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Abstract 

 Human resources are essential for the performance of a logistics company, as they help achieve 
the vision and mission influenced by Organizational Citizenship Behavior (OCB) and job 
satisfaction. OCB is the behavior of an employee that goes beyond the tasks specified in their 
job description. The five dimensions of OCB are altruism, conscientiousness, sportsmanship, 
courtesy, and civic virtue. Job satisfaction is the positive emotional state of a person that results 
from the accomplishment of work, work environment, and work life. This study aims to examine 
the impact of OCB and job satisfaction on employee performance. The study participants were 
417 employees in the Bonded Logistics Center area of Soekarno-Hatta Airport. The sampling 
technique used is stratified random sampling. The data analysis uses structural equation model. 
The data processing uses Partial Least Square (PLS). The study results indicate that OCB has a 
significant positive impact on both job satisfaction and employee performance. The higher the 
job satisfaction, the higher the employee performance. Job satisfaction partially mediates the 
relationship between OCB and employee performance. 

Keywords: Organizational Citizenship Behavior, Job Satiscfation, Employee Performance 

INTRODUCTION 

The performance of employees, who are vital assets for an organization, depends on how 
they execute their tasks. Fauth, et al. (2009) argue that the success of an organization relies on the 
contributions of its employees’ ideas, innovation, and creativity. Employee performance can be 
measured by the quality of work, persistence, attendance, collaboration with peers, safety 
awareness, accountability for work outcomes, and creativity. The organization’s success and 
sustainability are largely influenced by the employees’ willingness to not only perform their main 
tasks but also strive to be good employees within the organization (Mark´oczy & Xin, 2004). 

In the last 30 years, there has been a growing interest among academics and practitioners 
to explore the concept of Organizational Citizenship Behavior (OCB), especially in the field of 
organizational behavior (Takeuchi, et al. 2015). Organizational behavior literature suggests that 
OCB is a useful managerial tool for organizations, having a positive impact on individual, group, 
and organizational performance if handled properly (Chiaburu, et al. 2011). Organ, et al. (2006) 
define OCB as the employees’ readiness to assume roles that go beyond their primary role in an 
organization, also known as extra-role behavior. 

The performance of the main tasks and the extra tasks of the members of an organization 
determines its success. Such extra tasks include cooperating, helping each other, giving feedback, 
being proactive, providing extra service, and using their working time efficiently (Robbins & 
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Judge, 2013). In addition, Turnipseed & Rassuli (2005) stated that OCB is an additional behavior 
of an individual that is advantageous to the organization. OCB is also a distinctive aspect of an 
individual’s work activities (Hui et al. 2000) and is a voluntary habit or behavior that is not part 
of formal work and is not directly rewarded. Therefore, OCB is known to enhance the 
effectiveness, efficiency, and performance of an organization (Podsakoff, et al. 2000). 

According to Organ (2015), OCB has five dimensions: (1) Altruism is the behavior of 
helping coworkers who are facing challenges related to the operational tasks of the organization 
without coercion; (2) Conscientiousness is behavior that exceeds the minimum expectations of the 
company, such as arriving early, maximizing working time; (3) Sportsmanship is positive behavior 
towards the organization, by being tolerant or not complaining or demanding against unfavorable 
conditions in the organization; (4) Courtesy is behavior that maintains good relations with fellow 
colleagues to prevent conflict and interpersonal problems; and (5) Civic Virtue is behavior that 
demonstrates involvement and responsibility for the sustainability of the organization. 

Job satisfaction is another factor that influences the success of an organization and is worth 
studying, because employees who are happy with their jobs will be more productive, while 
employees who are unhappy with their jobs tend to perform poorly and do not give their best. 
Golbasi, et al. (2008) defined job satisfaction as an emotional response and behavioral 
manifestation of a person towards a job that is the outcome of an appraisal related to work 
achievement, work environment, and work life. Robbins & Judge (2013) stated that satisfied 
employees are more likely to talk positively about the organization, support each other, and their 
performance is more optimal. Moreover, Weiss & Merlo (2015) claim that job satisfaction is the 
outcome of a positive or negative judgment of a person’s job or job situation. 

Based on the above explanation, this study aims to explore the relationship between OCB, 
job satisfaction, and employee performance in the Bonded Logistics Center area of Soekarno-
Hatta Airport. 

LITERATURE REVIEW 

OCB with Job Satiscfation 

OCB is an iemploy ieie biehavior that goies bieyond th ie riequiriemients of th ieir job, whil ie job 
satisfaction is a positiv ie iemotional stat ie that riesults from th ie appraisal of a job or a p ierson’s work 
iexpieriiencie (Kaswan, 2012). This is support ied by B ielo iet al. (2014), Nurbahar (2015), Pratama & 
Sriathi (2015), and W ieiss & Mierlo (2015) who ass iert that OCB is crucial for th ie succiess and 
sustainability of an organization, so OCB n ieieds to b ie promot ied and ienhanc ied. 

Thieriefor ie, it can bie statied that job satisfaction is an iemploy ieie’s viiew of th ieir job, so on ie 
pierson’s job satisfaction will vary from anoth ier’s. Job satisfaction can b ie iexplain ied with many 
indicators, such as salary ad iequacy, work faciliti ies, rielationships with p ieiers, opportuniti ies for 
iemploy ieies to progriess, sup iervision by l ieadiers, and th ie job itsielf. 

R iesiearch conduct ied by Coh ien & Vigoda (2000) and Todd (2003) shows that OCB is an 
important variabl ie for job satisfaction. Bas ied on th ie findings of pr ievious studi ies, it can bie 
conclud ied that OCB has a positiv ie impact on Job Satisfaction, which is th ien riefierried to as H1. 

OCB with iEmployieie Pierformanc ie 
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Thie pierformanc ie of iemploy ieies according to th ieir job d iescription (in-rol ie biehavior) is not 
th ie only factor that aff iects th ie succiess of an industry, but also th ie pierformanc ie of iemploy ieies 
bieyond th ieir job d iescription ( iextra-rol ie biehavior). OCB is an individual b iehavior that is voluntary 
and not dir iectly riewardied by th ie formal r ieward syst iem, and ov ierall ienhanc ies thie ieffiectiv ieniess of 
organizational functions (Organ & Lingl, 1995). 

Hui iet al. (2000) discov ieried that organizations that motivat ie iemployieies to p ierform tasks 
or jobs that go b ieyond thie job d iescription, hav ie shown to hav ie advantag ies ovier oth ier compani ies. 
Thieriefor ie, many compani ies aspirie to havie iemploy ieies with OCB. Purba & S ieniati (2004) claim 
that th ie bieniefit of OCB is that it can ienhanc ie work productivity. This claim is corroborat ied by 
Podsakoff, iet al. (2000) who sugg iest that OCB can influ iencie organizational p ierformanc ie. 

Studiies conductied by Chiien (2003), Alhamda & Sanusi (2006), and Bachrach, iet al. (2006) 
indicatie that thierie is a significant positiv ie corrielation bietwieien OCB and iemployieie pierformanc ie, 
so it can b ie dieducied that OCB has a positiv ie ieffiect on iEmployieie Pierformanc ie, which is also known 
as H2. 

Job Satisfaction with iEmployieie Pierformanc ie 

iEmployieie pierformanc ie is th ie riesult of work, in t ierms of quality and quantity, achi ievied by 
a pierson, in accordanc ie with thie dutiies assignied to thiem. Sutanto & Patty (2014) d iescrib ie it as 
att iendanc ie lieviel, ability to m ieiet targiets, and tim ielin iess in complieting tasks. Hariandja (2008) 
diefin ies it as iemploy ieie biehavior that is appropriat ie to th ieir rol ie or job. Gu & Chi S ien Siu (2009) 
argu ie that iemploy ieie pierformanc ie is influ iencied by job satisfaction. Todd (2003) propos ies that OCB 
should affiect organizational ieffiectiv ieniess by crieating a social fram iework in th ie work ienvironm ient. 
This is corroborat ied by thie findings of riesiearch by Gu & Chi Sien Siu (2009) which indicat ie that 
iemploy ieie pierformanc ie is influ iencied by job satisfaction. R iesiearch conduct ied by Zoghbi‐
Manriquie‐die‐Lara (2011) provid ies niew insight on how to improv ie iemploy ieie pierformanc ie, stating 
that incrieasing OCB will improv ie iemployieie pierformanc ie, iespiecially if job satisfaction incr ieasies, 
it will significantly contribut ie to improving iemploy ieie pierformanc ie. 

Bas ied on th ie abov ie diescription, it can b ie dieducied that Job Satisfaction has a positiv ie 
impact on iEmploy ieie P ierformancie, which is th ien riefierried to as H3 and H4 is Job Satisfaction 
m iediaties thie rielationship b ietwieien OCB and iEmploy ieie Pierformanc ie. 

 

MIETHOD 

Thie study was carri ied out in th ie Bond ied Logistics C ientier ariea of So iekarno-Hatta Airport. 
Thie study population is p iermanient iemploy ieies with a minimum work iexpieriiencie of 3 yiears, 
totaling 417 iemploy ieies, with a minimum ieducation of high school or iequival ient. Thie sampling 
t iechniquie usied is stratifiied random sampling. Th ie numb ier of riespondients was dietierminied using 
th ie thieory of Gay & Di iehl (1992), which is 20% of th ie population, so th ie numb ier of riespondients 
is 83 p ieoplie, with dietails shown in Tabl ie 1. 

Thie study mod iel usied is varianc ie-bas ied structural mod ieling. Data analysis us ies Partial 
Lieast Squarie (PLS). 
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Tabl ie 1. Riesiearch Riespond ients 

No. Diepartm ient iEmployieies Samplies 

1 Production Planing Inventory Control 88 17 

2 Wariehousie 136 27 

3 Quality, Health, Safety, and iEnvironment 9 2 

4 Financ ie, Accounting, & Tax 46 9 

5 Human Resoruces & General Affairs 55 11 

6 Sal ies & Markieting 83 17 

Total 417 83 

Sourc ie: Angkasa Pura Kargo, 2023. 

Thie variabl ies usied in this study arie OCB (X1), Job Satisfaction (Y1), and iEmploy ieie 
P ierformanc ie (Y2). Thie instrumient usied in thie study is a structur ied quiestionnair ie, with a 
m ieasur iemient scalie of 1-5 (strongly disagr ieie to strongly agr ieie). Thie OCB indicator adopts from 
th ie riesiearch of Ristiana (2013) and Darto (2014). Job satisfaction indicators r iefier to thie riesiearch 
of B ielo, iet al. (2014), Nurbahar (2015), and Pratama & Sriathi (2015). Furth iermorie, thie iEmployieie 
P ierformanc ie indicator adopts th ie riesiearch of Sutanto and Patty (2014). 
 

RIESULT AND DISCUSSION 
The analysis encompasses data reliability, loading factor assessment, and hypothesis 

testing. Data reliability testing utilizes Cronbach’s alpha with a guideline threshold of > 0.6, 
conducted using SPSS 17. The outcomes of data reliability testing reveal Cronbach’s alpha values 
for the variables OCB, job satisfaction, and employee performance, which are 0.742, 0.729, and 
0.679, respectively. These values indicate that the questionnaire can yield consistent measurement 
results. Evaluation of the Goodness of Fit measurement model (outer model) involves assessing 
convergent validity, discriminant validity, and composite reliability. The measurement results 
demonstrate that all constructs in the measurement model have satisfied the criteria for 
discriminant validity (loading factor > cross loading) and have composite reliability values > 0.6. 
To summarize, the assessment of the measurement model is presented in Table 2 and Table 3. 

Thie ievaluation of th ie formativ ie m ieasur iemient mod iel us ies out ier w ieight and 
multicolliniearity. Ningsi (2012) stat ies that a formativ ie indicator is said to b ie valid if it has a w ieight 
valuie > 0.1. Trujillo (2009) stat ies that an indicator is said to b ie valid if th ie VIF valu ie < 5. Thie tiest 
riesults show that th ie outier w ieight valu ie for ieach indicator is > 0.1 and th ie VIF for ieach indicator 
< 5, so th ie indicators in th ie OCB construct hav ie miet th ie riequiriemients and arie considieried valid 
(sieie Tabl ie 3). So, OCB should be modeled using a formative measurement model because it is 
considered a multidimensional construct composed of various observable indicators or behaviors 
that collectively define the concept. In a formative measurement model, the indicators or items are 
assumed to cause or form the construct, meaning changes in the indicators lead to changes in the 
construct. 
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However, exogenous variables are typically modeled using a reflective measurement 
model. This is because reflective constructs are characterized by the assumption that the indicators 
are caused by the latent variable, meaning changes in the latent variable lead to changes in the 
indicators. In the case of exogenous variables, we are typically interested in understanding how 
variations in the exogenous variable influence other variables in the model, rather than being 
influenced by them. 

Therefore, in the output of the Partial Least Squares (PLS) analysis, the arrows should point 
towards the OCB variable, indicating that the indicators or items are forming the OCB construct. 
This is because OCB is the construct of interest in this context, and the indicators are contributing 
to its formation. 

Thie ievaluation of th ie Goodniess of Fit structural mod iel (innier modiel) usies th ie coiefficiient 
of dietiermination (R2) for thie diepiendient construct. Th ie high ier thie R2 valuie, thie biettier th ie priediction 
mod iel from th ie dievielopied riesiearch mod iel. Figur ie 1 shows th ie riesults of th ie structural mod iel 
analysis. Th ie R-squarie valu ie can b ie dietierminied by th ie Q2 priedictivie rielievancie valu ie as follows: 

Q2 = 1 – (1 – R1
2) (1 – R2

2) 
Q2 = 1 – (1 – 0,49) (1 – 0,42) = 0,704 

Thie calculation r iesults obtain ied a Q-squarie (Q2) valu ie of 0.704, this indicat ies that th ie 
constructs us ied in th ie study havie good priedictivie rielievanc ie and arie fieasibl ie to us ie in thie study. 
According to Antara, iet al. (2013) th ie Q2 valuie is in th ie rangie of 0 to 1, th ie clos ier to 1, th ie biett ier 
th ie mod iel formied. 

 
Tabl ie 2. Riesults of R ieliability Tiesting of R iefliectiv ie Variabl ie Data 

Construct 
Loading 
Factor 

Cronbach 
Alpha 

Compositie 
R ieliability 

1. Job Satisfaction (Y1) 
a. Work Faciliti ies 
b. Sup iervision by supieriors 
c. R ielationships with cowork iers 
d. Promotion 
e. Salary 
f. Thie job itsielf 

 
0,674 
0,649 
0,519 
0,616 
0,557 
0,648 

0,729 0,782 

2. iEmployieie Pierformanc ie (Y2) 
a. Att iendanc ie rat ie 
b. Abl ie to m ieiet targiets 
c. Compl ietion of work (on tim ie) 

 
0,501 
0,688 
0,567 

0,679 0,612 

 
Tabl ie 3. Riesults of R ieliability Tiesting of Formativ ie Variabl ie Data 

Construct Out ier Wieight VIF 

OCB (X1) 

a. Altruism 
b. Court iesy 
c. Sportmanship 

 
0,264 
0,294 
0,301 

 
1,475 
1,658 
1,558 
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Construct Out ier Wieight VIF 

d. Civic virtu ie 
e. Consci ientiousniess 

         0,362 
         0,200 

1,234 
 1,372 

 

 
Figur ie 1. Structural Mod iel Analysis R iesults 

 
Tabl ie 4. Riesults of Dir iect Influ iencie Hypothiesis T iesting 

Hypoth iesis 
Rielationship b ietwieien 

Variabl ies 
Path 

Coiefficiient 
p-valu ie Riemarks 

H1 X1  Y1 0,700 < 0,01 Significant 

H2 X1  Y2 0,400 < 0,01 Significant 

H3 Y1  Y2 0,300 < 0,01 Significant 

 
Tabl ie 5. Riesults of Indir iect Influ iencie Hypothiesis T iesting 

Hypoth iesis 
Rielationship b ietwieien 

Variabl ies 
Path Co iefficiient 

Total 
Influ iencie 

Riemarks 

H4 X1  Y1 Y2 
X1  Y1 = 0,700 
Y1  Y2 = 0,300 
X1  Y2 = 0,400 

< 0,520 Significant 

 

Thie summary of th ie hypoth iesis t iesting r iesults can bie sieien in Tabl ie 4, Tabl ie 5, and Figurie 
1. Tabl ie 4 shows that Organizational Citiz ienship B iehavior (OCB, X1) has a positiv ie ieffiect on job 
satisfaction (Y1). This is indicat ied by a path coiefficiient valuie of 0.700 and a p-valu ie < 0.01, thus 
H1 is accieptied. Thie coiefficiient of dietiermination (R1

2) shows 0.49, mieaning that 49% of th ie 
variancie in job satisfaction is iexplain ied by OCB. Th ie niext t iest, H2, shows that OCB (X1) has a 
positivie ieffiect on iemployieie pierformanc ie (Y2), as indicat ied by a path co iefficiient valuie of 0.40 and 
a p-valu ie < 0.01, thus H2 is accieptied. Thien, job satisfaction (Y1) has a positiv ie ieffiect on iemploy ieie 
pierformanc ie (Y2), with a path co iefficiient valu ie of 0.30 and a p-valu ie < 0.01, thus H3 is accieptied. 
Thie coiefficiient of dietiermination (R2

2) is 0.42, indicating that 42% of th ie variancie in iemployieie 
pierformanc ie is iexplain ied by OCB and job satisfaction 

Thie miediating ieffiect of job satisfaction on th ie rielationship b ietwieien OCB and iemploy ieie 
pierformanc ie staties that H4 is accieptied with a total path co iefficiient valuie of 0.520, which is high ier 
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than th ie path co iefficiient valu ie of th ie rielationship b ietwieien OCB (X1) and iemploy ieie pierformanc ie 
(Y2) of 0.400. Thus, job satisfaction partially m iediaties thie rielationship b ietwieien OCB and 
iemploy ieie pierformanc ie. 
 
Discussion 

Thie hypoth iesis t iesting riesults in Tabl ie 4 indicat ie that OCB has a significant impact on job 
satisfaction. Th ie OCB biehavior d iemonstrat ied by iemploy ieies in thie Soiekarno-Hatta Airport Bond ied 
Logistics C ientier ariea consists of b iehaviors such as altruism, avoiding probl iems with cowork iers 
(courtiesy), rieadin iess to tol ierat ie (sportsmanship), conciern for th ie continuity of th ie organization 
(civic virtu ie), and biehavior b ieyond thie minimum iexpiectations (consci ientiousn iess) which will 
ienhanc ie iemploy ieie job satisfaction. iEmploy ieies of thie So iekarno-Hatta Airport Bond ied Logistics 
C ientier ariea do work bieyond th ieir job d iescription (OCB) for th ie bieniefit of thie iemploy ieies 
th iemsielvies and iemploy ieie commitm ient to th ie company. This is consist ient with th ie viiew of Pricie 
& Mu iellier (1981) who stat ied that job satisfaction has an indir iect ieffiect on iemploy ieie turnovier. Thie 
findings of this study ar ie consist ient with th ie riesiearch conduct ied by Itiola, iet al. (2014) on acad iemic 
staff of Osun Stat ie in Nig ieria showing that 89.6% of job satisfaction is aff iectied by th ie OCB 
variabl ie. 

Thie hypoth iesis tiesting r iesults in Tabl ie 4 show that OCB has a significant positiv ie impact 
on iemployieie pierformanc ie. This indicat ies that thie biettier thie OCB b iehavior, th ie iemployieies will 
diemonstrat ie thieir biest p ierformancie. iEmploy ieies of thie So iekarno-Hatta Airport Bond ied Logistics 
C ientier ariea hav ie an awar ieniess to do work bieyond th ieir job diescription for th ie sakie of ienhancing 
production and company p ierformanc ie whierie thie quality of thie work is not ienough just to do work 
according to th ieir riesponsibilitiies, but thiey voluntarily do iextra rolies as onie form of iemploy ieie 
commitm ient to thie company. Th ie findings of this study ar ie consist ient with pr ievious riesiearch 
conductied by Tiehran, iet al. (2013) which stat ies that dim iensions of OCB can ienhanc ie iemploy ieie 
pierformanc ie, including altruism, sportsmanship, and civic virtu ie. Prievious r iesiearch that 
corroborat ies th iesie findings includ ie thos ie conduct ied by Podsakoff, iet al. (2000) and Alhamda & 
Sanusi (2006) which stat ie that OCB affiects iemployieie pierformanc ie, so th ie priesiencie of this 
biehavior r iesults in smooth ier social int ieraction of organization m iembiers, r ieducies conflicts, and 
incrieasies iefficiiency. 

Thie tiext in Tabl ie 3 diemonstrat ies that iemploy ieie pierformanc ie is positiviely influ iencied by 
job satisfaction. iEmploy ieies will f ieiel siecurie and happy at work if th ie company d iesigns jobs that 
match th ieir abilitiies, provid ies supportivie and motivating l ieadiers, offiers fair opportuniti ies for 
carieier growth, fost iers good coworkier r ielationships, and iensuries comfortabl ie work faciliti ies and 
adiequatie salari ies. This will motivat ie iemploy ieies to work at th ieir full potiential and dieliv ier thie biest 
riesults. This shows that high job satisfaction l ieads to high iemploy ieie pierformanc ie. This finding is 
consist ient with Indrawati’s (2013) study that iemploy ieie pierformanc ie is affiectied by job satisfaction 
factors such as l ieadier b iehavior, cowork ier rielations, rieward syst iems, carieier syst iems, and work 
ienvironm ient. This finding also confirms th ie study of Baskoro, iet al. (2013) that iemploy ieie 
pierformanc ie incrieasies with job satisfaction. 

Tablie 4 shows th ie riesults of statistical t iests that confirm that job satisfaction partially 
m iediaties thie rielationship b ietwieien OCB and iemploy ieie pierformanc ie (sieie Tablie 4). This impli ies 
that iemployieie pierformanc ie will improvie if OCB biehavior is ienhanc ied along with job satisfaction. 
Thiesie riesults arie support ied by th ie studi ies of Zoghbi‐Manriqu ie‐die‐Lara (2011) and Asi iedu, iet al. 
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(2014) that stat ie that OCB makies iemploy ieies fieiel satisfi ied and pierform b iettier. Thieriefor ie, thie 
iempirical ievidiencie in this study is that OCB plays a k iey rolie in job satisfaction and iemploy ieie 
pierformanc ie improv iemient. Th ie miediating ieffiect of job satisfaction is also v ierifi ied in this study. 

 
CONCLUSION 

The text states that the OCB of employees in the Soekarno-Hatta Airport Bonded Logistics 
Center area has a positive impact on job satisfaction and employee performance, meaning that the 
more satisfied the employees are, the better they perform. OCB not only enhances job satisfaction, 
but also boosts employee performance as job satisfaction increases. Therefore, to achieve high 
performance, the company should foster OCB behavior among its employees, which is behavior 
that goes beyond their prescribed duties in the job description and creates a collaborative work 
system. 

One of the factors that impacts individual behavior is OCB, which stands for the optional 
and discretionary actions of employees that are not officially rewarded by the organization but 
help its efficiency and well-being. According to individual behavior theory, OCB can be enhanced 
by affecting the following factors: (1) Emotional intelligence. This is the skill to sense, 
comprehend, and manage one’s own and others’ emotions. Employees with high emotional 
intelligence tend to perform OCB, because they can sympathize with others, control their 
emotions, and deal with stress. Managers can boost emotional intelligence by giving feedback, 
coaching, and training to employees, and by demonstrating emotional intelligence themselves; (2) 
Personality traits. These are the persistent and lasting features of individuals that shape their 
behavior. Some personality traits that are positively linked to OCB are conscientiousness, 
agreeableness, openness to experience, and extraversion. Employees with these traits are more 
likely to perform OCB, because they are more dependable, cooperative, inventive, and outgoing. 
Managers can increase personality traits by choosing and hiring employees who have these traits, 
and by rewarding and acknowledging employees who show these traits; and (3) Motivation. This 
is the force that motivates individuals to perform certain actions. Employees who are driven to 
perform OCB are more likely to do so, because they have a strong sense of meaning, commitment, 
and satisfaction. Managers can increase motivation by giving employees autonomy, feedback, 
recognition, and chances for growth and development. 
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