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This study aims to test and analyze the effect of job satisfaction and employee personality on employee performance 
with organizational citizenship behavior as a mediation (Empirical Study at Pandanaran University). The population 
in this study were all permanent employees of Pandanaran University. The study was conducted using SPSS 
analysis tools. The results of the study showed that job satisfaction positively affects team member performance. 
Team member personality does not affect team member performance. Job satisfaction positively influences 
organizational citizenship behavior. Team member personality has a positive effect on organizational citizenship 
behavior. Organizational citizenship behavior positively impacts team member performance. Organizational 
citizenship behavior mediates the relationship between job satisfaction and team member performance. 
Organizational citizenship behavior mediates the effect of team member personality on team member performance. 
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1. Introduction  

Human resources play a crucial role in an organization's success and progress. Every organization seeks a 
workforce that is fully empowered, trained, and developed to achieve company goals effectively 
(Djoemadi et al., 2019). Organizations expect their workforce to perform tasks competently and to be 
willing and able to exceed the job responsibilities set by the company (Mangku & Riana, 2021). 
Undeniably, performance quality plays a driving force, accelerating the development and progress of an 
organization (Safitri & Kasmari, 2022). Organizational leaders need to measure team member 
performance to achieve organizational goals continuously (Arifin et al., 2019). Methods for measuring 
team member performance include work results, knowledge of responsibilities and tasks, creativity in 
overcoming difficulties, understanding superior instructions, a spirit of cooperation, and discipline in 
carrying out tasks and roles. Organizations use these components as indicators to evaluate team member 
performance (Nirmalasari & Amelia, 2020). 

Every organization wants satisfied employees. To address team member dissatisfaction with their jobs, 
companies need to implement strategies such as compensation or salary adjustments, promotion 
opportunities for high-performing employees, a conducive work environment, and other measures. 
Through these measures, team member job satisfaction can be achieved (Setiawan & Gunawan, 2019). 
When employees experience job satisfaction, they will perform their duties optimally, even putting in 
extra effort beyond their primary responsibilities. This can lead to OCB (Organizational Citizenship 
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Behavior) among employees (Al-Jabari & Ghazzawi, 2019). Organizational Citizenship Behavior (OCB) 
can encourage employees to take on additional tasks that contribute to organizational effectiveness (Beigi 
& Lajevardi, 2020). Hemakumara (2020) demonstrated that increased team member job satisfaction is 
linked to increased OCB and positively impacts superior work performance within the organization, and 
strengthens customer retention. OCB can also reduce team member turnover, strengthen organizational 
commitment, and improve the efficiency of organizational resources. 

Job satisfaction not only influences OCB but also impacts team member performance. A company's 
performance reflects its success in managing its resources. This success can be achieved through 
effective and structured workforce management to improve team member job satisfaction and ultimately 
enhance optimal performance (Noercahyo et al., 2021). Employees who demonstrate OCB behaviors, 
such as helping coworkers and contributing to a positive work environment, can improve team and 
organizational performance. This phenomenon indicates that individual performance is influenced not only 
by personal factors but also by social interactions in the workplace. 

Organizational justice theory, developed by Greenberg (1987), explains how employees' perceptions of 
organizational justice can influence their job satisfaction. Perceived fairness in distribution, procedures, 
and interactions can increase job satisfaction, which in turn can affect team member performance. OCB 
can act as a mediator, with employees who feel treated fairly exhibiting more positive and proactive 
behavior. Meanwhile, personality theory emphasizes that individual personality characteristics, such as 
openness, conscientiousness, extroversion, and emotional stability, can influence how they interact with 
the work environment. Employees with positive personalities tend to exhibit greater OCB, which 
ultimately improves their performance. 

 
2. Method  

Data Types and Sources 

The type of data used in this study naturally aligns with the study's objectives, thus using quantitative 
data. The intended design was then followed up through hypothesis testing. Furthermore, the data 
sources for this study were: 

a. Secondary Data 
Secondary data consisted of documents from Pandanaran University related to its history, number 
of employees, organizational structure, and job descriptions. 

b. Primary Data 
The primary data in this study were collected through the distribution of questionnaires using a 5-
point Likert scale. 

Population, Sample, and Sampling Technique 

The population in this study was all 64 permanent employees. The sampling technique used was 
saturated sampling, meaning the entire population was used as the sample, yielding a total of 64 
individuals. Saturated sampling was used because the sample size was relatively small, less than 100 
individuals. 

Data Analysis Technique 
Descriptive Analysis 

Descriptive analysis in this context was conducted using descriptive statistical methods, calculating and 
analyzing the minimum, maximum, mean, median, and standard deviation of respondents' responses to all 
questions posed. 
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Instrument Testing 

In this regard, instrument testing was conducted in the following stages: 
1. Validity Testing 

The validity test in this study used Principal Component Analysis (PCA). The research instrument is 
considered valid if its loading factor is> 0.4 (Nazarudin & Basuki, 2015). 

2. Reliability Testing 
Reliability testing was conducted using Cronbach's alpha. If the Cronbach Alpha value > 0.6, the 
indicator is considered reliable. 
  

3. Results And Discussion 

Descriptive Statistics 

Respondent Characteristics 

The characteristics of the research respondents consist of their gender and education level. The following 
are the characteristics of the respondents in this study: 

Table 1. Respondent Gender 
Gender Amount Percentage (%) 

Man 43 67.19 
Woman 21 32.81 

Total 64 100 
Source: Pandanaran University, 2025 

The table above shows that the majority of employees at Pandanaran University are male, accounting for 
67.19%. 

Table 2. Respondents' Education Level 
Level of education Amount Percentage (%) 

High School or Equivalent 26 40.62 
S1 35 54.69 
S2 3 4.69 

Total 64 100 
Source: Pandanaran University, 2025 

The table above shows that the majority of respondents, namely employees at Pandanaran University, 
have a Bachelor's degree (54.69 % ). 

Descriptive Statistics of Respondents' Answers 

Descriptive statistics are performed by calculating the mean, median, minimum, maximum, and standard 
deviation values for each variable. The following are the results of the descriptive statistics calculations: 
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Table 3. Descriptive Statistics Table of Variables 

 
Source: SPSS Output, 2026 

The Likert scale ranges from 5 (highest) to 1 (lowest). The categories are low, medium, and high. The 
calculation of the interval range for each category is as follows: 
(Highest value – lowest value ) : 3 = (5 – 1) : 3 = 1.33. So the interval for each category is with the mean 
value: 
Low: 1 to 2.33 
Medium: 2.34 to 3.67 
Height  : > 3.67 

The mean job satisfaction (X1) value is 4.4181 > 3.67, which means that the average team member at 
Pandanaran University has high job satisfaction. The mean team member personality (X2) value is 4.5764, 
which is greater than 3.67, indicating that the average team member at Pandanaran University has a 
good personality. The mean organizational citizenship behavior value is 4.4841. A value greater than 3.67 
indicates that the average team member at Pandanaran University has strong OCB. The mean team 
member performance value of 4.3522 is greater than 3.67, meaning that the average team member of 
Pandanaran University has good performance. The following are the descriptive statistical results for each 
indicator of the job satisfaction variable (X1): 
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Table 4. Descriptive Statistics of Job Satisfaction Variable (X1) 

 
Source: SPSS Output, 2026 

Based on the table, each indicator has a mean > 3.67. This means that Pandanaran University employees 
feel that Pandanaran University provides salaries and wages in line with their expectations, provides 
incentives, provides appropriate benefits, provides appropriate facilities, provides appropriate bonuses, 
and provides appropriate indirect compensation. In addition, they feel that they have high loyalty to 
Pandanaran University, have high creativity and have added value, often provide solutions to problems 
that occur in the office, think that their professionalism is appreciated, feel that they can communicate 
well, feel that they have a work period that is in accordance with my expectations at Pandanaran 
University, think that Pandanaran University pays attention to the level of education of its employees, 
have active communication with fellow employees at Pandanaran University. 

They also feel that there is mutual respect between employees, there is good collaboration between 
employees, there is mutual support between employees, there is mutual trust between employees and 
superiors, there is effective and open communication between employees and their superiors, there is 
support from superiors, there is a satisfactory work space, there is a guarantee of job security and there is 
a good work culture. 
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The following are descriptive statistics for each indicator for the Employee Personality variable (X2): 
Table 5. Descriptive Statistics of Employee Personality Variable (X2) 

 
Source: SPSS Output, 2026 

The table above shows a mean value of > 3.67 for each indicator, indicating that they generally have good 
personalities. This means that Pandanaran University employees, on average, feel capable of managing 
anxiety at work, are not afraid of work, can control their anger at work, do not feel stressed at work, and 
feel sociable.  

In addition, they feel friendly, like to talk, have self-confidence, are open to new ideas, have a strong 
imagination, are aesthetically sensitive, enjoy new experiences, and seek praise. They also feel that they 
are people who often say sorry, are not people who are afraid to say no, are not people who compare 
themselves to others, are people who think well, people who do not expect anything in return, people 
who do not delay kindness, people who are not affected by criticism, people who feel they have 
shortcomings, and are not arrogant. The following are descriptive statistics for the Organizational 
Citizenship Behavior variable (Y1). 
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Table 6  of the Organizational Citizenship Behavior variable (Y1) 

 
Source: SPSS Output, 2026 

The table above shows that the mean for each indicator exceeds 3.67. This means that employees, on 
average, exhibit good Organizational Citizenship Behavior. They feel they always try to maintain calm, 
constantly encourage their coworkers, always show respect, do not complain, and always put their 
interests above their own. 

They also feel that they always protect the company from external threats, always promote the 
company's reputation, always maintain general compliance, always obey the rules, do not prioritize 
personal work, and volunteer to complete the tasks assigned. Besides, they feel they always attend 
meetings, understand the issues involved, and engage in activities to improve their skills and experience.  
The following are descriptive statistics for the team member performance variable (Y2): 

Table 7 Descriptive Statistics Table of Employee Performance Variable (Y2) 

 
Source: SPSS Output, 2026 

This table also shows that each indicator of the Employee Performance variable (Y2) has a mean> 3.67. 
This means that, on average, employees feel they perform well. They think they produce high-quality 
work, feel capable of completing work in the targeted quantity, have good work skills, have adequate 
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knowledge related to their work, maintain social relationships with others, and maintain psychological 
support. In addition, they also perform informal tasks. 

Validity Test 

Validity testing is conducted to determine whether each questionnaire item measures the variable being 
tested. The test was conducted using Principal Component Analysis. The instrument is valid if the loading 
factor is > 0.4. The following is a summary of the validity test results for each variable based on SPSS 
output: 

Table 8 Job Satisfaction Variable Validity Test Table (X1) 
Indicator Loading Factor Standard Conclusion 

X1.1 0.744 > 0.40 Valid 
X1.2 0.626 > 0.40 Valid 
X1.3 0.698 > 0.40 Valid 
X1.4 0.758 > 0.40 Valid 
X1.5 0.724 > 0.40 Valid 
X1.6 0.659 > 0.40 Valid 
X1.7 0.577 > 0.40 Valid 
X1.8 0.671 > 0.40 Valid 
X1.9 0.726 > 0.40 Valid 

X1.10 0.738 > 0.40 Valid 
X1.11 0.676 > 0.40 Valid 
X1.12 0.547 > 0.40 Valid 
X1.13 0.470 > 0.40 Valid 
X1.14 < 0.40 > 0.40 Invalid 
X1.15 0.604 > 0.40 Valid 
X1.16 0.521 > 0.40 Valid 
X1.17 0.566 > 0.40 Valid 
X1.18 0.523 > 0.40 Valid 
X1.19 0.490 > 0.40 Valid 
X1.20 0.438 > 0.40 Valid 
X1.21 0.706 > 0.40 Valid 
X1.22 0.560 > 0.40 Valid 
X1.23 0.692 > 0.40 Valid 
X1.24 < 0.40 > 0.40 Invalid 
X1.25 0.548 > 0.40 Valid 
X1.26 0.417 > 0.40 Valid 

Source: SPSS output, processed, 2026 
 

Table 9. Job Satisfaction Variable Validity Test Table (X1) After Indicator Elimination 
Indicator Loading Factor Standard Conclusion 

X1.1 0.750 > 0.40 Valid 
X1.2 0.626 > 0.40 Valid 
X1.3 0.713 > 0.40 Valid 
X1.4 0.769 > 0.40 Valid 
X1.5 0.738 > 0.40 Valid 
X1.6 0.670 > 0.40 Valid 
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Indicator Loading Factor Standard Conclusion 
X1.7 0.589 > 0.40 Valid 
X1.8 0.680 > 0.40 Valid 
X1.9 0.743 > 0.40 Valid 

X1.10 0.746 > 0.40 Valid 
X1.11 0.676 > 0.40 Valid 
X1.12 0.537 > 0.40 Valid 
X1.13 0.453 > 0.40 Valid 
X1.15 0.584 > 0.40 Valid 
X1.16 0.504 > 0.40 Valid 
X1.17 0.562 > 0.40 Valid 
X1.18 0.512 > 0.40 Valid 
X1.19 0.466 > 0.40 Valid 
X1.20 0.426 > 0.40 Valid 
X1.21 0.710 > 0.40 Valid 
X1.22 0.556 > 0.40 Valid 
X1.23 0.689 > 0.40 Valid 
X1.25 0.554 > 0.40 Valid 
X1.26 0.401 > 0.40 Valid 

Source: SPSS output, processed, 2026. 
 

Table 10. Validity Test Table for Employee Personality Variable (X2) 
Indicator Loading Factor Standard Conclusion 

X2.1 0.830 > 0.40 Valid 
X2.2 0.652 > 0.40 Valid 
X2.3 0.780 > 0.40 Valid 
X2.4 0.892 > 0.40 Valid 
X2.5 0.863 > 0.40 Valid 
X2.6 0.821 > 0.40 Valid 
X2.7 0577 > 0.40 Valid 
X2.8 0.538 > 0.40 Valid 
X2.9 0.819 > 0.40 Valid 

X2.10 0.821 > 0.40 Valid 
X211 0.503 > 0.40 Valid 
X2.12 0.821 > 0.40 Valid 
X2.13 0.807 > 0.40 Valid 
X2.14 < 0.40 > 0.40 Invalid 
X2.15 0.797 > 0.40 Valid 
X2.16 0.606 > 0.40 Valid 
X2.17 0.821 > 0.40 Valid 
X2.18 0.685 > 0.40 Valid 
X2.19 0.807 > 0.40 Valid 
X2.20 0.789 > 0.40 Valid 
X2.21 0.560 > 0.40 Valid 
X2.22 0.797 > 0.40 Valid 

Source: SPSS output, processed, 2026 
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Table 11. Validity Test Table for Employee Personality Variable (X2) After Indicator Elimination 
Indicator Loading Factor Standard Conclusion 

X2.1 0.826 > 0.40 Valid 
X2.2 0.649 > 0.40 Valid 
X2.3 0.781 > 0.40 Valid 
X2.4 0.890 > 0.40 Valid 
X2.5 0.864 > 0.40 Valid 
X2.6 0.824 > 0.40 Valid 
X2.7 0.581 > 0.40 Valid 
X2.8 0.542 > 0.40 Valid 
X2.9 0.814 > 0.40 Valid 

X2.10 0.824 > 0.40 Valid 
X211 0.502 > 0.40 Valid 
X2.12 0.824 > 0.40 Valid 
X2.13 0.808 > 0.40 Valid 
X2.15 0.797 > 0.40 Valid 
X2.16 0.605 > 0.40 Valid 
X2.17 0.824 > 0.40 Valid 
X2.18 0.685 > 0.40 Valid 
X2.19 0.808 > 0.40 Valid 
X2.20 0.785 > 0.40 Valid 
X2.21 0.559 > 0.40 Valid 
X2.22 0.797 > 0.40 Valid 

Source: SPSS output, processed, 2026 
 

Table 12. Validity Test Table for Organizational Citizenship Behavior Variable (Y1) 
Indicator Loading Factor Standard Conclusion 

Y1.1 0.719 > 0.40 Valid 
Y1.2 0.472 > 0.40 Valid 
Y1.3 0.677 > 0.40 Valid 
Y1.4 0.857 > 0.40 Valid 
Y1.5 0.646 > 0.40 Valid 
Y1.6 0.719 > 0.40 Valid 
Y1.7 0.521 > 0.40 Valid 
Y1.8 0.515 > 0.40 Valid 
Y1.9 0.601 > 0.40 Valid 

Y1.10 0.635 > 0.40 Valid 
Y1.11 < 0.40 > 0.40 Valid 
Y1.12 0.559 > 0.40 Valid 
Y1.13 0.807 > 0.40 Valid 
Y1.14 < 0.40 > 0.40 Valid 
Y1.15 0.677 > 0.40 Valid 

Source: SPSS output, processed, 2026 
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Table 13. Validity Test Table for Organizational Citizenship Behavior Variable (Y1) 
After Indicator Elimination 

Indicator Loading Factor Standard Conclusion 
Y1.1 0.719 > 0.40 Valid 
Y1.2 0.476 > 0.40 Valid 
Y1.3 0.681 > 0.40 Valid 
Y1.4 0.863 > 0.40 Valid 
Y1.5 0.653 > 0.40 Valid 
Y1.6 0.725 > 0.40 Valid 
Y1.7 0.510 > 0.40 Valid 
Y1.8 0.503 > 0.40 Valid 
Y1.9 0.599 > 0.40 Valid 

Y1.10 0.639 > 0.40 Valid 
Y1.12 0.544 > 0.40 Valid 
Y1.13 0.810 > 0.40 Valid 
Y1.15 0.685 > 0.40 Valid 

Source: SPSS output, processed, 2026 
 

Table 14. team member Performance Variable Validity Test Table (Y2) 
Indicator Loading Factor Standard Conclusion 

Y2.1 0.606 > 0.40 Valid 
Y2.2 0.495 > 0.40 Valid 
Y2.3 0.441 > 0.40 Valid 
Y2.4 0.441 > 0.40 Valid 
Y2.5 0.496 > 0.40 Valid 
Y2.6 0.580 > 0.40 Valid 
Y2.7 0.729 > 0.40 Valid 

Source: SPSS output, processed, 2026 

Reliability Test 

Reliability testing was conducted to determine whether each question in the questionnaire was free of 
ambiguity or bias and whether each respondent had the same understanding of the questionnaire's 
contents. A questionnaire is considered reliable if the Cronbach's Alpha value is > 0.6 (Ghozali, 2018). 
Reliability testing was only conducted on valid indicators. The following are the results of the reliability 
test: 

Table 15. Reliability Test Results Table 
Variables Cronbach Alpha Standard Conclusion 

Job Satisfaction 0.926 > 0.6 Reliable 
team member Personality 0.957 > 0.6 Reliable 

Organizational Citizenship Behavior 0.881 > 0.6 Reliable 
team member Performance 0.603 > 0.6 Reliable 

Source: SPSS output, processed, 2026 

Testing equation 1 

Regression equation 1 is the equation for the direct influence of job satisfaction and team member 
personality on organizational citizenship behavior. The following is the regression equation used: 
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Y = a + b1X1 + b2X2 + e 
Y1 = organizational citizenship behavior 
a = constant 
b = regression coefficient 
X1 = job satisfaction 
X2 = team member personality 
Test of the Coefficient of Determination of Equation 1 

Table 16. Determination Coefficient Test Table for Equation 1 

 
Source: SPSS Output, 2026 

Regression equation 1 for the influence of Job Satisfaction and Employee Personality on Organizational 
Citizenship Behavior (OCB) shows an adjusted R-square of 0.775 (77.5%). This means that the Job 
Satisfaction and Employee Personality variables explain 77.5% of the variance in the Organizational 
Citizenship Behavior variable, while other variables outside this study explain the remaining 22.5%. 

Model Feasibility Test (F Test) Equation 1 

The F test was conducted to determine whether regression equation 1 in this study is suitable for use (fit). 
The model is considered fit if the significance value is < 0.05. The following are the results of the F test for 
equation 1: 

Table 17. F Test Table Equation 1 (Goodness of Fit) 

 
Source: SPSS Output, 2026 

The table above shows a significance value of < 0.001, less than 0.05. This means that regression model 
1 used in this study is suitable for use (fit). 

t-Test Equation 1 (Hypothesis Testing) 

Equation 1 was used to test the direct influence of job satisfaction and team member personality on 
organizational citizenship behavior (Hypotheses 1 and 2). The hypothesis is supported if the p-value is < 
0.05. The following are the t-test results for equation 1: 
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Table 18. t-Test Table Equation 1 

 
Source: SPSS Output, 2026 

Based on the table above, it is evident that job satisfaction (X1) has a direct influence on organizational 
citizenship behavior (Y1) (p = 0.010 < 0.05). That team member personality (X2) has a direct influence on 
organizational citizenship behavior (Y1) (p < 0.001). This means that hypotheses 1 and 2 are proven. A 
positive beta value indicates that job satisfaction (X1) and team member personality (X2) positively 
influence organizational citizenship behavior (Y1). 

Testing Equation 2 

Regression equation 2 is used to test the influence of job satisfaction, team member personality, and 
organizational citizenship behavior on team member performance. The following is the regression 
equation used: 
Y2 = a + b3X1 + b4X2 + b5Y1 + e 
Y2 = team member performance 
a = constant 
b = regression coefficient 
X1 = job satisfaction 
X2 = team member personality 
Y1 = organizational citizenship behavior 
Test of the Coefficient of Determination of Equation 2 

Table 19. Test Table of Determination Coefficient for Equation 2 

 
Source: SPSS Output, 2026 

The table shows an Adjusted R Square of 0.644, or 64.4%. This means that the variables job satisfaction, 
team member personality, and organizational citizenship behavior explain 64.4% of team member 
performance, while other variables outside this study explain the remaining 35.6%. 

F Test Equation 2 

The F test was conducted to determine whether regression equation 2 in this study is suitable for use (fit). 
The model is considered fit if the significance value is < 0.05. The following are the results of the F test for 
equation 2: 
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Table 20. F Test Table for Equation 2 (Goodness of Fit) 

 
Source: SPSS output, 2026. 

The table above shows a significance value of <0.001, which is less than 0.05. This means that the 
second regression model, which tests the influence of job satisfaction, team member personality, and 
organizational citizenship behavior on team member performance, is suitable for use (fit). 

T-test of equation 2 

Equation 2 was used to test the direct effects of job satisfaction, team member personality, and 
organizational citizenship behavior on team member performance. The hypothesis is supported if the p-
value is < 0.05. The following are the t-test results for equation 2: 

Table 21. t-Test Table Equation 2 

 
Source: SPSS Output, 2026 

The table above shows a significance value of job satisfaction of <0.001 with a positive beta value. This 
means that hypothesis 3, which states that job satisfaction has a positive effect on team member 
performance, is proven. The significance value of team member personality of 0.268 > 0.05 proves that 
there is no direct influence of team member personality on team member performance. This means that 
hypothesis 4, which states that team member personality has a positive impact on team member 
performance, is not proven. The significance of organizational citizenship behavior (p < 0.001) and a 
positive beta value indicate a positive influence of organizational citizenship behavior on team member 
performance. This means that hypothesis 5 is proven. 

Indirect Effect Testing. 

The indirect effect of job satisfaction and team member personality on team member performance was 
tested using the Sobel test, as the data met the assumption of normality. Based on the t-test table for 
equations 1 and 2, the regression coefficients and standard errors for each variable are shown. The 
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following table summarizes the t-test results as a reference for calculations using the Sobel Test 
calculator: 

Table 22. Summary Table of t-Test Results 
Variables Beta 

(Standardized coefficient) 
Standard Error Information 

Job Satisfaction 0.294 0.109 Equation 1 
team member Personality 0.623 0.097 Equation 1 

Organizational Citizenship Behavior 0.617 0.128 Equation 2 
Source: SPSS output, processed, 2026. 

 
Table 23. Summary Table of Calculation Results Using the Sobel Test 

The Influence of Job Satisfaction on Employee Performance Through OCB 
X1-Y1-Y2 Mark 

a 0.294 
b 0.617 
sa 0.109 
sb 0.128 

Statistical Test 2,354 
p-value (significance) 0.018 

Standard < 0.05 
Conclusion Mediating 

Source: Sobel Test Output (danielsoper.com, 2026) 
 

Table 24. Summary Table of Calculation Results Using the Sobel Test 
The Influence of Employee Personality on Employee Performance Through OCB 

X2-Y1-Y2 Mark 
a 0.623 
b 0.617 
sa 0.097 
sb 0.128 
Statistical Test 3,855 
p-value (significance) 0.0001 
Standard < 0.05 
Conclusion Mediating 

Source: Sobel Test Output (danielsoper.com, 2026) 

Based on the results of the Sobel Test calculations in tables 4.18 and 4.19 above, it can be shown that 
organizational citizenship behavior mediates the influence of job satisfaction and team member 
personality on team member performance. This means that hypotheses 6 and 7 are proven. 

Discussion 

The Influence of Job Satisfaction on Organizational Citizenship Behavior 

Based on the table, it is shown that team member personality (X2) has a direct influence on organizational 
citizenship behavior (Y1), with a significance value of 0.010 < 0.05 and a calculated t value of 2.649. This 
means that hypothesis 1, which states that job satisfaction (X1) has a positive effect on organizational 
citizenship behavior (Y1), is supported. The higher a team member's job satisfaction, the more likely they 
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are to volunteer to help their coworkers. Therefore, the higher the job satisfaction, the greater the 
organizational citizenship behavior.  

The results of this study support the theory of organizational justice. Organizational justice theory 
explains how employees' perceptions of organizational justice can influence their job satisfaction. 
Perceived fairness in distribution, procedures, and interactions can increase job satisfaction, which, in 
turn, can affect team member performance. The results of this study support the research of Rusmayanti 
et al. (2022), Sambung (2019), and Budianto & Kurniawati (2024), which showed that job satisfaction has 
a positive effect on organizational citizenship behavior. The greater the team member's job satisfaction, 
the higher their organizational citizenship behavior. 

The Influence of Employee Personality on Organizational Citizenship Behavior 

Based on the table, it is evident that team member personality (X2) has a direct influence on 
organizational citizenship behavior (Y1), with a significance value of <0.001 and a calculated t value of 
5.616. This means that hypothesis 2, which posits that team member personality (X2) positively 
influences organizational citizenship behavior (Y1), is supported. The better a team member's personality, 
the more likely they are to volunteer to help coworkers, even if it is not part of their job description. 
Personality theory emphasizes that individual personality characteristics, such as openness, 
conscientiousness, extroversion, and emotional stability, can influence how they interact with the work 
environment. Employees with positive personalities tend to have higher job satisfaction and demonstrate 
greater OCB.  

The results of this study align with the research by Isyah and Palupiningdyah (2020), which shows that 
team member personality influences organizational citizenship behavior. The results of this study are also 
in line with research by Udin & Yuniawan (2020) and Batilmurik & Faymau (2021), which show that team 
member personality influences organizational citizenship behavior. 

The Influence of Job Satisfaction on Employee Performance 

The table shows a significance value of 0.007 for job satisfaction, which is < 0.05, with a t-value of 2.787. 
This means that job satisfaction positively affects team member performance. The higher a team 
member's job satisfaction, the better their performance will be. 

The results of this study support the theory of organizational justice. Organizational justice theory holds 
that when employees feel they are treated fairly, their job satisfaction increases, ultimately improving 
team member performance. These results align with research by Mohamad and Nawawi (2020), which 
demonstrated that job satisfaction has a positive and significant impact on team member performance. 
The results of this study are also in line with research by Rizal et al. (2020), Rusmayanti et al (2022), 
Sambung (2019), and Budianto and Kurniawati (2024), where the emergence of a sense of satisfaction 
can make a team member's performance optimal in achieving the goals or targets to be achieved. 

The Influence of Employee Personality on Employee Performance 

Personality theory emphasizes individual personality characteristics, suggesting that employees with 
good personalities will also perform well. The results of this study do not support the direct influence of 
personality theory on team member performance. The significance value of team member personality in 
the table, 0.268 > 0.05, proves that team member personality does not directly influence team member 
performance. This means that even if employees have an upbeat personality, this does not necessarily 
improve their performance. This is because even if they have a cheerful personality, if they do not perceive 
fairness in the workplace, their performance will not necessarily improve. These results support the 
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research of Aponno et al. (2017) and Billah et al. (2021), which proves that team member personality 
does not influence team member performance. 

The Influence of Organizational Citizenship Behavior on Employee Performance 

The table shows the significance value of organizational citizenship behavior of <0.001 and the calculated 
t value of 3.832. This means that organizational citizenship behavior positively affects team member 
performance. The better the organizational citizenship behavior, the better the team member 
performance. The results of this study support the direct influence of personality on organizational 
citizenship behavior (OCB). Personality theory emphasizes that individual personality characteristics, such 
as openness, conscientiousness, extroversion, and emotional stability, can influence how they interact 
with the work environment. Employees with positive personalities tend to have higher job satisfaction and 
demonstrate greater OCB. 

The results of this study align with those of Hermanto & Srimulyani (2022), which demonstrated a 
positive influence of organizational citizenship behavior on team member performance. Similarly, research 
by Sambung (2019), Rusmayanti et al. (2022), and Budianto & Kurniawati (2024) also demonstrated a 
positive influence of organizational citizenship behavior on team member performance. 

The Influence of Job Satisfaction on Employee Performance Mediated by Organizational Citizenship 
Behavior 

The table for the Sobel Test shows a p-value of 0.0018 (< 0.05) and a test statistic of 2.354. 
Organizational citizenship behavior can mediate the influence of job satisfaction on team member 
performance. This means that increased job satisfaction, accompanied by increased organizational 
citizenship behavior, will improve team member performance . In other words, Job satisfaction can 
influence team member performance by increasing organizational citizenship behavior. The results of this 
study support the findings of Mohamad and Nawawi (2020), who found that organizational citizenship 
behavior mediates the relationship between job satisfaction and team member performance. The results 
of this study also support theories of justice and personality. 

The Influence of Employee Personality on Employee Performance Mediated by Organizational Citizenship 
Behavior 

The table shows a p-value of 0.0001 (< 0.05) and a test statistic of 3.855. This proves that organizational 
citizenship behavior can mediate the influence of team member personality on team member 
performance. team member personality can influence team member performance only if team member 
personality can increase organizational citizenship behavior, and an increase in organizational citizenship 
behavior can increase team member performance. In other words, team member personality can affect 
team member performance by increasing organizational citizenship behavior. 

This research aligns with research by Isyah and Palupiningdyah (2020), which demonstrated that 
organizational citizenship behavior can mediate the influence of team member personality on team 
member performance. These findings also align with research by Udin & Yuniawan (2020) and Batilmurik 
& Faymau (2021), which demonstrated that organizational citizenship behavior can mediate the influence 
of team member personality on team member performance. The results of this study support personality 
theory. Personality theory emphasizes that individual personality characteristics, such as openness, 
conscientiousness, extroversion, and emotional stability, can influence how they interact with the work 
environment. Employees with positive personalities tend to have higher job satisfaction and demonstrate 
greater OCB. 
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4. Conclusion 

Job satisfaction positively affects team member performance. team member personality does not affect 
team member performance. Job satisfaction positively influences organizational citizenship behavior. team 
member personality has a positive effect on organizational citizenship behavior. Organizational citizenship 
behavior positively impacts team member performance. Organizational citizenship behavior mediates the 
relationship between job satisfaction and team member performance. Organizational citizenship behavior 
mediates the effect of team member personality on team member performance. 
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