. 
Three,[8] stated that the high OCBcause high desire exit (turn 
over) employees while increasing Job Satisfaction. 

II. LITERATURE REVIEW 

A. Organizational Behavior Theory (OCB) 
The theory is used as a basis for knowing how and what 

are the factors that cause employees as a permanent lecturer  
to feel satisfied and having Organizational Citizenship 
Behaviors in doing his job at a college (including the Institute 
of Health Sciences) is the theory of Organizational Behavior. 

B. Person Organization Fit 
Person organization fit is a common characteristic of the 

individual with the organization, which has a function 
commensurate with the culture of the organization in building 
individual commitment and to guide individuals in the 
organization [1], [9], and [10]. Therefore, in each receiving 
new lecturer candidates, organizations need to carefully 
design the program of recruitment and selection of candidates 
in order to obtain a permanent lecturer in accordance with the 
needs of the organization. 

Recruitment is the process to get a number of human 
resources (employees) who are qualified to occupy a position 
or a job in an organization, and therefore prior to recruitment 
program first compiled job specification [11]. Job 
Specification shall be described in detail and it is clear that the 
applicants know the qualifications demanded by the job. If the 
job specifications and guidelines form the basis of the 
personnel recruitment, the prospective employee will be 
accepted according to the job description of the position 
required by the organization[11] and [12].Therefore, as a first 
step needs to determine the characteristics and behavior of 
recruitment, the next step compares the characteristics or the 
suitability of the job, and the characteristics of job applicants 
by considering, development policy and resource personnel 

recruitment, determine the choice of employment in 
accordance with the value  of the organization. 

Selection is a process to get the prospective employee (as a 
lecturer) adapted to the existing job descriptions through the 
stages that exist in the selection process, so that the 
organization can decide whether to accept or reject applicants, 
because the goal is to identify the selection of a group of 
applicants who will be appointed as an organization employee 
[12], the selection process is a series of specific steps that are 
used to decide which applicants will be accepted. Selection 
process can be done by  conduct examination of the 
application or the biographies of applicants, conduct 
interviews for prospective employees who meet the 
administrative requirements, test work and continued, 
reference checks and background of candidates, conduct 
interviews with leaders, medical tests, and if passed continued 
with job offers. [13] states that the criteria are specifically 
used the organization to make a selection decision by category 
formal education, experience, and last performance, physical 
characteristics, and personal traits other. Being the method of 
selection can be done through; interviews, recommendations 
and references. It can be said that person organization fit 
influence on organizational citizenship behavior. 

The success of an organization to get prospective lecturers 
who have work habits that support the achievement of goals 
and objectives of the organization that is IHS not only 
increases the performance of the organization but lecturer 
working satisfaction will also increase that lead to the success 
of the organization[2] and [13]. Threrefore, person 
organization fit influence on job satisfaction. 

C. Leadership Support 
Leadership support is a level of support and attention 

received by a person of their immediate supervisor [14]. 
Beside that, [15] stated that leadeship expressed as “the 
process of influencing others to understand and agree with 
what needs to be done and how the job done effectively, as 
well as to facilitate the process of individual and collective 
efforts to achieve common goals”. Support provided by the 
organization, in this case the support from superiors, may 
affect the tasks performed by the employee, and it is expected 
that these organizations provide feedback on what has been 
done the permanent lecturer. Furthermore, according to [14], 
the indicator of Leadership Support, consisting of orientation 
assignment; orientation equality,and orientation of creativity 
in work. It can be conclude that leadership support influence 
on job satisfaction 

D. Fairness in Reward Allocation 
Fairness in reward allocation is the concept of fairness in 

the organization, which is the perception of the employees that 
they have been awarded equitably based on the 
responsibilities, obligations, performance, which has been 
given by the employee to the organization [14]. Furthermore, 
[14] stated that the perceived opportunity for reward is also 
important as a consideration in perceived organizational 
support, which is expressed in a previous study showed that 
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the perception of support from the organization and 
acquisition of reward, each has a unique contribution to 
behavior working employees in this case a permannent 
lecturer. [16] and [17] said that the factors that can influence 
the formulation of the determination of compensation are the 
truth and justice, the availability of the organization's budget, 
labor unions, and labor productivity. Being indicators of 
fairnes in reward allocation are fairness, awards, orientation of 
performance, and promotions. It is concluded that fairnes in 
reward allocation influence on job satisfaction 

E. Job Satisfaction 
Job satisfaction is an emotional state that is pleasant or 

unpleasant to look at where the employees work [18]. 
According to [19], Job satisfaction interpret as pleasure or 
positive emotions that divides assessment of employee 
performance on the job  experience. Furthermore, job 
satisfaction are all characteristics of the work itself and the 
work environment as experienced by workers marketer of 
products manufactur satisfaction described by variable 
rewarding, fulfilling, and satisfying, or frustrating and 
unsatisfying. In line with that, [5] said thatabsenteeism, 
turnover, and job performance can be used as an indication of 
the decline in job satisfaction. While [20] explains that the 
variables that can be used as an indication of the decline in job 
satisfaction is high levels of absenteeism, high employee 
turnover), decreased employee productivity. According to 
[18], [20], and [21] the impact of the labor discontent need to 
be monitored by linking the output produced the symptoms, 
decreased work productivity, turnover increased, and others 
such as the effectiveness of mental decline in physical health, 
reduced ability to learn new job, and the high rate of 
accidents. It is cocluded that job satisfaction influence on 
organizations citizenship behavior. 

Furthermore, [4] determine indicators that influence job 
satisfaction an employee, include at least the top five 
indicators that are salary or wages, work itself, co-workers, 
promotion of work, and supervision. [22] suggested that job 
satisfaction is related to a number of major variables 
employee, reviews such as turnover, absences, age, 
occupation, and size of the organization in  which an 
employee works. Based on the above understanding, the 
indicators of job satisfaction in this study are work 
environment, relationship between workers, and orientation 
and task performance. 

F. Organizational Citizenship Behavior (OCB) 
Organizational Citizenship Behaviors (OCBs) are a special 

type of work behavior that are defined as individual behaviors 
that are beneficial to the organization and are discretionary, 
not directly or explicitly recognized by the formal reward 
system. [23] stated that OCB is; as behaviors above and 
beyond reviews those formally prescribed by an 
organizational role, are discretionary in nature, are not 
explicitly rewarded directly or within the context of the formal 
organizations reward structure, and are important for the 
effective and successful functioning of an organization. This 
means that the OCB is a voluntary behavior that looks and can 

be observed. OCB is a behavior that is based on a motif 
(dominant) value. However, activity or an act in the form of 
behavior is not necessarily reflect the actual willingness, so as 
to determine the values of self an employee is not easy to do. 
In case, pragmatic management practices in organizations are 
often oriented to what can be observed that the behavior. 
Formation of behavior were often based on reward and 
punishment that are external. [24] classifying OCB in two 
dimensions altruism (the target behavior specifically at 
assisting individuals) and fulfillment in general that 
compliance with the rules of behavior are reflected in general, 
norms and expectations. 

III. RESEARCH METHOD 
This is explanatory research that use questionnaires to 

collect the data of 113 permanent lecturer of 5 (five) 
university of Health Science Department in Surabaya that are 
University of Arta Bodhi Iswara (17 lecturers), university of 
Hang Tuah (25 lecturers), university of Catholic St. Vincent 
A. Paolo (30 lecturers), university of Yarsi (20 lecturers), and 
University of Surabaya (21 lecturers).  

A. Operational Variables 
Person Organization Fit is conformity between the lecturer 

with the value of the organization. This variable was formed 
in confirmatory factor analysis (CFA) of 3 indicators that can 
be observed byvalue congruence, goal congruence, culture 
personality congruence. 

Leadership support is the support and attention received 
from superiors in the organization lecturers. This variable was 
formed in confirmatory factor analysis (CFA) of 3 indicators 
that can be observedby orientation assignment, orientation 
equality, and orientation creativity. 

Fairness in Reward Allocation is fairness organization in 
giving awards to lecturer based on the responsibilities, 
obligations, the performance of which has been given by the 
lecturer of the organization. This variable was formed in 
confirmatory factor analysis (CFA) of 4 indicators that can be 
observedby fairness, award, performance orientation, and 
promotion opportunities. 

Job Satisfaction is good emotional state that shows 
pleasure or displeasure in implementing his (her) jobs. This 
variable was formed in confirmatory factor analysis (CFA) of 
3 indicators that can be observed are environment, relationship 
between workers, task orientation, and performance. 

Organizational Citizenship Behaviors are behaviors 
lecturer who volunteered to help other lecturer in completing 
jobs, provide advice or assistance encouragement, and offer 
positive feedback in executing a job. This variable was formed 
in confirmatory factor analysis (CFA) of 5 indicators that can 
be observed are altruism, courtecy, civic virtue, 
consciousness, and sportmanship. 
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B. Research Instruments and The Measurement Scale 
The instruments in this research are designed using close 

statement with 5 alternatives answers orderlyfrom “strongly 
disagree” (1) to “strongly agree” (5). Likert scale was used to 
measurefive-point response. The statements were adopted 
from [25]. 

The theoretical model, which has been built in the early 
stages, will be described in a flow chart relationships among 
the constructions expressed through the arrows that show a 
direct causal relationship between constructs. SEM is a 
confirmatory technique that is used in this research. 

IV. RESULT AND DISCUSSION 
Based on the validity of the test results showed that 

respondents on the variables; Person Organization Fit, 
Leadership Support, Fairness In Reward Allocation, Job 
satisfaction, Organizational Citizenship Behaviors variables, 
(OCB) is valid because it has a probability value is smaller 
than the significance level (α) of 0.05. Moderate reliability test 
results show that variable; Person Organization Fit, 
Leadership Support, Fairness In Reward Allocation, Job 
satisfaction, Organizational Citizenship Behaviors, (OCB) is 
greater than 0.6 means that all the variables are reliable. 

A. Analysis of Stuctural Equations Models 
Based on the value of the critical ratio of skewness on the 

indicators that make up each variable Person Organization Fit, 
Leadership Support, Fairness In Reward Allocation, Job 
satisfaction, Organizational Citizenship Behaviors, (OCB), is 
in the interval -2.58 <CR <2.58. It can be said that the 
distribution of the data on the indicators of normal 
distribution. 

Outliers evaluation results with values of Z Score, known 
that the value of Z score on indicators - each variable Person 
Organization Fit, Leadership Support, Fairness In Reward 
Allocation, Job satisfaction, Organizational Citizenship 
Behaviors, (OCB), is in the interval -2.58 <CR <2.58. It can 
be said that the distribution of the data on the indicators of 
normal distribution. 

Goodness of Fit Index Construct Exogenous and 
Endogenous Factor Analysis. Based on the 8 (eight) criteria 
that used to assess the feasibility of a model whether feasible 
or not, it turns out seven criteria states is good and one 
criteria stated enough to good. It can be said that the 
exogenous and endogenous construct confirmatory factor 
analysis can be accepted, which means there is a match 
between the model with the data. 

Hypothesis test by structural equation models shown on 
figure as follow, First the value of the path coefficient Person 
Organization Fit (X1) to Job Satisfaction (Y1) of 0.411, 
meaning that if Person Organization Fit ride the Job 
satisfaction will increase by 0.411. Critical Value Ratio of 
2.40>1.96, it can be concluded that the influence of Person 
Organization Fit (X1) to Job Satisfaction (Y1) is significant. 
So the first hypothesis (H1) who stated Person Organization 

Fit significant effect on job satisfaction received.Two, the 
value of the path coefficient Leadership Support (X2) to job 
satisfaction (Y1) of 0.488, meaning that if the Leadership 
Support up then job satisfaction will increase by 0.488. 

 

 

 

 

 

 

 

 

 

 
Figure 1. Structural Equation Models 

Critical Value Ratio of 2.86>1.96, it can be concluded 
that the influence of Leadership Support (X2) on job 
satisfaction (Y1) is significant. So the second hypothesis (H2) 
which states Leadership Support significant effect on job 
satisfaction received.Three, The value of the path coefficient 
Fairness in Reward Allocation (X3) to Job Satisfaction (Y1) of 
0.581, meaning that if the Fairness in Reward Allocation up 
then job satisfaction will increase by 0,581. CriticalValue 
Ratio is 3.53>1.96. It can be concluded that the effect of the 
Fairness in Reward Allocation (X3) on Job Satisfaction (Y1) 
is significant. So the third hypothesis (H3) which states 
Fairness in Reward Allocation significant effect on job 
satisfaction received.Four, the value of the path coefficient of 
Job Satisfaction (Y1) to OCB (Y2) of 0.784 means that if the 
Job Satisfaction increases, the OCB will increase by 0.784. 
Critical ValueRatio is 5.46>1.96. It can be concluded that the 
effect of Job Satisfaction (Y1) of the OCB (Y2) is significant. 
So the fourth hypothesis (H4) who stated Job Satisfaction 
significantly influence the OCB received.Five, the value of 
the path coefficients Person Organization Fit (X1) to OCB 
(Y2) of 0.231 means that if Person Organization fit up then 
OCB will increase by 0.231. Critical Value Ratio is 
1.604<1.96. It can be concluded that the influence of Person 
Organization Fit (X1) to OCB (Y2) is not significant. So the 
fifth hypothesis (H5) which states Person Organization Fit 
significant effect on OCB rejected. Six, the Value of the path 
coefficient Leadership Support (X2) to OCB (Y2) of 0.187, 
meaning that if the Leadership Support ride the OCB will 
increase by 0.187. Critical Value Ratio of 1.428 <1.96, it can 
be concluded that the influence of Leadership Support (X2) 
on OCB (Y2) is not significant. So the sixth hypothesis (H6) 
which states Leadership Support significant effect on OCB 
rejected.Seven, theValue of the path coefficient Fairness in 
Reward Allocation (X3) to OCB (Y2) of 0.637, meaning that 
if the Leadership Support ride the OCB will increase by 
0.637. Critical Value Ratio of 4.740> 1.96, it can be 
concluded that the effect of the Fairness in Reward 
Allocation (X3) on OCB (Y2) is significant. So the seventh 
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hypothesis (H7) which states Fairness in Reward Allocation 
significant effect on OCB received.  

B. Indirect Effect 
The Indirect effect of Person Organization Fit to OCB 

mediated by Job Satisfaction.To calculate whether the 
indirect effect of Person Organization Fit (X1) to OCB (Y2) 
mediated by Job Satisfaction (Y1) is significant or not, we are 
using the Sobel test to judge from the value of path 
coefficient, standard errors and t test in each path. The result 
of the  coefficient indirectly by 0.451<value Z test (1.96) 
shows that the indirect pathway coefficient Person 
Organization Fit (X1) to Job Satisfaction (Y1) to OCB (Y2) of 
0.451 is insignificant. So that it can be said that Job 
Satisfaction does not function as a mediating variable. 

Based on the results of the calculation of the path 
coefficients and indirect effect, known t test indirect 
influence 0.452<1.96, meaning that the indirect effect of 
Person Organization Fit on OCB mediated by Job 
Satisfaction is insignificant, so it can be said that the function 
of Job Satisfaction as a mediating variable is not significant. 

Based on the results of the calculation of the path 
coefficients and  indirect effect, it turns out that the value of t 
test  the indirect effect of 0.533<1.96, meaning that the 
indirect effect of leadership Support on OCB  mediated by 
Job Satisfaction is insignificant, so it can be said that Job 
Satisfaction is not working as a mediating variable. 

C. Discussion 
The structural equation model analysis shows that person 

organization fit influence on job satisfaction. The results of 
this study is supported by the [2], [10], and [26]. The 
response of permanent lecturer Institute of Health Science in 
Surabaya were 78.76%, stated are able to apply the value 
congruence for educational backgrounds lecturer in 
accordance with the needs of the agency. Likewise, with the 
support of the suitability of the background experience of the 
lecturers in Institute of Health Science in Surabaya as 
61.06%. 

Based on the result leadership support influence on job 
satisfaction. This results was supportedby [3], [15], [27], and 
[28]. According to response of permanent lecturer at Institute 
of Health Science in Surabaya(78.76%) stated that leader 
with the full support attention when lecturers are carrying out 
the work. This support can increase satisfaction of the 
lecturer of the Institute of Health Sciences in Surabaya has a 
harmonious relationship with the leader, the time both were 
in the office and outside working hours. 

The results of structural equation modeling analysis 
showed that Fairness in Reward Allocation influence on job 
satisfaction. It is supported by[4], [29], and [16]. The 
lecturers  at Institute of Health Science of Surabaya ( 
81.42%), stated that the institution where they teach have 
standard procedures and standards are equitable in providing 
benefits for lecturers. states that the institution where they 

teach have standard procedures and equitable in providing 
benefits for lecturers. 

The results of the structural equation model analysis 
showed that job satisfaction influence on OCB. It is 
supported by[4], [30], [5], [20], [21], [4], [22],and [31]. 
Lecturersof Institute of Health Science in Surabaya can 
increase the OCB by being sincere altruism that lecturers 
always help colleagues when having problems in completing 
the work (83.19%).The results of the structural equation 
model analysis showed that Person Organization Fit not 
significant influence on OCB. The results of this study do not 
support the previous research such as[2], [9], [10], and [11]. 
In the early stages of the selection made by the 
managementof Institute of Health and Science, may not know 
whether each lecturer will be able to perform OCB well or 
not after working in the Institute as described by [32] can 
enhance the value and social maintenance as well as the 
psychological environment that supports the work. This 
suggests thatPerson Organization Fit is not significant effect 
on OCB. In the early stages of the selection made by the 
management of Institute may not know whether each lecturer 
will be able to perform OCB well or not after received 
working in the institute of Healthand Science. 

The results of the structural equation model analysis 
showed that the Leadership Supportis not significant effect 
on OCB. The study was supportedby the previous research 
such as [33] and [15]. Leadership support will be successfully 
implemented if the requirements are met is to know his 
subordinates and help them overcome problems both inside 
and outside of work. Concern leaders to assist subordinates in 
addressing the issues will not be achieved if it is not 
supported by subordinate behavior that enhance the value and 
the maintenance of social and psychological environment that 
supports the work. So Leadership support cannot influence 
OCB as subordinates not to carry out the organization's 
values and social maintenance that can support the work. 

Fairnes in reward allovation have significant effect on 
OCB. The study was supportedby the [4]. Linkage 
compensation system with objectives and strategy of the 
organization shows that the Fairness in Reward Allocation 
can be used as a basis for improving OCB that expressed a 
positive idea, develop a skills and abilities, and spread the 
goodwill institute in the community the wider scope. 

The calculations performed indirect influence of Person 
Organization Fit on OCB  mediated by Job Satisfaction can 
be known not significant, but the coefficient is 0.322 greater 
indirect than direct influence Person Organization Fit (X1) to 
OCB (Y2) of 0.231. To improve the Person Organization Fit 
on OCB through job satisfaction, although indirect effect 
shows significant results, it can still be done. It is based on 
the path coefficient indirectly influence of 0.322 is greater 
than the direct effect Person Organization Fit (X1) to OCB 
(Y2) of 0.231. This means that person Organization Fit can 
more powerful to improve OCB through Job Satisfaction 
compared directly to OCB. 
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The results of the analysis calculation indirect Influence  
of Leadership Support  on OCB  mediated by Job Satisfaction 
can be known not significant, but the coefficient is not 
directly 0.383 greater than the direct influence of Leadership 
Support (X1) to OCB (Y2) of 0.187. To increase the influence 
of Leadership Support on OCB through Job Satisfaction, 
although indirect effect shows significant results, it can still 
be done. It is based on the path coefficient indirectly 
influence Leadership Support (X2) to OCB (Y2) through Job 
Satisfaction (0.383) is greater than the direct effect of 
Leadership Support (X2) to OCB (Y2) of 0.187 means that 
Leadership Support can be more efficient to improve the 
OCB through Job Satisfaction compared directly to OCB. 

The analysis results of the calculation of the indirect 
influence of Fairness in Reward Allocation on OCB mediated 
by Job Satisfaction can be known not significant. Fairness of 
reward can be done because of achievement of reward 
lecturers satisfaction is addressed to all lecturers from top 
level to the lower level, which has contributed to the 
achievement of such goals lecturer satisfaction. Achievement 
of this reward can directly affect OCB without having to go 
through an increase in Job Satisfaction. Because the reward 
system which aims to increase organizational performance 
through the provision of lecturers satisfaction can increase 
OCB through increasing consciousness behavior that 
volunteered to help with the development of the organization's 
image as diseminate information to the organization about the 
achievements of the organization and are always responsive to 
new information that exist within the organization to improve 
lecturer satisfaction. 

V. CONCLUSION AND FUTURE WORK 
Based on the result, it can be concluded that the condition 

of permanent lecturer at Institute of Health Science in 
Surabaya. From 7 (seven) hypothesis proposed, five 
hypothesis are accepted and 2 (two) are rejected. This 
research propose a recommendation to minimize the 
occurrence of irregularities or gaps between the values 
espoused by candidate lecturer on organizational values 
(Person Organizational Fit with Organizational Citizenship 
Behavior), in the formulation suggest that the model or the 
selection and implementation of recruitment instruments to 
be reviewed. Furthermore, To build of person organization fit 
the new lecturer who passed and received in the management 
agencies in order to encourage them to adjust the values of 
individuals with value of the organization. Because although 
it seems at the time of recruitment and selection already seen 
the suitability between person organization fit with OCB not 
guarantee this will happen when they are received in the 
organization and works as apermanent lecturer.  

The Future research can extend this research by adding the 
number and type of population that is not permanent lecturer 
to know the difference between the perception of permanent 
lecturer with part-time lecturers to the influence of variables 
Person Organization Fit, Leadership Support, Fairness in 
Reward Allocation on Organizational Citizenship Behaviors 
with Job Satisfaction as intervening.This investigate isdiffer 

from the standard recruitment and selection processes in 
accordance with the policies of each Institute of Health 
Sciences in recruiting  permanent and non-permanent lecturer 
candidates is also required. 
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