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Abstract 
This study aims to analyze the effect of job-organizational fit, job description, and competence on 
employee performance in police institutions. The research was conducted quantitatively with an 
explanatory approach to 54 personnel at Mulyorejo Police Station, Surabaya City, using saturated 
sampling technique. Data were collected through an online questionnaire and analyzed with multiple 
linear regression and control variables of gender and marital status. The results showed that job-
organizational fit and job description have a positive and significant effect on employee performance. 
Meanwhile, competence shows a positive but insignificant effect. Simultaneously, the three variables 
together have a significant effect on employee performance, with job description as the dominant 
factor. These findings indicate the need to optimize job placement and clear job mapping to improve 
the performance of police employees in a sustainable manner. 
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1. Introduction 
The police force in Indonesia, as in many other regions, is an agency that plays a vital 

role in maintaining security and public order (Sembiring, 2023). As a law enforcement 
agency, the police are tasked with protecting citizens from various threats, both criminality 
and other security disturbances (Manasikana et al., 2019). With a responsive and 
professional police force, people can feel safer in carrying out their daily activities (Andira et 
al., 2022). In addition, the police also serve as mediators in social conflicts, helping to defuse 
tensions, and facilitating dialog between various parties to reach a peaceful solution 
(Poeloengan et al., 2022). In addition to its main task of law enforcement, the police also 
plays a role in building trust and good relations with the community (Sembiring, 2023). 
Through community programs, such as counseling and coaching, the police can get closer to 
the community, creating collaboration in maintaining neighborhood security. This is important 
to create a sense of solidarity and care among citizens, which in turn can strengthen social 
resilience. With this role, the police do not only act as law enforcers, but also as agents of 
change that support the development of safer and more equitable communities (Anshar & 
Setiyono, 2020). 

However, with such a crucial role, the fact is that currently the police institution in 
Indonesia also faces various problems that hinder its effectiveness in carrying out its duties 
and responsibilities. One of the most glaring problems is the image of the police in the eyes 
of the public, which is closely associated with corrupt practices (Muradi, 2012). Various 
surveys and reports show that police officers are often involved in corrupt practices, which 
include abuse of power, bribery, and extortion (Pancaningrum et al., 2024). Corruption not 
only damages the image of the police as a law enforcement institution, but also reduces 
public trust in them (Setiawan & Jesaja, 2022). In addition, the lack of professionalism within 
the police force is also a serious problem. Some members of the police force often lack 
sufficient skills and knowledge in performing their duties (Dwiyanto dalam Kusdarmiaji, 
2016). Inadequate training and lack of continuing education can result in unprofessional 
actions, such as abuse of power or harsh treatment of the public. This worsens the 
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relationship between the police and the community, which should support each other in 
creating security 

Another problem that has worsened the state and reputation of the police in Indonesia 
is the poor relationship between the police and the community. In many cases, repressive 
police actions against communities, especially in handling demonstrations or social 
problems, can lead to tensions and conflicts (Lahaling et al., 2023). People often feel that the 
police do not represent their interests and prioritize the interests of the elite. Therefore, it is 
important for relevant parties to work on creating a better image of the police, including by 
improving the performance of police personnel. Employee performance refers to the level of 
effectiveness and efficiency achieved by individuals in carrying out their duties and 
responsibilities at work (Hakim, 2023). In general, performance can be measured through 
various indicators, such as work quality, work quantity, work creativity, effectiveness, and 
work completion time (Umar, 2014). In an organizational context, employee performance is 
one of the main factors that determine the success of a company or institution in achieving its 
vision and mission (Aswin et al., 2022). The importance of employee performance lies not 
only in individual achievement, but also impacts the performance of the team and the 
organization as a whole (Saraswati & Pertiwi, 2020). When employees can work well 
together, it increases synergy within the team and creates a positive work environment. 
Conversely, low performance can hinder the achievement of organizational goals, cause a 
drop in morale, and even spark conflict among team members. 

Including in police agencies, personnel performance is one of the crucial aspects in 
determining the effectiveness of police institutions in carrying out their duties and 
responsibilities (Sandi & Puspa, 2023). Well-performing personnel are not only able to 
enforce the law effectively, but also contribute to the creation of a sense of security and 
public trust in the police (Utami et al., 2024). When police personnel perform their duties with 
professionalism, integrity and dedication, this will have a positive impact on the image of the 
police institution as a whole. One important dimension of police personnel performance is 
their ability to handle emergency and conflict situations. In the midst of increasingly complex 
social challenges, such as rising crime rates and changing community dynamics, trained and 
competent police personnel will be better prepared to deal with various situations. Good 
performance in critical situations not only saves lives, but also minimizes damage and 
reduces the negative impact on society. 

In various literatures, it is explained that one important aspect that is considered 
capable of influencing employee performance is job-organizational fit, which refers to the fit 
between individuals and the work they do, as well as the fit between individual values and 
organizational culture (Cable & Judge, 1996). This is because when employees feel 
comfortable with their work and work environment, they tend to perform better. When 
employees have skills and interests that match the tasks they carry out, they will feel more 
motivated and eager to achieve organizational goals (Purbaningrum & Tjahjaningsih, 2024). 
One important aspect of job-organizational fit is that employees who feel a good fit with their 
jobs tend to be more satisfied and committed. Research shows that high job satisfaction is 
closely related to improved performance (Alfani & Hadini, 2018). Employees who feel 
comfortable and integrated in their work environment are more likely to collaborate with their 
peers, contribute actively, and take initiative in completing tasks. This creates a positive work 
atmosphere and increases overall productivity. In addition, job-organizational fit also plays a 
role in reducing employee turnover and absenteeism (Khalida & Safitri, 2018). When 
employees do not feel a good fit with the job or organizational culture, they may feel 
dissatisfied and look for opportunities elsewhere. Conversely, employees who perceive a 
high fit tend to stay with the company longer, reducing the costs associated with recruiting 
and training new employees.  

In addition to job-organizational fit, another aspect that cannot be ruled out is job-
description, which refers to a document that describes the responsibilities, duties, and 
expectations associated with a particular position in the organization (Karlina & Heriyanto, 
2021). Job descriptions serve as a guide for management and employees, assisting in the 
recruitment process, performance appraisals, and career development (Khasanah & 
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Wardani, 2024). With a clear job description, both employees and supervisors can have the 
same understanding of the expectations and goals to be achieved in the position. Hence, job 
descriptions are crucial in influencing employee performance, as they serve as a guide for 
employees in understanding their roles and expectations. When employees have a clear 
understanding of what is expected of them, they are more likely to work efficiently and 
effectively in achieving set goals (Zulfikar et al., 2024).  

Furthermore, when employees know exactly what their duties and responsibilities are, 
they can better allocate time and resources to get the job done. This reduces confusion and 
increases productivity, as employees don't have to spend time figuring out what to do. A 
good job description also includes performance indicators, so employees can evaluate their 
progress and make the necessary adjustments to achieve the desired results (Raju & 
Banerjee, 2017). In addition, a good job-description can contribute to increased job 
satisfaction and employee motivation. When employees feel that their tasks match their skills 
and interests, and have a meaningful impact on the organization, they tend to feel more 
engaged and committed. This can create a positive and supportive work environment, where 
employees feel valued and motivated to give their best. Conversely, ambiguous or unrealistic 
job descriptions can lead to confusion, frustration and lower morale among employees. 

Finally, in the literature, there are also many studies that show that employee 
competence is another aspect that has an influence on their performance (Hidayat, 2021). 
Employee competencies refer to the combination of skills, knowledge, and attitudes required 
to perform tasks and responsibilities in the workplace (Pragiwani et al., 2020). Employees 
who have good competence tend to be able to complete tasks more effectively, innovate in 
the face of challenges, and contribute positively to organizational goals. Conversely, less 
competent employees may experience difficulties in carrying out tasks, which can result in a 
decrease in overall performance (Basori et al., 2017). One theory that is often used to 
explain this relationship is the Competency Model, which states that an individual's ability to 
succeed in a job depends largely on the mastery of certain competencies. According to 
research by Spencer and Spencer (1993), Competencies include not only technical aspects, 
but also interpersonal and managerial skills. Employees who have good communication skills 
and teamwork skills will be better able to overcome problems and achieve desired results. In 
other words, holistic competency development will contribute to overall performance 
improvement. In addition, the literature also shows that organizations that focus on 
developing employee competencies through training and continuing education tend to 
perform better. Investing in competency development not only improves individual skills, but 
also increases employee loyalty and job satisfaction. 

On this basis, it can be understood that there are three key aspects that may be used 
by management and related parties to improve the performance of police personnel, 
including job-organizational fit, job-description, and employee competence. Although many 
studies have been conducted to explore the influence of job organizational fit, job description, 
and employee competencies on employee performance in various sectors, research 
specifically focusing on the police context is still relatively limited. First, there is a lack of 
studies that comprehensively integrate the three variables in one research framework. Most 
studies tend to focus on one aspect, such as the effect of employee competencies or job 
descriptions separately, without considering how the three elements interact and affect 
employee performance together. In addition, previous studies have often been conducted in 
the context of business organizations or the private sector, thus paying little attention to the 
unique dynamics that exist within police institutions. The police work environment, with all its 
complexities and challenges, may require a different approach in measuring job 
organizational fit and job description relevance. For example, the pressures that police 
employees face in emergency situations may influence how they assess the fit of their jobs 
and job descriptions. 

Furthermore, while employee competencies are recognized as important factors in 
performance, there is still room to explore specific competencies needed in the policing 
context, such as interpersonal skills and the ability to make decisions under pressure. More 
in-depth research on how these competencies relate to job organizational fit and job 
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description in the police environment could provide valuable insights for the development of 
more effective training and recruitment programs. As such, there is a need to conduct 
comprehensive research that incorporates these three variables in a policing context, to 
identify how they interact and influence employee performance. This research can make an 
important contribution to the development of better human resource management strategies 
in police institutions, as well as improving effectiveness in law enforcement and public 
service. 

2. Method 
The type of research determined is explanatory research which is based on positivism 

and is used to describe changes in certain values and conditions due to changes in other 
values and conditions (Ahyar, 2020). The approach used in this research is a quantitative 
approach, where the research data used and processed are numbers, and data analysis is 
based on statistical testing (Sugiyono, 2016). The data in this study were collected through 
an online survey mechanism (distributing questionnaires using google form) conducted on 54 
personnel at the Mulyorejo Sector Police Office, Surabaya City. Since the population is below 
100 people, the sample in this study was determined using the saturated sample technique 
or population sampling. The questionnaire was submitted to respondents to meet research 
needs related to respondents' demographic information (gender, marital status), job-
organizational fit, job description, employee competence, and their performance. 

Job-organizational fit in this study refers to research by Cable and DeRue in Chuang et 
al (2016) which divides job-organizational fit into several indicators consisting of Job 
Demands-Employee Abilities Fit and Employee-Needs Job Supplies Fit. The job description 
in this study refers to research by Hasibudan in Karlina & Heriyanto (2021) which divides the 
job-description into several indicators including what to do, responsibility, skills and 
education, condition, dan types and qualities of people required for the position; employee 
competence in this study refers to Gordon's research in Basori et al. (2017) which divides 
employee competence into several indicators including knowledge, understanding, abilities 
or skills, values, attitudes, and interests; employee performance in this study refers to 
research conducted by Umar (2014) which divides employee performance into several 
indicators including work quality, work quantity, work creativity, effectiveness, and work 
completion time. These variables are measured with an ordinal Likert scale from 1 to 4 which 
shows the answers strongly disagree to strongly agree. Neutral or undecided answer options 
were eliminated to avoid bias in respondents' answers. In addition to determining the 
independent and dependent variables, this study also uses control variables in the form of 
respondent demographics, namely gender and marital status. The decision for the gender 
control variable is male = 1 and female = 0; and the decision for the marital status control 
variable is married = 1 and single = 0. 

The research data were then tested and analyzed using SPSS to determine whether or 
not the alternative research hypothesis was accepted. Data analysis in this study includes 
multiple linear regression analysis, effective contribution, and relative contribution. And 
before carrying out further testing, researchers conducted validity and reliability tests to 
determine the feasibility of the instruments used to collect data. Validity and reliability tests 
were carried out on a smaller sample of 60 samples using the help of SPSS 25 for windows 
software. Not all research items have a Pearson product moment correlation value of more 
than 0.3, namely X1.2.2; X3.1.1; X3.2.1. And as based on the statement Sugiyono (2016) 
that the minimum Pearson correlation value for conducting a validity test is 0.3. Thus all 
research items that were declared invalid were discarded and not used in further testing. It is 
also known that all variables have a Cronbach's Alpha value greater than 0.6, so based on 
the statement Darmawan (2013) that all instruments used to measure variables are declared 
reliable. 
3. Results and Discussion 
Multiple Linear Regression Analysis 

The results of multiple linear regression analysis can be seen in Table 3. Model 1 is a 
multiple linear regression analysis that only involves control variables, namely gender and 
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marital status, which are used to predict changes in the response or dependent variable, 
namely employee performance. Based on the results in model 1, it is known that the R 
square value is 0.008, which indicates that 0.8% of the employee performance variable can 
be formed by the gender and marital status variables. The F value in model 1 is 0.796 with a 
positive sign indicating that there is a unidirectional or positive relationship between gender 
and marital status on employee performance. The F value in model 1 shows 0.796, which is 
smaller than the reference limit (F table of 3.04). This means that gender and marital status 
do not have a significant effect on employee performance. The significance figure is also still 
too large, at 0.452 (ideally below 0.05), so it can be concluded that the results are not 
statistically significant. 

Table 1. Multiple Linear Regression Analysis with Control Variables 

 sign Model 1 
Control 

Model 2 Model 3 Model 4 Model 5 
Total 

Intersep  33,625 31,715 28,680 28,077 24,068 
Variable control       

Gender  0,085 
(0,232) 

0,067 
(0,345) 

0,067 
(0,317) 

0,075 
(0,276) 

0,039 
(0,553) 

Marital status  0,024 
(0,736) 

0,027 
(0,706) 

0,046 
(0,493) 

0,040 
(0,558) 

0,054 
(0,412) 

Job-Organizational Fit 
H1: Job-organizational fit 

has a significant 
influence on employee 

performance 

+  0,129 
(0,071) 

  0,186 
(0,007) 

Job Description 
H2: Job-organizational fit 

has a significant 
influence on employee 

performance 

+   0,342 
(0,000) 

 0,288 
(0,001) 

Competence 
H3: Competence has a 
significant influence on 
employee performance 

+    0,253 
(0,000) 

0,120 
(0,158) 

R2  0,008 0,024 0,124 0,072 0,159 
Adjusted R2  -0,002 0,009 0,111 0,057 0,138 

F-Hitung  0,796 1,634 9,348 5,087 7,435 
F-Tabel  3,041056 2,649979 2,649979 2,649979 2,259931 

α  0,452 0,183 0,000 0,002 0,000 
Degree of freedom (df)  2 3 3 3 5 

Source: Data Processed (2024) 

Model 2 is a multiple linear regression analysis involving job-organizational fit variables, 
along with the use of gender and marital status control variables to predict changes in the 
response or dependent variable, namely employee performance. In this model, an R square 
of 0.024 or 2.40% of employee performance variables can be formed by job-organizational fit 
variables, gender and marital status. In model 2, the F value is 1.634 with a positive sign 
indicating a unidirectional or positive relationship between the job-organizational fit, gender 
and marital status variables on employee performance. However, the F value which is 
smaller than the F table (1.634 < 2.649979) and α of 0.183 or greater than 0.05 (0.183 > 
0.05) confirms that the effect of job-organizational fit, gender and marital status is not 
significant on employee performance. 

Model 3 is a multiple linear regression analysis involving the job description variable 
along with the use of gender and marital status control variables to predict changes in the 
response or dependent variable, namely employee performance. In this model, an R square 
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of 0.124 or 12.40% of employee performance variables can be formed by job description 
variables, gender and marital status. In model 3, the F value is 9.348 with a positive sign 
indicating a unidirectional or positive relationship between job description variables, gender 
and marital status on employee performance. In addition, the F value which is greater than 
the F table (9.348> 2.649979) and α of 0.000 or smaller than 0.05 (0.000 < 0.05) confirms 
that the effect of job description, gender and marital status is significant on employee 
performance.  

Model 4 is a multiple linear regression analysis involving employee competency 
variables, along with the use of gender and marital status control variables to predict 
changes in the response or dependent variable, namely employee performance. In this 
model, an R square of 0.072 or 7.20% of employee performance variables can be formed by 
employee competency variables, gender, and marital status. In model 4, the F value is 5.087 
with a positive sign indicating a unidirectional or positive relationship between workplace 
environment variables, gender, and marital status on employee performance. In addition, the 
F value which is greater than the F table (5.087 > 2.649979) and α of 0.002 or smaller than 
0.05 (0.002 < 0.05) confirms that the influence exerted by employee competence, gender, 
and marital status is significant on employee performance. 

Finally, model 5 is a multiple linear regression analysis involving job-organizational fit, 
job description, and employee competency variables, along with the use of gender and 
marital status control variables to predict changes in the response or dependent variable, 
namely employee performance. In this model, an R square of 0.159 or 15.90% of employee 
performance variables can be formed by job-organizational fit, job description, and employee 
competence, gender, and marital status variables. In model 5, the F value is 7.435 with a 
positive sign, which indicates that there is a unidirectional or positive relationship between 
the variables of job-organizational fit, job description, and employee competence, gender, 
and marital status on employee performance. In addition, the F-count value which is greater 
than the F-table (7.435 > 2.259931) and α of 0.000 or smaller than 0.05 (0.000 < 0.05) 
indicates that the variables of job-organizational fit, job description, and employee 
competence, gender, and marital status have a significant effect on employee performance. 

The results showing that employee competence does not have a significant effect on 
performance may be influenced by several factors not examined in this study. One of them is 
the possibility of a mismatch between the competencies possessed by employees and their 
actual field of work. In some cases, task placements that do not consider employees' 
expertise and background can make their competencies not fully actualized. In addition, an 
organizational culture that is too hierarchical or lacks space for participation, as well as a 
reward system that is not performance-based can also be an obstacle to the contribution of 
competence to work results. Therefore, it is necessary to conduct further studies that explore 
aspects of work culture and organizational policies to provide a more comprehensive 
understanding. 

Effective and Relative Contributions 
Effective contribution shows a measure of the extent to which the independent variable 

makes a unique contribution to the dependent variable. That is, the effective contribution 
reflects the change in the dependent variable explained by a particular independent variable, 
after considering the influence of other independent variables. This contribution is measured 
by calculating the partial regression coefficient or beta coefficient. Meanwhile, the relative 
contribution shows how much influence the independent variable has on the dependent 
variable in percentage proportion. This contribution is measured by calculating the variance 
that can be explained by each independent variable compared to the total variance of the 
dependent variable. Effective contribution is calculated by the following formula. 

𝑆𝐸(𝑋)% = 𝑅𝑒𝑔𝑟𝑒𝑠𝑠𝑖𝑜𝑛 𝐶𝑜𝑒𝑓𝑓𝑖𝑐𝑖𝑒𝑛𝑡𝑥  × 𝐶𝑜𝑟𝑟𝑒𝑙𝑎𝑡𝑖𝑜𝑛 𝐶𝑜𝑒𝑓𝑓𝑖𝑐𝑖𝑒𝑛𝑡𝑥 × 100% ........... (1) 

While the relative contribution is calculated with the following formula. 
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𝑆𝑅(𝑋)% =
𝑆𝐸(𝑋)%

𝑅2  …………………………………………………………….(2) 

Table 2. Results of Effective Contribution and Relative Contribution 

 Regression 
Coefficient 

(Beta) 

Correlation 
Coefficient 

(r) 

R 
Square 

Effective 
Contribution 

Relative 
Contributio

n 

Gender 0,039 0,086 

0,159 

0,0034 0,34% 2,11% 
Marital Status 0,054 0,028 0,0015 0,15% 0,95% 

Job-organizational 
fit (X1) 

0,186 0,137 0,0255 2,55% 16,03% 

Job description 
(X2) 

0,288 0,342 0,0985 9,85% 61,95% 

Competence (X3) 0,120 0,253 0,0304 3,04% 19,09% 
All independent 

variables 
   0,159 15,92% 100% 

Source: Data Processed (2024) 

Based on this table, it can be seen that the variable that has the highest or dominant 
influence on employee performance at Mulyorejo Police Station, Surabaya City which is the 
research sample is Job-description which has an effective contribution of 0.0985 to the 
overall R square. Or in percentage terms, this variable contributes 61.95% of the total 
contribution of all independent variables analyzed in this study in forming the dependent 
variable of employee performance. 
4. Conclusions and Suggestions 

This study shows that job-organizational fit and job description have a significant effect 
on employee performance at Mulyorejo Police Station, with job description as the dominant 
factor. In contrast, employee competence did not have a significant effect. These findings 
emphasize the importance of job clarity and organizational fit in improving performance. 
Therefore, it is recommended that Polsek Mulyorejo clarify and socialize job descriptions 
regularly, as well as implement a job placement system that considers individual and 
organizational fit. Although competency is not yet significant, training still needs to be 
directed to the needs of daily tasks. Further research should expand the object and consider 
additional variables such as organizational culture or reward system to understand the 
relationship between competence and performance more thoroughly. 
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