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Abstrak 

Organizational citizenship behavior bukanlah hal baru dalam dunia kerja khususnya beberapa bidang khusus yang juga 

menerapkan perilaku organisasi. Pada dasarnya, organizational citizenship behavior sangat membantu dalam mengatur, 

mengontrol, dan menyelesaikan berbagai persoalan sekaligus meningkatkan komunikasi antar peranan dalam kelompok 

kerja. Selain itu, perusahaan saat ini perlu meningkatkan kemampuan organisasi untuk beradaptasi dengan perubahan 

lingkungan yang semakin kompleks. Tujuan utama penelitian yakni menganalisis menganalisis faktor-faktor yang 

mempengaruhi organizational citizenship behavior karyawan pasca pandemi Covid-19. Sampel dalam penelitian ini 

berjumlah 210 responden yang ditentukan dengan pendekatan convenience sampling. Pengumpulan data menggunakan 

instrumen kuesioner yang kemudian dibagikan secara online. Analisis data menggunakan aplikasi SPSS dengan 

menampilkan hasil pengolahan data melalui uji instrumen penelitian dengan uji validitas dan reabilitas, analisis regresi 

berganda, koefisien determinasi dan uji hipotesis. Berdasarkan hasil analisis data menyimpulkan quality of work life, 

organizational culture dan job satisfaction berpengaruh positif dan signifikan terhadap organizational citizenship behavior. 

Implikasi penelitian menginformasikan perilaku menolong karyawan dapat meningkatkan semangat dan keeratan serta 

perasaan saling memiliki diantara anggota kelompok sehingga akan meningkatkan kinerja organisasi dan membantu 

organisasi menarik dan mempertahankan karyawan yang baik.  

Kata Kunci: Quality of Work Life, Organizational Culture, Job Satisfaction, Organizational 

Citizenship Behavior 

Abstract 

The globalization era that every nation faces have made the world open and connected. This requires the awareness and 

readiness of human resources that openness becomes something real. On the other hand, companies need to encourage 

better employee engagement to increase HR awareness within the organization's scope. The main objective of the research 

is to analyze the effect of organizational trust and organizational justice on the employee engagement of millennial 

workers. The sample in this study amounted to 150 respondents, who were determined by the convenience sampling 

approach. Data collection uses a questionnaire instrument which is then distributed online. Data analysis uses the SPSS 

application by displaying data processing results through research instrument tests with validity and reliability tests, 

multiple regression analysis, coefficient of determination, and hypothesis testing. Based on the data analysis results, 

organizational trust and justice positively and significantly affect employee engagement. The research information implies 

that increasing engagement can be carried out with encouragement from company leaders through mutual trust, mutual 

understanding, mutual respect, and learning to live in differences among fellow employees in their workplaces.  

Keywords: Quality of Work Life, Organizational Culture, Job Satisfaction, Organizational Citizenship 

Behavior 
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INTRODUCTION 

In organizations it is often found that 

employees are quick to respond to 

problems experienced by other people or 

employees, then try to help as soon as 

possible, even without being asked 

(Sofiyan et al., 2022). Some employees 

know their friend's problems but need to 

show behavior to help, only when asked to 

help is there a response (Umiyati et al., 

2022). Some employees are indifferent to 

the problems of their friends, do not want 

to help, and even when asked for help, do 

not respond (Inrawan et al., 2022). Such 

behaviors will affect employees' progress 

personally and the organization or 

company (Djajasinga et al., 2021). The 

essence of quality of work life is 

fundamental for companies to build strong 

organizational citizenship behavior 

(Wibowo et al., 2022). Study results from 

(Hastuti & Wibowo, 2020) and 

(Wulandari, 2021), concluded that there is 

a significant influence between the quality 

of work and organizational citizenship 

behavior. Improving the quality of work 

life is needed to create job satisfaction as a 

trigger and shaper of good organizational 

citizenship behavior (Simatupang et al., 

2022). 

The strength of culture lies in 

recognition of a sense of belonging, a 

sense of trust, and a sense of responsibility 

for its existence (Hartini et al., 2021). If 

the notion of culture is in the 

organizational phrase, then the basic 

elements of culture are in the 

organizational culture (Anggoro KR et al., 

2022). Organizational culture is the values 

and norms adopted and carried out by an 

organization related to the environment in 

which it carries out its activities 

(Lunenburg, 2011). In outline, the 

organization is a place for the interaction 

of its members to achieve goals, so the 

organization needs values recognized and 

trusted by members (Ke & Wei, 2008). 

The involvement of employees in the 

organization is very large, they come from 

various cultures and bring different 

customs and fields of knowledge from 

different educational backgrounds, this is 

where the importance of organizational 

management and a guide for organizational 

members is born (Lin et al., 2017). The 

urgency of organizational culture in the 

company's scope is considered very 

important to encourage the quality of 

employees' organizational citizenship 

behavior (Ng’ang’a & Nyongesa, 2012). 

Studies (Arundita et al., 2021) and (Satria 

et al., 2021) confirm the organizational 

culture aspects of the company play an 

important role in increasing organizational 

citizenship behavior. When the 

organizational culture that contains the 

values, norms, and rules that exist in 

organizational management experiences 

degradation, the impact is a decrease in 

organizational citizenship behavior. 

Employee job satisfaction 

significantly affects organizational 

performance, namely increased 

performance achievements, increased 

target output achievements, and strong 

intrapersonal relationships between 

employees and superiors and organizations 

globally (Al-Zu’bi, 2010). Cases are often 

found related to employee dissatisfaction 

in organizations including decreased 

organizational productivity, loss of 

customer trust, many employees leaving 

the company, and decreased quality and 

products (Foote et al., 2008). In more 

serious cases, if superiors or the 

organization do not pay attention to this, it 

will have a very large impact, resulting in a 

decrease in consumer credibility and trust, 

bankruptcy, and mass termination of 

employment (Tharikh et al., 2016). This 

was also confirmed by a study from 

(Mahmudi & Surjanti, 2020) and (Iskandar 

& Liana, 2021), which states that there is a 

significant relationship between job 
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satisfaction and the organizational 

citizenship behavior of employees. 

Employees with high motivation can 

be seen in their behavior when doing their 

work personally and showing an active 

role in a group of workers carrying out 

activities (Caprara et al., 2006). His 

behavior is also accompanied by mental 

factors, such as perseverance, 

thoroughness, and a strong will to achieve 

what is desired (Jyoti, 2013). The 

employee's motivation is based on 

something that is the essence of what is 

thought and expected by doing his job. 

Maximum effectiveness of organizational 

citizenship behavior can be achieved if the 

company can improve the quality of work 

life of its employees and implement a 

comprehensive and fair organizational 

culture (Banerjee & Banerjee, 2013). 

Besides that, it is important for companies 

to pay attention to aspects of employee job 

satisfaction in the corporate environment 

to obtain feedback on matters they feel are 

dissatisfied with company policies. In 

accordance with this background 

explanation, the main objective of this 

research is to analyze what factors affect 

employees' organizational citizenship 

behavior after the Covid-19 pandemic. 

 

LITERATURE REVIEWS 

Quality of Work Life 

The quality of work life usually 

refers to whether or not the work 

environment is favorable for a person (Lie 

et al., 2022). By paying attention to this, 

employee performance can increase and 

ultimately provide benefits to the 

company. According to (DeCenzo et al., 

2016), quality of work life is a process in 

which the organization responds to the 

needs of employees by developing 

mechanisms to allow employees to 

contribute fully and participate in making 

decisions and managing their work life in a 

company (Paramitha & Rijanti, 2022). 

Meanwhile, according to (Robbins & 

Judge, 2022) quality of work life is a very 

important thing and is necessary for the 

company to attract and retain its employees 

so that they are also loyal to the company. 

The results of several previous studies, 

such as (Hastuti & Wibowo, 2020); 

(Wulandari, 2021); (Widiyanti & Rizal, 

2022), suggest the quality of work life is 

an important stimulant to improving 

organizational citizenship behavior of 

employees. This is because many 

managers are trying to reduce 

dissatisfaction with their employees' 

quality of work life. Therefore, based on 

several previous research results, this study 

is carried out to develop hypotheses: 

H1: Quality of work life affects 

organizational citizenship behavior 

Organizational Culture 

(Martins & Terblanche, 2003), 

defines organizational culture as a system 

of shared meaning held by its members to 

distinguish the organization from other 

organizations. (Lunenburg, 2011) 

explained the elements of organizational 

culture regarding; science, belief, art, 

morals, law, customs, behavior/habits 

(norms) of society, basic assumptions, 

value systems, learning/inheritance, and 

issues of external adaptation and internal 

integration. Organizational culture has a 

direct impact on employee performance 

and well-being (Al-Musadieq et al., 2018). 

A healthy culture addresses both areas by 

finding an appropriate balance based on 

the organization's values. Organizations 

must emphasize work processes, so 

employees feel that their physical and 

mental health is being cared for (Habib et 

al., 2014). Research results (Mahmudi & 

Surjanti, 2020); (Hayati, 2020); (Rulianti 

& Pardede, 2022), emphasized that 

companies that pay attention to the 

implementation and supervision of 

organizational culture will affect the level 
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of organizational citizenship behavior of 

employees at work. Therefore, based on 

several previous research results, this study 

is carried out to develop hypotheses: 

H2: Organizational culture affects 

organizational citizenship behavior 

Job Satisfaction 

(Stephen & Coutler, 2009) define job 

satisfaction as a positive feeling about 

one's job resulting from an evaluation of 

the character of his work. (Mahmudi & 

Surjanti, 2020), defines job satisfaction as 

the fulfillment and satisfaction of certain 

needs related to one's work. Meanwhile, 

according to (Kafui Agbozo et al., 2017), 

job satisfaction is an affective or emotional 

response to various aspects of a person's 

work, and job satisfaction owned by an 

individual reflects the degree to which a 

person likes his job. Job satisfaction is 

important to study in the study of 

organizational behavior because knowing 

job satisfaction will make it easier for the 

organization to develop the organization 

(Eslami & Gharakhani, 2012). Job 

satisfaction is a form of pleasure from 

what has been done, but job satisfaction is 

subjective (Azeem & Akhtar, 2014). The 

higher a person's job satisfaction, the more 

positive his attitude about the job, and vice 

versa. Studies conducted by (Aisyah, 

2020); (Yulianto, 2021); (Sholikah & 

Frianto, 2022), concluded that there is a 

positive and significant effect of job 

satisfaction on OCB. Therefore, based on 

several previous research results, this study 

is carried out to develop hypotheses: 

H3: Job satisfaction affects organizational 

citizenship behavior 

Organizational Citizenship Behavior 

For the organization to experience 

change and progress, the organization 

needs employee performance that follows 

their role (in-role) and tends to work 

behavior that exceeds their role (extra-

role). Work behavior that is appropriate to 

their role shows that employees do work 

only according to the tasks in the job 

description, while work behavior that 

exceeds their role is that employees give 

something more than formal work 

standards, and is called organizational 

citizenship behavior (OCB) (Hastuti & 

Wibowo, 2020). OCB is behavior in an 

organization that is not directly rewarded 

by the formal reward system 

(Swaminathan & Jawahar, 2013). This 

means that employees with OCB behavior 

are willing to work more than their main 

obligations, such as being willing to help 

co-workers who have excessive workloads 

without expecting anything in return and 

coming to work early if needed (Romy et 

al., 2022). An organization will succeed in 

achieving its goals if it has employees who 

are not only doing their main tasks but are 

also willing to do other extra tasks, such as 

being willing to help each other, 

participate actively, provide advice, and 

provide extra services to service users 

(Foote et al., 2008). Thus, employee 

behavior beyond the assigned tasks 

contributes to organizational effectiveness 

and is not directly linked to the formal 

reward system (Zeinabadi & Salehi, 2011). 

 

METHODS 

A quantitative research design with 

an associative approach is used in this 

study. This research's main population is 

employees working in Indonesia's 

manufacturing industry. Due to the 

unknown population, the sample was taken 

using a convenience sampling technique. 

According to (Hair, 2014), if the total 

population is unknown, ideally, the size of 

the representative respondents depends on 

the number of all indicators in the variable 

multiplied by 5-10. This study has ten 

indicators, so the number of respondents 

for this study is 21 x 10 = 210 samples. 

This study uses a research instrument test 
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consisting of validity and reliability tests. 

The quantitative analysis consists of a 

normality test, regression test, hypothesis 

test, correlation test, and coefficient of 

determination. Furthermore, the 

operational definition of this research 

variable consists of the dependent variable, 

namely organizational citizenship 

behavior, including altruism, 

conscientiousness, sportsmanship, 

courtesy, and civic virtue. While the 

operational definition of the first 

independent variable, namely quality of 

work life includes opportunities to 

develop, participation of decision-making, 

pride of work, working environment social 

integration, fair and appropriate 

compensation. For the second independent 

variable, organizational culture consists of 

job descriptions, completing tasks, 

responsibilities, rewards, support, and 

performance. Then the third independent 

variable job satisfaction consists of 

promotion opportunities, wages, 

supervision, work procedures, and work 

colleagues. 

 

RESULTS AND DISCUSSION 

Table 1. General Profile of Respondents 

Categories Details amount 
Percentage 

(%) 

Gender 
Men 62 41.33 

woman 88 58,67 

Age (years) 

20-24 28 18,67 

25-29 52 34,67 

30-34 40 26,66 

35-39 30 20 

Level of 

education 

High School 25 16,67 

Diploma 45 30 

Bachelors 80 53,33 

Length of 

Work 

(years) 

< 1 40 26,67 

1-5 70 46,67 

6-10 25 16,66 

> 10 15 10 

 

 

Validity and Reliability Test 

Table 2. Validity Test Results 

Variables 

Corrected 

items - Total 

correlation 

N of Items 
Test 

results 

Quality of 

Work Life 
0.411 15 Valid 

Organizational 

Culture 
0.510 18 Valid 

Job Satisfaction 0.472 15 Valid 

Organizational 

Citizenship 

Behavior 

0.481 15 Valid 

Based on the validity test of table 1 

above, it is concluded that all indicators in 

the study have a value above 0.30, and the 

measurement items used in this research 

are valid (Ghozali, 2016). Next, a 

reliability experiment is carried out to 

measure the measurement items on the 

questionnaire items that describe the 

indicators of the variables. A questionnaire 

is reliable if a person's response to a 

question does not change or is normal from 

time to time. 

Table 3. Reliability Test Results 

Variables 
Cronbach's 

Alpha 

N of 

Items 

Test 

results 

Quality of Work 

Life 
0.774 15 reliable 

Organizational 

Culture 
0.840 18 reliable 

Job Satisfaction 0.806 15 reliable 

Organizational 

Citizenship 

Behavior 

0.810 15 reliable 

The results of the experiment's 

reliability shown in table 2 above prove 

that all indicators have a Cronbach alpha 

value for each instrument > 0.60, so it can 

be concluded that all the instruments used 

are reliable (Ghozali, 2016). 
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Multiple Regression Test 

Table 4. Multiple Regression Test Results 

Model 

Unstandardized 

Coefficients t-count Sig. 

B std. Error 

1 

(Constant) 9,049 1,660 5,452 .000 

Quality of Work 

Life 
,255 0.172 2,240 032 

Organizational 

Culture 
,267 0.188 2,265 .026 

 Job Satisfaction ,198 0.068 2,924 .004 

The equation model is obtained from 

the multiple linear regression above: Ỳ = 

9.049 + 0.255X1 + 0.267X2 + 0.198X3, 

meaning that quality of work life, 

organizational culture, and job satisfaction 

positively affect organizational citizenship 

behavior. Based on these equations, it can 

be explained as follows: 

1. The constant value of 9.049 can be 

interpreted if the variables of quality of 

work life, organizational culture, and 

job satisfaction are considered zero, 

then the value of organizational 

citizenship behavior will be 9.049. 

2. The value of the beta coefficient on the 

quality of work life variable is 0.255, 

which means that every change in the 

quality of work life variable by one unit 

will result in a change in the 

organizational citizenship behavior t of 

0.255 units with the assumption that the 

other variables are at a constant value. 

3. The beta coefficient value on the 

organizational culture variable is 0.267, 

which means that every change in the 

organizational culture variable by one 

unit will result in a change in the 

organizational citizenship behavior of 

0.267 units with the assumption that the 

other variables are at constant values. 

4. The beta coefficient value on the job 

satisfaction variable is 0.198, which 

means that every change in the job 

satisfaction variable by one unit will 

result in a change in the organizational 

citizenship behavior of 0.198 units with 

the assumption that the other variables 

are at constant values. 

 

Simultaneous and Partial Hypothesis 

Testing 

To examine the variable binding 

simultaneously, experiment F is used. 

Simultaneous hypothesis testing attempts 

to analyze whether the quality of work life, 

organizational culture, and job satisfaction 

can influence organizational citizenship 

behavior. 

Table 5. Simultaneous Test Results 

Model 
Sum of 

Squares 
df F Sig. 

1 

Regression 77,572 3 17,139 .000b 

residual 159,919 206   

Total 237,491 209   

Based on the results of the simultaneous 

test analysis in table 5, the F-count value is 

92,806 > from F-table with (0.05; 3 vs. 

207) of 2.65 or with a significant 0.000 ≤ 

0.05 can be interpreted as quality of work 

life, organizational culture, and job 

satisfaction affect organizational 

citizenship behavior simultaneously. 

Subsequently, a partial test was conducted 

to analyze the effect of quality of work 

life, organizational culture, and job 

satisfaction on organizational citizenship 

behavior. Based on the results of data 

analysis in table 4, the results of the t-test 

in this study are as follows: 

1. Quality of work life has a significant 

level of 0.000 ≤ 0.05, meaning that 

quality of work life significantly affects 

organizational citizenship behavior (H1 

accepted). 

2. Organizational culture obtained a 

significant level of 0.000 ≤ 0.05, 

meaning that organizational culture 

significantly affects organizational 

citizenship behavior (H2 accepted). 

3. Job satisfaction has a significant level 

of 0.000 ≤ 0.05, meaning that job 

satisfaction has a significant effect on 

organizational citizenship behavior (H3 

accepted). 
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Coefficient of Determination Test 

The coefficient of determination is used 

to measure how far a model can explain 

the variation of the dependent variable. 

The results of the determination test in this 

study can be explained in Table 6 below: 

Table 6. Coefficient of Determination Test 

Results 

Model R 
R 

Square 

Adjusted R 

Square 

std. An 

error in the 

Estimate 

1 
.592a .0347 .328 1,248 

Based on the results of the data analysis 

in table 6 above, the coefficient of 

determination value is 0.347, which means 

that the quality of work life can explain the 

level of organizational citizenship behavior 

of 34.7%, organizational culture, and job 

satisfaction, while other factors can explain 

the remaining 65.3%, not discussed in this 

study. 

Discussion 

Based on partial hypothesis testing 

(H1) results, quality of work life positively 

and significantly affects organizational 

citizenship behavior. These results prove 

that the management of work quality is one 

of the fundamentals for improving the 

organizational citizenship behavior of 

employees at the company. Aspects of the 

conditions and quality of a good work 

environment greatly affect employees at 

work, completing work, achieving 

company goals, and interacting with other 

colleagues (Suriyana et al., 2020). The 

development of good organizational 

citizenship behavior (OCB) requires the 

creation of a quality work life. Quality of 

work life (QWL) is a way of thinking 

about people, work, and organizations that 

focuses on the impact of work on workers 

and organizational effectiveness, besides 

providing participatory ideas in solving 

organizational problems and decision-

making (Paramitha & Rijanti, 2022). 

Quality of work life focuses on respect for 

humans in the work environment. The 

important role of the quality of the work-

life program is to change the work climate 

so that the organization technically and 

humanly can lead to a better quality of 

work-life. Improving the quality of work 

life is needed to create job satisfaction as a 

trigger and shaper of good and quality 

employee performance. Thus, OCB will 

increase when the quality of work life is 

strengthened.  

Based on partial hypothesis testing 

(H2) results, organizational culture 

positively and significantly affects 

organizational citizenship behavior. The 

effectiveness of supervision of 

organizational culture affects the intensity 

of employees' organizational citizenship 

behavior at work. Organizational culture 

will determine how all employees or all 

members of the organization do their jobs. 

Organizational culture also determines 

how to interact with each other and the 

outside world, especially with customers, 

partners, suppliers, media, and all 

stakeholders. Implementation of 

organizational culture can reflect the 

company's core values. This is because 

running a business, managing workflow, 

interacting as a team, and treating 

customers all require a good organizational 

cultural environment (Butarbutar, 

Sudirman, et al., 2022). Employees want 

more than a good steady salary and 

benefits, they want to feel that what they 

do is meaningful to the organization. When 

employees feel meaningful, they are more 

likely to become advocates of culture, 

people who not only contribute to a 

company's organizational culture and 

promote and live it internally and 

externally. In other words, the higher the 

organizational culture in the work 

environment, the condition will strengthen 

employees' organizational citizenship 

behavior in carrying out their duties and 

responsibilities (Lie et al., 2021).  
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Based on partial hypothesis testing 

(H3) results, job satisfaction positively and 

significantly affects organizational 

citizenship behavior. Employee 

satisfaction is very important for 

organizational citizenship behavior and 

employee retention. Every company needs 

to retain decent and talented employees for 

long-term growth and guaranteed success. 

If the employees just left after training, the 

company would be in a good place. 

Organizations need experienced people 

who can mentor new employees or newly 

joined individuals. Employee satisfaction 

is very important to ensure higher income 

for the organization. The only amount of 

training or motivation will help once and 

when individuals develop feelings of 

attachment to and loyalty to their 

organization (Butarbutar, Efendi, et al., 

2022). Employees waste half their time 

fighting with their counter members or 

solving problems with them. An employee 

dissatisfied with his job will find problems 

in every little detail and need to be more 

flexible. They need help to compromise or 

cope with the changing times. Thus, the 

higher the level of employee job 

satisfaction, this will have the impact on 

increasing employee organizational 

citizenship behavior (Sherly et al., 2021).  

 

CONCLUSION 

The results of this study concluded 

that quality of work life, organizational 

culture, and job satisfaction have a positive 

and significant effect on organizational 

citizenship behavior. Willingness or desire, 

in this case, is encouraged because, in the 

organization, it is felt that there is harmony 

and compatibility so that they are willing 

to make efforts and efforts to achieve 

organizational goals. Even a desire is 

meant to be willing to sacrifice time and 

energy to support his work, all 

organizational activities, and something 

believed to bring organizational success. In 

organizations, it is often found that 

employees are quick to respond to 

problems experienced by other people or 

employees, then try to help as soon as 

possible, even without being asked. This 

indicates that employees with a good 

quality of work life will likely have strong 

organizational citizenship behavior for the 

company. Culture contains values, rules 

(norms), customs, and other thoughts. 

Many people bring their own culture into 

the organization, so many differences must 

be united in organizational culture. 

Organizational citizenship behavior cannot 

be separated from job satisfaction. The 

existence of job satisfaction is 

fundamentally embedded in every step of 

activities and interactions with work 

settings, colleagues, and superiors. 

Satisfaction at work that only wants to 

reach physiological needs, such as eating, 

drinking, clothing, housing, and health, 

differs from those whose motivation is to 

fulfill the need for security. If job 

satisfaction is higher, organizational 

citizenship behavior will also be higher. 

Furthermore, this study suggests that 

to increase the quality of work life, 

companies and the government should 

adopt wage policies by adjusting 

competence and the cost of living in each 

region. This is because the quality of work 

life is also an important issue for all 

industries, including manufacturing. On 

the other hand, for companies with a strong 

organizational culture during the 

onboarding process, it is important to 

present the organizational culture to new 

employees. They certainly need guidance 

so they can feel comfortable with the 

company. The existence of a clear 

corporate culture will act as a guide for 

new employees amid a new and diverse 

atmosphere in the organization. On the 

other hand, one way you can do to increase 

satisfaction from employee performance is 

to accept suggestions made by these 

employees. Even though sometimes a 
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company already has goals and targets to 

achieve, there is nothing wrong with 

receiving input and suggestions from 

employees. Therefore, besides just making 

demands, it is better if sometimes the 

company also needs to encourage its 

employees. For further research, the 

authors recommend future researchers 

develop variables that are thought to be the 

main predictors for encouraging 

organizational citizenship behavior, such 

as motivation, organizational justice, work 

discipline, organizational trust, individual 

characteristics, reward, work environment, 

and others, so that they can provide 

complete recommendations regarding the 

development of human resource 

performance, especially for employees 

who have low organizational citizenship 

behavior. 
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