10P Conference Series
Earth and Erwlronmental Sclence

15t Workshop on Matrology for Agricutture
and Foresty (METROAGRIFOR)

Tha opan access joumal far conference p o edin gs
lopscknce.org pes

OP Pubiishing




IOP Conference Series: Earth and Environmental Science

PAPER « OPEN ACCESS You may also like

- Production-Based Education Model for

The antecedents of employee’s performance: case imwoving Technical and vocauonal

Teachers Ability

study of Nahdlatul Ulama University of Surabaya, H Saputro, Suhamo, | Widiastuti et al.

- Organizational citizenship behavior as

I ndOneSIa antecedents and outcome in era

technology
Saptaningsih Sumarmi and Heru Kurnianto

To cite this article: R R Mardhotillah et al 2021 IOP Conf. Ser.: Earth Environ. Sci. 747 012112 Tjahjono

- Analysis of the influence of 5S work

implementation culture on employee
performance
Abdullah’ Azzam, Sri Indrawati, Chairul

View the article online for updates and enhancements. Saleh et al.

243rd ECS Meeting with SOFC-XVIII

Boston, MA ¢ May 28 - June 2, 2023

Abstract Submission Extended
Deadline: December 16

Learn more and submit!

This content was downloaded from IP address 103.106.72.2 on 09/12/2022 at 04:04


https://doi.org/10.1088/1755-1315/747/1/012112
/article/10.1088/1757-899X/306/1/012052
/article/10.1088/1757-899X/306/1/012052
/article/10.1088/1757-899X/306/1/012052
/article/10.1088/1742-6596/1823/1/012005
/article/10.1088/1742-6596/1823/1/012005
/article/10.1088/1742-6596/1823/1/012005
/article/10.1088/1742-6596/1367/1/012044
/article/10.1088/1742-6596/1367/1/012044
/article/10.1088/1742-6596/1367/1/012044
https://googleads.g.doubleclick.net/pcs/click?xai=AKAOjsswcnhByM4zu0qUM4tBbjH3ZnlrHPx8NZXdXHrDAYJe5tbGt4grGIgiwsivta2mPXGW779v9kAAwoOjQoE9j5rZdvjyyoQ19-Sx2QwcrRqdHG12YNUcaU8YUJNeN_Ey-VwDpQUg_55wnAf5m729qn1ojoh40QLYKfxdWCqNzXSclQSV8Ib5UtRXzgg4VUwqBczXyLdETcCS0pHS2nZ8s2JJvP6RIAUzpXPoWZ1f3vaWz2DKdGGOBge1BJYx8pOwJ0Hkn0UePKwJDATH71_CsFsFSaO2NBlFNvOR_KSi9KDxAg&sai=AMfl-YRCzEpEA6WUeRVzZABGfdgHsDoKqzI6E6J0zf_Jm8h-aBWeD8SfdlU_vo1GkRTYYfljqlC8bvT85SiXtodZ1g&sig=Cg0ArKJSzFRLIb1UjxJU&fbs_aeid=[gw_fbsaeid]&adurl=https://ecs.confex.com/ecs/243/cfp.cgi%3Futm_source%3DIOP%26utm_medium%3Dbanner%26utm_campaign%3D243AbstractExtended

3rd International Conference on Environmental Geography and Geography Education IOP Publishing
IOP Conf. Series: Earth and Environmental Science 747 (2021) 012112 doi:10.1088/1755-1315/747/1/012112

The antecedents of employee’s performance: case study of Nahdlatul Ulama
University of Surabaya, Indonesia

R R Mardhotillah'", D F Karya', C Saadah’, R A Rasyid'

' Management Department — University of Nahdlatul Ulama Surabaya (UNUSA)

? Post Graduate Program, Faculty of Economics and Business, Nahdlatul Ulama
University of Surabaya

*email: rachma.rizqina@unusa.ac.id

Abstract. The success of an organization in achieving its goals is not separated from the existence
of creative and quality Human Resources (HR). Employee participation in doing the best for the
organization's success. Human resources are a determining factor in carrying out good work to
achieve organizational goals for the better. The purpose of this study was to identify the influence
of Organizational Citizenship Behavior (OCB) on employee performance with job satisfaction as a
mediating variable. The sample in this study were 70 permanent employees of the education
administration of the Nahdlatul Ulama University in Surabaya, using total sampling techniques.
This research is quantitative, in collecting data by distributing questionnaires then analyzed using
method Partial Least Square (PLS)with SmartPLS 2.0 software. The results showed that
Organizational Citizenship Behavior (OCB) had a significant direct effect on employee
performance and job satisfaction, and job satisfaction had a significant direct effect on employee
performance. This study also shows that job satisfaction can mediate the influence of
Organizational Citizenship Behavior(OCB) on partial employee performance.

1. Introduction

One of organization that involves a large number of human resources is educational institutions such as
universities. More and more universities are now easily found anywhere, especially private universities
including Surabaya, East Java. This competition makes universities demanded to improve and maintain
the quality that is in the organization, and like what has been mentioned before, one of the important
elements is human resource.

An organization's progress requires employees who are able to do more than their usual tasks, where
employees provide performance that exceeds the expectations targeted by their superiors [1]. Employees
who are willing to do more than just their main tasks, or tasks that are not listed in their job descriptions,
are termed Organizational Citizenship Behavior (OCB) behavior. Organizational Citizenship Behavior
(OCB) is behavior carried out by an employee that exceeds formal work obligations, but has a good
impact because it supports organizational effectiveness. Individuals who show Organizational Citizenship
Behavior (OCB) have better performance and receive higher performance evaluations from their
organizations [2].

When Organizational Citizenship Behavior (OCB) behavior carried out by Unusa permanent
employees can produce good employee performance so that the organization will run smoothly. OCB
behavior on employees produces good employee performance, because the work can be completed on
time, and there is good teamwork. OCB had a significant positive effect on employee performance. This
illustrates that the better the behavior of OCB, the employee will show the best performance [3].

Based on interviews with several Unusa employees about Organizational Citizenship Behavior
(OCB), it is known that there are employees who are willing to do OCB and some are less willing.
Employee A is willing to do OCB because they feel responsible for their work, and feel that if they help
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each other in completing shared tasks, the work can be completed well and on time. Employee B does not
do OCB because of the influence of jealousy towards fellow employees, because there is an employee
who does not do a good job but he gets a bigger salary than employee B. Employee C sometimes does
OCB because of other motivating things such as incentives provided can after doing the work, and if there
is no incentive then employee C will not do OCB.

Based on field observations, the lack of OCB in Unusa employees is seen when there is an event that
is done part A, employees in part B and others do not want to help with a reason that the activity is not the
task of Part B. The desire to get rewards or rewards material and non-material such as better salary or
income, career and position. Some people do insincere work by just looking for a name, in front of the
leader as if it were the work he was doing basically it was the work of other employees under him who
worked hard but were never seen.

Problem research interest in Organizational Citizenship Behavior (OCB) at Unusa was based on the
consideration of the importance of OCB in influencing the effectiveness and efficiency of team and
organizational work, thus contributing to overall organizational productivity. In addition to these
considerations, through field observation showed the relatively low OCB of employees which can be seen
from the lack of mutual assistance between employees and between sections, lack of employee concern
for organizational performance in general or teamwork in particular, there are still some employees who
complain about work.

2. Theoritical Framework

2.1 Organizational Citizenship Behavior (OCB)
Organizational Citizenship Behavior (OCB) as behavior outside the formal requirements of work that
provides benefits to the organization [4]. Organizational Citizenship Behavior (OCB) is the employee's
own behavior that arises without coercion from others because they feel comfortable in the company,
which naturally leads to positive behavior to carry out their work as well as possible, working beyond
office hours so that work is completed quickly, happily assisting his friends in doing joint tasks [5].
According theory of OCB identified dimensions in OCB namely Altruism, Conscientiousness,
Sportmanship, Courtessy and Civic Virtue [5].

2.2 Employee Performance

Performance is the achievement of organizational goals that can form quantitative and qualitative
outputs, creativity, flexibility, dependability or other things that can be desired by the organization.
Performance emphasis can be short-term or long-term, also at the individual, group or organizational
level. Individual performance contributes to group performance which further contributes to
organizational performance. In highly effective organizations, management helps create positive
synergies, that is, as a whole that is greater than the sum of its parts. At any level there is no one
criterion that precisely reflects performance [6].

2.3 Job Satisfaction
Job Satisfaction is a general attitude towards one's work, the difference between the amount of reward
received by a worker and the amount they believe they should receive [7]. Satisfaction occurs when
individual needs are met and related to the degree of likes and dislikes associated with employees; is a
general attitude held by employees that is closely related to the rewards they believe they will receive
after making a sacrifice. Job satisfaction, in principle, refers to one's attitude, which is the
compatibility between one's expectations of something and what he really receives. Some experts put
forward an understanding of job satisfaction among others as expressed which states that job
satisfaction as an emotional response to work situations, which is often determined according to how
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well the results achieved in meeting or exceeding expectations, and can represent several related
attitudes [8].

2.4 Hypothesis

Relationship of Organizational Citizenship Behavior (OCB) to Employee Performance. Organizational
Citizenship Behavior (OCB) is an individual contribution that exceeds the demands of roles at work
and is rewarded by the acquisition of task performance [9]. OCB involves several behaviors including
helping others, volunteering for extra tasks, complying with rules and procedures at work. These
behaviors describe "employee added value" which is a form of prosocial behavior, namely positive,
constructive and helpful social behavior. Organizational Citizenship Behavior (OCB) has a direct and
significant influence on employee performance variables [10]. Thus it can be interpreted that OCB's
increasingly strong behavior can improve employee performance in a certain period of time with
agreed targets and standards. The stronger the company creates Organizational Citizenship Behavior
(OCB) behavior to employees, the employee performance shown will be more optimal. Based on the
explanation above: H1: Organizational Citizenship Behavior (OCB) has a significant effect on
employee performance.

Relationship of Organizational Citizenship Behavior (OCB) to Job Satisfaction. Job Satisfaction
is a general attitude towards one's work, the difference between the amount of reward received by
workers and the amount they believe they should receive, satisfaction occurs when individual needs
are met and related with the degree of liking and dislike associated with employees; is a general
attitude held by employees that is closely related to the rewards they believe they will receive after
making a sacrifice [11]. Organizational Citizenship Behavior (OCB) has a significant effect on job
satisfaction [3]. The better OCB behaviors exhibited by employees include altruism, courtesy,
sportmanship, civic virtue and conscientiousness, will increase the employee job satisfaction.
Therefore: H2: Organizational Citizenship Behavior (OCB) has a significant effect on Job Satisfaction.

Relationship between Job Satisfaction and Employee Performance. Performance is the result
obtained by an organization whether the organization is profit oriented and non-profit oriented which
is produced during a period of time, or performance is the result of a work or process of achieving the
objectives of an activity [12]. Employee job satisfaction has a significant effect on employee
performance. This indicates that the more satisfied the employees are, the more employees will show
their best performance [13]. Conversely, if employees are not satisfied at work, it will have an impact
on declining performance. Therefore: H3: Job satisfaction has a significant effect on Employee
Performance.

Relationship Job Satisfaction mediates the relationship between Organizational Citizenship
Behavior (OCB) on employee performance. OCB behavior is not listed directly in the employee's job
description but it is desirable because this behavior has a positive effect on the sustainability of the
organization. Job satisfaction is a positive feeling or an emotional that is felt by every employee of the
situation in the work environment, and satisfied with what he has obtained such as being satisfied with
the condition of the work environment with friends and with superiors, a sense of respect and getting a
good addition that reword or other needs obtained and can provide a sense of satisfaction that arises
from the employee. Employee performance is a result of work in quality and quantity that has been
achieved by an employee in doing his job properly, so that it can provide results for the company. Job
satisfaction mediates partly the relationship between OCB and performance [3]. Increased OCB
behavior accompanied by increased job satisfaction will be able to provide a better influence on
employee performance. Based on this explanation: H4: Job Satisfaction mediates the relationship
between Organizational Citizenship Behavior (OCB) on Employee Performance.
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3. Research Methods

The population in this study were 70 permanent employees with a minimum service period of one year at
the Nahdlatul Ulama University in Surabaya. The sample size in this study as same as the total population
using a total sampling technique. Since the number of questionnaires that can be used does not meet the
minimum sample requirements for SEM research techniques, this research uses an alternative analysis
technique, namely Partial Least Square (PLS) which is able to accommodate a small sample. So, the
number of samples used in this study was 70 samples.

4. Result

Before testing the hypothesis, the measurement validity test is performed. Based on the results of the
measurement validity test, there are several measurement items that must be excluded from the research
model. Based on outer loading for OCB variables consisting of ALT4, CST3, CST4, SPS2, SPS3, SPS4
and SPS 5 must be eliminated because they do not meet the cut off value of 0.5. In addition, there are
several other variables whose indicators do not meet the cutoff value, namely employee performance
consisting of EP3, EP4, EP6, EP9, EP10 and EP11. Similarly, for job satisfaction variables some
indicators that must be eliminated are JS15 and JS17.

After testing the validity of measurements, the next step is test the reliability by looking at composite
reliability scores. Composite reliability tests the reliability value between the indicator blocks of the
construct that makes it up. The cutoff value of reliability is 0.7.

Table 1. Composite Reliability.

Variable Composite Reliability

EP 0,917999
JS 0,944469
0CB 0,889326

(Source: Primary Data, 2019)
Based on the table above it can be seen that there is no value below the cutoff value. It shows that all
variables meet the reliability standard.

Table 2. Hypothesis Test.
Hypothesis  Original Sample (O) T Statistic Result

JS->EP 0,221296 2,559114  Accepted
OCB->EP 0,708746 10,43307 Accepted
OCB->JS 0,736122 9,234184  Accepted

(Source: Primary Data, 2019)
In this path coefficient the cutoff value can be seen in the t-statistic table. If t-statistics has a value greater
than or equal to 1.96 then the effect of the variable is significant, but if it is less than 1.96 it can be said
that the effect of the variable is not significant. Based on hypothesis testing, it is known that all
hypotheses are accepted.

5. Discussion

From the result it can be concluded that employees at Unusa have higher Organizational Citizenship
Behavior (OCB) behavior, so the employee's performance shown will be more optimal with the mutual
helping attitude shown by employees in working and maintaining good relations to colleagues also can
provide a better employees performance. The lowest value of the Organizational Citizenship Behavior
(OCB) on indicator ALT2 and SCSC2 is about when a colleague does not come to work then is happy to
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help his work and employees always make a list of work plans in advance. While the lowest value of
employee performance on EP5 is about doing work carefully. From the results of this research it can be
concluded that the Organizational Citizenship Behavior (OCB) of Unusa employees can help coworkers
well but when coworkers often do not come to work so the urgent work must be completed which make
other employees help in to complete it, so that the list of work plans that have been made often neglected
or not in accordance with the plan and also sometimes it makes the result is not as expected and hampered
by being distracted by other work.

From the results of this study it can be concluded that employees at Unusa have Organizational
Citizenship Behavior (OCB) behavior, the higher the OCB behavior carried out by employees, it will
increase employee job satisfaction. Organizational Citizenship Behavior (OCB) behavior conducted by
Unusa employees by showing concern for others, preventing problems with co-workers, ability to behave,
caring for the survival of the organization and behavior beyond the minimum requirements that will
improve employee job satisfaction. Based on these results it can be described that Unusa employees can
complete their work in accordance with company procedures, and maintain good relations and help each
other in completing work so as to create job satisfaction for employees in the company due to teamwork
that can provide comfort and create a family atmosphere with colleagues work resulting in employee
satisfaction. To increase Unusa employees job satisfaction it can be done by providing feedback so that
employees are enthusiastic in working as a case to promote employees to continue higher education and
to promote promotions with an objective assessment. Lack of opportunities for promotion and promotion
to continue higher education can reduce employee job satisfaction.

From this it can be concluded that employees who feel satisfied in their work both in terms of the
resulting work environment that is comfortable and financially received by employees in the form of
salary increases and incentives provided by the company, employees are increasingly motivated by the
employee will automatically give the best performance for the company. Conversely, if employees are not
satisfied with what is provided by the company and the convenience of working, it will have an impact on
reducing employee performance. Based on these results it can be illustrated that when Unusa employees
get high levels of job satisfaction, employees will give their best performance, especially when having
colleagues who can make work comfortable and establish a friendly atmosphere in the environment, it
will make employees give their best performance by working as optimal as possible and cooperate with
each other in achieving company success.

This research shows the results that an increase in Organizational Citizenship Behavior (OCB)
behavior accompanied by increased job satisfaction will be able to provide a better influence on employee
performance. When Unusa employees get satisfaction from the company as given benefits and salaries in
accordance with their performance, employees will be happy and satisfied, working environment within
the company, good relationships that are always established with colleagues, thereby increasing
Organizational Citizenship Behavior (OCB) behavior for always give the best at work. In these results,
Unusa employees can be described that job satisfaction can be an intermediary between Organizational
Citizenship Behavior (OCB) with employee performance because with the behavior of helping colleagues
who need help and always maintaining good relations can cause satisfaction to employees so as to make
employees do the job happily heart so that the performance is getting better and optimal. The higher the
Organizational Citizenship Behavior (OCB), job satisfaction will also increase, because when employees
feel satisfaction at work, the employee's performance will also increase.

6. Conclusion

Based on the result of the discussion, that an increase in Organizational Citizenship Behavior (OCB)
behavior accompanied by increased job satisfaction will be able to provide a better influence on employee
performance and. The higher the Organizational Citizenship Behavior (OCB), job satisfaction will also
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increase, because when employees feel satisfaction at work, the employee's performance will also
increase.
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