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1. INTRODUCTION 
Human resources as a strategic factor in organizational activities require management that 

refers to management functions known as Human Resource Management (HRM) (Ferine & Sembiring, 
2018, p. 2). Human Resource Management (HRM) is a process of activities consisting of planning, 
organizing, executing, controlling, and supervising, with the aim of ensuring that human resource 
activities run smoothly. Furthermore, human resource management can also impact the behavior, 
attitudes, and performance of employees within the organization (Noe et al., 2016, p. 35). All the 
attitudes of individuals and groups that can influence an organization are studied in a field called 
organizational behavior (Syah, 2019, p. 1). 

 Organizational citizenship behavior (OCB) is a voluntary behavior that can support the effective 
functioning of an organization by engaging in activities that go beyond an employee's formal job 
responsibilities (Tewal et al., 2017, p. 44). According to Lestari & Ghaby (2018) employees who exhibit 
organizational citizenship behavior (OCB) will demonstrate active engagement within the organization, a 
willingness to collaborate, and effective utilization of work time. According to Naway (2018, p. 82), there 
are several benefits of OCB, such as enhancing work productivity, preventing conflicts among coworkers, 
boosting morale, fostering group cohesion, and cultivating loyalty and commitment to the organization. 

According to Wajidi (2021) and Thamrin (2023), there is a relationship between OCB and the 
workplace environment, a better workplace environment in a company will enhance OCB among 
employees. According to Nurhayati et al. (2016), a good workplace environment motivates employees to 
carry out their job activities effectively and optimally. If the work environment is safe, healthy, and 
comfortable for employees, it will support the development of organizational citizenship behavior in an 
employee. In addition to the work environment, OCB is also influenced by employee engagement. Engaged 
employees will contribute their best abilities and skills to the success of the company (Paramitha & 
Rijanti, 2022). Moreover, engaged employees will actively participate in organizational programs and their 
work, leading them to exhibit positive behavior towards their organization, as demonstrated by 
organizational citizenship behavior (Priyono et al., 2021).  

In addition to employee engagement, the presence of emotional intelligence in employees can 
foster motivation for them to perform their tasks effectively (Mubarok et al., 2019). According to Goller & 
Dewi (2020) employees with emotional intelligence are more capable of achieving predetermined work 
goals. Therefore, with this strong motivation, employees can facilitate the realization of OCB. 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi


 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi 
Jurnal Ekonomi, Volume 12, No 03 2023 

ISSN: 2301-6280 (print) ISSN: 2721-9879 (online) 
 

 

The Effect of Work Environment, Employee Engagement, and Emotional Intelligence on Organizational 
Citizenship Behavior. Madelin Sarah, et.al 

2073 
 

The Public Facility Maintenance Agency (PPSU) workers are a local government unit operating at 
the sub-district level with five primary tasks, namely, handling road infrastructure, handling drainage 
infrastructure, handling park infrastructure, handling cleanliness infrastructure, and handling street 
lighting infrastructure. With the presence of PPSU as part of public service related to facilities and 
infrastructure, it is expected that they exhibit initiative in performing their duties and willingly engage in 
tasks without expecting rewards. Therefore, it is expected that every PPSU officer can exhibit OCB in 
carrying out their job tasks. 

In the academic literature, scholars have a different view on how companies can increase 
organizational citizenship behavior. Many researchers investigate the factors that impact employees‟ OCB. 
Wajidi (2021), reports that the work environment has a positive and significant relationship with 
organizational citizenship behavior (OCB). However, the research conducted by Subastono et al. (2023) 
found that the work environment does not influence organizational citizenship behavior (OCB) 

According to the research conducted by Maryam et al. (2021) and Meniado (2020), there is a 
positive and significant relationship between employee engagement and organizational citizenship 
behavior (OCB). This implies  that the better the work environment, the more employee OCB behavior will 
increa . However, the study conducted by Dalimunthe & Zuanda (2020) indicated that there is no 
significant correlation between employee engagement and OCB. 

 Another study related to the emotional intelligence variable, conducted by Luxmi & Vashisht 
(2017), indicates a positive correlation between emotional intelligence and organizational citizenship 
behavior (OCB). The research results show that higher emotional intelligence leads to an increase in OCB. 
Meanwhile, Prastiwi (2018) suggests that there is no significant relationship between emotional 
intelligence and OCB. Thus, it is necessary to understand the effect of work environment, employee 
engagement, and emotional intelligence on organizational citizenship behavior”. 
Literature Review 
Relationships between Work Environment and Organizational Citizenship Behaviour 

Work environment is a crucial element when employees carry out tasks for the company. It can 
affect an employee's excitement or love for work by focusing on a positive work environment or providing 
settings that encourage motivation. The work environment encompasses all the environmental factors 
within a company that influence employees in carrying out their activities. These factors include 
temperature, humidity, lighting, cleanliness, as well as the facilities and equipment used for work (Afandi, 
2018, p. 66). A conducive work environment encourages employees to perform their job activities well 
and to the fullest extent. If employees have a safe, healthy, and comfortable work environment, it will 
support the development of organizational citizenship behavior in an employee. This statement is 
supported by the research of Wajidi et al. (2021) and Thamrin et al. (2023), which states a significant 
relationship between the work environment and organizational citizenship behavior. It indicates that the 
better the company's work environment, the higher the level of organizational citizenship behavior 
exhibited by employees. Based on these arguments, this study postulates that: 
 H1 :  Work environment had a significant influence on organizational citizenship  behavior of employees. 
Relationships between Employee Engagement and Organizational Citizenship Behaviour 

Employee engagement is a state in which an employee feels engaged and enthusiastic to make 
an extra effort for the company where they work (Ferizal, 2016, p. 17). Engaged employees will 
contribute their best abilities and skills to the success of the company (Paramitha & Rijanti, 2022). 
According to Priyono et al. (2021), engaged employees will actively participate in organizational 
programs and their work, leading them to exhibit positive behavior towards their organization, as 
demonstrated by organizational citizenship behavior. If employees have good engagement, 
organizational citizenship behavior can increase. In line with the research by Ullah et al. (2018) and 
Maryam et al. (2021) they state that there is a positive and significant relationship between 
employee engagement and organizational citizenship behavior. This indicates that the stronger an 
employee's engagement, the higher the level of organizational citizenship behavior in that employee. 
Based on these arguments, this study postulates that: 
H2 : Employee Engagement had a significant influence on organizational citizenship  behavior of 

employees. 
Relationships between Emotional Intelligence and Organizational Citizenship Behaviour 

Emotional intelligence is the skill of recognizing and managing emotions in oneself and in 
relationships with others (Malahayati et al., 2020). Having emotional intelligence will create 
enthusiasm in employees, allowing them to perform their tasks well ((Mubarok et al., 2019). 
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According to Goller & Dewi (2020), employees with high emotional intelligence are more capable of 
achieving predetermined work goals. Therefore, with good motivation, employees can exhibit 
organizational citizenship behavior (OCB). In line with research conducted by Hasibuan & Wahyuni 
(2022) and Kim & Park (2020), which state that there is a positive and significant impact of 
emotional intelligence on organizational citizenship behavior. This indicates that higher emotional 
intelligence has a positive effect on organizational citizenship behavior. Based on the arguments, this 
study postulates that: 
 H3: Emotional intelligence had a significant influence on organizational citizenship  behavior of 

employees. 
Based on the previous literature and developed hypotheses, the follow- ing theoretical 

framework was formed: 

 
Figure 1: Research Framework 

2. METHOD 
This study consists of independent and dependent variables measured using a Likert scale. The 

Likert scale comprises five response options, ranging from strongly agree to strongly disagree. The first 
variable, work environment was measured by 6 items adapted from Sedarmayanti (2010). To measure the 
second variable, employee engagement, six items were adapted from Soane, et al (2019).  These items 
measure the extent of employee engagement according to the intellectual, social, affective, dimensions. 
The third variable, organisational citizenship behaviour, was measured by modifying several OCB 
measures, drawn from prior theoretical studies by Podsakoff et al. (2009) and Podsakoff and McKenzie 
(1994). 

Using total population sampling, a sample of  76  workers who were employed by the government 
as freelance daily workers were selected. They were involved in removing garbage from the street. Prior 
to the data collection, permission to carry out the study was obtained from the management of the 
organisation. The participants were given instructions on how to complete the questionnaire and 
explanations of the statements that were included in it before they began. 7 of the 76 surveys were 
eliminated because there were blanks in the questionnaires, out of a total of 69. Profiles of the responders 
are shown in Table 1.  

Based on the data in the table, it is shown that 94% of the respondents are male. Based on the 
collected data, it can be concluded that the majority of the respondents in the study fall within the age 
range of 31-40 years and have a majority with a senior high school education. 

Table 1: Respondents’ Profiles 
Demographic Variable Category Frequency Percentage (%) 
Age 20–30 years old 19 28 
 31–40 years old 24 34 
 41–50 years old 19 28 
 >50 years old 7 10 
Education Junior High School 8 11 
 Senior High School 55 80 
 Associate's degree 4 6 
 Bachelor Degree 2 3 
Gender Female 3 6 
 Male 66 94 
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3. RESULTS AND DISCASION 
This research utilizes the SmartPLS 4.0 software. Inferential data analysis was conducted through 

the testing of the measurement model (Outer Model), which includes validity and reliability tests, as well 
as the structural model (Inner Model) through R-Square testing. Furthermore, hypothesis testing was 
carried out using the T-Test. 
Measurement Model Analysis 

Table 2: Results of Convergent Validity Test 

Variables  
Factor 

Loadings 
Composite 
Reliability 

Average 
Variance 
Extracted 

(AVE) 
Work Environment Air temperature 0.58–0.82 0.867 0.523 

Working 
relationships 

0.68–0.71 

Fairness in the 
workplace 

0.66–0.84 

Employee Engagement Vigor 0.68–0.71 0.878 0.547 
Social engagement 0.7–0.78 
Affective 
engagement 

0.73–0.81 

Emotional Intelligence Self-awareness 0.69–0.72 0.892 0.509 

Self-management 0.69–0.82 
Social awareness 0.65–0.68 
Relationship 
management 

0.70–0.71 

OCB 
 

 

Altruism 0.70–0.71 0.919 0.536 

Conscientiousness 0.64–0.83 
Sportmanship 0.64–0.65 
Courtesy 0.83–0.84 

Civic virtue 0.58–0.79 

 
Table 3: Cronbach alpha 

Construct Cronbach alpha 
Work Environment (LK) 0.813 
Employee Engagement (EE) 0.833 
Emotional Intelligence (KE) 0.862 
Organisational Citizenship Behaviour (OCB) 0.901 

Structural Model and Hypothesis Testing 
Following the measurement validation through convergent and dis- criminant validity. In Table 2, it 

is observed that the loading factor values for each indicator, overall, exceed 0.5. The highest obtained 
value is 0.848, and the lowest is 0.585. With all indicator values surpassing 0.5, it can be concluded that all 
the indicators used are considered valid and capable of measuring the variable accurately. Furthermore, it 
is known that the AVE (Average Variance Extracted) values for the variables work environment, employee 
engagement, emotional intelligence, and organizational citizenship behavior have all exceeded 0.5. The 
highest AVE value is found in the employee engagement variable with a value of 0.547. Since all AVE 
values for each variable have exceeded 0.5, it can be concluded that the variables in this study are 
considered valid, meaning that the indicators used can measure the designated variables. 

From the table above, it is evident that the results of testing for composite reliability values for the 
variables organizational citizenship behavior, work environment, employee engagement, and emotional 
intelligence have all exceeded 0.7. Furthermore, for Cronbach's alpha, it is known that for the variables 
organizational citizenship behavior, work environment, employee engagement, and emotional 
intelligence, all values have exceeded 0.6. Therefore, it can be concluded that all components of the 
variables in this study are considered reliable. This aligns with the opinion of Hamid & Anwar (2019, p. 
42), which states that a variable is considered reliable when composite reliability values exceed 0.7 and 
Cronbach's alpha exceeds 0.6 
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Table 4: Hypothesis testing 
 Original Sample (O) T Statistics (|O/STDEV|) P Values 

Work Environment (X1) -> OCB (Y) 0.237 2.750 0.006 

Employee Engagement (X2) -> OCB (Y) 0.328 2.463 0.014 

Emotional Intelligence (X3) -> OCB (Y) 0.410 3.831 0.000 

Discussion 
Based on the research conducted by the researchers, the results show that the work environment 

variable positively influences organizational citizenship behavior, with an original sample value of 0.237 
or 23.7% and shows the results of t count 2,750 > t table 1,997 with a significant value (P Values) of 0.006 
<0.05, which means that it can be concluded that Hypothesis 1 is accepted. The influence of the work 
environment on organizational citizenship behavior indicates that the better the work environment, the 
better the organizational citizenship behavior of officers. This is because a good work environment can 
create a healthy, safe, and comfortable atmosphere that supports employees to work optimally and be 
more enthusiastic. This encouragement will create extra employee behaviors, such as enthusiasm for 
work beyond expectations. This is directly proportional to research conducted by Wajidi (2021) on 414 
workers in Pakistan and a study conducted by Thamrin (2023), which stated that there is a significant 
influence between the work environment and organizational citizenship behavior. 

In the employee engagement variable, the research results show t count 2.463 > t table 1.997; this 
explains that employee engagement has an influence on organizational citizenship behavior with an 
original sample value (O) of 0.328, so it can be interpreted that the contribution of employee engagement 
to organizational citizenship behavior is equal to 32.8% with a significant value (P Values ) of 0.014 <0.05, 
which means that there is a significant influence between employee engagement and organizational 
citizenship behavior. Based on these results, Hypothesis 2 is accepted, meaning there is a significant 
influence between employee engagement and organizational citizenship behavior with a positive 
relationship direction. The better the level of employee engagement, the better the organizational 
citizenship behavior. This is because engaged employees or workers will not only improve their 
performance, but employees will try to improve the performance of the organization. Employees will 
connect with their organization so that they can focus on physical and psychological efforts, including 
carrying out extra behavior outside of their duties and responsibilities (Maryam et al., 2021). This is 
directly proportional to research conducted by Maryam (2023) on 610 sewage workers in Jakarta, which 
stated that the better the employee engagement of the workers, the better the organizational citizenship 
behavior. 

Furthermore, the emotional intelligence variable had a significant influence on  organizational 
citizenship behavior. This variable has a positive relationship or influence, which can be seen through the 
original sample with a magnitude of 0.410 or 41% and shows the results of t count 3,831 > t table 1,997 
with a significant value (P Values ) of 0,000 < 0.05, which means it can be concluded that Hypothesis 3 is 
accepted, meaning that there is a significant influence between emotional intelligence on organizational 
citizenship behavior with a positive relationship direction, namely the better emotional intelligence, the 
better organizational citizenship behavior. The impact of emotional intelligence on organizational 
citizenship behavior indicates that the better the emotional intelligence, the better the organizational 
citizenship behavior. Employees with good emotional intelligence will have an empathetic attitude toward 
others. This sympathetic attitude makes employees do extra voluntary activities such as helping co-
workers. This finding is consistent with Butt, et al. (2017) on 170 workers in Pakistan, which stated that 
there is a significant relationship between emotional intelligence and organizational citizenship 
behaviour. Therefore, it can be concluded that the higher the emotional intelligence, the better the 
organizational citizenship behavior will be. The findings show that PPSU employees with an emotional 
intelligence sense will exert more effort to boost organizational performance, not only by enhancing their 
individual performance but also by concentrating on the overall development of the organization. 
 

4. CONCLUSION  
Research on Organizational Citizenship Behavior (PKO) can help add and broaden knowledge 

regarding factors influencing organizational citizenship behavior, such as the work environment, 
employee engagement, and emotional intelligence. This study also provides suggestions for every 
organization or company to improve organizational citizenship behavior. It can provide support and 
encouragement to officers by opening relaxed discussion rooms such as gathering activities, which help 
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officers communicate and exchange ideas. It can provide stress management forums or training to 
develop the ability to manage stress and emotions by holding free seminars and counseling facilities in 
developing the ability to control the feelings and emotions of employees. 
 

REFERENCES 
Abrar, U., & Isyanto. (2019). Organizational Citizenship Behavior (OCB) Terhadap Kinerja Karyawan 

(Studi Pada PT. Urchindize Cabang Madura). Jurnal Perilaku Dan Strategi Bisnis, 7(2), 106–114. 
Afandi, P. (2018). Manajemen Sumber Daya Manusia: Teori, Konsep dan Indikator. Zanafa Publishing. 
Arikunto, S. (2017). Pengembangan Instrumen Penelitian dan Penilaian program (Cetakan I). Pustaka 

Pelajar. 
Armstrong, M. (2020). Armstrong’s Handbook of Human Resource Management Practice (Fifteenth 

Edition). Kogan Page. 
Busro, M. (2018). Teori-Teori Manajemen Sumber Daya Manusia. Prenadamedia Group. 
Butt, S. S., Nisar, Q. A., Nadeem, S., & Baig, F. (2017). Longitudinal Study to Examine The Influence of 

Emotional Intelligence on Organizational Citizenship Behavior: Mediating Role of Political Skills. 
WALIA Journal, 33(1), 54–63. 

Dalimunthe, L., & Zuanda, M. I. (2020). Pengaruh Self-Efficacy, Perceived Organizational Support dan 
Employee Engagement Terhadap Organizational Citizenship Behavior Pada Perusahaan Daerah 
Air Minum Kota Padang. Jurnal Manajemen Pendidikan Dan Ilmu Sosial, 1(1), 114–126. 
https://doi.org/10.38035/jmpis.v1i1.248 

Ferine, K. F., & Sembiring, H. (2018). Manajemen Sumber Daya Manusia Strategi Pemberdayaan UMKM 
(Cetakan Pertama). Deepublish Publisher. 

Ferizal, I. (2016). Journey To Be Employer Of Choice: Rahasia Manajemen SDM untuk Membangun 
Perusahaan Pilihan. Gramedia Pustaka Utama. 

Goller, I., & Dewi, I. G. A. M. (2020). Pengaruh Kecerdasan Emosional, Komitmen Organisasional, dan 
Budaya Organisasi Terhadap Organizational Citizenship Behavior. E-Jurnal Manajemen Universitas 
Udayana, 9(7), 2810. https://doi.org/10.24843/EJMUNUD.2020.v09.i07.p17 

Hamid, R. S., & Anwar, S. M. (2019). Structural Equation Modeling (SEM) Berbasis Varian: Konsep Dasar 
dan Aplikasi dengan Program SmartPLS 3.2.8 dalam Riset Bisnis. (Cetakan 1). PT Inkubator Penulis 
Indonesia. 

Hasibuan, J. S., & Wahyuni, S. F. (2022). Spiritual Leadership dan Emotional Intelligence Terhadap 
Organizational Citizenship Behavior: Peran Mediasi Workplace Spirituality dan Job Satisfaction. 
Jurnal Ilmiah Manajemen Dan Bisnis, 23(1), 93–108. 

Kim, D., & Park, J. (2020). The way to improve organizational citizenship behavior for the employees who 
lack emotional intelligence. Current Psychology, 41(9). https://doi.org/10.1007/s12144-020-
01104-5 

Lestari, E. R., & Ghaby, N. K. F. (2018). The Influence of Organizational Citizenship Behavior (OCB) on 
Employee’s Job Satisfaction and Performance. Industria: Jurnal Teknologi Dan Manajemen 
Agroindustri, 7(2), 116–123. https://doi.org/10.21776/ub.industria.2018.007.02.6 

Luxmi, & Vashisht, A. (2017). Impact of Emotional Intelligence on Organization Citizenship Behaviour: A 
Study among Nurses of Government and Private Hospitals in and around Chandigarh. Amity 
Journal of Training and Development, 2(1), 1–18. 

Malahayati, AS, A., & Komalasari, S. (2020). Kecerdasan Spiritual dan Kecerdasan Emosional terhadap 
Organizational Citizenship Behavior (OCB) pada Aparatur Sipil Negara. Jurnal Al-Husna, 1(1), 43–
59. https://doi.org/10.18592/jah.v1i1.3572 

Maryam, S. (2023). Occupational Health and Safety Management, Employee Engagement, and 
Organizational Citizenship Behavior. Jurnal Ilmiah Manajemen, 4(1), 185–192. 

Maryam, S., Sule, E. T., Joeliaty, J., & Novianty Ariawaty, R. (2021). Effects of Safety Climate and Employee 
Engagement towards Organisational Citizenship Behaviour of Sewage Workers. Asian Journal of 
Business and Accounting, 14(1), 253–275. https://doi.org/10.22452/ajba.vol14no1.10 

McShane, S. L., & Glinow, M. A. Von. (2018). Organizational Behavior: Emerging Knowledge, Global Reality. 
McGraw Hill. 

Meniado, J. C. (2020). Organizational Citizenship Behavior and Emotional Intelligence of EFL Teachers in 
Saudi Arabia: Implications to Teaching Performance and Institutional Effectiveness. Arab World 
English Journal, 11(4), 3–14. https://doi.org/10.24093/awej/vol11no4.1 

Mubarok, A. F., Sedjo, P., & Prabawati, I. N. (2019). Kecerdasan Emosi dan Organizational Citizenship 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi


 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi 
Jurnal Ekonomi, Volume 12, No 03 2023 

ISSN: 2301-6280 (print) ISSN: 2721-9879 (online) 
 

 

The Effect of Work Environment, Employee Engagement, and Emotional Intelligence on Organizational 
Citizenship Behavior. Madelin Sarah, et.al 

2078 
 

Behavior Pada Perawat. Jurnal Psikologi, 12(2), 143–156. 
https://doi.org/10.35760/psi.2019.v12i2.2439 

Naway, F. A. (2017). Organizational Citizenship Behavior. Ideas Publishing. 
Naway, F. A. (2018). Organizational Citizenship Behavior Dalam Kinerja Organisasi. Zahir Publishing. 
Noe, R., Hollenbeck, J., Gerhart, B., Wright, P., & Eligh, L. (2016). Strategic Human Resource Management: 

Gaining a Competitive Advantage. McGraw Hill. 
Nurhayati, D., Minarsih, M. M., & Wulan, H. S. (2016). Pengaruh Kepuasan Kerja, Lingkungan Kerja dan 

Loyalitas Kerja Terhadap Organizational Citizenship Behavior (OCB) (Studi Kasus Pada PT. 
Perwirabhakti Sentrasejahtera Di Kota Semarang). Journal of Management, 2(02), 1–24. 

Paramitha, L. D., & Rijanti, T. (2022). Pengaruh Quality Of Work Life dan Employee Engagement terhadap 
Organizational Citizenship Behavior (OCB) dengan Moderasi Resistance To Change (Studi Pada 
Pegawai Dinas Pendidikan Kota Semarang). Jurnal Mirai Management, 7(2), 200–217. 

Prastiwi, N. L. P. E. Y. (2018). Pengaruh Kecerdasan Emosional Dan Komitmen Organisasional Terhadap 
Kinerja Karyawan Melalui Organizational Citizenship Behavior Pada Rumah Sakit Umum Shanti 
Graha. Jurnal Kajian Ekonomi Dan Bisnis, 11(2), 232–244. 

Priyono, B. S., Basukianto, Indriyaningrum, K., & Nahdori. (2021). Pemediasian Modal Sosial Pada 
Pengaruh Kepemimpinan Transformasional dan Employee Engagement Terhadap Organizational 
Citizenship Behavior. Proceeding: Seminar Nasional Multi Disiplin Ilmu Dan Call For Papers, 260–
269. 

Siagian, T. S., & Khair, H. (2018). Pengaruh Gaya Kepemimpinan Dan Lingkungan Kerja Terhadap Kinerja 
Karyawan Dengan Kepuasan Kerja Sebagai Variabel Intervening. Maneggio: Jurnal Ilmiah Magister 
Manajemen, 1(1), 59–70. https://doi.org/10.30596/maneggio.v1i1.2241 

Subastono, R. S., Prayekti, & Kurniawan, I. S. (2023). The Effect of Work Environment and Organizational 
Climate on Organizational Citizenship Behavior with Job Satisfication as a Private Variable in The 
Yogyakarta Department of Transportation. Jurnal Terapan Manajemen Dan Bisnis, 9(1), 12–23. 

Sudaryo, Y., Aribowo, A., & Sofiati, N. A. (2018). Manajemen Sumber Daya Manusia, Kompensasi Tidak 
Langsung dan Lingkungan Kerja Fisik. ANDI. 

Sugiyono. (2019). Metode Penelitian Kuantitatif Kualitatif dan R&D. Alfabeta. 
Sule, E. T., & Priansa, D. J. (2018). Kepemimpinan dan Perilaku Organisasi (Membangun Organisasi Unggul 

di Era Perubahan). PT Refika Aditama. 
Syah, L. Y. (2019). Perilaku Organisasi: Konsep dan Implementasi. In Media. 
Tewal, B., Adolfina, Pandowo, M. Ch. H., & Tawas, H. N. (2017). Perilaku Organisasi (Cetakan Pertama). CV. 

Patra Media Grafindo. 
Thamrin, R. M., Rahmawati, R., Rusmin Nuryadin, M., & Juniar, A. (2023). Quality of Work Life and Work 

Environment on Organizational Citizenship Behavior with Job Satisfaction as Mediation. 
International Journal of Scientific Research and Management, 11(01), 4468–4475. 
https://doi.org/10.18535/ijsrm/v11i01.em07 

Ullah, P. S., Jamal, W., & Naeem, M. (2018). The Relationship of Employee Engagement, Organizational 
Commitment and Organizational Citizenship Behavior. Jinnah Business Review, 6(1), 35–41. 

Wajidi, A., Askari, M. I., Amen, U., & Sumayya, U. (2021). Examining the Direct and Mediating Effect of 
Organizational Commitment and Work Environment in the Textile Sector of Pakistan. Market 
Forces Research Journal, 16(2), 83–108. 

  
 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi

