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Abstrak – The purpose of this research is to analyze the relationship between organizational citizenship 

behavior (OCB) variables and employee performance, analyze the relationship between employee commitment 

variables and employee performance, analyze the relationship between organizational citizenship behavior 

(OCB) variables and job satisfaction, analyze the relationship between employee commitment variables and job 

satisfaction, analyze the relationship between variables job satisfaction on employee performance. This 

research method is quantitative through an online survey, research data was obtained by distributing online 

questionnaires to 435 SMEs owners in Indonesia who were selected using a simple random sampling method. 

Data analysis used partial least squares (PLS) structural equation modeling (SEM). ) with the SmartPLS 3.0 

software tool. The questionnaire contains statement items and is designed using a 9 scale Likert scale. The data 

analysis stages are validity testing, reliability testing and direct and indirect hypothesis testing or mediation 

effect testing. The independent variable in this research is organizational citizenship behavior (OCB) and 

employee commitment, the dependent variable is employee performance and the mediating variable is the job 

satisfaction variable. The research results show that the organizational citizenship behavior (OCB) variable has 

a positive and significant relationship with employee performance, the employee commitment variable has a 

positive and significant relationship on employee performance, the organizational citizenship behavior (OCB) 

variable has a positive and significant relationship with job satisfaction, the employee commitment variable has 

a positive and significant relationship with job satisfaction, the job satisfaction variable has a positive and 

significant relationship with employee performance. The novelty of this research is the creation of a 

relationship model for the variables organizational citizenship behavior, employee commitment, employee 

performance and the mediating role of job satisfaction variables. 
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I. INTRODUCTION 

 

 In achieving company goals, human resources have a very important role. An 

organization will continue to exist if it is supported by employees who are loyal and highly 

committed to the organization, which is shown in the attitudes and behavior of employees in 

the workplace. Positive behavior of employees or organizational members is able to support 

individual performance and organizational performance for better organizational 

development. Organizational Citizenship Behavior (OCB) is employee voluntary behavior 

that is not directly related to rewards, but contributes to organizational effectiveness. OCB is 

critical to an effective organization because it includes behaviors that are not directly related 

to task performance but are important for overall organizational performance. The concept of 

OCB was first used in the organizational research literature in the early 1980s. According to 

Asbari et al. (2021) OCB is an individual contribution that exceeds role demands at work. 

According to Hutagalung et al. (2020) stated that OCB is a choice behavior that is not part of 

an employee's formal work obligations, but supports the effective functioning of the 

organization. According to Lusiani et al. (2020) OCB is independent individual behavior, not 

directly or explicitly related to the reward system and can improve the effective functioning 

of the organization. Or in other words, OCB is employee behavior that exceeds the required 
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role, which is not directly or explicitly recognized by the formal reward system. OCB is also 

often defined as behavior that exceeds formal obligations that is not related to direct 

compensation. This means that someone who behaves OCB does not expect to be paid either 

in the form of money or a certain bonus. OCB is more about the social behavior of each 

individual to work beyond what is expected, for example: helping colleagues during breaks 

or outside working hours voluntarily. 

 
Interest in researching OCB issues is based on considerations of the importance of OCB in 

influencing the effectiveness and efficiency of team and organizational work, thereby contributing to 

overall organizational productivity. Apart from these considerations, the results of observations in the 

field show the relatively low level of employee OCB which can be seen from the lack of mutual 

helping behavior between employees and between departments, lack of employee concern for 

organizational performance in general or team performance in particular, there are still some 

employees who complain about work and various other behaviors that indicate that employees' 

organizational citizenship behavior is still not optimal. OCB is the voluntary behavior of individuals 

(in this case employees) that is not directly related to rewards, but contributes to organizational 

effectiveness. In other words, OCB is an employee's behavior not because of the demands of his 

duties but rather because of his volunteerism. According to Ismaya et al. (2020) stated that OCB 

refers to behavior intended to help coworkers, supervisors or the organization and includes actions 

such as helping coworkers, trying to increase work morale, volunteering for work that is not part of 

the job description, speaking positively about the organization to outsiders and suggest improvements 

in organizational functioning. Good organizations consist of people who are highly committed. The 

higher the commitment value of each individual, the better the organization's achievements. 

Committed people always give the best for what they commit to. Commitment in an organization can 

be defined as the attitude or behavior that a person displays towards the organization by proving 

loyalty to achieving the organization's vision, mission, values and goals. This loyalty is formed due to 

mutual trust, emotional closeness, and alignment of expectations between members and the 

organization. Therefore, a member has a strong desire to remain an important part of the organization. 

 

Several research results were conducted by many figures to determine the impact of this 

organizational commitment behavior. According to Asbari et al. (2021); Kadiyono et al. (2020) that 

employees who have high organizational commitment will be more motivated to be present in the 

organization and try to achieve organizational goals. According to Ismaya et al. (2020); Lusiani et al. 

(2020), stated that organizational commitment is related to a high desire to share and make sacrifices 

for the organization. On the other hand, high organizational commitment has a negative relationship 

with absenteeism and turnover rates as well as with levels of inactivity at work. Steers also stated that 

commitment is related to the intention to stay in the organization, but is not directly related to work 

performance because work performance is also related to motivation, role clarity and employee 

abilities. Meanwhile, in the journal written by Ismaya et al. (2020);Kadiyono et al. (2020) that 

organizational commitment has great benefits for organizational development. According to Lusiani 

et al. (2020) states that there is a high negative correlation between organizational commitment and 

the level of turnover intensity (employees leaving one company and then working for another 

company). The higher the organizational commitment, the lower the intensity of employee turnover. 

Employees who have high organizational commitment will have a low desire to leave the company. 

 

Commitment to the organization is usually measured by instruments that undergo testing. Several 

experts have tried to develop instruments that can measure the level of commitment of a person or 

team to their organization. This measurement is carried out by converting qualitative data to 

quantitative data so that a measurable value is obtained. However, there are some universal indicators 

you can use. These indicators are in the form of qualitative assessments. Organizations whose 

members have high commitment can be demonstrated by strong belief and acceptance of the 

organization's goals, a strong desire to advance the organization, and a desire to retain its members in 
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the organization. According to; Ismaya et al. (2020); Lusiani et al. (2020)) stated that organizational 

commitment is the desire of employees to maintain their membership in an organization or company 

and are willing to make high efforts to achieve the goals of the organization or company. According 

to Kadiyono et al. (2020); Lusiani et al. (2020) organizational commitment is an attitude of loyalty 

that employees have to the organization or will not leave the organization and always side with the 

interests of the organization and are serious about achieving organizational goals. Based on the 

understanding of organizational commitment according to the experts above, the researchers 

concluded that organizational commitment is characterized by a form of loyalty and self-identification 

towards the organization. Commitment to the organization does not only involve positive employee 

loyalty to the organization but also involves an active relationship with the organization, where 

employees are willing of their own accord to give everything they have to help realize the goals and 

continuity of the organization. Organizational commitment is not only a form of an employee's loyal 

attitude to the organization or company where he works, but the employee also has the desire to 

involve himself actively in improving the organization's performance by being responsible for his 

work and carrying out the assigned tasks well so that he can help achieve the goals of the organization 

or company. 

 

According to Ismaya et al. (2020);Kadiyono et al. (2020) Job satisfaction is an attitude of feeling 

satisfied and happy with one's current job. This sense of satisfaction is obtained because the company 

can meet employee needs well, such as achieving work goals, the dynamics of the work environment, 

and other aspects that support employees at work. This sense of satisfaction with work can be 

reflected through several changing attitudes such as the level of morale, discipline, motivation, 

productivity, achievement and high work performance. Job satisfaction is a general attitude towards a 

person's job which shows the difference between the amount of appreciation they receive and the 

amount they should get. Locke explained job satisfaction as a level of self-emotion that is positive and 

pleasing to oneself or an individual. Job satisfaction is an emotional state that reflects both pleasant 

and unpleasant views of their work. Job satisfaction can have an impact on employee satisfaction. 

This can be illustrated by the fact that employees who feel satisfied tend to be less absent, make more 

positive contributions, and stay with a company. Employees who feel dissatisfied tend to do the 

opposite. 

 

  

II. METHOD 

 

This research method is quantitative through an online survey, research data was obtained by 

distributing online questionnaires to 435 SMEs owners in Indonesia who were selected using a simple 

random sampling method. Data analysis used structural equation modeling (SEM) partial least 

squares (PLS) with the SmartPLS 3.0 software tool. The questionnaire contains statement items and is 

designed using a 9-point Likert scale. The stages of data analysis are validity testing, reliability testing 

and direct and indirect hypothesis testing or mediation effect testing. The independent variables in this 

research are organizational citizenship behavior (OCB) and employee commitment , the dependent 

variable is employee performance and the mediating variable is the job satisfaction variable. 

  

The hypothesis of this research is 

H1: Organizational citizenship behavior (OCB) has a positive and significant relationship with 

employee performance 

H2: Employee commitment has a positive and significant relationship with employee performance 

H3: Organizational citizenship behavior (OCB) has a positive and significant relationship with job 

satisfaction, 

H4: Employee commitment has a positive and significant relationship with Job Satisfaction, 

H5: Job satisfaction has a positive and significant relationship with employee performance 
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Fig 1 . Research Model 

  

 

III. RESULT AND DISCUSSION 

 

Model Validity Test 

Ghozali & Latan (2015) explains an indicator is declared valid if it has a loading factor above 0.70. 

Here are the results of the validity test 

 

  

 
 

Fig 2. Validity Testing 

 

In Figure 2, all statements are declared valid because they already have a loading factor above 0.70. 
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Hypothesis testing 

The following are the results of data processing for hypothesis testing using the PLS Bootstraping 

method. 

  

Table 1. Hypothesis Test 

    

  T Value 
P 

Values 

Result 

Organizational citizenship behavior (OCB) and  
employee performance 

4.586 0,000 
Supported 

Employee commitment and employee 
performance 

7.718 0,000 
Supported 

Organizational citizenship behavior (OCB) and 
job satisfaction, 

7.065 0,000 
Supported 

 Employee commitment and Job Satisfaction, 2.719 0,000 Supported 

Job satisfaction and employee performance 5.891 0,000 Supported 

 

 
 

Fig 3. Hypothesis Testing 

 

 

The relationship between organizational citizenship behavior (OCB) and employee performance 

Based on the results of data analysis, it was obtained that the p value was 0.000, less than 0.050, so it 

was concluded that there was a positive and significant relationship. The success of an industry is not 

only determined by employee behavior that is determined according to their job description (in-role 

behavior), but also employee behavior that is outside their job description (extra-role behavior). OCB 

is individual behavior that is free and explicitly rewarded. from the formal reward system, as well as 

overall encouraging the effectiveness of organizational functioning. Research According to Maesaroh 

et al. (2020); Muliati et al., (2022) concluded that organizations that want employees to do things or 

work beyond their job description are proven to have advantages compared to other companies. 
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Therefore, many companies want their employees to have OCB. According to Nugroho et al. (2020) 

argue that the benefit of OCB is that it can increase work productivity. This statement is reinforced by 

Nadeak et al. (2021) revealed that OCB can influence organizational performance. Several studies on 

the influence of the relationship between OCB and employee performance have a significant positive 

relationship. According to Maesaroh et al. (2020);Purwanto et al. (2023) proves the effect is not 

significant. Even though there are inconsistencies in research results, in general it shows that there is a 

significant positive relationship between OCB and employee performance. 

 

 

The relationship between organizational Cctizenship behavior (OCB) and job satisfaction 

Based on the results of data analysis, a p value of 0.000 is less than 0.050, so it can be concluded that 

there is a positive and significant relationship. This means that the higher the job satisfaction, the 

higher the Organizational Citizenship Behavior (OCB) and conversely the lower the job satisfaction, 

the lower the Organizational Citizenship Behavior (OCB). .WorkOCB is employee behavior that 

contributes more than the demands of their job, while job satisfaction is a positive emotional state that 

comes from assessing one's work or work experience (Kaswan, 2012). OCB is important for the 

success and sustainability of the company, so OCB needs to be raised and improved. Job satisfaction 

is an employee's perception of their job, therefore one person's job satisfaction will be different from 

others. Job satisfaction can be described by many indicators, such as suitability of salary, work 

facilities, relationships with co-workers, employee opportunities for advancement, supervision by 

leaders and also the work itself. Several previous studies indicate that OCB is an important variable. 

on job satisfaction. Organizational citizenship behavior (OCB) can be influenced by individual job 

satisfaction. Soeharto (2010) states that job satisfaction is a positive attitude and feeling towards an 

employee's work. Individuals who experience job satisfaction will be productive, have low turnover 

and are rarely absent. Muttaqien (2014) stated that job satisfaction is a worker's general attitude about 

the work they do, and has an important influence on their life, so that job satisfaction is part of life 

satisfaction. Zaman et al. (2020) stated that job satisfaction is an individual response including likes 

or dislikes, positive or negative feelings towards a job from various aspects of the job. The results of 

an interview with one of the employees. Research conducted by Yunarsih et al. (2020) suggests that 

employee job satisfaction in pharmaceutical companies shows that wages, work efficiency, supervisor 

supervision, and co-worker relationships are important factors that contribute to job satisfaction. 

 

The Relationship between Organizational Commitment and Performance 

Based on the results of data analysis, it was obtained that the p value was 0.000, less than 0.050, so it 

was concluded that there was a positive and significant relationship. According to Priadana et al. 

(2021); Quddus et al. (2020) Organizational commitment possessed by employees has very diverse 

factors, such as job opportunities which cause greater opportunities to be offered which makes 

employees have many opportunities to develop. So that employees will be able to increase their 

individual commitment to the company. Another thing is organizational support, where company 

employees think that the company has provided encouragement, given appreciation, appreciated the 

contributions that have been made to the company which results in employees feeling appreciated and 

can increase organizational commitment. Next is employee job satisfaction. Employees feel satisfied 

in doing their work because they feel the company has done it provide positive things about himself, 

his family, facilities, work environment, co-workers, and so on. This is reinforced by research 

conducted by Slamet et al. (2020); Utomo et al. (2023) which states that job satisfaction is a reflection 

of employees' feelings towards their work which causes their organizational commitment to increase. 

Based on research conducted by researchers, it shows that there is a correlation between the two 

variables between job satisfaction and organizational commitment which has a positive relationship. 

The data obtained in this research is very consistent with the phenomena that exist in the field, where 

many employees already understand the importance of implementing organizational commitment in 

the company where they work. This is proven by the sense of pride they have in not violating 

applicable rules such as being late, going on strike, and so on. If the organizational commitment of 
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employees is high, it will have a good impact on the company and the implementation of tasks will be 

more efficient and optimal. 

 

The relationship between organizational commitment and employee performance 

Based on the results of data analysis, it was obtained that the p value was 0.000, less than 0.050, so it 

was concluded that there was a positive and significant relationship.To produce good performance, it 

is necessary to pay attention to employees' organizational commitment which reflects their attachment 

to the company, can fulfill organizational goals and maintain loyalty to the company. Employees who 

have high organizational commitment will improve their performance. Based on research conducted 

by Irefin and Mechanic (2014), there is a very high relationship between organizational commitment 

and organizational performance. This was also expressed by Sunarsi et al. (2020); Supriadi et al. 

(2020); Slamet et al. ( 2020); Utomo et al. (2023)) that there is a positive relationship between 

organizational commitment and employee performance. Khan, Ziauddin, Jam and Ramay (2010) 

stated that there is a positive relationship between organizational commitment and employee 

performance. According to Priadana et al. (2021); Quddus et al. (2020) revealed that there is a 

significant positive effect between organizational commitment and performance. According to Utomo 

et al. (2023) stated that there is a positive and significant relationship between organizational 

commitment and performance. 

 

 

The Relationship between Job Satisfaction with Employee Performance 

Based on the results of data analysis, it was obtained that the p value was 0.000, less than 0.050, so it 

was concluded that there was a positive and significant relationship.Employee performance is the 

result of work, both in quality and quantity, achieved by a person, in accordance with the 

responsibilities assigned to him. Sutanto and Patty (2014) identify it as the level of absenteeism or 

attendance, the ability to meet targets, and timeliness in completing tasks. According to et al. (2020); 

Slamet et al. (2020); Utomo et al. (2023), performance is employee behavior that is appropriate to 

their role or job. According to Priadana et al. (2021); Quddus et al. (2020) that employee performance 

is influenced by job satisfaction. According to Slamet et al. (2020); Utomo et al. (2023) that OCB 

must have an impact on organizational effectiveness by adding a social framework in the work 

environment. This is reinforced by the research results of Quddus et al. (2020); Sunarsi et al. (2020); 

Slamet et al. (2020); Utomo et al. (2023)) which revealed that employee performance is influenced by 

job satisfaction. Research conducted according to Quddus et al. (2020);; Utomo et al. (2023), a new 

understanding of how to improve employee performance, states that increasing OCB will improve 

employee performance, especially if job satisfaction increases it will make a big contribution in 

improving employee performance. According to Supriadi et al. (2020); Slamet et al. (2020); Utomo et 

al. (2023) are of the same opinion that employees who have OCB will receive appreciation and 

appreciation as well as emotional satisfaction, so that these employees will improve their 

performance. 

 

According to Supriadi et al. (2020); Slamet et al. ( 2020); Utomo et al. (2023) Organizational 

Citizenship Behavior (OCB) is very important to support the effectiveness of organizational 

functions, especially in the long term. The purpose of this research is to find out the extent of current 

employees' OCB to move towards a better organization. Research data was obtained through a 

questionnaire which is a data collection technique carried out by giving a set of questions or written 

statements to respondents to answer. According to Waruwu et al. (2020); Having a strong 

organizational commitment is certainly beneficial for many parties. Both members of the organization 

and the organizations that support each other receive benefits. Among the benefits obtained are: 

Organization members will work in totality, Organization members' initiative for organizational 

progress is high so that it will give birth to many innovations, A dynamic work environment makes 

the atmosphere not monotonous or boring, A high level of solidarity, both between members and 

between departments, thus creating an atmosphere that works hand in hand, members feel 

comfortable so they feel happy, organizational members are willing to do their best, even when the 
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source of motivation is no longer there, the organization becomes a place that is longed for, the 

organization develops quickly because the people in it are happy and responsible The benefits that can 

be felt include reducing company employee retention and turnover. This is very profitable because 

many employees have been trained from the start and the company has paid money to invest in them, 

but in the end the employees resign because they feel dissatisfied with their work. Apart from that, the 

process of recruiting new employees to fill the vacancies in these positions also certainly incurs 

additional costs. . According to Zaman et al. (2020), this detrimental process can become a cycle that 

will continue if job satisfaction indicators are not properly paid attention to. Apart from reducing 

retention, turnover and costs, utilizing job satisfaction indicators can increase productivity, motivation 

and achievement. achieved by employees. Achievements that can be achieved include completing 

tasks and responsibilities on time, satisfactory work results, and achieving performance targets given 

by company management both in the short term (monthly target) and long term (annual target). In line 

with targets and even exceeding expectations, the company will certainly appreciate such as annual 

bonuses and other non-financial benefits. This can also increase employee job satisfaction and make 

them more loyal to the company. 

 

 

  

IV. CONCLUSION 

  

The results of the research show that the organizational citizenship behavior (OCB) variable has a 

positive and significant relationship with employee performance, the employee commitment variable 

has a positive and significant relationship with employee performance, the organizational citizenship 

behavior (OCB) variable has a positive and significant relationship with job satisfaction, employee 

variables. commitment has a positive and significant relationship with Job Satisfaction, the job 

satisfaction variable has a positive and significant relationship with employee performance. The 

novelty of this research is the creation of a relationship model for the variables organizational 

citizenship behavior, employee commitment, employee performance and the mediating role of job 

satisfaction variables. 
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