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Abstract

The behavior demanded by organizations today includes not only in-role behavior,
which involves performing tasks according to job descriptions, but also extra-role
behavior. Organizational Citizenship Behavior (OCB) is essential to address the various
challenges posed by organizational changes, particularly in the context of
bureaucratic reform processes. Moreover, the increasing diversity of demands in the
public service sector has become a growing professional responsibility for employees.
This study aims to explore and explain the role of organizational commitment in
mediating the influence of perceived organizational support on organizational
citizenship behavior. The research was conducted at the Office of Cooperatives and
SMEs in Denpasar City. A preliminary survey indicated the presence of issues related
to organizational citizenship behavior at the study site. The sample for this research
consisted of 53 employees, selected using a saturated sampling method. Data
collection was carried out through interviews and questionnaires. The data analysis
techniques employed included path analysis using SPSS, the Sobel test, and the
Variance Accounted For (VAF) test. The findings of this study reveal that perceived
organizational support has a positive and significant influence on organizational
citizenship behavior. Additionally, perceived organizational support positively and
significantly affects organizational commitment, and organizational commitment
positively and significantly influences organizational citizenship behavior.
Furthermore, organizational commitment effectively mediates the influence of
perceived organizational support on organizational citizenship behavior.

Keywords: Perceived Organizational Support, Organizational Commitment,

Organizational Citizenship Behavior

INTRODUCTION

Organizational Citizenship Behavior (OCB) is a choice of behavior that is not part
of an employee's formal work obligations, but supports the effective functioning of
the organization (Robbins & Judge, 2018). OCB is needed by agencies to increase their
operational effectiveness. OCB is necessary to handle all organizational change
difficulties that are necessary to complete the bureaucratic reform process,
particularly given the wide range of demands in the public service sector, which
include employees' growing professional responsibilities. The role of OCB behavior is
considered important and greatly determines the performance of the organization in
providing services to the community, so that the emergence of employee OCB in
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government agencies can be a positive improvement that is needed (Fatmawati &
Azizah, 2022). OCB refers to the good behavior of workers who voluntarily do more
than what is their responsibility without being forced or receiving compensation, and
who do so without fear of being disciplined. obligations freely, without pay or
coercion, and there is no penalty for this, which can benefit the organization (Perkasa
et al.,, 2020). OCB is very necessary for the progress of the organization and for
improving employee performance, so every employee needs to have OCB.

This research was conducted at the Denpasar City Cooperative and UMKM
Office. The Denpasar City Cooperative and UMKM Office is an agency that has the task
of carrying out Regional Government affairs in the field of cooperatives and UMKM,
as well as the authority of deconcentration and assistance tasks obtained from the
government. To optimize a job, good employee behavior is needed that is able to
support the progress of the organization. The Denpasar City Cooperative and UMKM
Office is located at JI. Mulawarman Lumintang No.3, Dauh Puri Kaja, North Denpasar
District, Denpasar City, Bali. The Denpasar City Cooperative and UMKM Office has 53
employees.

To find out if there are indications of problems with OCB at the research location,
a pre-survey was conducted using statements referring to OCB indicators for 15
employees of the Denpasar City Cooperatives and UMKM Service with the results
shown in Table 1.

Table 1. OCB Data of Denpasar City Cooperatives and UMKM Service Employees

No Question Yes No
1 | help other employees without any pressure on tasks 13 2
which is closely related to the agency's voluntary activities
2 |respect therights related to the work of other 15 0
employees
3 | try to maintain the good name of the organization 15 0
4 1 work beyond the minimum standards expected. 5 10

Organization

5 | participate voluntarily in the functions of the agencyina 6 9
professional manner.

6 | voluntarily support the functions of the agency. 15 0
Professionally

Source: Denpasar City Cooperatives and UMKM Service, 2024

The results of the pre-survey indicated a lack of OCB among employees of the
Denpasar City UMKM Service. There were 10 employees who disagreed with the
statement point "l work beyond the minimum standards expected by the agency".
These results indicate that some employees have not worked beyond the minimum
standards of the agency. In the statement "l participate voluntarily in the functions of
the agency professionally”, there were nine employees who disagreed with the
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statement. This means that employees do not yet have a sense of initiative to
participate voluntarily in all activities related to the functions of the agency.

The theory underlying this research is social exchange theory. Blau (1964) stated
that social exchange theory is an organization can take positive actions towards
employees in the hope that the initiative will be rewarded in terms of loyalty to the
organization. According to the social exchange theory, employees will act and behave
more favorably toward the organization if they have received good treatment from it
(Fung et al., 2012). Every individual will always try to repay anyone who has given them
benefits. Social exchange theory explains how to maintain a balance of social
exchange between employees and the organization. Konovsky and Pugh (1994 ) stated
that social exchange theory is used to explain the reasons employees do OCB. In ideal
conditions, employees should exhibit OCB by voluntarily performing duties that fall
outside of their duties and obligations. The presence of influencing elements like POS
can hence raise OCB.

Azhar et al. (2019) stated that factors that can influence OCB include perceived
organizational support. When employees receive high attention and support from the
organization, they can show positive behavior and improve their performance
(Alshaabani et al.,, 2021). The importance of maintaining open communication
relationships with employees can invite them to provide input, listen and respond to
opinions and to appreciate their contributions (Rahmawati et al., 2022). Song & Yang,
(2020) stated that organizational attention to employees is an important reason for
employees to stay in the organization and contribute to the organization.

Fatmawati & Azizah (2022) stated that employee perceptions regarding the
extent to which the organization values employee contributions and cares about
employee welfare are called Perceived Organizational Support (POS). POS is the level
of employee trust by evaluating the treatment of the organization (Eisenberger et al.,
2020). Wahyuni (2019) stated that POS arises because of the overall belief of
employees that their association often thinks about their welfare assistance and
appreciates their involvement which is explained by organizational qualities such as
balance, support, good working conditions, and rewards. Jehanzeb (2020) said that
conceptually POS is organizational recognition of individual efforts, usually
compensated through organizational welfare guarantees. POS is believed to be an
important aspect in an organization because the existence of POS will increase
employee OCB. An employee who feels cared for, cared for, and appreciated will feel
comfortable and feel cared for by the organization, with this, employees are believed
to have an extra role for the organization. Therefore, the better the employee's
perception of organizational support, the more the employee's Organizational
Citizenship Behavior will increase.

Organizational commitment is one of the factors that can influence OCB, which
is a person's attitude that shows loyalty to an organization and the process by which
a person expresses their concern for the organization (Luthans, 2018). Organizational
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commitment is the extent to which a person sides with an organization and its goals
and desires to maintain membership in the organization (Dharma and Suwandana,
2024). Employees with high commitment will work hard to achieve organizational
goals by working outside their mandatory work (Dwika & Adnyani, 2020). Ayu et al.,
(2022) in their research used organizational commitment as a mediating variable
between POS and OCB with the results that POS can increase OCB through
organizational commitment. POS felt by employees can influence OCB such as helping
coworkers and caring about what happens in the company. This will make members
feel bound so that they encourage love for the organization and then voluntarily carry
out behavior outside of work responsibilities regardless of the high or low POS felt.

Organizational commitment is a condition where an employee is willing to be in
and feel part of a company (Haque et al, 2019). Claudia (2018) stated that
organizational commitment not only includes a strong drive within an individual to
remain a member of the organization, but also a sense of responsibility for tasks and
obligations or a desire to advance the organization. Organizational commitment is a
bonus for the company because organizational commitment to employees can help
change the quality of the organization into business productivity (Naimah et al., 2017).
Luz et al, (2018) stated that with a high level of organizational commitment,
employees will be more organized so that they will carry out their obligations or duties
optimally and perform well. Organizational commitment reflects employee loyalty to
the company in achieving common goals (Busro, 2018).

Organizational commitment creates a person's desire to participate more in the
organization, and feel proud to be part of the organization. Employees who have high
organizational commitment to the organization will do anything for the progress of
the organization, one of which is by increasing extra behavior, namely OCB. This is
supported by research by Wulandari & Andriani (2019), Idzna et al., (2020), Fatmawati
& Azizah (2022), Hamzah et al., (2020), Sumarsi & Rizal (2021), and Dewi et al., (2022)
which states that organizational commitment can have a positive effect on increasing
OCB.

Based on previous research, researchers found a research gap or inconsistency
related to OCB research. Muda et al. (2019) stated that POS has a positive and
significant influence on OCB. This is reinforced by research conducted by Alfiana
(2020), Andriyanti & Supartha (2021), Alshaabani et al. (2021), Soeprijadi & Sudibjo
(2021), and Fatmawati & Azizah (2022) stating that POS can provide a positive and
significant effect on OCB. However, Linda et al. (2019) stated that POS has a negative
and insignificant effect on OCB. Claudia (2018), Idzna et al., (2020), Hayati (2020) and
Azizah & Rokhman (2021) have different results where POS has a positive but
insignificant effect on OCB.

Oktaviani, H. (2018) stated that POS has a positive and significant effect on
organizational commitment. Amalia, J. (2020) also agrees that POS has a positive and
significant effect on organizational commitment. However, different research results
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were proven by Asrunputri., AP (2018) in her research proving that there was no
positive relationship between POS and organizational commitment. Nurhayati (2015)
also agreed that in her research results, POS had no effect on organizational
commitment.

Sudarmo and Wibowo (2018) stated that organizational commitment has a very
significant effect on OCB. Jaya, R. (2018), also argues that organizational commitment
has a positive and significant effect on OCB. High organizational commitment will be
able to influence the increase in OCB (Wulandari & Andriani, 2019). However, different
research results were proven by Darmawati & Hayati (2013) and Harwiki, W. (2016) in
their research proving that organizational commitment has no effect on OCB
variables.

The existence of a gap or research results between several views that
researchers found, and based on the results of the pre-survey that researchers have
conducted in the organization that is the location of the research, researchers want to
answer again and conduct further research on the influence of POS on OCB. In
addition, researchers also added a new variable, namely organizational commitment
that researchers use as a mediating variable. So that the title is "The Role of
Organizational Commitment Mediating The Influence of Perceived Organizational
Support on Organizational Citizenship Behavior".

RESEARCH METHODS

This study is an associative causality study using a quantitative approach by
examining statistical data to test the hypothesis made using a questionnaire as a
research instrument. This study was conducted to analyze the role of organizational
commitment in mediating the influence of POS on OCB. This study consists of
exogenous variables (X), mediating variables (Z), and endogenous variables (Y). These
variables include: perceived organizational support (X), organizational commitment
(2), organizational citizenship behavior (Y). This study uses data obtained from
empirical theories to support the proof of the hypothesis. This study was conducted
at the Denpasar City Cooperative and UMKM Office located at JI. Mulawarman, No. 3,
Lumintang, Denpasar, Bali. The consideration for choosing this location was because
indications of employee problems related to OCB were found.

Population is defined as a generalization area consisting of objects and subjects
that have certain qualities and characteristics that have been determined by
researchers to be studied and then conclusions drawn (Rahyuda, 2020:127). Based on
this understanding, the population in this study is all employees of the Denpasar City
Cooperative and UMKM Service totaling 53 people. The sample is part of the number
and characteristics possessed by the population (Sugiyono, 2018:149). The sample size
in this study is 53, the same as the population. The data analysis techniques used in
this study are path analysis with SPSS, Sobel test, and VAF test.
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RESULTS AND DISCUSSION
Classical Assumption Test
1) Normality Test
Table 2. Results of the Normality Test for Regression Equation 1
Unstandardized Residual

N 53
Kolmogorov-Smirnov 0.064
Asymp.Sig. (2-tailed) 0.200

Source: (processed data), 2024

Based on the data in Table 2, it is evident that the Asymp.Sig. (2-tailed) value
is 0.200 and the Kolmogorov-Smirnov (KS) value is 0.064. Asymp.Sig. (2-tailed)
0.200 is higher than the alpha value of 0.05, indicating that the regression
equation model 1is normally distributed.

Table 3. Results of the Normality Test for Regression Equation 2
Unstandardized Residual

N >3
Kolmogorov-Smirnov 0.069
Asymp.Sig. (2-tailed) 0.200

Source: (processed data), 2024
The data shownin Table 3 indicates that the Asymp.Sig. (2-tailed) value
is 0.200, and the Kolmogorov-Smirnov (KS) value is 0.069. Asymp.Sig. (2-
tailed) 0.200 is higher than the alpha value of 0.05, indicating that the
regression equation model 2 is normally distributed.
2) Multicollinearity Test

Table 4. Multicollinearity Test Results

Variables Tolerance VIF
POST 0.680 1,471
Organizational 0.680 1,471

Commitment

Source: Appendix 9 (processed data), 2024
Based on table 4 above, the organizational commitment and POS
variables' VIF and tolerance values are 1.471 and 0.680, respectively. This
shows that in the regression equation model there is no multicollinearity
because the POS and organizational commitment variables have a tolerance
value greater than 10 percent and a VIF value less than 10.
3) Heteroscedasticity Test

Table 5. Results of Heteroscedasticity Test for Regression Equation 1
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Model Unstandardize Standardize T Sig.
d d
Coefficients  Coefficients
B Std. Beta
Error
(Constant) 2,601 1,258 2,140  0.037
Perceived -0.053 0.079 -0.094 -0.672 0.505

Organizational
Support

Source: Appendix 10 (processed data), 2024
Based on table 5, it can be seen that the POS variable has a Sig. value of
0.505 > 0.05. This means that there is no influence between the independent
variables on the absolute residual. It is possible to conclude that the one
equation model is devoid of heteroscedasticity symptoms.

Table 6. Results of Heteroscedasticity Test for Regression Equation 2

Model Unstandardize Standardize T Sig.
d d
Coefficients  Coefficients
B Std. Beta
Error
(Constant) 3,025 1,181 2,562  0.013
Perceived 0.240 0.079 0.050 0.301 0.765
Organizational
Support
Commitment -0.101  0.068 -0.247 1,479 0.145

Organizational

Source: Appendix 10 (processed data), 2024
Based on table 6, it can be seen that the POS and organizational
commitment variables have Sig. values of 0.765 and 0.145 respectively. These
values are greater than 0.05. This means that there is no influence between
the independent variables on the absolute residual. Thus, it can be said that

the equation model 2 does not contain symptoms of heteroscedasticity.

Path Analysis Test

Table 7. Results of Path Analysis of Regression Equation 1

Model

Unstandardize Standardize T

d d
Coefficients = Coefficients
B Std. Beta
Error

Sig.
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(Constant) 8,512 2,115 4,025 0,000
Perceived 0.653 0.133 0.566 4,902 0,000
Organizational

Support

R2:0.320

a. Dependent Variable: Organizational Commitment

b. Predictors: (Constant), Perceived Organizational
Support

Source: (processed data), 2024
Based on the results of the path analysis in Table 7, the structural
equation formed can be formulated as follows.
Z=B2X + e1
Z = 0.566X 4 €1. cervererreerereeententeseensessessessestesesstessessessessessessesns (1)

Table 8. Results of Path Analysis of Regression Model 2

Model Unstandardize Standardize t Sig.
d d
Coefficients Coefficients
B Std. Beta
Error
(Constant) 7,383 2,003 3,686  0.001
Perceived 0.384 0.133 0.314 2,882  0.006
Organizational
Support
Commitment 0.584  0.116 0.550 5,054 0,000
Organizational
R2:0.597

a. Dependent Variable: Organizational Citizenship Behavior

b. Predictors: (Constant), Organizational Commitment,
Perceived
Organizational Support

Source: (processed data), 2024

Table 9. Direct Influence, Indirect Influence, and Total Influence of POS
(X), Organizational Commitment (Z), and OCB (Y)

Influence Influence Influence No  Total Influence
Variables Direct Direct

XY 0.314 0.311 0.625

Xz 0.566 0.566
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Y 0.55 0.55
Source: processed data, 2024

Sobel test
One analytical technique for determining the significance of the indirect
relationship between the independent and dependent variables that is mediated
by the mediating variable is the Sobel test. This equation is used to develop the
Sobel test.

a) If Z > 1.96 then the mediator variable is considered to significantly
mediate the relationship between the dependent variable and the
independent variable.

b) If Z<1.96 then the relationship between the dependent and independent
variables is thought to be strongly mediated by the mediator variable.

1) Formulating a hypothesis
H, : Organizational Commitment (Z) is not a mediating variable for the
indirect influence of the POS variable (X) on OCB (Y).
H, : Organizational Commitment (Z) as a mediating variable for the indirect
influence of the POS variable (X) on OCB (Y).

2) Testing criteria

a) If Z is calculated (absolute Z value standard) < 1.96, then H, is
accepted, which means that organizational commitment (Z) is not a
mediating variable.

b) If Z is calculated (absolute Z value standard) = 1.96, then H, is
rejected, which means that organizational commitment (Z) is a
mediating variable.

3) Calculating the S valueab and Z
a. The standart error for indirect effects this formula is used to calculate
Sab:

Sab  =Vb2Sa? + a?Sbh? + Sa?Sh?
=,/0,55020,1332 + 0,56620,1162 + 0,13320,1162
=,/0,005 + 0,004 + 0,000

e 5 P (8)
Information:
a =0.566
b =0.550
Sa =0.133
Sb =0.116

b. TheZ value of the coefficient ab was computed using the following
formula in order to assess the importance of the indirect influence.
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:ab

Z
Sab
_0.5 66x0.550
0.1

R 1 I TSRO (9)
Information:
a =0.566
b =0.550
Sab =0.1

4) Providing conclusions or interpretations of the results of the mediation
variable test. According to the results of the computations, the Z value is
3.113 > 1.96. The findings indicate that the impact of POS on OCB is thought
to be mediated by variable commitment organizational elements.

VAF Test

Organizational commitment is a partial mediator of the impact of POS on OCB,
according to the VAF test, which yielded a computed value of 0.498, or 49.8%, which
falls between 20% and 80%.

Discussion of Research Results
The influence of POS on OCB

Hypothesis testing on the influence of POS on OCB shows that POS has a
significant positive effect on the OCB of employees of the Denpasar City Cooperative
and UMKM Office. This means that the higher the POS given by the Denpasar City
Cooperative and UMKM Office, the higher the OCB of employees of the Denpasar City
Cooperative and UMKM Office. Based on this, the hypothesis that the influence of POS
has a positive and significant effect on the OCB of employees of the Denpasar City
Cooperative and UMKM Office is accepted. POS given by the organization has an
effect on OCB.

The higher the organizational support felt by employees, the more motivated
employees will be to contribute more to the organization, thus increasing the
emergence of OCB behavior of employees (Fatmawati and Azizah, 2022). In order to
foster positive reciprocity between the organization and its employees, it is critical
that organizations focus on and support their workforce. Employee commitment to
the company will rise when they see that the company is helping them, which will
motivate them to make greater contributions to the organization's advancement. The
results of this study are in accordance with the theory of social exchange regarding
the relationship between employees and organizations. Exchange can occur if both
parties, namely employees and organizations, are able to provide something that
benefits each other.
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The Influence of POS on Organizational Commitment

Hypothesis testing on the influence of POS on organizational commitment
shows that POS has a significant positive effect on the organizational commitment of
employees of the Denpasar City Cooperative and UMKM Office. This means that the
higher the POS given by the Denpasar City Cooperative and UMKM Office, the higher
the organizational commitment of employees of the Denpasar City Cooperative and
UMKM Office. Based on this, the hypothesis that the influence of POS has a positive
and significant effect on the organizational commitment of employees of the
Denpasar City Cooperative and UMKM Office is accepted. POS given by the
organization has an effect on organizational commitment.

The higher the organizational support felt by employees, the more motivated
employees will be to contribute more to the organization, thus increasing the
emergence of OCB behavior of employees (Fatmawati and Azizah, 2022). In order to
foster positive reciprocity between the organization and its employees, it is critical
that organizations focus on and support their employees. Employee commitment to
the organization will rise when they see that the organization is helping them, which
will motivate them to make greater contributions to the organization's advancement.
The results of this study are in accordance with the theory of social exchange
regarding the relationship between employees and organizations. Exchange can occur
if both parties, namely employees and organizations, are able to provide something
that benefits each other.

This is in line with the research results of Azhar et al., (2019) which states that
the higher the level of POS given by the organization can have a positive influence on
increasing organizational commitment. Vigazi & Rino (2023) also argue that high POS
will increase organizational commitment. This is reinforced by the research results of
Idzna et al., (2020) which show that POS has a positive effect on increasing
organizational commitment. This is in line with the research of Oktaviani, H. (2018)
which revealed that POS has a positive and significant effect on organizational
commitment. Putra et al. (2024) also stated that POS has a positive and significant
effect on organizational commitment

The Influence of Organizational Commitment on OCB

Hypothesis testing on the influence of organizational commitment on OCB
shows that organizational commitment has a positive and significant effect on OCB of
employees of the Denpasar City Cooperative and UMKM Office. This means that the
higher the organizational commitment of employees while working at the Denpasar
City Cooperative and UMKM Office, the higher the employee's OCB towards the
Denpasar City Cooperative and UMKM Office. Based on this, the hypothesis that
organizational commitment has a positive and significant effect on OCB of employees
of the Denpasar City Cooperative and UMKM Office is accepted.
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Employee commitment results from a feeling of comfort and emotional
attachment as well as from a need and reliance on the organization. High employee
commitment is formed when the organization is able to instill in employees that
employees are important and vital figures for the organization. More contributions
that exceed expectations from the organization will occur if employees have a high
commitment to the organization, so that it will increase the emergence of employee
OCB behavior and have a positive impact on the organization. The results of this study
are in accordance with the theory of social exchange regarding the relationship
between employees and organizations. Exchange can occur if both parties, namely
employees and organizations, are able to provide something that benefits each other.

Azhar et al., (2019) stated that high organizational commitment can have an
influence on increasing OCB. Dewi et al., (2022), also argue that organizational
commitment has a positive effect on increasing OCB. This is in line with the research
of Apriliani & Wati (2023) which states that organizational commitment has a very
significant effect on OCB. This is in line with the research of Suwandana et. al., (2022)
which argues that organizational commitment has a positive and significant effect on
OCB. Dwika & Adnyani (2020), also argue that organizational commitment has a
positive and significant effect on OCB.

The Role of Organizational Commitment in Mediating the Effect of POS on OCB

Hypothesis testing on the role of organizational commitment mediating the
influence of POS on OCB of employees of the Denpasar City Cooperative and UMKM
Office shows that the organizational commitment variable is a mediating variable for
the influence between POS on OCB of employees of the Denpasar City Cooperative
and UMKM Office. The existence of organizational commitment within the
organization can be a mediator in the POS given by the organization which can trigger
the emergence of OCB behavior in employees of the Denpasar City Cooperative and
UMKM Office. The existence of high POS will be able to form a commitment from
employees to the organization, so that in the end it will have an impact on increasing
OCB.

CONCLUSION
The conclusions obtained based on the results of this study are as follows.
1) POS has a positive and significant effect on the OCB of employees of the
Denpasar City Cooperatives and UMKM Service.
2) POS has a positive and significant influence on the organizational
commitment of employees of the Denpasar City Cooperatives and
UMKM Service.
3) Organizational commitment has a positive and significant effect on the
OCB of employees of the Denpasar City Cooperatives and UMKM
Service.
4) Organizational commitment is significantly able to mediate the
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influence of POS on OCB.

BIBLIOGRAPHY

Alfiana, D. (2020). The Role of Perceived Organizational Support and
Psychological Empowerment on Employee Performance Through
Organizational Citizenship Behavior. Journal of Management Science, 8(3),

839-851.

Alshaabani, A., Naz, F., Magda, R., & Rudndk, I. (2021). Impact Of Perceived
Organizational Support On OCB In The Time Of COVID-19 Pandemic In
Hungary: Employee Engagement And Affective Commitment As
Mediators. Sustainability, 13(14), 7800.https://doi.org/10.3390/su13147800.

Amalia, J. (2020). The Influence of Perceived Training Benefits and Perceived
Organizational Support on Organizational Commitment. Diklat Review:
Journal of Education and Training Management, 4(2), 131-142.

Anata, PY, & Suwandana, IGM (2019). The Influence of Psychological Climate and
Organizational Culture on Employee Job Satisfaction and OCB at UD. Sekar
Jagat. E-Journal of Economics and Business, Udayana University, 10(8),
1135-1160.

Andriyanti, NPV, & Supartha, IWG (2021). Effect Of Perceived Organizational
Support On Organizational Citizenship Behavior With Job Satisfaction As
Mediating Variables. American Journal Of Humanities And Social Sciences
Research (AJHSSR), 5(1), 46-55.

Anggita, NMA, & Ardana, IK (2020). The role of job satisfaction medium
perceived organizational support to organizational citizenship behavior
among employees in Bali Zoo. American Journal of Humanities and Social
Sciences Research, 4(3), 79-87.

Apriliani, SD, & Wati, IR (2023). The Influence of Organizational Support on
Organizational Citizenship Behavior (OCB) with Organizational
Commitment as an Intervening Variable (Study on the Mitra Dhuafa
Regional K Cooperative, East Java). Diponegoro Journal Of Management,

12(4).

Ariarni, Nurmalia, Tri Wulida Afrianty. (2017). The Influence of Perceived
Organizational Support on Employee Performance with Employee
Engagement as an Intervening Variable (Study on Employees of PT. Pos
Indonesia, Madiun City). Journal of Business Administration, 50(4), 169-177.

110


https://doi.org/10.3390/su13147800

Aswin, AE, and Rahyuda, AG (2017). The Influence of Perceived Organizational
Support on Organizational Citizenship Behavior with Job Satisfaction as a
Mediator. E-Journal of Management Unud, Vol. 6, No. 5.

Ayu, D., Survival, S., & Hastuti, T. (2022). The Influence of Perceived
Organizational Support on Organizational Citizenship Behavior with
Organizational Commitment as a Mediating Variable. Journal of
Management Science and Organization, 3(1), 21-
29.https://doi.org/10.52300/jmso0.v3i1.4221.

Azhar, A, Sari, EYD, & Anam, C. (2019). The Effect Of Perceived Organizational
Support And Job Satisfaction On Organizational Citizenship Behavior
(OCB) With Organizational Commitment As A Mediator Variable.
Accountable, 16(1), 36-46.

Azizah, K., & Rokhman, N. (2021). The Influence of Perceived Organizational
Support on Organizational Citizenship Behavior with Job Satisfaction as a
Mediating Variable on Employees of the DIY Cooperative and SME Service.
Cakrawangsa Bisnis: Student Scientific Journal, 2(1).

Baihaqi, I, & Saifudin, S. (2021). The Influence of Organizational Culture,
Transformational Leadership Style and Organizational Commitment on
Employee Performance with OCB as an Intervening Variable. Scientific
Journal of Islamic Economics and Business Students, 2(1), 8-17.

Baliartati, BO (2016). The Influence of Organizational Support on Job Satisfaction
of Permanent Educational Staff of the Faculty of Economics and Business,
Trisakti University. Journal of Management and Service Marketing, 9(1), 35-

52.
Blau, P. M. (1964). Justice in Social Exchange. Sociological inquiry, 34(2), 193- 206.

Cahayu, Ni Made Anggun and Rahyuda, Agoes Ganesha. 2019. The Influence of
Perceived Organizational Support on Organizational Commitment with Job
Satisfaction as a Mediating Variable (Study at PT. Angkasa Pura Hotel In-
Flight Catering (Aphic)). Journal of Management. Vol. 8, No. 10, 2019: 6042-
6058.

Darmawati, A., & Hayati, LN (2013). The influence of job satisfaction and
organizational commitment on organizational citizenship behavior. Jurnal
Economia, 9(1), 10-17.

111


https://doi.org/10.52300/jmso.v3i1.4221

Dewi, DY, Supriadi, YN, & Iswanto, AH (2022). The effect of transformational
leadership, quality of work-life on organizational citizenship behavior with
organizational commitment mediation. Journal of Social Science, 3(2), 308-

323.

Dharma, IBPS, & Suwandana, IGM (2024). The Influence Of Transformational
Leadership, Job Satisfaction, And Work Motivation On Organizational
Commitment (Study On Bendega Restaurant Employees). Edunity Social
Science and Education Studies, 3(8), 747-765.

Diana, IKW, & Satrya, IGBH (2024). The Influence of Percieved Organizational
Support on Organizational Commitment with Job Satisfaction as a
Mediating Variable: (Study at CV. Harmoni Bali Zoo). Scientific Journal of
Management and Accounting, 1(5), 69-76.

Dwika, IAP, & Adnyani, IGAD (2020). Organizational Justice, Trust, and
Organizational Commitment Influence Organizational Citizenship Behavior
on Employees. EJournal of Management, Udayana University, 9(6),
2207.https://doi.org/10.24843/ejmunud.2020.v09.i06.p08.

Eisenberger, R., Rhoades Shanock, L., & Wen, X. (2020). Perceived
Organizational Support: Why Caring about Employees Counts. Annual
Review of Organizational Psychology and Organizational Behavior, 7, 101-
124.https://doi.org/10.1146/annurev-orgpsych-012119-044917.

Eliyana, A., Ma'arif, S., & Muzakki. (2019). Job satisfaction and organizational
commitment effect in the transformational leadership towards employee
performance. European Research on Management and Business
Economics, 25(3), 144-150.https://doi.org/10.1016/j.iedeen.2019.05.001.

Ferdiansyah, A., & Safitri, R. (2023). The Influence of Self Efficacy and Perceived
Organizational Support on Organizational Citizenship Behavior. Scientific
Journal of Management, Economics, & Accounting (Mea), 7(2), 883-894.

Fitri, IK, & Endratno, H. (2021). The effect of organizational commitment and job
satisfaction on employee performance with organizational citizenship
behavior as an intervening variable: a study on employees of Hotel Bahari,
Tegal Regency. Derivative: Journal of Management, 15(2), 276-293.

Fung, NS, Ahmad, A., and Omar, Z. 2012. Work-family Enrichment: It's Mediating
Role In the Relationships between Dispositional Factors and Job

112


https://doi.org/10.24843/ejmunud.2020.v09.i06.p08
https://doi.org/10.1146/annurev-orgpsych-012119-044917
https://doi.org/10.1016/j.iedeen.2019.05.001

Satisfaction. International journal of Academic Research in Business and
Social Sciences. 2(11), pp. 11-88.

Ghozali, I. (2018). Multivariate Analysis Application with IBM SPSS 25 Program
(9th Edition). Semarang: Diponegoro University Publishing Agency.

Gumanti, W. (2023). The Influence of Perceived Organizational Support and
Readiness for Change on Digital Culture to Achieve Worklife Balance for
Non-HR Employees of Science and Technology, National Research and
Innovation Agency Ecobestha, 2, 1-30. https://conference univpancasila
ac.id/index.p

Hair, Joseph F., Hult, G.T.M., Ringle, C.M., & Sarstedt, M. (2017). A Primer On
Partial Least Squares Structural Equation Modeling (PLS-SEM) 2nd Edition.
Los Angeles Sage

Hamzah, H., Hubeis, M., & Hendri, I. (2020). The Effect Of Career Development,
Organizational Justice And Quality Of Work Life To Organizational
Commitment And Implications To Organizational Citizenship Behavior Of
Employees At Pt. Perkebunan Nusantara Xiii. International Review of
Management and Marketing, 10(3), 101.

Harumi, TAM, & Riana, IG (2019). The Role of Job Satisfaction Mediation on the
Effect of Organizational Justice on Organizational Citizenship Behavior.
Journal of Distribution Journal of Management and Business Science, 7(1),
93-108.

Idzna, A., Raharjo, K., & Afrianty, TW (2021, September). The Influence Of
Perceived Organizational Support And Proactive Personality On
Organizational Commitment And Organizational Citizenship Behavior
Among Banking Employees In Malang. In 3rd Annual International
Conference On Public And Business Administration (AICOBPA 2020) (pp.
97-101). Atlantis Press.https://doi.org/10.2991/aebmr.k.210928.020

Jaya, R. (2018). The Influence of Organizational Commitment on Organizational
Citizenship Behavior (OCB) of Employees at BPTPM Pekanbaru City. El-
riyasah Journal, 8(1), 10-19.

Jehanzeb, K. (2020). Does Perceived Organizational Support And Employee
Development Influence Organizational Citizenship Behavior? Person-
Organization Fit As Moderator. European Journal Of Training And

113


https://doi.org/10.2991/aebmr.k.210928.020

Development, 44(6/7), 637-657.

Kang, E.G., & Lee, S.K. (2017). A Study On The Effect Of Perceived Organizational
Support To Organizational Citizenship Behavior In The Convergence Age-
Mediating Effect Of Organizational Commitment And Psychological
Empowerment. Journal of Digital Convergence, 15(9), 99- 110.

Khian, HS, & Bernarto, I. (2021). The Effect of Servant Leadership, Perceived
Organizational Support, and Well-Being on the Organizational Citizenship
Behavior of Teachers at Mudita Vocational School, Singkawang City.
Polyglot: Scientific Journal, 17(2), 212-231.

Konovsky, M. A. & Pugh, S. D. (1994). Citizenship Behavior And Social Exchange.
Academy Management Journal, 37(3): 656-696. Leadership With Job
Satisfaction And Career. Business and economic horizons. Vol. 1, issues.

1. Pp.1-10

Kristiyasari, D., Prasetyo, I., & Utari, W. (2023). Organizational Commitment as an
Intervening Variable in the Influence of Perceived Organizational Support
on Employee Work Productivity. Juima: Journal of Management Science,
13(1), 116-127.

Luthan, Fred. (2018). Organizational Behavior. Organizational Behavior. (10th
Edition).
Yogyakarta: Andi.

Metria, K., & Riana, IG (2018). The Influence of Organizational Support on
Organizational Commitment and Employee Performance. E-Journal of
Economics and Business, Udayana University, 7(9), 2117-2146.

Muda, H., Siregar, S., & Hadiyani, S. (2019). The Influence of Perceived
Organizational Support and Leadership Style on Organizational Citizenship
Behavior to Employees of PT Pelabuhan Indonesia | (Persero).
International Research Journal of Advanced Engineering and Science, 4(2),

325-326.

Nadiaswari, IAAI, & Adnyani, IGD (2024). The Role of Employee Job Satisfaction
in Mediating the Influence of Perceived Organizational Support on
Organizational Citizenship Behavior (Study at the Cooperative and MSME
Service of Gianyar Regency). E-Journal of Economics and Business,
Udayana University, 13(03), 542-556.

Narwastu, V. Y, Widjaja, DC, & Setiawan, R. (2023) The Influence of Perceived

114



Organizational Support (POS) on Organizational Citizenship Behavior
(OCB) through Employee Development (ED) and Organizational
Commitment (OC) as Mediating Variables on Educational Personnel at a
Private College. Journal of Management and Organization, 14(2), 139-160.
https://doi.org/10.29244/jmo0.v1412.42113

Nurfayani, LDA, & Wibawa, IMA (2022). Job Satisfaction Mediates the Effect of
Perceived Organizational Support on the Organizational Commitment of
Employees of CV. Prx Denpasar. E-Journal of Management, Vol. 8, No. 10,
6042-6058.https://doi.org/10.24843/EJMUNUD.2019.v08.i10.p0

Nurhayati, AE (2015). The Influence of Job Satisfaction, Motivation, and
Perception of Organizational Support on Organizational Commitment of
Kindergarten Teachers in Sanden District, Bantul Regency, Yogyakarta.
Journal of Management, 5(1), 11-17.

Paillé, P., & Mejia-Morelos, J. H. (2014). Antecedents Of Pro-Environmental
Behaviors At Work: The Moderating Influence Of Psychological Contract
Breach. Journal of Environmental Psychology, 38, 124-131.

Schaap, Peter; Olckers, C. (2018). Relationships Between Employee Retention
Factors And Attitudinal Antecedents Of Voluntary Turnover: An Extended
Structural Equation Modeling Approach Research Purpose. 2009, 1-15.

Sholikhah, CIR, & Frianto, A. (2022). The Influence of Job Satisfaction and
Organizational Commitment on Organizational Citizenship Behavior (OCB)
of Tiara Supermarket Employees. Journal of Management Science, 10(1),
291-301.

Sitio, VSS (2021). The influence of organizational commitment and organizational
culture on employee performance with organizational citizenship behavior
as an intervening variable at PT. Emerio Indonesia. Scientific Journal of M-
Progress, 11(1).

Soeprijadi, F., & Sudibjo, N. (2021). Perception of Teacher Performance,
Reviewed from Perception of Organizational Support, Person-
Organization Fit, and Organizational Citizenship Behavior. Journal of
Education, 22(1), 1-15. https://doi.org/10.33830/jp.v22i1.965.2021

Song, L., & Yang, L. (2020). Effect Of Organizational Justice On Affective
Organizational Commitment: Mediating Role Of Perceived Organizational

115


https://doi.org/10.24843/EJMUNUD.2019.v08.i10.p0

Support. Psychology And Behavioral Sciences, 9(5), 61-67.

Subiyanto, D., & Utami, RA (2021). The Influence of Organizational Support, Job
Satisfaction, and Work Motivation on Organizational Commitment.
Scientific Journal of Economics Students, 4, 202-12.

Sudarmo, TI, & Wibowo, UDA (2018). The Influence of Organizational
Commitment and Job Satisfaction on Organizational Citizenship Behavior
(OCB). Psycho Idea, 16(1), 51-58.

Sugiyono. (2018). Quantitative Qualitative Research Methods and R&D.
Alfabeta. Sugiyono (2019). Quantitative, Qualitative, and R&D Research
Methods. Bandung:

Alphabet.

Sugiyono. (2020). Educational Research Methodology (Quantitative, Qualitative
and R&D Approaches). Alphabet

Sumarsi, & Rizal, A. (2021). The Effect of Competence and Quality of Work Life
on Organizational Citizenship Behavior (OCB) with Organizational
Commitment Mediation (Study on Jaken and Jakenan Health Center
Employees). International Journal of Social and Management Studies,
02(06), 69-88.

Suwandana, IGM, Satrya, IGBH, & Riana, IG (2022). Organizational support as a
predictor of organizational commitment and their effects on
organizational citizenship behavior in non-star hotels. Linguistics and
Culture Review, 6(S1), 229-241.https://doi.org/10.21744/lingcure.v6nS1.2014

Trisnawati, NKA, Ardana, IK, & Suwandana, IGM (2020). The effect of
organizational justice, organizational commitment and job satisfaction on
employees' organizational citizenship behavior. American Journal of
Humanities and Social Sciences Research (AJHSSR), 4(8), 371-378.

Udayani, N. L putu K., & Sunariani, N. nyoman (2019). Organizational Culture,
Career Development, Job Insecurity Against Organizational Citizenship
Behavior With Organizational Commitment as an Intervening Variable
Journal of Management and Business, 8(2), 342-353http://journalaccess ac
id/index.

116


https://doi.org/10.21744/lingcure.v6nS1.2014
http://journal/

